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ABSTRACT

This study examines the performance of global business teams in creating platforms for 

small and medium enterprises. The objectives of the study were to: Examine the efficacy of 

Global Business Team (GBT) management towards better organizational performance of 

SMEs in Nigeria; Asses the linkage between Global Business Team (GBT) management in 

achieving customer satisfaction through SMEs in the country; Examine the essentiality of 

Global Business Team (GBT) management in creating level playing grounds for SMEs in the 

study area and to make deductions on how Global Business Team (GBT) management can 

enhance team performance and productivity in Nigeria. The study employed the empirical 

method of research were information were assessed from the net and used for the study. The 

findings of the study revealed that the performance of the GBT is an essential strategy needed 

to aid SMEs productivity and performance. Furthermore, the study revealed that lack of 

support and financial aid to SMEs is the major constraint confronting the SMEs sector of 

business in Nigeria, thus the effort made by some GBT in providing succor to these small 

businesses is very crucial in improving some organization's productivity and performance 

and it was discovered from the study that team management is effective and efficient in 

response to changes in customers' demand and in satisfying their needs. Based on the 

findings above, the following were recommended among others:  that a thriving SME sector 

is critical to inclusive economic growth and job creation. Thus, more effort should be given 

to the SME sector in order to improve the economic well being of the country through self 

employment and self reliance of its citizens. This can only be achieved through creating 

business enterprises at the local level to supply the needs of the common man and to create 

avenues through which he can manufacture what he/she wants; organization shall be 

effective in team management for team not to be a disappointment but productivity 

enhancers for better organization performance and that team members should be motivated 

to use their knowledge and skills to achieve shared goals by SMEs of relevant business 

enterprises to meet consumer needs and satisfaction. Workers should be trained to increase 

their interpersonal skills, decision making and knowledge in the concept of teamwork.

TSPJED Journal    |  Vol 1 No. 1   | May, 2017

TSPJED Journal    |  Vol 1 No. 1   | May, 2017
PUBLICATION OF TARABA STATE POLYTECHNIC, SUNTAI



25

1.0 Introduction 

A team is similar to what is usually 

called group in organizations, but team 

has become the popular word in the 

business community. The team concept 

implies a greater sense of mission and 

contest although the words can be used 

interchangeably

Teamwork is the concept of people 

working together cooperatively, as in 

sales team, sports team etc. It has also 

become so valued that many large 

corporations have developed specific 

tests to measure potential employee's 

teamwork ability (Adeleke, 2008). 

Team has been around for as long 

as anyone can remember. It is common to 

hear of management teams, production 

teams, service team or even whole 

organizations being referred to as teams 

that is, many organization today are 

moving towards ?team based? approach 

to work, this means that working in teams 

is the basic method used to get work done 

in these organizations. 

McShone (1998) said that teams 

are replacing individuals as the basic 

building blocks of organization - French 

language television programs has shifted 

to team-based projects and giving more 

recognition to teams than to individuals. 

Companies are not just looking for 

technical ability but looking for people 

who can work on teams and solve 

problems.

According to Steiner (1972) teams 

are not novel concepts; teams and team 

thinking have been around for years at 

companies such as Procter and Gamble; 

and Botany. In the 1980s the 

manufacturing and auto industries 

embraced a new team-oriented approach 

when United States firms retooled to 

combat Japanese competitor who were 

quickly gaining market share. 

Brown et al (1996) examined that 

managers discovered the large body of 

research indicating that teams can be 

more than the traditional corporate 

structure for making decisions quickly and 

efficiently. He further said that teams 

needed for the restructuring and 

reengineering processes of the future 

giving instances that simple changes like 

encouraging input and feedbacks from 

workers on the line make dramatic 

improvements.

Business performance is the effort 

expended by a business firm in achieving 

its objectives of customer satisfaction, 

employee satisfaction, societal 

satisfaction, and ultimately profitability.

Every global company's 

competitive advantage depends on its 

ability to coordinate critical resources and 

information that are spread across 

different geographical locations. Today 

there are myriad organizational 

mechanisms that global corporations can 

use to integrate dispersed operations. But 

the most effective tool is the Global 

Business Team (GBT): a cross-border 

team of individuals of different 

nationalities, working in different cultures, 
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businesses and functions, who come 

together to coordinate some aspect of the 

multinational operation on a global basis.

1.1 Statement of the problem 

It is virtually impossible for a 

multinational corporation to exploit 

economies of global scale and scope, 

maximize the transfer of knowledge or 

cultivate a global mind-set without 

understanding and mastering the 

management of Global Business Teams 

(GBT).

Several studies such as Richard, 

Devinney, George and Johnson (2009), 

and Ibeto (2011), have shown that the 

effort expended by multinational business 

managers in achieving their goal in 

Nigeria has not been very successful.

This study is therefore designed to 

appraise the Performance of Global 

Business teams in creating a platform for 

Small and Medium Enterprises (SMEs), 

Nigeria as a case study.

1.2 Objectives of the study 

Specifically, the study attempts to:

ØExamine the efficacy of Global 

Business Team (GBT) management 

towards bet ter  organizat ional  

performance of SMEs in Nigeria.

ØAsses the linkage between Global 

Business Team (GBT) management in 

achieving customer satisfaction 

through SMEs in the country.

ØExamine the essentiality of Global 

Business Team (GBT) management in 

creating level playing grounds for 

SMEs in the study area.

ØMake deductions on how Global 

Business Team (GBT) management 

can enhance team performance and 

productivity in Nigeria 

2.0 Literature Review 

2.1The concept of Team work in 

Business

Thompson (2000) defined team as 

a group of people who are interdependent 

with respect to information, resources and 

skills and who seek to combine their 

efforts to achieve a common goal. He 

further stressed that team have five keys 

defining characteristics. First, team exists 

to achieve a shared goal; simply put, 

teams have work to do. Team produces 

outcomes for which members have 

collective reward. Second, team 

members are interdependent regarding 

some common goal. Interdependence is 

the hallmark of teamwork. It means that 

team members must rely on others for 

information, expertise, resources and so 

on. Third, teams are bounded and remain 

relatively stable over time. 

McShone (1998) defined teams as 

a group of two or more people who 

interact and influence each other and 

mutually accountable for achieving 

common goals and associated with 

organizational objectives, and perceive 

themselves as a social entity within the 

organization. Most teams work together 

for a meaningful length of time, long 

enough to accomplish their goal. Fourth, 

team members have the authority to 

manage their own work and internal 
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processes. Finally, teams operate in a 

larger social system context. Teams are 

not island unto themselves. They do their 

work in a larger organization, often 

alongside other teams.

Richard (1991) described team as 

a unit of two or more people who interact 

and coordinate their work to accomplish a 

specific objective. He also said that the 

definition has three components. First, 

two or more people are required. Teams 

can be quite large, running to as many as 

seventy five (75) people in a team with a 

regular interaction. People, who do not 

interact, such as when standing in line at a 

bank counter or riding in an elevator, do 

not comprise a team. Third, people in a 

team share a performance objective, 

whether it is to design a new type of hand 

held calculator or write a textbook. 

Students are often assigned to teams to 

do class work or assignments, in which 

case the purpose is to perform the 

assignment and receive an acceptable 

grade.

A team is similar to what is usually 

called group in organizations, but team 

has become the popular word in the 

business community. The team concept 

implies a greater sense of mission and 

contest although the words can be used 

interchangeably. People often refer their 

groups as teams; they are really not team, 

because there are several important 

distinctions between them as explained 

by Jerald et al (1997). First, in group, 

performance typically depends on the 

work of individual members, however 

team depend on both individual 

contributions and collective work 

products. The second difference has to do 

with where the accountability for the job 

lies. Typically, members of groups pool 

their resources to attain goals, although it 

is individual performance that is taken into 

consideration when it comes to issuing 

rewards, members of group usually do not 

take responsibility for any result other 

than their own. By contrast, team focus on 

both individual and mutual accountability. 

That is, they work together to produce an 

outcome.

Third, whereas group members 

may share a common interest goal, team 

members also share a common interest to 

purpose. Team members focusing jointly 

on such lofty purposes, in conjunction 

with specific performance goals, become 

heavily invested in its activities. Team 

however also has a broader purpose, 

which supplies a source of meaning and 

to the emotional energy to activities 

performed. Fourth, in organizations 

teams differ from groups with respect to 

the nature of their connections to 

management. Work groups are typically 

required to be responsive to demand 

regularly placed on them by management. 

By contrast, once management 

establishes the mission for team and sets 

the challenge for it to achieve, it typically 

gives the team enough flexibility to do its 

job without any further interference. In 

other word, teams are to varying degrees 
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of self managing.

Team success or failure can be 

evaluated using some performance 

criteria factors. According to Hackman 

(1987) three key criteria are: productivity, 

satisfaction and individual well being. 

Organization gain was added by Leigh 

Thompson as suggested by Grueofield 

(1998). Productivity is the most important 

measure of team success. Team 

productivity requires that the team have a 

clear goal and be able to adopt 

accordingly as new information arrives, 

goals change and organizational 

priorities shift. The productivity criterion 

asks whether the team's output meets the 

standards of those who have to use it, that 

is, the end users. It is not enough that the 

team is satisfied with the output or even 

that it meets some objective performance 

measure. If the teams output is 

unacceptable to those who to use it, the 

team is not effective. For these reasons, it 

is important to identify the legitimate 

clients of the team. The various end users 

who depend upon the team's output may 

focus on different performance standards 

(e.g. quantity, quality, cutting cost, 

innovation and timeliness).

The Concept of Global Business Teams

Global business teams are 

ubiquitous throughout multinational 

corporations. But managing them 

effectively and steering them toward their 

intended goals is not easy. Barriers to 

communication and to cultivating trust 

routinely sabotage the most well 

intentioned team. By making the right 

choices for the team's charter, 

composition and process, global teams 

can overcome the problems and 

efficiently achieve their ends.

A solid framework for designing 

high-performing Global Business Teams 

is essential. When a team consists of 

members with distinct knowledge and 

skills, drawn from different subsidiaries in 

different countries, the potential for 

cognitive diversity is high. That can be a 

source of real competitive strength. But 

intellectual diversity almost always will 

bring with it some degree of inter- 

personal incompatibility and 

communication difficulty. Process 

mechanisms that recognize and 

anticipate such pitfalls  and integrate the 

best of individuals' ideas and 

contributions  are needed to help the 

team reconcile diverse perspectives and 

arrive at better, more creative and novel 

solutions.

Global Business Team, The Question of 

Diversity 

There are at least three reasons 

why global business teams have high 

levels of diversity. First, members come 

from diverse cultural and national 

backgrounds. Second, team members 

generally represent subsidiaries whose 

agendas may not be congruent. Third, 

because team members often represent 

different functional units, their priorities 

and perspectives may differ. Is the high 

level of diversity a necessary evil that 
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must be curbed or a source of strength 

that should be cultivated? The answer 

depends on whether the type of diversity 

is cognitive or behavioral.

Cognitive diversity refers to 

differences in the substantive content of 

how members perceive the team's 

challenges and opportunities, options to 

be evaluated and optimal course of action. 

Diversity of nationality can account for 

substantive differences on issues such as 

whether the free Internet-service model 

pioneered in the United Kingdom can be 

transferred to other countries. Diversity in 

subsidiaries' histories and charters can 

account for substantive differences on 

issues such as whether Singapore, Hong 

Kong or Tokyo is the optimal location for a 

company's Asian headquarters. Diversity 

in functional backgrounds can account for 

substantive differences on issues such as 

the relative importance of ?market pull? 

and ?technology push? in a company's 

new-product-development efforts.

Because no single team member 

ever can have a monopoly on wisdom, 

cognitive diversity is almost always a 

source of strength. Divergent 

perspectives foster creativity and a more 

comprehensive search for and 

assessment of options. But the team must 

be able to integrate the perspectives and 

come to a single solution.

Behavioral diversity, by contrast, 

refers to differences in language as well 

as culture-driven norms of behavior. 

Consider, for example, a cross-border 

business team in a Franco-American 

company. The norm in most U.S. teams is 

that the most senior member presents the 

team's perspective, but in a French team, 

the most junior member typically does so. 

Unless the members of the Franco-

American team are sensitized to such 

differences, misunderstandings easily 

can emerge and block or distort 

communication. Behavioral diversity is 

best regarded as a necessary evil: 

something that no global business team 

can avoid but the effects of which the 

team must attempt to minimize through 

language training and cultural 

sensitization.

Strengthening the Global Business Team 

(GBT) for advancement of the SMEs 

sector in Nigeria. 

Overcoming Communication Barriers

Several process mechanisms can 

be used to overcome the communication 

barriers that plague Global Business 

Teams. Since the GBT is a collection of 

high ranking professionals of a company 

from different countries of the world, there 

abound some problems of 

communication barriers because the 

language of communication is not the 

same. 

Language and culture. 

In order to overcome the barriers to 

communication created by the linguistic 

and cultural divides separating members 

of the typical Global Business Team (GBT), 

companies need to invest in language 

education and cross-cultural training. 
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Language training reduces the need for 

third-party mediators such as translators 

and thus fosters more direct, 

spontaneous and free-form 

communication between the GBT and the 

SMEs practitioners. The ABB Group 

provides a good example of how even a 

bit of progress on linguistic skills can go a 

long way toward reducing communication 

barriers. Goran  Lindahl, ABB's former 

CEO, was explicit in referring to his 

company's official language as ?Poor 

English? to drive home the point that no 

one should be embarrassed to express 

an idea because of a lack of perfection in 

English.

Investments in cross-cultural skills 

also help Global Business Team 

members. A better understanding of team 

members' different cultures can improve 

richness of communication: People pick 

up the signals in verbal and nonverbal 

communications more comprehensively 

and accurately. Investment in cross-

cultural skills also can improve team 

members' ability to understand and 

respect diversity and turn it into a 

competitive advantage.

Research Methodology 

Research Design 

Yin (2003) described the research 

design as that structure which guides 

collecting and subsequently analyzing data or 

as the techniques for doing this. It enables the 

researcher to connect empirical data to its 

conclusions to the initial research question of 

the study in a logical sequence (Bryman, 

2004; Yin, 2003). 

A Cross Sectional design will be 

employed for this research. This was because 

the research comprised a wide variety of 

designs including: surveys; structured 

observations; content analysis; official 

statistics and documentation. The “where”, 

“who” and “what” questions asked by this 

research were answered by employing survey 

d e s i g n  m e t h o d s :  i n t e r v i e w s  a n d  

questionnaires. Additional questions 

including the 'hows' and 'whys' were answered 

by employing other designs including 

narrative analysis, content analysis, official 

statistics, and documents. Also, historical data 

(archival analysis) obtained from literature 

informed the research and aided in the design 

of the procedural framework. This provided a 

good platform to extensively exhaust the 

questions and provide appropriate answers to 

them.

Primary data for the research was 

collected from two main sources: employer 

and employees within the public organization. 

Employers and employees of private and 

public  business organizat ions who 

participated in the study provided data which 

informed the research on the performance of 

GBT in creating platforms for SMEs in their 

respective companies. The in-depth review of 

existing literature laid the platform for the 

commencement of primary data collection for 

the cross-sectional study. 

The choice of data collection 

method depends on the available 

resources and how best the method can 

generate the required information from 
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the selected sample (Cooper and Schindler, 2001; Sekaran, 2003; Babbie, 1999). In 

this study, data was collected using mainly questionnaire survey and semi-structured 

interviews with the HR Managers

Data Analysis and Discussion of Results 

This section of the work presents the results of the performance of the Global 

Business Team (GBT) in creating a platform for the SMEs in the Nigerian Economy. 

Table 1: Personal Characteristics of Respondents 

S/No Personal Characteristics  Percentage (%) 

1. Sex distribution   

 Male  90 

 Female  10 

 Total  100 

 

2. Age Range (years)   

 21-35 45 

 36-40 35 

 41 and above  20 

 Total  100 

 

3. Educational Background   

 OND/NCE 40 

 HND/Degree 35 

 Others  25 

 Total  100 

 

4. Years of Experience   

1-5 38 

6-10 47 

11 years and above  15 

Authors approach, 2017  
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The personal characteristics of the respondents for this study included 

attributes such as sex, age, educational qualifications, and years of experience in 

the company., findings shows that 90% of the respondents mainly involved in SME 

activities were males and the remaining 10% were females. The population 

distribution favored male because most SME operators or outlets deals with 

manufacturing and processing is sometimes a hard work which is not suitable for the 

females. Nevertheless, there are less stressful work in the SMEs sector thus, the 

little percentage that is accrued to the females. 

Ages of respondents ranges between 21 and 50 years, with the majority of 

them (85%) in the active age range of between 21 to 40years. With respect to their 

educational qualifications, 35% of the respondents had HND/B.Sc certificate, 40% 

were OND /NCE holder, while the remaining 25% had professional qualifications.

Furthermore, from the responses to their years of experience, it was deduced 

(Table1) that 47% had 6 - 10years experience 38% had 1 - 5 years experience and 

the remaining 15% had above 10 years experience. 

Table 2: Distribution of Respondents on Effectiveness of GBT in Creating Platforms 

for SMES.

Categories of response  Frequency  Percentage (%)  

Strongly agreed  583 44 

Agreed  539 41 

Disagreed  88 7 

Undecided  110 8 

Total  1320 100 

 Authors approach, 201 7 

   N = 1320 

One of the strategies observed as positively contributing to enhancing 

business performance is the effectiveness of the organization concerned on team 

management. Table 2 indicates the opinion of the respondents when asked about 

the effectiveness of Global Business Teams in improving business performance of 

SMEs in the country. 85% strongly and ordinarily agreed that Global Business Team 

is effective in creating platforms for SMEs, 7% disagreed while the remaining 8% 

undecided. This implies that GBT is effective in creating a platform for SMEs to 

operate smoothly, bearing in mind that these views were expressed by those with 
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direct knowledge of the situation in the company

Table 3: Global Business Team's involvement and SMEs performance

Categories of response  Frequency  Percentage (%)  

Strongly agreed  60 50 

Agreed  49 41 

Disagreed  03 2 

Undecided  08 7 

Total  120 100 

 Authors approach, 2017  

   N = 120 

Effective team management and development are essentials for business 

productivity and performance (Adeleke, 2008). Respondents were asked to state 

their opinions about the relationship between Global Business Team involvement 

and SMEs performance in Nigeria. Table 3 indicates 50% of the respondents 

strongly agreed that GBT involvement is crucial to SMEs business performance. 41, 

2 and 7% agreed, disagreed and undecided respectively. The implication of this is 

that, GBT if well built and managed, it would result to high productivity and increased 

business performance especially in the SME sector.

Table 4: SME performance and the Efficacy Global Business Team in creating 

platforms for customer satisfaction

Categories of response  Frequency  Percentage (%)  

Strongly agreed  69 58 

Agreed  45 37 

Disagreed  01 1 

Undecided  05 4 

Total  120 100 

 Authors approach, 2017  

   N = 120 

Good team management helps organizations to devise various means of 

improving the workers performance and enhance business productivity, good 

quality and quick response to customers demand and customers satisfaction. On 

this basis, the researchers asked about SME performance and the efficacy of GBT in 
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satisfying customers. The result shows 

that almost all the respondents (95%) 

agreed to the fact that SME is one of the 

potent tools when it comes to meeting 

customers demand and satisfaction 

through sponsorship by GBT. 1 and 4% 

disagreed and undecided respectively. 

C O N C L U S I O N  A N D  

RECOMMENDATION 

CONCLUSION

The findings of the study showed 

that the performance of the GBT is an 

essential strategy needed to aid SMEs 

productivity and performance. 

Furthermore, the study revealed that 

lack of support and financial aid to SMEs 

is the major constraint confronting the 

SMEs sector of business, thus the effort 

made by some GBT in providing succor 

to these small businesses is very crucial 

in improving some organization's 

productivity and performance. Lastly it 

was discovered from the study that team 

management is effective and efficient in 

response to changes in customers' 

demand and in satisfying their needs. 

RECOMMENDATIONS 

However, for survival, 

performance, and productivity of Small 

and Medium Enterprises, the following 

recommendations should be put into 

consideration;

üGlobal Business Teams should 

depart from a culture that encouraged 

c o m p e t i n g  p e r s o n a l i t i e s ,  

fact ional ism,  and autocrat ic  

management to a culture that stresses 

t e a m w o r k ,  a n d  c r e a t i n g  

entrepreneurship through employee 

involvement and participative 

corporations.

üBuilding SME capacity through the 

localization of supply chains requires 

leadership from the top, both at the 

strategic and at the operational level. 

However, leadership cannot be 

overprescriptive; each initiative 

needs to adapt to local conditions and 

find its own success story. Thus, 

multinational business corporations 

should try using their GBT to 

empower and encourage SMEs to 

achieve desired goal by providing 

both financial, moral and material 

support to SMEs. 

üA thriving SME sector is critical to 

inclusive economic growth and job 

creation. Thus, more effort should be 

given to the SME sector in order to 

improve the economic well being of 

the country through self employment 

and self reliance of its citizens. This 

can only be achieved through 

creating business enterprises at the 

local level to supply the needs of the 

common man and to create avenues 

through which he can manufacture 

what he/she wants. 

üOrganization shall be effective in 

team management for team not to be 
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a disappointment but productivity 

enhancers for better organization 

performance.

üTeam members should be motivated 

to use their knowledge and skills to 

achieve shared goals by SMEs of 

relevant business enterprises to meet 

consumer needs and satisfaction. 

Workers should be trained to 

increase their interpersonal skills, 

decision making and knowledge in 

the concept of teamwork.
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