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Abstract

(gmizations exist in order to fulfill the purpose for which they were established. The goals are
whieved by team working around set objectives and rules. These goals encompass a bounded common
zrests, proximity and firiendship in the workplace which some organisations failed to recognized.
T, this study sought to examine the effect of informal group on organisational performance of
dlcted textile manufacturing firms in Lagos state, the specific objectives were to (i) determine the
et of group norms on employees’ job satisfaction and (ii) examine the effect of group leadership on

gmisational effectiveness The study made use of cross-sectional survey design and a multi- stage
stionnaire distributed to 400 staff from

mpling technique. Data were obtained through the use of que : .
through the use of regression analysis.

”:;?zal population of 4115. The hypotheses drawn were tested T
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:‘H;; %l}:denl variable on the dependent variable which implies that the null hypc(a‘t:%-m.i-‘%an} effect of the

in n!:ati\’c h othESls 15 accepled. €s1s 15 rejected and the

;l;gcussion of Findings

The findings from tltl_e Stt.Ud)’ Coc;m'lbllte_ Val.uable insigl']t in to strong relationship between informal gr

employee ob satlsi ac lgn an O_I'g%(ljmsatlonal effectiveness in the organisations studied. The r%cszllltp :

indicﬁted that tl}e hypo 1eses raised were S'upported as the outcomes highlighted the signiﬁcam; Sf
s in shaping how employees job satisfaction is enhanced and resultant improVemenet (i)n

nese yariable _ .
organisation effectiveness and ultimately organisational performance.

e first hypothesis raised for this study aimed to determine whether there is a positive and significant
offect of [nformal group (Grou_p norms) on employee job satisfaction (EJS), and the result provid:d
cobust evidence supporting the idea that confirmed the effect of group norms on employee satisfaction
i the workplace. This finding aligns with the outcomes of previous research conducted by Wilson and
Tummer (2023)- Where they concluded and attest to the fact that informal group norms have positive and

significant effect on employees’ job satisfaction in the workplace.

The second hypothesis of this study suggested a positive and significant influence of informal group
(Group leadership) on organisational effectiveness. The results of the study confirmed the effect as
various dimensions of informal group identified in the study produced outcomes that validate the effect
of group leadership on organisational effectiveness. This finding confirms the fact that informal group
leadership quality and capacity exert serious influence on the attainment of organisational effectiveness
in the organisation studied. Besides, the outcome aligns with the position of previous research
conducted by Brown (2023), Smith (2022) and Chen (2022) Where they concluded and attest to the fact
that informal group have positive and significant effect on employee and organisational performance.

Theoretical and Practical Implication of the study

ome salient dimensions of informal group (Group norms and its

sub-variables) as well as Group leadership (and its sub-variables) with a demonstration gf how their
combined effect could make or mar organisational performance. The study also used thgongs thgt hz.we
serious implication and relevance to the topic under investigation as a back-up.The prglctlcal implication
of the study is that it clearly demonstrated that organisational manager must Fecogﬂlze and ?PP‘G‘:}‘:;
informal group even as the formal structure of the organisation system failed 10 recggn_tzes
existence as they could exert serious influence on the success Of otherwise of their organisations.

Theoretically, the study brought out s

Study’s Limitations Suggestion for future studies |
coverage 1@ textile

et , . it its scope OF .
The limitations of this study stem from the fact that this study limits its SCOPY it difficult t0 apply

manufacturing companies operating in Lagos state, Nigeria. This however, n;fltefre nalysis also
the outcome of this study to other manufacturing sub-sector. The acloptlon‘ 0 le%) o

constitutes a limitation. Future researchers in gimilar area can expand the bg?PNigeria. esides: ﬁ:“;f
Cover other manufacturing sub-sector and wider geogfﬂphica’ Cove';lgfi.ﬂ Le e- Sttt
studies may adopt the use of a more robust tool of analysis such as P

»a S[ S‘-lum
Equation Modelling (PLS-SEM).
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Group Standards

891

059 912

1 14.320 | .oolj

a. Dependent Variable: Employees’ job satisfaction
Source: SPSS Output, 2024

From the coefficient table 4.2 above, it can be seen that group norms have positive and significant effect

on employees’ job satisfaction. This is visible as the overal‘l significant e
dependent variable is less than 0.05 significant level. Besides, the resul i
Group beliefs have (B= 0.900, t-value=16.410, p<0.05); Group values (B= 0.868, t-value=

ffect of the independent and the
ts of the analysis indicated that
15.962,

p<0.05); Group rules (B= 0.872, t-value=16.918, p<0.05); and Group standards has (P= 0:8;’)2,
t-value=16.918, p<0.05) Therefore, there is a positive and significant effect of the independent variat ]'e
on the dependent variable which implies that the null hypothesis is rejected and the alternative

hypothesis is upheld.

HO,: Group leadership has no positive and significant effect on organizational effectiveness
Table 4.3: Model Summary

IModel |R

R Square

Adjusted R Square

Std. Error of the Estimate

1 .900°

810

807

558

a. Predictors: (Constant), Group leadership

Source: SPSS Output, 2024.
Table 4.3 above presents the model summary. The table shows Correlation coefficient (R) and
R-square to be 0.900 and 0.810 respectively. The correlation coefficient R of 0.900 indicates the
existence of a strong linear relationship between organisational effectiveness (dependent variable)
and group leadership which are predictors or independent variable. It is also clear from the table
that the R-square(i.e., coefficient of determination) value is 0.810. This implies that 81% change in
organisational effectiveness can be explained by the aggregate effect of the variables of group
leadership while the remaining 19% is explained by other variables that are not captured in the

Source: SPSS Output, 2024

From the coefficient ta

A1CCL ON O 1iTs

ble 4.4 above, it can be seen that
dal effectiveness. This is visible as t
iable is less than 0.05 signific

model.
Table 4.4:  Coefficients”
Model Unstandardized Standardized i Sig.
Coefficients Coefficients
B Std. Beta i
| Error
1 (Constant) 986 102 9.674 .000
Leadership Style 953 046 932 9.915 001
Leadership Traits 951 051 868 9.874 .000
Leadership Approach .873 047 861 8917 .000
| Leadership Strategy 923 058 912 9.741 | 001 |
a. Dependent Variable: Organizational effectiveness
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shared values, beliefs, and norms within an organization. Informal groups often ihg%TaTgn;eﬂ;c;t_(tihe
underlying organizational culture. Understanding these informal network§ thrgug i inﬂu};ncels Zs;‘
insights into the cultural dynamics impacting performance. 'By re.cogmzmg‘t s c b i e
informal groups, organisations can align these groups' activities }mth the desn_’e org L anc_]
This alignment fosters a cohesive work environment, enhancing cfommumcatlon, : 0;:; .
efficiency within informal groups. Consequently, this positively influences overail OIg

performance, driving productivity and employee satisfaction.

Empirical Framework T
Brown (2023) explored the role of informal groups in enhancing pr
company. He used convenience sampling with a sample size of 150 employees and employed

qualitative interviews and regression analysis as tools of data analysis. The results sho_w's that informal
groups fostered knowledge sharing and problem-solving, leading to increased prgduct_1v1ty: -
Wilson (2023) assessed the impact of informal groups on employee satisfaction In a textile
manufacturing company within the textile manufacturing sub-sector. The ac'lopted the use of survey
design. A sample size of 180 employees were selected through stratified rand‘on.l sampling.
Regression analysis were used for data analysis, and the study found a strong association between
informal groups membership and high levels of employee satisfaction. e
Turner, (2023) explored the influence of informal groups on employee morale and absenteeism in a
pharmaceutical manufacturing company. A sample size of 220 employees selected through random
sampling. The study made use of regression methods as tool for data analysis. The findings indicated
that participation in informal groups positively impacted employee morale and reduced absenteeism
rates in the workplace.
Smith (2022) investigated the impact of informal groups on organizational performance in the
automotive manufacturing sector. The research was limited to a single automotive manufacturing
plant, with a sample size of 200 employees selected using stratified random sampling. The study made
use of correlation analysis for data analysis. The study found a positive correlation between the
presence of strong informal groups and organizational performance.
Chen (2022) examined the relationship between informal groups and innovation in electronics
manufacturing firms. The study focused exclusively on the electronics manufacturing industry, with
all :er.nployees of the selected firms as the population. The study made use of cluster sampling
-te_t-:‘hnlque.‘A sample size of 250 employees served as respondents for the study. The study made use
of correlation method for data analysis. The results revealed that informal groups positively influenced
innovation efforts by fostering a creative environment and idea sharing.
Garcia, (_20.21) mvesti_gat'ed the influence of inform.al groups on safety performance in a chemical
manufacturing pl'c.mt within th; chemical manufaf:turmg sector. He collected data from all workers in
thechosen chemical plant using random sampling. A sample size of 300 employees provided the
nﬂededdata for the study. The study made use of regression as tool of data analysis. The study
outcome shows th.at informal groups played a significant role in promoting safety awareness, reducing
- aceidents, enhancing overall employee safety and organisational performance.

oductivity in a steel manufacturing

gy
“examined .the effect of informal group on organisational Performance of selected textile
hutacturing firms in Lagos state, Nigeria through the use of a cross sectional survey design. The
-‘5'-::&‘ y are five (5) which are; Nigerian Bag Manufacturing Company (BAGCO,
Nichemtex PLC, Haffar Industry and Alkem Industry. The research instrument’s
2 ;!pl_!p-coefﬁcient result of 0.799 which was above the threshold of 0.70
eeded data was obtained with the use of a well-structured questionnaire

84
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Group norms often develop organically within workgroups based on members' sgalr::d .cx;‘)er.lences,
values, and objectives (Feldman, 2016). Norms can encompass a wide range of c:n :V;ors, isuch as
punctuality, communication style, work ethics, land cpllabor_atlon. When group n(IJ; i ret 0c ;ca; and
consistent, employees have a better understanding of w!mt is epr:ctcd of th_er;:, .ab Sgt o ft: ucch
ambiguity and potential conflict. This clarity in expectations contri bﬂutes to higher job satisfaction as
employees feel more in control of their work environment (Hogg, & Terry, 2000). - e
Group norms can also promote social support and inclusion within workgroups ( Ia man ynn,
2001). When norms emphasize cooperation, empathy, and mutual assistance, employees z}alre more
likely to feel connected and valued by their colleagues. Such a positive work atm;)sp ere can
significantly contribute to job satisfaction, as individuals experience a S€nse of belonging and
camaraderie.
Group norms can either facilitate or hinder organizational adaptability and change (Tushman &
O'Reilly, 2016). When norms are too rigid and resistant to change, employees may feel frustrated
when new approaches or technologies are introduced. On the other hand, adaptable norms that
encourage innovation and flexibility can lead to higher job satisfaction, as employees see
opportunities for growth and development within the organization. In conclusion, group norms
significantly impact employees' job satisfaction within organizations (Smith & Johnson, 292 1).
However, it is crucial to recognize that the impact of group norms can be context-specific and may
depend on their alignment with the organization's values and goals (Clark & White, 2018).

Group Leadership !
Group leadership is a multifaceted concept that encompasses the process of guiding and influencing a

collective of individuals toward the achievement of shared goals or objectives within an organizational
or team context. It involves a complex interplay of behaviors, attitudes, and strategies employed by a
designated leader or leaders to facilitate effective group functioning, coordination, and performance
(Northouse, 2019).
Leadership within a group setting is characterized by the leader's capacity to harness the collective
potential of team members, leveraging their diverse skills, perspectives, and talents to achieve
common objectives. Effective group leadership entails the application of various leadership styles and
approaches, depending on the specific context, team dynamics, and goals. Leaders may adopt
transformational leadership, emphasizing inspiration, vision, and individual development (Bass &
Riggio, 2006), or transactional leadership, which involves reward and punishment mechanisms to
manage performance. Servant leadership emphasizes serving the needs of team members (Greenleaf,
2017), while democratic leadership involves shared decision-making and participation (Yukl, 2012).
mw, leadership traits and skills play a pivotal role in group leadership. Effective leaders often
e:d!iblt traits such as communication skills, empathy, problem-solving abilities, adaptability, and

lel_ﬂmgresolution skills (Goleman, 2015). These traits enable leaders to communicate effectively,
lmdﬂmd the perspectives of team members, address challenges, adapt to changing circumstances,

) and manage conflicts constructively.

&Y e

A &MG oup Leadership and Organizational Effectiveness

leadership involves the process of influencing, directing, and facilitating the activities of a
bjwﬁ%!- Effective leaders within a group exhibit a range of skills, including
*maldng;'reanﬂict resolution, and motivation. Leadership can be formal, with
. %ﬁ%‘; titles, or it can emerge informally based on expertise or influence
Wy &\ 10 ).

e
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;e:ogether informally because the)% wa?at :ofhsgtvl?;ggflig trlixzture (JOhnS?n’ 2018). Employees
MgmizaﬁOﬂ'S hierarch)gl These groups can take various forms suc}}ll zgefrri?a?lltlilsr;?p tt?irgltt)esso i
: ups, or problem-solving team : ; rcies, common
mﬁgﬁﬂn (Smli)tl,‘s 2020). g teams, and they often operate outside the official channels of
jomal groups p.rOV.ld.e several beneﬁts within the workplace. They serve as a source of emotional
support helping 1nd1v1drf1als cope with job-related stress and challenges. This emotional support
osers @ SeNSse of belonging and camaraderie among employees, enhancing their job satisfaction and
overall well-being. Additionally, informal groups can facilitate the exchange of knowledge and
aypertise among members, leading to increased productivity and problem-solving capabilities. (Smith,
200)In summary, informal groups are spontaneous, voluntary associations that develop among
employees based on shared interests or affinities. They offer emotional support, facilitate knowledge
sharing, and enhance communication within the workplace which fosters growth and organisational

SUCCESS.

Group Norms e
Inthe realm of social psychology and group dynamics, the concept of group norms holds significant

mportance. Group norms are the unwritten rules and shared expectations that guide the behavior of
ndividuals within a group (Smith, 2020). They serve as the social glue that shapes how group

members interact, make decisions, and contribute to the collective identity. . . e
Group norms are an integral part of our social fabric, influencing our actions in various sgglll;ﬁ& r

Work teams and social clubs to family gatherings and even online comlenltleS.(JOh.ES?"’acce ted and
At it tore, a group norm represents a standard of behavior or belief tk}a_t is wi le ydiscuspse 4. and
iol]owed by members of a particular group. These norms may t;e e:];lri;lﬁp?]g‘;g iese norms: they
ﬁﬂnally agreed upon by group members. As group meﬂglboe‘irse:;l: ;:;up norms could be descriptive,

“12sense of belonging and identity Within hge h, 2018).

Mjune; Wy s
Mictive, prescriptive and Proscriptive in nature (Forsyt

pNOrms and E ' I f CtiOn : i l
mployees' Job Satisia _ significantly

job "Pt‘norms ar¢ a fUnd{;mzntal aspect of group dynﬂlt'_f::foﬂ&i i‘.e;lr:lrec% belief‘s,‘ peace norms Shape the

pe Staction within organizations. GrouP Dol working together: lhwe;heir overall job

1 vl lS A v -t
ons that develop within a group.of. l?{il:clﬁgﬁs "nd ultimately impac
i n '

‘ s ‘_’;ﬁzf group members, affect the
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e _ f a nation (Dosi, 2018). Nigeria, just like any

exchange ca'pacity apd even tc::hnO’Iﬁ)%;galrzg;;:iczr.:cilcnl:]:l dl 111 :,l::.)fac(:luri” g sector, cspeciz?lly textile

other growing nations 01;“ the E;volal role in the nation's economy and have since contlnuFad to do

fnanufacturlng B R 133:5 ?1 p'-md implementation of various policies and programmes geared

its best through the formula 13 de‘vcloping the sector.Subsequently, at the Orgamsan.onalhlcvel, o

S e a';\]i eria continues to evolve and face new challenges, Pusmess managers

. manul?cturllllg Itn‘(i:;iitrtyolzomslement the efforts of the nation’s leader at sustaining the sector by

:;::;,?; SIS\t::itof]ss tl;;ols and strategies to strengthened t-he' few compani.es e-tvallat;lehtL}lﬂr; OaL:]ghr ;ﬁ:frlp;
management of both formal and informal groups within the organisation a c

. e 8, iti ince all organisations regardless
management tool to drive organisations’ growth and competitiveness sinc 5

. : ithi ial context (Ajayi, 2017).
of its nature and product lines ~operate within a socia )aY% b ;
Moreover infonl:z)lal groups within organizations are characterized by relationships that develop

spontaneously among employees. These groups are often formed based ;:mh S:rarae:iz;?its; ests,
backgrounds, or social connections and can exist alongSIdc? tha? formal structure of the org =
but are not officially recognized or mandated by the organization. These groups [Dﬂe.ﬂ eémerge naturally
within the workplace and can have both positive and negative effects on organizational performan.ce.
Informal groups can foster collaboration, creativity, and a sense of belonging among employees,‘ leading
to increased productivity and innovation. On the other hand, they can also create cllques., conflicts, and
resistance to change, which can hinder organizational effectiveness and performance if not properly
managed (Katz & Kahn, 2018). Organizational performance is a multifaceted concept t_hat
encompasses various aspects of an organization's efficiency, effectiveness, quality of service, job
satisfaction and overall success in achieving its goals.One influential factor impacting organizational
performance is the existence of informal groups within the workplace (Khan, 2020). This informal
groups have the capacity to influence firm’s success or otherwise. In addition, one of the crucial
problems facing and inhibiting the growth and performance of many companies, textile manufacturing
firms inclusive, is the concern arising from conflicting group norms that often misaligned with the
company's organizational values and objectives (Adams, 2017). These conflicting norms create a
hostile work environment, fosters internal discord among employees and between employees and the
organisation since organisation. Besides, in the realm of informal group leadership, the organization
faces a substantial challenge of ineffective leadership styles or a lack of guidance among group leaders
which often result in reduced cohesion, interpersonal conflicts, and hindered goal achievement
(Wilson, 2021).
This study focused on the textile manufacturing sub-sector where five leading companies in their line of
products who have consistently being in operation for the past two decades were used. The choice of the
tem!e sub-sector was born out of its relevance and strategic importance to the economic development
'm_ﬂfﬂ‘le-@unt.ry as the Federal Government of Nigeria is doing everything humanly possible to
WVO ﬂw :-all.mg Industry which was once the second largest employer of labour after the Federal
- i Tllre :_he 1?805 up to the early 1990s through many forms of interve
e elirms in Lagos State were chosen as the focus area due to the undisput
. ﬂ” f;fbnmnlc herve Centre of Nigeria and as such, housed appreciable ny mber of |
R % surviving textile Companies in Nigeria as a result of its strategic
grsion, ceveral studies have explored the impact of informal
. aerent contexts and industries (Powell, 2022), but there
8 Specific to textile manufacturing sub-s
& comprehensive investigation into th
on performance with direct focus
a,

ntion and policy
ed fact that Lagos
1¢ headquarters of
position in the country.In
Eroups on organizational
is a dearth of research on
ector. Hence, this study aims to bridge
¢ dynamics of informal groups and their
on the selected textile manufacturing
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