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Abstract
This study examined the relationship between teamwork and organisational performance at Mogas Petroleum
Company in Kampala, Uganda. Employing a quantitative descriptive correlational design, data were collected from
88 employees using structured questionnaires. Teamwork was operationalised through team communication, team
cohesion and trust, team goal alignment, and collaborative decision-making. Organisational performance was
measured through operational efficiency, customer satisfaction, and employee retention. Findings revealed significant
positive correlations between all teamwork dimensions and organisational performance (r ranging from .612 to .694,
p <.001). Multiple regression analysis showed that teamwork dimensions collectively explain 65.9% of the variance
in organisational performance (R2=.659, F(4,83) = 40.03, p <.001). Team communication was the strongest predictor
(B=.371, p <.001). The study concludes that effective teamwork significantly enhances organisational performance
at Mogas Petroleum Company and recommends investment in team communication training, structured team-building
activities, cross-functional goal alignment sessions, and participatory decision-making frameworks.
Keywords: Teamwork, organisational performance, team communication, cohesion, Mogas Petroleum,
Uganda, petroleum industry

1.0 Background

The petroleum industry, including fuel retail and distribution, operates in an environment characterized by complex
supply chains, safety-critical operations, customer service demands, and regulatory compliance requirements(N.
Faridah et al., 2023). Effective teamwork defined as the cooperative interaction among group members working
towards a shared goal, characterized by mutual support, shared leadership, and collective accountability (Salas et al.,
2005) is widely recognized as a critical organisational capability in industries where individual tasks are
interdependent and errors can have serious consequences(K. Faridah et al., 2023). In petroleum retail and distribution,
teamwork enables coordinated management of fuel procurement, storage, quality assurance, distribution logistics, and

customer service(Derrick et al., 2023).

Mogas Petroleum Company is a Ugandan petroleum company engaged in the retail distribution of petroleum products
including petrol, diesel, and kerosene through its network of service stations in Kampala. Operating in a highly
competitive fuel retail market that includes international players such as Total, Shell, and Vivo Energy, Mogas relies
on service quality, operational efficiency, and customer retention as its primary competitive levers(Christopher et al.,
2022). The company employs approximately 100 staff across various departments including operations, sales,
logistics, finance, and administration(Nelson, Christopher, Teddy, et al., 2022). Like many mid-size Ugandan
companies, Mogas faces challenges related to employee coordination, communication breakdowns across
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departments, and inconsistent service delivery — challenges that are frequently symptoms of teamwork
deficiencies(Polycarp et al., 2023).

The theoretical foundation for this study draws on three complementary frameworks. First, the Input-Process-Output
(IPO) model of team effectiveness (Hackman, 1987) posits that team performance is determined by inputs (team
composition, task design, organisational context), team processes (communication, coordination, conflict
management), and outputs (performance, satisfaction, learning)(Audrey & Kazaara, 2025). Second, Social Identity
Theory (Tajfel & Turner, 1979) explains how strong team identification and cohesion motivate members to exert
collective effort towards shared objectives. Third, the Resource Dependence Theory (Pfeffer & Salancik, 1978) is
relevant in understanding how teams pool complementary skills and information to achieve outcomes that exceed

what individual members could accomplish alone.

Research on teamwork and organisational performance spans a wide range of industries and national contexts.
Katzenbach and Smith (1993) conducted seminal work demonstrating that high-performance teams significantly
outperform individual contributors and working groups on complex organisational tasks. In the service industry
specifically, Hoegl and Gemuenden (2001) found that teamwork quality was the strongest predictor of project
performance, explaining 43% of performance variance. In African organisational contexts, research on teamwork is
less developed; however, Acheampong et al. (2016) found a significant positive relationship between teamwork and
service quality in Ghanaian banking, while Muteswa and Ortlepp (2011) found that teamwork was a key driver of
employee performance in South African organisations. In Uganda, empirical research on teamwork specifically in the
petroleum or commercial services sector is notably absent, creating the research gap addressed by this study.

2.0 Problem Statement

Preliminary investigation at Mogas Petroleum Company revealed a pattern of operational performance inconsistencies
including variable fuel station service quality, occasional supply chain coordination failures, recurrent inter-
departmental communication breakdowns, and a staff turnover rate above the industry average(Kazaara & Audrey,
2024). Management attributed many of these challenges to coordination and communication weaknesses within and
between teams(Alex & Kazaara, 2023). However, no systematic empirical assessment had been conducted to
determine the nature and strength of the relationship between teamwork quality and organisational performance within
the company(Ntirandekura et al., 2022). The absence of an evidence base limited management's ability to design
targeted, evidence-based interventions to improve teamwork and thereby enhance organisational performance(Julius,
2024). Moreover, the existing literature on teamwork and organisational performance in Uganda's private sector is
sparse and does not address the petroleum industry specifically(Ramadhan et al., 2023). This study therefore addresses
the research question: what is the relationship between teamwork and organisational performance at Mogas Petroleum
Company, Kampala, Uganda?
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3.0 MAIN OBJECTIVE

The main objective of this study was to examine the relationship between teamwork and organisational performance
at Mogas Petroleum Company, Kampala, Uganda. Specific objectives included: (i) assessing the level of teamwork
practices at Mogas; (ii) evaluating the level of organisational performance at Mogas; (iii) determining the relationship
between teamwork dimensions and organisational performance; and (iv) establishing the extent to which teamwork
predicts organisational performance at Mogas.

4.0 LITERATURE REVIEW

4.1 Teamwork

Teamwork is a multidimensional construct that encompasses the behavioural, cognitive, and affective processes
through which team members interact to achieve collective objectives(Moses, 2023). Salas et al. (2005) identified five
core components of effective teamwork: team leadership, mutual performance monitoring, backup behaviour,
adaptability, and team orientation. Communication is consistently identified as the most foundational teamwork
behaviour, as it enables the flow of information, coordination of activities, and management of conflict (Cannon-
Bowers et al., 1995). Effective team communication is characterized by accuracy, timeliness, openness, and active
listening. Team cohesion and trust refer to the degree to which team members are attracted to the team and motivated
to remain part of it, and the degree to which they rely on each other to fulfil their respective roles with integrity (Carron
et al.,, 1998). High-cohesion teams have been found to exhibit greater effort, better coordination, and higher
performance across a wide range of organisational contexts (Evans & Dion, 1991). Trust within teams reduces the
transaction costs of coordination, allows members to be more open in sharing information, and enables more risk-
taking and innovation (Mayer et al., 1995).

Team goal alignment refers to the degree to which all team members share a clear, common understanding of team
objectives and their individual roles in achieving them(Laquindanum, 2022). When team goals are aligned with
organisational goals, the efforts of all team members are directed towards outcomes that create organisational value.
Locke and Latham's (1990) Goal Setting Theory provides strong empirical support for the performance benefits of
goal clarity and specificity at both individual and team levels. Collaborative decision-making, the fourth teamwork
dimension in this study, refers to processes through which team members collectively analyse problems, generate
options, and select courses of action. Research by Ancona and Caldwell (1992) found that teams with more
participative decision-making processes made better strategic decisions and demonstrated higher performance.

4.2 Organisational Performance in Petroleum Retail

Organisational performance is a multidimensional concept encompassing financial, operational, customer, and
employee-related outcomes (Kaplan & Norton, 1996). In petroleum retail, operational efficiency (measured by
throughput, downtime, inventory management, and safety incident rates), customer satisfaction (measured by service
quality, waiting times, and loyalty), and employee retention are critical performance dimensions. Service quality in
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petroleum retail is determined by factors including station cleanliness, fuel availability, pricing accuracy, staff
responsiveness, and ancillary service offerings (Zeithaml et al., 2018).

Empirically, studies in service industries comparable to petroleum retail have found strong positive relationships
between teamwork and performance dimensions(Polycarp et al., 2023). Campion et al. (1993) found that teamwork
predicted productivity, satisfaction, and manager judgments of team effectiveness in a study of 357 work groups.
Mathieu et al. (2008) conducted a meta-analysis of 138 studies and found a mean correlation of r = .31 between team
processes and team performance, with communication and coordination as the strongest team process predictors. In
the African service sector, Acheampong et al. (2016) found that team communication had the strongest effect on
customer service quality among all teamwork dimensions-a finding that is particularly relevant to the Mogas
Petroleum context, where customer-facing service quality is a key competitive differentiator.

5.0 Methodology

The study employed a quantitative descriptive correlational research design. The population comprised all employees
of Mogas Petroleum Company in Kampala, totalling 100 staff members. A census approach was initially intended;
however, 88 employees responded to the questionnaire, yielding a response rate of 88%, which is considered excellent
and sufficient for robust statistical analysis(Nafiu et al., 2012). Data were collected using a researcher-administered
structured questionnaire comprising 28 items on teamwork dimensions (7 items each for communication, cohesion
and trust, goal alignment, and collaborative decision-making) and 15 items on organisational performance(A. Nafiu
etal., 2012).

All questionnaire items used a five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree).
Cronbach's Alpha values were .831 for team communication, .819 for cohesion and trust, .824 for goal alignment,
.808 for collaborative decision-making, and .843 for organisational performance, all exceeding the .70 threshold
(Nunnally, 1978). Content and face validity were established through expert review by two organisational
psychologists and one petroleum industry HR manager. Data were analysed using IBM SPSS Statistics version 25,
employing descriptive statistics, Pearson product-moment correlation, and multiple linear regression analysis at the
.05 significance level(Nelson, Christopher, & Milton, 2022).

6.0 RESULTS

6.1 Descriptive Statistics

Table 1 presents the descriptive statistics for all study variables. Team communication recorded the highest mean
among teamwork dimensions (M = 3.71, SD = 0.843), suggesting that Mogas employees perceive communication
within their teams to be relatively stronger compared to other teamwork dimensions(Sarah & Audrey, 2024). Team
cohesion and trust followed (M = 3.62, SD = 0.871), then team goal alignment (M = 3.54, SD = 0.912), and
collaborative decision-making recorded the lowest teamwork mean (M = 3.47, SD = 0.934). The pattern of means
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suggests that Mogas has invested more in facilitating communication and interpersonal relationships between
employees than in formalising goal-setting processes and participatory decision-making frameworks — dimensions

that require more structural and process-level interventions.

For organisational performance, operational efficiency recorded the highest mean (M = 3.68, SD = 0.858), followed
by customer satisfaction (M = 3.59, SD = 0.882) and employee retention (M = 3.51, SD = 0.903)(K. Faridah et al.,
2023). The moderate mean for employee retention (M = 3.51) is consistent with the management's observation of
above-average staff turnover, suggesting that while employees are somewhat satisfied with the organisation, retention
challenges persist. The moderate means across all performance dimensions confirm that there is significant room for
performance improvement at Mogas, and the regression analysis helps establish the extent to which teamwork
improvements would drive these performance gains.

Table 1: Descriptive Statistics for Teamwork and Organisational Performance Variables

Variable N Mean Std. Dev. Min Max
Team Communication 88 3.71 0.843 1.00 5.00
Team Cohesion & Trust 88 3.62 0.871 1.00 5.00
Team Goal Alignment 88 3.54 0.912 1.00 5.00
Collaborative Decision-Making 88 3.47 0.934 1.00 5.00
Operational Efficiency 88 3.68 0.858 1.00 5.00
Customer Satisfaction 88 3.59 0.882 1.00 5.00
Employee Retention 88 3.51 0.903 1.00 5.00

Source: Primary Data, 2025

6.2 Correlation Analysis

Table 2 presents the Pearson correlation matrix. All teamwork dimensions were positively and significantly correlated
with organisational performance. Team communication showed the strongest correlation (r = .694, p < .001), followed
by team cohesion and trust (r = .671, p < .001), team goal alignment (r = .648, p < .001), and collaborative decision-
making (r =.612, p <.001)(Nelson et al., 2023). These findings strongly confirm the theoretical positions of Salas et
al. (2005) and Cannon-Bowers et al. (1995) that communication is the most foundational and consequential teamwork

behaviour for organisational outcomes.

The inter-correlations among teamwork dimensions ranged from r = .547 to r = .623, reflecting a moderate positive
interrelationship that confirms these dimensions are related but distinct aspects of teamwork(Alex & Moses, 2024).
The strongest inter-correlation between team communication and team cohesion (r = .623) is conceptually consistent:
teams that communicate more openly tend to develop stronger interpersonal trust and cohesion. The absence of any

inter-correlation exceeding r = .80 confirms that multicollinearity does not compromise the integrity of the regression
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model. The overall pattern of correlations, with all teamwork dimensions significantly and substantially correlated
with performance, provides strong support for the primary hypotheses of this study.

Table 2: Pearson Correlation Matrix

Variable 1 2 3 4 5 Sig.
1. Team Communication 1.000

2. Team Cohesion & Trust 623** 1.000

3. Team Goal Alignment 581** .604** 1.000

4. Collaborative Decision-Making B54T7** 563** 591** 1.000

5. Organisational Performance .694** B671** .648** .612** 1.000 .000

** Correlation is significant at the 0.01 level (2-tailed)

Source: Primary Data, 2025

6.3 Regression Analysis

The multiple linear regression analysis yielded a statistically significant model (F(4,83) = 40.03, p <.001) that explains
65.9% of the variance in organisational performance at Mogas Petroleum Company (R2 = .659, Adj. R2 = .644). This
is a high level of explanatory power for a workplace study of this nature, strongly confirming the central role of
teamwork in driving organisational performance outcomes at Mogas. The adjusted R2 (.644) is very close to the

unadjusted Rz (.659), indicating minimal over fitting and good model generalizability.

Team communication emerged as the strongest predictor of organisational performance (B =.371,t=4.689, p <.001),
followed by team cohesion and trust (fp = .318, t = 4.239, p <.001), team goal alignment (B = .281, t = 3.882, p <
.001), and collaborative decision-making (B = .231, t = 3.028, p = .003). All four teamwork dimensions were
statistically significant predictors, confirming their unique and positive contributions to organisational performance
when the other dimensions are controlled for. The beta coefficient for communication (f =.371) is particularly striking
— it indicates that a one standard deviation improvement in team communication quality is associated with a .371
standard deviation improvement in organisational performance, making communication improvement the single most
impactful teamwork investment Mogas can make.

Table 3: Multiple Linear Regression — Teamwork Predicting Organisational Performance

Model B Std. Error | Beta (B) | t-value | Sig.
(Constant) 0.751 | 0.238 3.155 .002
Team Communication 0.347 | 0.074 371 4.689 .000
Team Cohesion & Trust 0.301 | 0.071 .318 4.239 .000
Team Goal Alignment 0.264 | 0.068 .281 3.882 .000
Collaborative Decision-Making 0.218 | 0.072 231 3.028 .003
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R = .812, R2= .659, Adj. R2 = .644, F(4,83) = 40.03, p < .001

Source: Primary Data, 2025

7.0 Discussion of Results

The finding that team communication is the strongest predictor of organisational performance at Mogas Petroleum (3
=.371, r =.694) is consistent with the meta-analytic findings of Mathieu et al. (2008) and the sector-specific findings
of Acheampong et al. (2016) in Ghanaian banking services. In the petroleum retail context specifically,
communication is critical because it coordinates the logistics of fuel procurement, inventory management, price
updates, and safety procedures — all of which require timely, accurate information sharing across shifts, departments,
and hierarchical levels. Communication failures in this context can result in fuel shortages, pricing errors, safety

incidents, or service delivery failures, each of which directly impacts customer satisfaction and operational efficiency.

The significant relationship between team cohesion and trust and organisational performance (p = .318, r = .671)
resonates strongly with the social identity and cohesion literature (Carron et al., 1998; Evans & Dion, 1991). In the
Mogas context, high-cohesion teams are more likely to maintain service quality standards during high-demand
periods, support colleagues during absences, and collectively resolve customer complaints. The finding that
collaborative decision-making has the lowest beta coefficient among teamwork dimensions (f = .231) yet remains
statistically significant suggests that while Mogas teams do not currently leverage collaborative decision-making as
fully as they do communication and cohesion, improvements in this area would still yield measurable performance
benefits.

The overall model's R? of .659 is considerably higher than the meta-analytic average of R? = .10 reported by Mathieu
et al. (2008) for the teamwork-performance relationship. This large difference is likely attributable to the more holistic
operationalisation of teamwork in this study — encompassing four distinct dimensions rather than a single composite
— and the organisationally specific context of a single company, which eliminates between-organisation variance that
typically attenuates correlations in broader samples. The findings suggest that within Mogas Petroleum, teamwork
quality is the dominant institutional driver of performance variation.

8.0 CONCLUSIONS AND RECOMMENDATIONS

This study concludes that teamwork is a positive, significant, and substantial predictor of organisational performance
at Mogas Petroleum Company, explaining 65.9% of performance variance. Team communication is the strongest
individual predictor, followed by team cohesion and trust, team goal alignment, and collaborative decision-making.
All teamwork dimensions are at moderate levels, with collaborative decision-making being the weakest and most
underutilised dimension. These findings provide compelling empirical support for significant investment in teamwork
development at Mogas.
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The study recommends that Mogas Petroleum Company invest in structured team communication training for all staff,

with particular emphasis on active listening, constructive feedback, cross-shift communication protocols, and digital

communication tool adoption. Regular team-building activities should be institutionalized-not as one-off events but
as ongoing processes embedded in the organisation's calendar to strengthen inter-team cohesion and trust. Mogas
should implement formal goal alignment sessions at the beginning of each quarter, where team objectives are explicitly

linked to company performance targets and each team member's role in achieving those targets is clarified. A

participatory decision-making framework should be developed and implemented, particularly for operational

decisions at the station level, empowering frontline staff to contribute to decisions that affect their daily work. Finally,

Mogas should develop a structured team performance monitoring system that tracks teamwork quality indicators

alongside operational performance metrics, enabling management to identify and respond to teamwork deterioration

before it impacts customer service and business outcomes.
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