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Abstract

The study sought to investigate the mediating role of employee engagement in the relationship
between teamwork and academic staff performance in private and faith-based institutions (PAFI) in
the Buganda region. Researchers developed a measurement model to explain the hypothesized
relationships and tested the research hypotheses using partial least squares structural equation
modeling (SEM) with Smart PLS4. We also used bootstrapping to test the direct and indirect effects
of the associations. This study employed descriptive, correlational, and cross-sectional research
designs using a quantitative approach. The target population was 127 academic staff, out of which 96
respondents were randomly selected. The results revealed that teamwork directly associates
significantly with academic staff performance (f = 0.567, P-value = 0.000 < 0.05). However, the
study did not support the indirect or mediation effect through employee engagement, as the
association between employee engagement and academic staff performance was not significant. This
is because the resulting P value of 0.4 is greater than the threshold of 0.05. This means that employee
engagement does not mediate the relationship between teamwork and academic staff performance.
Therefore, the social exchange theory seeks to clarify the relationship between teamwork and
academic staff performance through employee engagement; however, the study's findings do not
support the mediating role of employee engagement between these two variables. Further
investigation is required to examine alternative mechanisms by which employee engagement may
serve as a mediating factor in a university context, considering variables such as psychological
contracts and employee mindsets, grounded in credible theories and empirical findings.

Keywords: Teamwork, Employee Engagement and Academic Staff Performance.

Introduction
In today’s contemporary society, where

all corporate activities are evolving, competition
is increasing, and employee performance is the

critical foundation for survival (Mughal,
2020). Employees are, therefore, the most
essential resources in any given

organization; hence, leaders need to motivate

and foster teamwork, based on which other
resources can be utilized to maximize the
capacities and strengths of organizations and
achieve the specified goals. (Kelemba et al.,
2017).

According to Musi et al. (2023), when an
assignment requires a wider range of expertise,
judgment, and opinion, teams do better at work
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than individuals do. The two added that
teamwork also encourages employees to use
their knowledge, skills, and capabilities and
cooperate with their co-workers to maximize the
performance of the overall organization. Their
findings suggested that employee engagement
has the potential to mediate the association
between teamwork and improved employee
performance in the service industry. This aligns
with the earlier findings of Song et al. (2014),
which indicate that employee engagement fully
mediates the relationship between
organizational ~ teamwork  culture  and
performance. Researchers such as Mendonca
and Soares (2020) and Arshad and Ming (2024)
recognized that engaged employees experience
job satisfaction, corporate citizenship behavior,
enthusiasm, and dedication, which align
employee efforts with company objectives and
act as a crucial catalyst for performance (Dabrai,
2024)

However, due to incomplete exploration,
the mechanisms by which teamwork influences
performance remain complex and inadequately
understood. The question ishow and why
engagement might serve as the critical bridge

that translates teamwork into enhanced
performance  outcomes.  The  existing
literature does not  precisely  clarify  that

knowledge gap. Therefore, the proposed study
will investigate the potential mediating role of
employee engagement in the relationship
between teamwork and employee performance.

Statement of the Problem
Leaders in a private and faith-based
institution (PAFI) in the Buganda region have
always encouraged their employees to work
together to improve their performance. The
growing student body at the universities, strains

ISSN:2789-3995

(Online)
academic staff a lot, requiring them to work
overtime, which in turn affects their
performance; yet almost 50% of academic staff
members serve at other institutions.  This
complicates and sometimes prevents them from
interacting with their colleagues; an aspect
which translates into low performance.

Like many other universities throughout
the world, Private and faith-based institutions
(PAFI) in the Buganda region places a strong
emphasis on academic staff performance and
teamwork as a means of accomplishing
institutional goals and upholding academic
quality. In this regard, it is necessary to
understand the specific mechanisms through
which teamwork translates into enhanced
performance outcomes.

Unfortunately, the mechanisms by
which teamwork influences performance remain
complex and inadequately understood. The
existing literature does not precisely clarify how
and why engagement might serve as the critical
bridge that translates teamwork into enhanced
performance outcomes especially within private
and faith-based institutions (PAFI) in the
Buganda region. The proposed study is intended
to explore the potential mediating role of
employee engagement in the relationship
between teamwork and employee performance;
and present the mechanisms by which teamwork
influences performance.

The purpose of the study
The main purpose of the study is to
examine the mediating role of employee
engagement in the relationship between
teamwork and employee performance in private
and faith-based institutions (PAFI) in the
Buganda region.
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Research Hypotheses

The hypotheses of this study were
formulated from the study's variables and
constructs as the following:

H1: Collaboration among academic staff has a
significant positive association with academic
staff performance in private and faith-based
institutions (PAFI) in the Buganda region.

H2: Collaboration among academic staff has a
significant positive association with employee
engagement in private and faith-based

institutions (PAFI) in the Buganda region .
H3: Mutual communication has a significant
staff

positive association with academic
performance in private and faith-based

Conceptual Framework

TEAMWORK

(Collaboration among\

Academic staff

v Social Capital

e Willingness to
work together
and support each
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institutions (PAFI) in the Buganda region .

H4: Mutual communication has a significant
positive association with employee engagement
in private and faith-based institutions within the
Bugandaregion.

H5: Employee engagement has a significant
positive association with academic staff
performance in private and faith-based
institutions (PAFI) in the Buganda region.

Mediation Hypothesis

H6: Employee engagement mediates the
relationship between teamwork and academic
staff performance in private and faith-based
institutions (PAFI) in the Buganda region.

other

N J

[Mutual Communication

v Vigor
v Dedication

v )
v Information sharing Absorption

EMPLOYEE
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v' Performance
feedback
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ACADEMIC STAFF \
PERFORMANCE
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v' Quantity of Work
v' Timeliness of Work j

76


http://www.birj.ueab.ac.ke/

Baraton Interdisciplinary Research Journal (2025), 11(Issue 1), pp. 74-98

www.birj.ueab.ac.ke

ol
WA
%‘émj

Literature review

Employee
Performance
Employee performance is considered a

significant feature that is associated with
organizational outcomes and success (J.
Kibirango & M. Kibirango, 2022). It is normally
considered the overall results demonstrated by
an employee during the implementation of a
specific task delegated by the employer. It also
has to do with the results each individual
employee within an organization produces
(Fatimah et al., 2023). Jiang et al. (2020) suggest
that the individual employee's competences and
capacities within an organization are in totality
what defines employee performance. In such
instances, employees who are highly skilled and
proficient tend to show a high level of
competency and dedication to their tasks, which
leads to greater employee performance than
those who are less skilled and knowledgeable. A
few years ago, a Stanford study discovered that
employee performance can be enhanced just by
thinking about working as a team on a task
(Gaskell, 2017).

Conversely, employee engagement is a
crucial factor that provides a competitive
advantage over other organizations (Mughal,
2020). It emphasizes that if an organization
engages and manages its people well, they
become its most valuable asset, a resource that
competitors cannot replicate. This scenario
occurs when university employees feel a
passionate and rational connection to the
institution, along with a strong determination to
achieve their objectives. (Lakshmi et al., 2024).
According to Kimani (2023), employee

Engagement and Employee
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employees have to their organization and its
goals, leading them to invest discretionary effort
in their work. Engagement means that the
employee should be physiologically energetic
when performing an organizational role (Kahn,
2017). Osborne and Hammoud (2017) further
suggested employee engagement reflects two
essential elements: (a) willingness to contribute
to organizational success and (b) a positive and
energized employee who is in a motivational
state. In the study of Mughal (2020), the results
revealed a strong and positive relationship
between employee performance and employee
engagement, since employee engagement
measures how dedicated a worker is to be
performing their job.

Employee engagement does not only
play a major role in enhancing an organization’s
performance, strength, survivability, and
profitability, but is also progressively
recognized as an important employee
engagement in enhancing staff productivity and
performance (Kimani, 2023). In her study,
Komen (2024) highlights a strong correlation
between employee engagement and employee
performance. She asserts that engaged
employees demonstrate higher levels of
productivity, innovation, and commitment to the
organization's goals. They are more likely to go
above and beyond their job descriptions,
contributing positively to teamwork and the
overall workplace culture. The question is
whether employee engagement is significantly
associated with academic staff performance
among universities in Africa. This prompted the
researchers to test the following hypothesis,
which states that:

engagement refers to the emotional commitment HSEMployee engagement has a significant positive

association with academic staff performance in
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the Buganda region.

Theoretical Framework

Social exchange theory is one of the
most important theories for understanding
workplace behaviors (Ahmad et al., 2023).
According to social exchange theory, a person
can acquire important resources from other
people in a social context, including knowledge,
affection, support, and other forms of
interpersonal connection that can foster positive
attitudes and group behavior. Social exchange
interactions include the relationship between an
employee and his or her supervisor and between
an employee and other team members (Wijaya,
2020). Chen (2018) proposed that teamwork is a
reciprocal process in which team members offer
ideas, support, and feedback to one another, as
well as the extent to which they receive
information, assistance, and recognition from
one another, based on social exchange theory.
For example, a member may engage in
cooperative activities and do positive reciprocal
behaviors in exchange for the support and
assistance they receive from others. This theory
suggests that internal communication plays a
crucial role in nurturing engagement (Kimani,
2023). When employees feel supported by the
team members, they are more likely to be
engaged in their work, which can lead to higher
performance and productivity (Meira & Hancer,
2021). For that matter, Kimani (2023) used the
term employee engagement to describe the
feelings of emotional investment that workers
have in their organization and its objectives,
which motivates them to put in extra effort at
work. Kimani (2023) further said that high
levels of employee engagement are associated
with increased productivity, lower turnover
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rates, and better organizational performance.
According to Utami and Sudiro (2023),
employees with a stronger attachment to the
organization are more likely to manage their
emotions effectively, perform at their highest
physically, and think more clearly. Therefore,
the two variables formed independent variable,
which would influence the dependent variable
through employee engagement in the case of the
private and faith-based institutions (PAFI) in the
Buganda region.

Collaboration, Employee Engagement and
Employee Performance

Collaboration among employees has
been observed as a cornerstone of efficient
organization. It enhances creativity, innovation,
and the ability to find solutions to the prevailing
problem (Geada, 2023). Through collaboration
and sharing of knowledge and skills, team
players are always able to complete tasks
successfully, as opposed to when a task is done
by an individual (Mendonca et al., 2021).
Boskamp (2023)’s joint study of 1100
companies found that organizations that
promote collaborative working were 5 times as
likely to be high-performing entities. This is
reinforced by the perspective that teamwork
through collaboration can improve individual
productivity, enhance performance throughout
the entire organization, and increase worker
utilization (Amat et al., 2023; Vitasek, 2023).
According to findings from another study,
people are 50% more productive when they
work in a collaborative setting as opposed to an
individual one (Vitasek, 2023). When your
employees consistently work together, they will
not only be a group of people, but they will
develop into a true team that values and respects
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the contributions that everyone makes to that
group.

While literature has it that collaboration
and employee performance are significantly
associated, it is not yet clear whether
collaboration among academic staff at a private
and faith-based institution (PAFI) in the
Buganda region would improve their
performance. Hence, the study sought to test the
two hypotheses (H3 and H2), which state that

H1 Collaboration among Academic Staff has a
significant positive association with employee
performance in private and faith-based
institutions (PAFI) in the Buganda region.

H2 Collaboration among Academic Staff has a
significant positive association with Employee
Engagement in private and faith-based
institutions (PAFI) in the Buganda region.

Mutual Communication, Employee
Engagement and Employee Performance

Literature  asserts that effective
communication has been consistently presented
as a key predictor of employee performance
(Avianty, 2023; Sanusi et al., 2023; Setyawati et
al., 2023). Riaztantyo and Firdaus’s (2023)
study in the automotive industry supports these
findings, where they demonstrated that
communication positively influences employee
performance alongside the work environment,
while work stress has a negative impact. These
collective findings underscore the crucial role of
effective communication in fostering employee
well-being and organizational productivity. If
you create a communication strategy that
encourages your team to perform at their best,
you will witness a significant rise in employee
engagement (Aanchal, 2022). There is a need to
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clarify whether internal communication does not
lead to misunderstandings and conflicts and
does not hinder employee performance (Sari et
al., 2023).

Communication and engagement go
hand in hand when it comes to empowering
employees with adequate means to perform their
job roles efficiently (Aanchal, 2022).
Communication among employees tends to
promote teamwork, enhance job satisfaction,
and create a conducive environment to serve
within an organization (Aanchal, 2022).
J. Kibirango and M. Kibirango (2022) referred
to the verbal and nonverbal exchange of ideas
among employees, even those from different
social backgrounds, as communication. It is
important to share important information with
the whole workforce to coordinate everyone's
efforts. Osborne and Hammoud (2017)
concluded that communication plays a
significant role in employee engagement, as it
increases the positive bond between employees
and employers. For instance, an account
executive from a Colorado-based technology
company talked about how communication
initiates the employee engagement experience
and stated that:

“Communication has always been something
that to me | stress first and foremost. Without
communication, you have nothing” (Lemon,
2020).

However, private and faith-based
institutions face communication challenges that
originate from the dilemma of balancing
academic excellence with maintaining their
founding principles, often leading to a gradual
shift toward secularization (Daniels et al.,
2019). On the other hand, faith-based

79


http://www.birj.ueab.ac.ke/

Baraton Interdisciplinary Research Journal (2025), 11(Issue 1), pp. 74-98

www.birj.ueab.ac.ke

ol
WA
%‘émj

institutions encounter public legitimation issues
conflicting with their mission, brand, reputation,
public relations, and trust, necessitating a
communication-focused approach for
addressing these challenges (Karoliina &
Nando, 2015). The question is, do the private
and faith-based institutions in the Buganda
region also face such communication
challenges, hence  affecting  employee
engagement and performance? This study
therefore intended to test the following
hypothetical statements:

H3: Mutual Communication has a significant
positive  association  with  Employee
Engagement in Private and faith-based
institutions (PAFI) in the Buganda region.

H4: Mutual Communication has a significant
positive  association  with  Employee
Performance in Private and faith-based
institutions (PAFI) in the Buganda region.

Teamwork, Employee
Employee Performance

Engagement and

Companies all around the world are
coming to understand the value of teamwork and
how it contributes to excellent employee
performance (Abdulle & Aydintan, 2019).
Interaction between team members is required to
make the work more successful, and before
making the working teams, it is crucial for
organizations to introduce a culture of teamwork
(Mukhtar et al., 2022). Teamwork within the
company will be formed when all individuals
work together by doing and understanding the
tasks that have been given (Putri et al., 2023).
Also, teamwork capitalizes on the individual
strengths of team members to bring out their best
(Deakinco, 2023). Teamwork has frequently
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shown a positive impact on employee
performance, both directly and indirectly

(McEwan et al., 2017). A study by Arifin (2024)
shows that teamwork directly associates with
employee performance and task completion
rates, while a study by Brox and Lechner (2024)
demonstrates how coworker performance in a
teamwork environment significantly affects the
individual performance evaluation, indicating
an indirect impact of teamwork through peer
influence.

Employee engagement plays a crucial
mediating role in the relationship between
various factors and employee performance.
Research has demonstrated that employee
engagement acts as a mediator in the following
relationships: that between pay and benefits
and performance (Acheampong et al., 2024);
that between job involvement and job
satisfaction and organizational commitment,
which in turn influences performance
(Arulsenthilkumar & Punitha, 2023); and that
between job satisfaction and performance
(Maryati et al., 2024). These findings jointly
highlight the important role of employee
engagement as a mediator in enhancing
employee  performance across various
organizational settings but do not address its
mediating role in the relationship between
teamwork and employee performance. The
researchers therefore wanted to examine the
mediating role of employee engagement in the
relationship between teamwork and employee
performance within private and faith-based
institutions in the Buganda region by testing
the following hypothetical statement:

H6: Employee Engagement mediates the
relationship  between  Teamwork and
Academic Staff Performance in private and
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faith-based institutions
Buganda region.

(PAFI) in the

Methodology

Research Design

This study employed a descriptive-
correlation and cross-sectional research design
survey based on quantitative approaches in
terms of inferential statistics, regression, and
rated scales on the level of teamwork and the
level of academic staff performance as used by
M. Kibirango et al., (2022). The study used
descriptive statistics to simply summarize and
describe the observed situation or phenomena
captured from the collected data (Siedlecki,
2020). Correlation research design was used to
examine whether there is a significant
relationship between teamwork and academic
staff performance. It is a cross-sectional survey
because the study was carried out once, and it
was represented as a snapshot of one point, as
pointed out by Bangdiwala (2019), Cooper &
Schindler (2006), and X. Wang and Cheng

(2020).
Population, Sample Size, and Sampling
Procedure of the Study

The target population of this study
comprised 127 respondents with a sample size
of 96 academic staff who accepted to participate
in the study (as recommended by Krejcie and
Morgan (1970), academic staff of a Private and
Faith-based Institution (PAFI) within the
Buganda Region) obtained using simple random
sampling techniques.
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Measurement Model Assessment

The quality of the constructs in this study
was assessed based on the evaluation of the
measurement model. The assessment of the
quality criteria starts with the evaluation of the
factor loadings, which is followed by
establishing construct reliability and construct
validity (Brambilla et al., 2021).

Factor loadings

The factor loading is the correlation
between the item and the factor; a factor loading
of more than 0.30 usually indicates a moderate
correlation between the item and the factor
(Tavakol & Wetzel, 2020). Factor loadings can
range from -1.0 to +1.0, with higher absolute
values indicating a higher correlation of the item
with the underlying factor (Pett et al., 2003),
where negative values indicate an inverse
relationship and positive values indicate a
positive relationship. In the current study, most
of the items in Table 1 had factor loadings
greater than the recommended value of 0.50,
except for items of Academic Staff Performance
Q23 and Q30, whose factor loadings were less
than the threshold. However, considering the
recommendations from statisticians such as J. F.
Hair et al. (2022), Tabachnick and Fidell (2013),
and Comrey and Lee (1992), the two items Q23
and Q30 were retained; since their loadings
exceeded 0.30, and yet they represent essential
dimensions of Academic Staff Performance.
Furthermore, their inclusion did not adversely
affect reliability or validity metrics, and they
align with theoretical expectations (J. F. Hair et
al., 2022).
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Table 1
Factor Loadings
Academic Staff Mutual Employee
Performance Collaboration ~ Communication Engagement
Q21_QltyWorkStadnd 0.615
Q22_QltyWorksatisfied 0.791
Q23_QltyWorkMinerrors 0.406
Q24_QnltyWorkAccuracy 0.583
Q25_0QntyWorkComplete 0.656
Q26_QntyWorkProduce 0.612
Q27_Timelnescomplete 0.655
Q28_Timelnesbeginend 0.618
Q29_TimelnesResponse 0.573
Q30_TimelnesDeadline 0.495
Q31_TimelnesCoWgrades 0.619
Q32_TimelnesReptTime 0.643
Q33_TimelnesCoWReptTm 0.748
Q10_CollbrtnSuppt 0.788
Q7_CollbrtnEncrg 0.589
Q8_CollbrtnWiling 0.834
Q9_CollbrtnWorkng 0.859
Q11_MComnShOpn 0.636
Q12_MComnSupvsor 0.739
Q13_MComnExchnge 0.777
Q14_MComnRegular 0.641
Q15_MComnConflict 0.634
Q16_EmplEngag'tBurstigWEngy 0.675
Q17_EmplEngag'tVigorus 0.852
Q18_EmplEngag'tEnthusias'c 0.844
Q19_EmplEngag'tTimeFlies 0613

Indicator Multicollinearity

According to Shrestha (2020), the
amount of multicollinearity is assessed using the
measure of a variance inflation factor (VIF).
Multicollinearity does not exist, if the value of
VIF is below 5 (Mohd Nasir et al., 2023). Table
2 presents the VIF values for the indicators in

the study, and the results reveal that the VIF for
each of the indicators is below the recommended
threshold of 5. This indicates that
multicollinearity does not exist since all the
value of VIF in Table 2 are below 5, hence the
interpretability and reliability of the regression
model with considerably accurate coefficient
estimates. (Hayes, 2024).
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Table 2
Multicollinearity Statistics (VIF) for Indictors

ITEMS VIF
Q10_CollbrtnSuppt 1.894
Q11_MComnShOpn 1.452
Q12_MComnSupvsor 1.549
Q13_MComnExchnge 1.528
Q14_MComnRegular 1.253
Q15_MComnConflict 1.302
Q16_EmplEngag'tBurstigWEngy 1.230
Q17_EmplEngag'tVigorus 1.951
Q18 _EmplEngag'tEnthusias'c 1.850
Q19 _EmplEngag'tTimeFlies 1.328
Q21_QltyWorkStadnd 2.268
Q22_QltyWorksatisfied 2.816
Q23_QltyWorkMinerrors 1.561
Q24_QnltyWorkAccuracy 1.851
Q25_QntyWorkComplete 3.214
Q26_QntyWorkProduce 2.368
Q27_Timelnescomplete 1.688
Q28_Timelnesbeginend 1.795
Q29_TimelnesResponse 1.718
Q30_TimelnesDeadline 2.650
Q31_TimelnesCoWgrades 2.579
Q32_TimelnesReptTime 2.747
Q33_TimelnesCoWReptTm 2.453
Q7_CollbrtnEncrg 1.205
Q8_CollbrtnWiling 1.634
Q9_CollbrtnWorkng 2.223

Validity and Reliability of the Study
Reliability of the Study

Babu and Kohli (2023) defines
reliability as the consistency or stability of a
measurement over time or across different
raters. The instrument is said to be reliable or
consistent, if the measurement can produce
similar results when used again in similar
circumstances. The specific measures used in
establishing reliability include Cronbach's alpha
and composite reliability as a means to assess

internal consistency reliability (J. F. Hair et al.,
2022). In this study, the results for both
Cronbach's alpha and composite reliability are
presented in Table 3. The Cronbach’s alpha
ranged from 0.727 to 0.870, whereas composite
reliability statistics ranged from 0.817 to 0.890.
Both indicators of internal consistency obtained
coefficient scores that were above the required
threshold of 0.70 (Vinod et al., 2024). Hence,
construct reliability was established.
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Table 3
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Construct Reliability Analysis (Cronbach Alpha and Composite Reliability)

Cronbach's alpha Composite reliability (rho_c)

Constructs
Academic Staff Performance 0.870
Collaboration 0.772
Mutual Communication 0.727
Employee Engagement 0.749

0.890
0.855
0.817
0.837

Validity of the Study

According to Lim (2024), Convergent
validity evaluates how well several indicators
that are conceptually connected to the same
construct really converge or have a strong
correlation with one another. Convergent
validity is a subtype of construct validity (Lim,
2024). Construct validity indicates how well a
test measures the concept it was intended to
measure  (Nikolopoulou, 2022a). Average
Variance Extracted (AVE) is a common
measure used to establish convergent validity at
the construct level (J. F. Hair et al., 2022). J. F.
Hair et al. (2022) further defines AVE as the
grand mean value of the squared loadings of the
indicators associated with the construct (i.e., the
sum of the squared loadings divided by the
number of indicators). When the Average
Variance Extracted (AVE) is 0.5 or greater,

Table 4

Construct Convergent Validity (AVE)

indicating that the items successfully measure
the intended construct, convergent validity is
established. However, if the composite
reliability (CR) is above 0.70, convergent
validity can still be acceptable even if the AVE
is slightly below 0.5 but above 0.4.

In the current study, the AVE for mutual
communication was 0.473, which is over 0.40
but slightly below 0.5. Since the CR values for
all constructs are greater than 0.70, convergent
validity is still considered acceptable, and there
IS no concern in this regard (J. F. Hair et al.,
2022).

Table 4 shows the AVE value for each of
the constructs as supported by Aayushi (2023).
The researcher went on to assess discriminant
validity.

Average Variance Extracted

Composite Reliability

Variables (AVE) (rho_c)
Academic Staff Performance 0.400 0.890
Collaboration 0.600 0.855
Mutual Communication 0.473 0.817
Employee Engagement 0.568 0.837
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Nikolopoulou (2022Db) defines
discriminant validity as the extent to which an
approach is not related to other approaches that
measure different constructs. In other words, it
is the degree to which measures of different
concepts are distinct. While discriminant
validity is tested using a number of statistical
tools, including the Fornell & Larcker criterion
(Y. Wang & Kang, 2023), cross-loading of
indicators, and the heterotrait-monotrait
(HTMT) ratio of correlation, in this study, the
researchers used the heterotrait-monotrait
(HTMT) ratio of correlation, as supported by

Table 5
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Yusoff et al. (2020). HTMT is preferred over

other methods because of its superior statistical
rigor, accuracy, and sensitivity (Hamid et al.,
2017). The Heterotrait-Monotrait  Ratio
(HTMT) is a statistical technique used to assess
discriminant validity in business management
research (J. F. Hair & Alamer, 2022). Since the
threshold for discriminant validity is less than
0.90 and the analysis revealed that all the values
were less than the recommended value of 0.90,
it implies that there is no discriminant validity
issues in the data.

Discriminant Validity - Heterotrait-monotrait (HTMT)

Academic Mutual

Staff Collaboratio Communicatio Employee
Constructs Performance n Engagement
Academic Staff
Performance
Collaboration 0.644
Mutual Communication 0.497 0.711
Employee Engagement 0.358 0.569 0.555

Study Findings and Interpretations
Structural Model Assessment

After assessing the measurement model,
the next step was to evaluate the structural
model to examine whether the proposed path
coefficients are significant or not. The structural

model deals with the impact and significance of
constructs.

Table 6 provides a summary of the multiple
regression analysis results regarding the effect
of teamwork on academic staff performance.
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Table 6
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The Results of the Direct Relationships between Teamwork, Employee Engagement on

Academic Staff Performance

Relationship between variables Be.ta. - .P-\./falue

Coefficient T statistics  (Significance) Comments
H1 - Collaboration — Academic Staff Performance 0.472 4.323 0.000 Supported
H2 - Collaboration — Employee Engagement 0.301 2.877 0.004 Supported
H3 - Mutual Communication — Academic Staff Performance 0.154 1.220 0.222 Not Supported
H4 - Mutual Communication — Employee Engagement 0.294 2.994 0.003 Supported
H5 - Employee Engagement — Academic Staff Performance 0.032 0.278 0.781 Not Supported
H6 - TMWK — EE — ASP 0.016 0.252 0.801 Not Supported

TMWK = Teamwork; EE = Employee Engagement; and ASP = Academic Staff Performance

Hypothesis 1 (H1), which states that
collaboration among academic staff has a
significant and positive association with
academic staff performance, was supported. The
correlation coefficient for collaboration on
academic staff performance at a Private and
Faith-based Institution (PAFI) within the
Buganda region shows a § value of 0.472, which
implies that a one percent increase in
collaboration results in a 47.2% increment in
employee performance level when other
variables are controlled. The findings were
found significant at p-value of 0.000 and the t
statistic of 4.323, since the p-value is less than
0.05. This is in line with the study by Assbeihat
(2016), which revealed that collaboration among
academic staff members leads to improved
performance outcomes because it promotes
information exchange, innovation, and group
problem-solving.

Hypothesis 2 (H1), which states that
collaboration among academic staff has a
significant and positive association with
employee engagement, was supported. The

correlation coefficient for collaboration among
academic staff on employee engagement at a
Private and Faith-based Institution (PAFI)
within the Buganda region shows a 3 value of
0.301, which implies that a one percent increase
in collaboration results in a 30.1% increment in
employee engagement level when other
variables are controlled. The t-statistic of 2.323
is significant at 0.004 because the P-value is less
than 0.05.

Hypothesis 3 (H1), which states that mutual
communication among academic staff is
insignificantly and positively associated with
academic staff performance, was not supported.
The correlation coefficient for mutual
communication on academic staff performance
at a Private and Faith-based Institution (PAFI)
within the Buganda region shows a  value of
0.154, which implies that a one percent increase
in collaboration results in a 15.4% increment in
academic staff performance level when other
variables are controlled. The t statistic of 1.220
is not significant at 0.222 because the P-value is
greater than 0.05. The null hypothesis was
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instead supported. This means that mutual
communication alone can’t work without
collaboration.

Hypothesis 4 (H1), which states that
mutual communication has a significant and
positive association with academic staff
performance, was supported. The correlation
coefficient for mutual communication on
employee engagement at a Private and Faith-
based Institution (PAFI) within the Buganda
region shows a [ value of 0.294, which implies
that a one percent increase in mutual
communication results in a 29.4% percent
increment in employee engagement level when
other variables are controlled. The t-statistic of
2.994 is significant at 0.003 because the P-value
is less than 0.05.

Figure 1: Factor Loadings
Showing the Measurement Model
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Hypothesis 5 (H1), which states that
employee engagement has a significant positive
impact on academic staff performance, was not
supported. The correlation coefficient for
employee engagement on academic staff
performance at a Private and Faith-based
Institution (PAFI) within the Buganda region
shows a B value of 0.032, which implies that a
one percent increase in employee engagement
results in a 29.4% percent increment in
academic staff performance level when other
variables are controlled. The t statistic of 2.278
is significant at 0.781 because the P-value is
greater than 0.05. Therefore, the null hypothesis
was instead supported.

Therefore, the results are presented in
Table 6 and Figure 2.
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Mediation Analysis

Mediation occurs when a construct,
referred to as a mediator construct, intervenes
between two other related constructs (J. F. Hair
Jr. et al., 2021). In other words, in the PLS path
model, a change in the independent variable
causes a change in the mediating variable,
which, in turn, results in a change in the
dependent variable. The mediation analysis was
performed to assess the mediating role of
employee engagement in the relationship

ISSN:2789-3995
(Online)

between teamwork and academic staff
performance. The results revealed an
insignificant indirect effect of teamwork on
academic staff performance through employee
engagement because the P value of 0.801 is
greater than 0.05 (H6: B =0.016,t=0.252, P <
0.801). This means that teamwork does not
influence academic staff performance through
employee engagement.

Table 7
The Indirect Effect of Teamwork on Academic Staff Performance through Employee
Engagement
. . . - Medicati .
Relationship between variables  Original sample (O) © |.ca on T statistics P values
Variable

TMWK — EE — ASP 0.016 EE 0.252 0.801

TMWK = Teamwork; EE = Employee Engagement; and ASP = Academic Staff Performance
The results further show a positive and region are influenced and improved by

significant direct effect of teamwork on
academic staff performance due to the path
coefficient (3=10.567,t=6.291, P <0.000). This
suggests that the performance outcomes of
academic staff members of a private and faith-
based institution (PAFI) within the Buganda

Table 8

teamwork. This further emphasizes how crucial
it is for academic members at this university to
work together and have synergistic interactions
amongst themselves, which drive their
performance.

Direct Effect of Teamwork on Academic Staff Performance

Relationship between variables

Original sample (O) T statistics P values

Teamwork — Academic Staff Performance

0.567 6.291 0.000
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Even with the mediator variable
included, the total effect of teamwork on
academic staff performance (B = 0.583, t =
10.489, P < 0.000) remained significant. This
indicates that there is only a direct relationship,
meaning there is no mediation. Hence, H5 was
supported by empirical evidence. This is in line

Table 9

ISSN:2789-3995

(Online)
with the study carried out by McEwan et al.
(2017), which found that teamwork has a
positive influence on employee performance.
The results of this study also support the
research of Putri et al. (2023), which also shows
that teamwork has a positive and significant
influence on employee performance.

Total Effect of Teamwork on Academic Staff Performance

Relationship between variables

Original sample (O) T statistics P values

Teamwork — Academic Staff Performance

0.583 10.489 0.000

Table 10

R-Square (R2) of Employee Engagement and Academic Staff Performance

Information

Variables R?
Employee Engagement 0.275
Academic Staff Performance 0.341

Low

Moderate

Table 10 and Figure 3 present a regression
coefficient (R?) value of 0.275 for employee
engagement. This indicates that 27.5% of the
variance in employee engagement among
academic staff at a private and faith-based
institution (PAFI) in the Buganda region is
explained by teamwork. The remaining 72.5% is
attributed to other factors not included in the
model.

The results further show the value of R? for
academic staff performance of 0.341. This

means that 34.1% of the variance in academic
staff performance at a private and faith-based
institution (PAFI) within the Buganda Region
can be explained by teamwork, and the rest,
65.9%, can be explained by other factors outside
the model. This means that, although
performance results are significantly influenced
by employee engagement, there are probably
other factors that also play an important part in
influencing performance levels among academic
staff members.
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Figure 1

Showing the Structural Model
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Conclusion

Since the study findings reveal an
insignificant indirect effect of teamwork on
academic staff performance through employee
engagement (as indicated by a P value of 0.801;
see table 7), which is greater than 0.05, it
suggests that the proposed mediation effect is
not supported by the data. This is because the
original sample coefficient (B = 0.016—see
table 7) and the t-value (t = 0.252; see table 7)
are also very small, reinforcing the lack of
evidence for a significant mediation effect.
These results are supported by Kimani (2023),
who used the term employee engagement to
describe the feelings of emotional investment
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that workers must pursue their organization's
goals and objectives.

The result implies that in the absence of
such motivation; academic staff may not exert
additional effort at work. Kimani (2023) further
asserts that high employee engagement levels
can only be associated with increased
productivity, lower turnover rates, and better
organizational performance when employees
have the motivation and emotional desire to
invest extra effort at work and pursue their
organization's goals and objectives. Otherwise,
engaging academic employees without such
motivation and commitment will yield negative
results for an institution. It is probably the reason
why, in this study, employee engagement did not
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mediate the association between teamwork and
academic staff performance.

Recommendations

The researcher recommends that
teamwork in private and faith-based institutions
(PAFI) in the Buganda region should be

enhanced at all levels in order to enable the ®

academic staff to get wider knowledge from the
information shared by their fellow staff, since it
has been witnessed as a means of enhancing
performance.

Recommendations for Further Studies

The study findings further suggest that:

There might be other direct or indirect factors
that may influence academic staff performance
in private and faith-based institutions (PAFI) in
the Buganda region.

Since teamwork does not appear to influence
academic staff performance through the
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