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 AABBSSTTRRAACCTT  

  

The purpose of this study was to assess the Organizational Design of WESSO–Education 

Panel in Afar Region. Hence, it examined the core activities (responsibilities) of WESSO, 

the Organization Structure (division of work, departmentalization, organizational 

hierarchy and coordination of WESSO), Performance level, Human Resource systems 

(number, experience and qualification of WESSOs Staff, recruitment and selection, 

training and development) and organizational design problems of WESSOs in the region.  

To this end, descriptive survey method was employed. 

 

Out of 5 zonal Education Departments in Afar Regional state, 3 zones were selected for 

the study using simple random sampling technique. Then, using Stratified Sampling 

Technique, 9 WESSO Educational Panels and 27 Schools were selected out of 29 

Woredas and 137 Schools. 

 

Information was obtained through questionnaire, interview and documentation. Three 

kinds of questionnaire were distributed to 48 Principals and Vice-principals, 26 WESSOs 

Educational panels staff members and 27 Zonal Education management members and 

experts using available sampling technique. Out of these, 45 Principals and Vice-

principals, 24 Educational Panels Staff members, 27 Zonal Educational Departments 

management members and experts were filled in and returned. In addition, 3 Zonal 

Education Department heads of the sample zones were interviewed, and documents related 

to the study were examined.  Pilot test was made and then some unnecessary statements 

were modified. Various statistical tools such as Percentages, Weighted Means, Chi-square, 

t-test and one way ANOVA were used for data analysis. 

 

The findings of the study revealed that some of the responsibilities of WESSO were not 

clearly pronounced; the designed organizational hierarchy of WESSO, the accountability 

of WESSO to Zonal Pastoral and Agro-pastoral development, Health, Education, and 

Water Resource found problematic;  the performances of WESSOs in managing the 

educational activities were found to be low;  the human resource systems for WESSO-

Education Panels were not aligned with the jobs requirements, i.e., the education panels 

were understaffed and their staff were under qualified; various methods of recruitment 

were not used to attract required candidates; and the selection criteria were emphasized on 

national /nationality and services; some organizational Design Problems such as poor 

decisions, slow decision making, too much conflict among employed were recurred. 

 

In general, the existing set-up of Education panel in WESSO was not appropriate to 

implement education sector strategy. Hence, it was recommended to make responsible the 

Education unit in Woredas, to strengthen the Human Capacity, and to establish the woreda 

Education office together with Health but separate from the other two. 
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CHAPTER ONE 

 
THE PROBLEM AND ITS APPROACH 

 

1.1 Introduction 

 

Organizations are developed when people   have common goals and that 

goals can be achieved best through group. Thus, organizations are 

consciously developed, composed of more than an individual; possessing 

relatively identifiable boundaries on a relatively continuous basis and having 

specified goals to be achieved (Bedelan, 1983:3). 

 

Organization is needed to coordinate group of workers, to provide structural 

framework, for communication and command. Good organizational structure 

enables people in the organization to discharge their responsibilities as 

required of them. Conversely, if organization is designed poorly, it may 

produce dissatisfaction, conflict and may cause inefficiency (Musaazi, 

1987:1). Therefore, appropriate organizational structure is indispensable. 

 

Diagnosing and understanding the organization helps to determine which 

structure is appropriate for a particular institution. Of course, there is no one 

best way to organize. The right organizational structure depends on 

organizational goals, strategies, technology, environment, size   and age of 

the organization and nature of the workforce (Bolman and Deal, 1997:49). 

 

According to Cummings and Worley (1997: 19), to understand how 

organization functions, it is important to see the inputs and design 

components and to examine  its alignment. The two main inputs that affect 

the organization design are general environment and   task structure. 
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They further explain that the general environment includes the external 

elements that can affect the attainment of organizational objectives such  as  

the uncertainness in social, technological, economic, ecological and political 

forces. The task environment consists of suppliers, users etc. As the general 

environment and task environment change over time, process of designing 

strategic orientation is not easy. 

 

The design components for strategic orientation are strategy and 

organizational design. The strategy can be described by mission, 

goals/objectives, intent and policies. The organizational design is composed 

of four design factor and culture. The four design factors are; the core 

activity, the structure system, measurement system / technology and human 

resource system. Design factors are change levers that support the strategy so 

that the design factors must be aligned with the strategic intent and with each 

other (Cummings and Worley, 1997:90). 

 

With regard  to the level of the organization to be examined, Cummings and 

Worley state that organization can be examined or diagnosed at three levels: 

At the highest level (the overall organization), the next level (at the 

department) and at the lowest level (the individual position or job). It can be 

seen at one of them or at all the organization's level but for effective 

assessment it is advisable to look at each level as well as how the levels affect 

each other. To this end, the intent of this study is at the highest, the 

department and job position of educational unit of WESSO Focusing on 

design factors. 

 

Awareness about the importance of organization and organizational design 

commenced back beyond the beginning of written history. However, the 

origin of systematic studying of organizational design traced to the 
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development and application of technology to manual work to last two 

decades of the nineteenth century, As  a result  of  the increasing in scope and 

complexity of organizations, a new concepts for organizational design 

become necessitated. By the turn of the 20th century, many organization 

required new and efficient methods for dealing with the problems of 

organizational complexity (Beadlan, 1983: 51 - 54). 

 

During that century, the structural view has two main intellectual sources. 

The first one is the industrial analyst who wanted to design organization for 

maximum efficiency. Frederic W. Taylor known as father of scientific 

management , Henery Fayol  (1911), Cyndall Urwick  (1937), and   Luther 

Gulick ( 1937) who focused on principle of specialization, Span of control, 

authority and delegation of responsibility where among the industrial analyst. 

The second one is rooted in the work of max Weber who sought to 

conceptualise " Monocrotic bureaucracy " as an ideal form that maximized  

norm of rationality against   fire on personal whim  (Beadlan, 1983: 38). 

 

After the Second World War, Weber's work was rediscovered by scholars. As 

recent years studies witnessed, structure design need to emphasis on 

flexibility, participation, complexity, technology, customer expectation and 

workforce dynamic that are causing organizations world wide to rethink and 

redesign structure patterns  (Beadlan, 1983: 39). 

 

In Ethiopia, with regarded the education system, as Teshome (1980:2)points 

out, the church education that had been given before modern education had 

no central administration responsible  for managing education. But starting 

from  the introduction of modern education till now the  administrative 

organization of education showed several patterns. 
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In 1906 Menelik II arranged for the first time the head of the church to hire 

teachers from Egypt. And even when he appointed some ten ministers for the 

various departments of his government in 1907, education was left to church 

(Teshome, 190:29). Besides, as Abebe (1991:57) states the first ministry 

of education was appointed during Iyasu’s regime (1913-1916) though 

the activities were not defined vis-à-vis the Ministry of Education. 

Abebe (1991:60) on his part continues to say that the MoE and Fine Arts 

was founded in 1930. From the time on wards, the MoE has followed 

various organizational arrangements. The existing Government of 

Ethiopia, for example, advocates a decentralized administrative system 

of education. 

 
 

In line with this, based on the objective situation of the Afar region, at 

woreda level, the woreda Economic and Social Service Offices, which 

comprises education, health, agriculture, and others were established. 

This arrangement was believed to be helpful to integrate the woredas' 

activities and to economize the cost. 

 

Afar is the fourth largest region in Ethiopia which covers an area of about 

85,410 sq. kms. The regions boarders with Tigray and Eritrea in the North, 

Djibouti  in the East, Oromia  and Ethiopia-Somali in the South, and Tigray, 

Amhara and Oromia in the west  (IPS, 1998:18). 

 

The region consists of mainly low lands ranging from 100 meters below sea 

level to 1500 meters above sea level. It is the hottest region in the country. 

From June-August the temperature reaches up to 45
0
C and sometimes 50

0
C  

in the Dallol depression (IPS, 1999:15). 



  

 5 

The arid environment and scarcity of rainfall forces the Afar people to lead 

nomadic mode of life. Moreover, the recurring drought resulting loss of 

animals upon which the livelihood of the population depends on  (IPS, 

1998:16). Inspite of these difficulties, for provision of education, among 

other things, to bring better life  for the people and because the right of the 

children  to learn  the need  to educate the people is indispensable. 

 

However, as it reads form the Educational Statistics Annual Abstract of 

2000/1 (MOE, 2001:21), from the total population of 1,215,809 there are 

242,601 primary school age population. Out of theses, in 1993 E.C only 

27,832 were enrolled which is 11.5 Gross Enrolment Ratio, that stands the 

region the second lowest next to Ethiopia-Somali region that had 10.6 GER 

in the same year. Put differently, the 1993 E.C. statistical data shows that 

88.5 percent of school age children of the region were out of school. 

     

 As stated above, the Afar region education provision is at lowest level as 

compared to other regions. Hence, in order to improve the provision of 

education, among other things, a well-designed organization is indispensable. 

As the current trend of the country, more authority and responsibility is being 

given to woreda sector, WESSOs had the responsibility of improving the 

lowest level educational provision of the region. 

 

Thus, even though there is no one best way of organizing, the right formal 

arrangement should consider the alignments of the design factors. If the 

organization is well designed, it minimizes problems and increases quality 

performance of education. Hence, this study focused on the organizational 

design of the WESSO. Put differently, the study assessed the alignment of  

the organizational design factors and the fit with the educational strategy of 

the country that can be described by the mission. 
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1. 2.  Statement of the Problem  

 

Organizational overall effectiveness is not only determined by the extent to 

which the components are aligned with each other but also the fit to the 

general environment such as to political, technological, social environment 

should be considered. To this effect, the Ethiopian Education strategy 

underlines the restructuring of education system in line with the   change of 

political system.  At the strategy (TGE, 1994:16), it is stated as "Educational 

organization and administration shall be restructured in accordance with the 

devolution of power from central that is being implemented". 

 

To this effect, as Ayalew  ( 2000:65)  states that WESSO was established  in 

four regions of the country  namely: Afar, Benishangul-Gumuz, Gambella  

and Somali which  substitutes Woreda Educational office of other   regions  

to economize the use of manpower and other resources and to bring 

integrated development. 

 

Further Ayalew (2000:66) States that WESSO might have the limitation that 

education might not get the emphasis it deserves. Similarly, Sahlberg and 

Tilahun (1999:31) conducted a study on organization and staff of 

Benishnagul-Gumuz Educational system and found out that the integration of 

the education office of the woreda levels with other offices seemed 

unsatisfactory. 

 

Moreover, though the WESSO has the responsibility of enhancing the 

provision of the woreda's educational activities, as the data shows, however, 

the provision in the Afar region did not seem encouraging. To evidence, for 

example, the 1998/99 (MOE, 1999:14), the 1999/2000 (MOE, 2000:21), and 

the 2000/1 (MOE; 2001:24) Educational statistics Annual Abstracts of the  
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country have shown that the GER for primary educational were  7.1, 7.7  and 11.5 

respectively. 

 

According to the Federal government power decentralization trend, more executive power 

and responsibilities are being devolved to woreda level. However, with such pace, among 

other things, the achievement of universal primary education in the region by 2015 would 

be questionable.   

 

Despite the limitation of WESSO and the low provision of education in the region, to the 

best knowledge of the student researcher, there was no research made on the issue in the 

region. Therefore, from the fact that effective performance depends on both resources and 

structures being appropriate to the task at hand, and structure helps to arrange resources of 

organization, there is a sound justification to study on the issue. 
 

 

Therefore, the purpose of this study was to assess the organizational design of WESSO in 

managing the educational activities in Afar Region whether the structure was appropriate 

for the mission, people, and task of WESSO (the responsibilities, human resources 

systems and structures of WESSO designed each other) and to forward possible solutions 

for the drawbacks. To this end, the following basic questions were addressed:   

1. What educational tasks are given to the WESSOs in Afar region? How these tasks are 

organized (division of work, departmentalization, organizational hierarchy, coordination)?  

2. To what extent are the tasks given to WESSOs accomplished? 

3. How are the educational units of WESSOs in Afar region organized in terms of staff 

(number, experience and qualification)? What are the mechanisms used to select and develop 

employees? 

4. What major problems have the WESSOs encountered as the result of the designed 

organizational structure? 

 

1.3.  Significance of the Study  

The study is useful and timely as the current emphasis of the country is strengthening the 

execution capacity of woreda level administration, and education has got priority. More 

specifically, the study may have significant contribution for the following reasons. 

1. The study might give the necessary awareness to the policy makers of 

the region on the problems of the issue so that they may take measures 

to alleviate the problems. 

2. It may kindle other researchers' interest to conduct further study on the  
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    topic. 

3. It provides the necessary recommendations that are relevant 

for improving the woreda education sector structure. 

 

1.4.  Delimitation of the study 

Even though many scholars in the field of organization have stated factors, 

namely socio cultural, economic and legal-political as external, and structure, 

tasks, human system and technology as internal factors, due to the 

predictability and certainty of the external factors, the study was delimited to 

design  internal factors (core activity, structure, and human resource system) 

excluding technology. This is due to the fact that stable external factors allow 

to design defined organizational structure and technology (such as method, 

tools, equipment etc), as Hunt (1992:46) asserts, has influence on 

organizational design but not determinant.  The methods can be changed but 

function or jobs remain. 

 

Moreover, Afar region has five zones and twenty-nine woredas. However, to 

be manageable it was delimited to nine woredas in three zones. 

 

1.5. Limitation of the Study 

One of the problems encountered the writer of the study was shortage of 

reference materials for two reasons.  One, for lack of time and shortage of 

library in the writer’s residence; second, shortage of domestic materials 

studied on the subject. Had these not been occurred the study would have 

been in a better quality.  

 

In addition, reluctance of some officials in providing the necessary 

documents has limited the study. 
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1.6. Research Methodology, Source of Data  and 

Sampling  

        Techniques 
 

1.6.1. Methodology  

A descriptive survey method  was  employed  to assess the  organizational  

design  of  the  WESSO in Afar Region  focussing  on educational  unit  

because   descriptive  method helps to examine and describe the current status 

of an organizational design. 

 

 

1.6.2. Sources of Data  

All staff  members of  woreda Education  unit  including the WESSO  Heads, 

the  zonal  Education  Department management  members  and  experts,  

School principals  and  vice principals  were  the  source  of  data,  because it 

was hoped that they would give relevant and reliable descriptive information 

since their day to day activities were related with the educational activities of 

the woredas.  More over, documents related to the study were examined. 

 

1.6.3. Sampling Technique 

In Afar region, there are five zones which comprise a total of twenty-nine 

woredas and 13 of schools. Based on simple random sampling technique, 

three zones were selected. To get representative woredas, from each selected 

zone three woredas, a total of nine woredas were selected. The three selected 

zones have almost equal number of woredas (5-6). Depending on the number 

of schools in the selected woredas, total of twenty seven schools were 

selected randomly. 

 

All staff members of the educational units under WESSOs of the sampled 

woredas, management members and experts found in zonal Education 
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Departments, and all principals and vice-principals of the selected schools 

were used as respondents. 

 

The selected woredas were: 

WOREDA           ZONE 

1.  Dubti                                                                 Zone 1 

2.  Mille                                                                    Zone 1 

3.  Chifra                                                                   Zone 1 

4.  Gewane                                                                Zone 3 

5.  Awash  Fentale                                                    Zone 3 

6.  Amibera                                                               Zone 3 

7.  Telalak                                                                 Zone 5 

8.  Dewe                                                                   Zone 5 

9.  Artuma                                                               Zone 5 

 

1.7. Procedures, Data Gathering Instrument and pilot test  

1.7.1 Procedures 

In order to be familiar with the topic, review of related literature was made. 

Following this, basic questions were formulated.  Third, data gathering tools 

were prepared followed by pilot test. Fourth, after improving the data 

gathering instrument, administration of instruments were carried out. Then, 

using statistical tools analysis was made. Eventually, some possible 

recommendations were forwarded. 

 

 1.7.2. Data Gathering Instruments 

In the process of data collection, the basic instruments used were 

questionnaire, interview, and documentation. Three kinds of open and closed 

ended questionnaire were prepared to be filed out by 27 zonal Education 

Department management members, 26WESSOs Education units staff and 48 

school principals and vice principals.   The questionnaires were prepared in 

Amahric, because in Afar region Amharic is being used in all government 

offices. On top of data obtained through questionnaire, information from 

documents and interview were used in due course of data collection. 
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  1.7.3. Pilot Test 

To avoid ambiguity and unclear statements, the draft questionnaire was first 

tested with the Assita Woreda WESSO’s education panel three personnel, 

two school principals and two management members from zone 2 education 

department.  The respondents of the pilot test were not included in the study.  

Based on the respondents’ response some improvements were made on the 

questionnaire to make it clear and relevant to the basic questions so as to get 

more reliable information. For example, the naming of WESSO was 

corrected; some questions which were found unnecessary were cancelled; 

some unclear statements were also elaborated. 

 

1.8. Statistical Tools and Methods of Data Analysis 

To identify the drawbacks of organizational design, percentage, weighted 

mean, chi-test (X
2
), t-test and one-way ANOVA were employed.  

Data collected were organized and computed to percentage of respondents’ 

response option in each item of the questionnaire. 

 

For the ordinal data which were obtained using ordinal scale (1,2,3……7),   

frequencies were converted to weighted scale (7,6,5…… 1 respectively) and 

then computed to weighted mean to know the priority given to particular 

human resource systems related practices. 

 

For some data of continuous nature (always, usually, not sure, rarely and 

never at all), frequencies were converted to rating scales (5,4,3,2,1 

respectively) and total average ratings. 

 

To know the significance of responses on organizational hierarchy within 

WESSO, coordination and training, t-test was employed. 
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The chi-square test (X
2
) at the 0.05 level of significance was adopted to test 

the perceptual difference among group of respondents (School, Principal, 

WESSO, Education panel personnel and Zonal education department 

management members).  Chi-square test is widely used on non-parametric 

test. 

 

One-way ANOVA employed to determine the significance difference 

between and within groups of respondents on performance level and 

Organizational Design problems of WESSOs. 

 

 

1.9. Definition of Terms 

Organization -  is the planned coordination of the activities of a number of   

people for the achievement of some common explicit purpose  

of goal, through division of labour an function, and through a 

hierarchy  of  authority and responsibility (French, Bell and 

Zawacki, 1989:5).  

   

Organizational Design - is the process of choosing and implementing 

structural arrangements for an organization (Schermerhorn, 

Hunt and Osborn, 1997:243).  

 

Organizational structure - is a framework of relationships among similar 

functions, physical  factors, and personnel that is set up to 

facilitate the accomplishment of some mission by promoting 

cooperation and facilitating an effective exercise of executive 

leadership  (Good, 1983:402). 
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Organizational Diagnosis - is the process of assessing the functioning of the 

organization, department, group, or job to discover the source 

of the problems and areas for improvement (Cumming and 

Worley 1997:82). 

 

Organizing - The creation of a structure of duties and functions to achieve 

the objectives of the enterprise (Arora, 1980:19). 

 

Mechanistic Design - is a highly bureaucratic organization that comprised 

vertical separation and control, an extensive use of 

managerial techniques, impersonal coordination, and a heavy 

reliance on rules, policies and procedures (Hunt and Osnborn, 

1997:245). 

  

Organic Design - is an organizational structure that emphasizes horizontal 

specialization, an extensive use of personal coordination, and 

loose rules, policies and procedures (Kunt and Osborn, 

1997:246). 

 

Strategy - The determination of the basic long term goals and objectives of 

an enterprise, and the adoption of  courses action and the 

allocation of resources necessary for carrying out those goals 

(Chandan, 1995:373). 

 

Differentiation - is the degree of difference that exists among the internal 

elements of the organization (Schermerhorn, 1989:218). 
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Departmentation - The creation of groups subdivisions, or departments that 

will execute and oversee the various tasks that management 

considered essential (Plunket and Attner, 1989:215). 

Matrix structure - An organizational structure in which each employee 

reports to both a functional or division manager and to a 

project or group manager (Stoner, Freeman and Gilbert, 

1998:332). 

 

Training -  Activities designed to provide learners with the knowledge 

and skill needed for a present job (Mondy and Noe, 

1999:254). 

 

Development- Learning that looks beyond the knowledge and skills for a 

present job (Mondy and Noe, 1999:254) 

 

Coordination- The integration of activities of the separate parts of an 

organization to accomplish organizational goals (Stoner, 

Freeman and Gilbert, 1998:320) 

 

 

1.10. Organization of the study 

 

The study is divided into four chapters. The first chapter deals with the 

problem and its approach. Review of related literature is presented in chapter 

two. The third chapter contains presentation and analysis. Finally, the fourth 

chapter deals with summary, conclusion and recommendations. 
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CHAPTER TWO 
 

 

REVIEW OF THE RELATED LITERATURE 

 

This chapter deals with the review of related literature concerning the issue 

under study.  The major topics included in the chapter consist of the Concept 

of organizational design, core activity of organization, organizational 

structure, human resource systems and organizational problems. 

 

2.1 Theory of Organizational Design  

2.1.1. Concept of Organizational Design 

Organizations are established to achieve a defined purpose. Musaazi 

(1987:22) states that “organizations are purposeful social units pursuing with 

people who are involved with one another, that is they are interacting”. 

 

As indicated earlier, organizational design is the arrangement of 

organizational structure to achieve optimum effectiveness.  There are many 

ways of conceptualizing elements of organizational design.  For example, 

Cummings and Worley (1997:10) put the design factors into four:  The core 

activity system, the structure system, the measurement system, and the 

human resource system.  Schermerhorn (1989:206) explains that the critical 

factors for choosing structure are external (environmental) such as social, 

political and economic environment and internal (contextual) forces.  Internal 

forces include strategy, technology (to Cummings and Worley (1998) meant 

"measurement system”) size, and people. Kotter, Schesinger and Sathe 
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(1979:7) specify formal elements of design tools as structure, measurement 

system, Reward system, and selection and development.  

 

Although the authors mentioned above express elements of organizational 

design differently, the factors to be considered in organizing an organization 

are similar, for this study, some of the common elements of the authors, tasks 

/activities, structure and human resource system in line with the strategy, are 

discussed here under.  

 

2.1.2 Organizational Strategy  

Strategy is defined as " the determination of the basic  long- term goals and 

objectives of an enterprise, and  the adoption of courses  action and the  

allocation of resources necessary for carrying  out these goals " (Chandan, 

1995: 373) . As Bolman and Deal (1997:53) state strategic decisions are 

future oriented. 

 

Most organizations devote considerable efforts to develop strategy. Strategy 

represents the way an organization uses its resources to achieve the intended 

goal. Put differently, strategy describes how the organization intends to 

achieve its goals and objectives (Cummings and Worley 1997 90).  Robey 

and Sales (1994:261) pointed that strategy is a series of decisions.   

 

With regard to a link between strategy and structure, Chandan (1995:374) 

explains that in small and simple organizations, the structure is typically high 

on centralization. However, if the organization grows and develops the 

structure should be changed and thus change of structure becomes essential. 

Thus, structure is to emerge from strategy. However, as Hunt (1992:142) 

describes statements of strategy are not always explicit. Sometimes there are 
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implicit strategies. He further elaborates that the implicit position sees the 

future as unknowable and strategy ever emergent a pattern on choices an 

intended direction implied by actions rather than documents. 

 

To plan strategy, Kinard (1988:117) out line seven steps.  

1. Formulate  a corporate mission 

2. Establish specific objectives  

3. Analyze the environment 

4. Assess opportunities and problems:- It is  the purpose of gathering 

information  on internal strength and weakness.  

5. Evaluate  alternatives 

6. Implementing the Strategies  

7. Evaluate and Control: In developing strategic plan, it is important to 

look existing environment and to predict its future conditions.  

Managers must be ready to recognize departures from predictions and 

to modify the plan accordingly. 

 

Strategic planning sometimes is confused with tactical planning. In 

connection to this Kinard (1988: 117) states as "a strategic plan is pertinent to 

the whole organization, and is carried out on the corporate level, where as a 

tactical plan is directed toward the fulfillment of department goals". He goes   

on to say that operational plans are specific departmental plan to carry out a 

tactical plan. 

 

2.1.3. Organizational Design Factors 

2.1.3.1 THE CORE ACTIVITY SYSTEM  

The core activity system is one of the design factors of organizational 

structure.  Arora (1980:321) points out that, organizational structure has two 

aspects. 
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i. The form of structure. 

ii. The function to be performed i.e. activities.  

The core activity is the main transformation function, which is concerned 

with the way an organization converts inputs into products and services 

(Cummings and Worley, 1997:90).  

 

There are two technological dimensions of an activity relevant to 

organizational structure and process.  The first is task variety (the number of 

expectations in the work).  When there is large number of unexpected 

situations with frequent problems, variety is considered high.  When there are 

few problems and when day-to-day job requirements are repetitious, 

technology contains little variety.  Variety in departments can range from 

repeating a single act, to working on a series of unexpected duties (Daft 

1992:126). 

 

The second dimension is analyzability of work activities.  When the 

conversion process is analyzable, the work can be reduced to mechanical 

steps, and computational procedure to solve problems (Daft, 1992: 126). 

 

In relation to the link between tasks and organizational structure, Hunt 

(1992:134) elaborates that in order to link or group tasks identification of 

tasks what is to be performed comes first. And then, it is possible to group 

related tasks and establish how people can be linked into the action system 

that is designed. 

 

                                2.1.3.1.1. The organizational design- task relationship 

Kotter, Schlesigner and Sathe (1979:23-24) point out that the Organizational 

Design - Task relationship concerns with the predictability of tasks, job 
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design and span of control.  The scholars have elaborated these components 

here under. 

According to them, when the tasks are very certain and predictable, it is 

better to structure formally with clear job descriptions, rules and procedures. 

But when the subunit tasks are uncertain and unpredictable,  it can be best 

structured informally.  The logic behind this relationship is that if tasks are 

routine and predictable, a careful study can determine the most effective ways 

of performing them, but if tasks are not predictable, it is difficult to identify a 

single way of performing such tasks; therefore, flexibility is required (Kotter 

Schlesinger and Sather 1979:23). 

 

With regard to job design, the same writers state that job design that fits tasks 

requirement tend to facilitate the completion of tasks effectively at a 

minimum cost.  

 

2.1.3.2 ORGANIZATIONAL STRUCTURE 

Organizational structure is concerned how tasks are to be allocated, who 

reports to whom, and the formal coordination of mechanisms and interaction 

patterns that will be followed (Robbins, 1987:4). Hence choosing and 

implementing structure to an organization is an important issue that support 

and facilitate for effective performance.  As Schermerhorn (1989:174) 

mentions, the structure of a formal organization is mainly of a work 

relationship that divides up and coordinates tasks and resources.  

Shermerhorn further states 

 

 High productivity depends on both resources and structure 

being appropriate to the tasks at hand.  One without the other 

will be inefficient to ensure performance, success structure 

helps to arrange the resources of organizations in productive 

task combinations. 
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2.1.3.2.1. Types of structure 

For an organization to survive and to be effective, care should be taken in the 

choosing and implementing the appropriate type of structure.  To this effect, 

Stoner, Freeman and Gilbert (1998:328) indicate that Burns and Stalker 

distinguished two types of structure.  “Mechanistic” and “organic” structure 

system.  

 

Mechanistic structure 

Chandan (1995:367) and Hellriegel and Slocum (1982:296) point out the 

following basic characteristics of mechanistic structure. 

1.  There is a division of labor by functional specialization.  In relation 

to this, Stoner, Freeman and Gilbert (1998:327) State that “in stable 

environment, each organization member is likely to continue 

performing the same tasks, thus, skilled specialization is 

appropriate".  

2. Coordination through the formal hierarchy  can be enhanced 

3.  The duties and rights of employees are governed by rules.  

4. Hierarchical structure of control, authority and communication can 

be maintained.  

5. Impersonal relations among people can be enhanced, 

6. The behavior of all workers tends to be governed by rules and 

regulations.  

7. Selection and promotion is based more on technical competence 

and excellence.  

Moreover, Scherhmehorn (1989:204) states that Henry Mintzberg offer three 

distinct bureaucratic forms of mechanistic organization.   These forms are: - 
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1. The machine bureaucracy.  It consists of large technical and support 

staff with many middle level managers.  It works best in simple and 

stable environment.  There is relatively little decentralization.  

2. The professional bureaucracy. 

It is characterized by large support staff, flat hierarchy with many 

technology-trained professionals. As professionals make decision 

within their areas, the structure becomes decentralized.  

3. The divisionalized Bureaucracy: Divisions formed according to 

client or geographical differences, are supported and controlled by 

head quarters.  It works best in diversified situation and stable 

environment.  

  

Organic Structure 

Mechanistic structure is largely criticized on lack of adaptability to the 

changing environment so that in changing situation organic structure is 

appropriate (Schermerhorn, 1989:205).   

 

More comprehensively, Chandan (1995:367) states the characteristics of this 

structure as follows.  

1. Tasks and rules are less rigidly defined.  

2. Decision-making is more decentralized because there is no 

assumption on that people at higher position are more 

knowledgeable. 

3. The atmosphere is more collegial.  

Departmental boundaries are flexible.  This flexibility results in cordial 

horizontal relationship across departments, which are equally important.   

 

Schermerhorn (1989:206) also presents two forms of organic structure which 

were primary identified by Henry Mintzberg as follows: 
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1. The simple structure consists of little or no staff personnel.  Single 

top managers work directly with other personnel doing variety of 

operating tasks.  Because of its simplicity and centralized control, 

this type of organization’s personnel operates without much 

formulization and standardization of activities.  It is common to 

small entrepreneurial organizations. 

2. The advocacy.  It is appropriate to the organization for it depends 

on continual innovation, in dynamic and complex environment.  It 

builds close lateral relationship based on knowledge, and expertise 

than authority.  

 

In summary, as it is aforementioned, the basic characteristics of "Mechanistic 

structures" are involving centralized authority, many rules and procedures, a 

precise division of labor, narrow span of control and formal and impersonal 

means of coordination. Whereas, an organic structure is characterized by 

decentralized authority, fewer rules and procedures, less precise division of 

labor, wider span of control and informal and person means of coordination.  

 

       2.1.3.2.2. Process of Designing Organizational Structure. 

Whether forming new organization, improving the ongoing one, or radically 

altering the pattern of relationships at an organization, convenient steps is 

essential.  For this purpose, Stoner, Freeman and Gilbert (1998:315) identify 

the following four steps.  

1. Divide the total workload into tasks-division of work.  

2. Combine tasks into logical and efficient manner- 

departmentalization.  

3. Specify one who reports to whom- organizational hierarchy.  
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4. Set up mechanisms for integrating departmental activities into 

coherent and monitoring the effectiveness of integration- 

coordination. 

 

 

Division of work  

Stoner, Freeman and Gilbert (1998:316) define division of work as “ the 

breaking down of a complex task into components so that individuals are 

responsible for a limited set of activities instead of the task as a whole”. 

 

The same writer, further states that for an individual to perform all tasks as 

required may be demanding and complex so that moderate degree of division 

of work is essential. Robey and Sales (1994:160) on their part have a saying 

that differentiation results when an organizations overall tasks is divided into 

specialists i.e., people in different departments use different work methods, 

interact with different people, receive different training and education, and 

think and act differently.   

 

One result of division of work or division of labor is specialization. There are 

two ways of determining how to divide work: examine the formal structure of 

the organization or examine its level of differentiation and integration 

(Cummings and Worley, 1997:91).  By using these two ways, tasks can be 

grouped by one of the following approaches.  

  

Departmentation 

Departmentation involves grouping of people or activities with similar 

characteristics into a single unit (Chandan, 1995:378) Work that is similar in 

nature is placed together to achieve organizational objectives.  Ayalew 

(1991:56) noted that the need to departmentation is appeared for  
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1. building a new organization 

2. reorganizing an already existing organization  

3. an activity, which is added to an organization.  

To this effect, as plunkeet and Attner (1989:193) indicate once tasks are 

classified and grouped into related work unit. The need for departmentalization 

arise primarily, (Jackson, Morgan and Paolillo, (1989:193), from specialization, 

span of control and coordination requirements.  

 

Therefore, to make clear the two concepts approaches to departmentation and 

span of control are discussed here under.  

  

Approaches to Departmentation 

Depending on the situation an organization’s departments can be formally 

structured in the following ways  

 

Departmentation by Function 

Functional departmentation is the basis for grouping jobs together that are 

related to a single organizational function or specialized skill (Chandan, 

1995:377, Stoner, Freeman and Gilbert, 1998:330). 

 

Departmentation by Product 

Establishment of product structure is essential, when attention, energy and 

efforts needed to be focused on an organization’s particular product or 

service.  To this end, product specialists are grouped to perform all duties 

necessary to produce an individual product or service (Bedelan, 1983:71) 

 

Departmentation by Territory 

It is also known as geographic, regional departmentation or departmentation 

by place / location.  Territorial Departmentation is appropriate especially for 
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large organization whose activities are physically dispersed.  Boundaries are 

determined by distance, legal, and political considerations (Bedelan, 

1983:74). 

As Hellriegel and Slocum (1982:249) explain there is an assumption that 

efficiency will be improved, if all activities in a given territory are grouped 

and assigned to one manager.   

 

 

Departmentation by Customer 

This type of departmentation is used by the organizations that deal with 

different type of customers differently (Chandan, 1995:379).  The primary 

advantage of departmentation by customer is tying performance to the 

requirements of the client.   

 

The Matrix Departmentation 

The distinguishing features of matrix departmentation are that functional and 

product or project structures are overlaid.  As a consequence, employees are 

to report to two or more superiors.  That is to a permanent boss in functional 

area unit and to a project manager (temporary).  It is a multiple comment 

system that attempts to combine the benefit of both types of designs (Stoner, 

Freeman and Gilbert, 1998:333, Plunkeet and Atner, 1989:203, Bedelan, 

1983:77). 

 

Although matrix organizational structure is complex, it has such advantages: 

• It is an efficient for bringing different specialized skills together 

which needed to solve complex problems.  

• It also gives the organization a great deal of cost saving 

flexibility, because unnecessary duplication is avoided (Stoner, 

Freeman and Gilbert, 1998:334). 
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With regard to the disadvantages of Matrix structure, Bedelan (1983:79) 

states that it  

• Leads to interpersonal and command conflict with the existence of 

two separate operating systems.  

• Slows down decision making. 

 

To this effect, Bedelan (1983:81) recommends to adopt the structure only for 

the following situations.  When  

• Short run products are on organization primary out put. 

• Complicated design calls design for both innovation and timely 

completion.  

• Several kinds of sophisticated skills are needed for a project.  

 

To sum up, all the aforementioned patterns (approaches to departmentation) 

have appropriate applicants. The challenge is to select the most suitable 

pattern and to meet the organization’s objectives that fit the strategy.   

 

Span of Control  

Span of control, or span of management refers to “the number of subordinates 

that a single manager can effectively supervise (Kinard, 1988:183). 

According to this writer, span of control varies from organization to 

organization depending on situations.  But, in general, upper echelon 

managers usually have fewer immediate subordinates than the lower 

supervisors have.  

 

The following factors influence the decision on the span of control.  

1. Complexity of the work: managers supervising people with simple 

and repetitive jobs are able to manage more subordinates than with 

complex work (Knezevich, 1969:46, Kinard 1988:187). 
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2. Geographic dispersion of subordinate. There is an inverse relationship 

between manager’s span of control and the geographic dispersion of 

his or her subordinates (Knezevich 1969:46, Kinrad 1988:187). 

3. Subordinate training and experience. 

Knowledgeable subordinates require less supervision than 

inexperienced (Kinard, 1988:187). 

4. The manager’s ability and competence. Well-trained and experienced 

managers can supervise than an inexperienced one (Knezevich, 

1969:46). 

5. Availability of assistant:  The greater the support given to a manager, 

including the more assistants, the wider would be the span of control ( 

Kinard, 1988:189) Chandan (1995:372). 

6. Direction and coordination.  If the units need continuous supervision 

and extra-time of manager in coordinating other executives the fewer 

subordinates would be better supervised (Chandan, 1995:372, 

Knezevich, 1969:46) 

 

Hierarchy 

Organizational hierarchy is a component of structure that should be 

considered in organizational design.  According to Plunkeet and Attner 

(1989:194), the vertical structure of the organization results in a decision-

making hierarchy showing who is responsible for each task in each area and 

offers the organization as a whole.  They continue to say that the levels of 

management are established from bottom to top in the organization that 

creates a chain of command.  

 

The same writers further elaborate that at the top of the organizational 

hierarchy, the senior-ranking manager is responsible for the operation of 
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entire organization, other lower ranking managers are located down at 

various levels of the organization.  

 

In choosing hierarchy, Hunt (1992:167) presents the following guidelines.  

• There must be clear line of authority from top to bottom-chain 

of command.   

• No one in the organization should report to more than one line 

supervisor – Unity of command 

• The accountability and authority of each supervisor should be 

clearly defined in writing. 

• Authority should be delegated as far down the line as possible.  

• The number of levels of authority should be kept to a 

minimum. 

• The work of every person in the organization should be 

confined as far as it can be to the performance of a single 

leading function- Specialization.  

• There is a limit to the number of positions that should be 

coordinated by single manager – Span of control  

• The organization should be flexible so that it can be adjusted to 

the changing conditions.  

 

In connection to unity of command, Organ and Baterman (1991:603) disclose 

that perfect fidelity to the principle might be impossible.  As a result they 

restate the principle of unity of command as “no member of an organization 

should be accountable to more than one superior for any single functions.” 

 

Coordination 
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Having the differentiated tasks grouped together as per their similarities, the 

need to coordinate different departments to work in a unified manner arises.  

 

The way an organization coordinates the work across sub units is called 

integration. Coordination directly depends on the acquisition, transmission 

and processing of information.  The greater the uncertainty of tasks to be 

coordinated, the greater the need for information (Stoner, Freeman and 

Gilbert 1998:322). 

 

Approaches to achieving effective coordination 

Coordination can be achieved in variety of ways.  Bolman and Deal 

(1997:41). Identify two primary ways of coordination: vertically through top-

down, and laterally through meetings, committees, coordinating roles or 

network structures. 

 

Vertical coordination.  Higher levels coordinate the lower levels through 

device like authority rules and policies and planning (Bolman and Deal, 

1997:42). 

 

Authority: Authority is formally charged with following up activities aligned 

with goals.  Each subordinate has a legitimate power to shape and direct the 

behavior of those in lower levels (Bolman and Deal, 1997:42).  Schermerhorn 

(1989:278) further has a saying that when problems are created sometimes 

referred to a common superior. 

 

Rules and policies:  Rules, policies and standard operating procedures limit 

discretion and help ensure uniformity.  People in different units know that 

when certain situations arise, specific rules are to be followed (Schermerhorn, 

1989:218). 
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Planning and control systems: Action planning specifies decisions and 

actions to be carried out in a particular way within a specified time frame.  

Information about performance against plan and budget flows up freely and 

down hierarchy helps managers to control thereby to coordinate subordinates 

(Bolman and Deal 1997:43, Schermerhorn 1989:218). 

 

Lateral Coordination 
 

Since vertical coordination is not always effective, lateral techniques 

meetings, task forces coordination roles, matrix structure and network 

organization are useful because they are flexible and quicker than authority 

bound systems and rules (Bolman and Deal, 1997:41).   

 

Meetings:  All organizations have regular meetings Boards confer to make 

policy.  Executive committees gather to make strategic decisions.  Review 

committees convene to examine proposals from lower level officials.   

 

Task forces:  People from separate units are placed on a task force to 

coordinate activities for a specific period of time (Schermerhorn, 1989:219). 

 

Coordination roles:  To augment the efforts of formal groups, coordinating 

roles or units are established.  Some writers call it liaison roles; persons who 

are assigned to this unit provide communication and coordination between 

units (Schermerhorn, 1989:219, Bolman and Deal, 1997:44). 

 

Matrix Structure: Inter unit coordination is fostered through matrix form of 

departmentation discussed above.  It spells out cross cutting coordination 

responsibilities (Schermerhorn, 1989:219, Bolman and Deal, 1997:45). 
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Networks:  This refers to establishment of computer networks, in large 

organization, everything from small to local network to the internet (Bolman 

and Deal, 1997:46). 

 

   2.1.3.2.3. Influence of size on organizational structure 

Four different types of size have been used in literature  

1. Physical capacity of an organization 

2. Personnel available to an organization (in number of full-time 

employees). 

3. Organizational inputs or outputs. 

4. Discretionary resources available to an organization.  However, 

most studies use in terms of employees (Jackson, Morgan and 

Paolillo, 1986:216) 

 

In spite of that there is no consensus the relation between size and structure, 

Jackson, Morgan and Paolillo (1986:218-220) discuss that  

  

• If an organization uses too many people or using them in wrong 

combination, an organization becomes inefficient.  

• The smaller the amount of support staff allocated in relation to 

line staff, the more efficient organization’s process may be. 

Because economics of scale allows proportional decrease though 

as size increases number of supportive staff increases. 

• Though increase in size is accompanied by increase in 

complexity (greater role specialization, functional specialization, 

and levels or expertise as well as greater number of levels in 

hierarchy) and studies showed increase in complexity 
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accompanied by increase in staff, organization size is not the 

only variable affecting administrative component. 

 

      2.1.3.2.4. Organization Chart 

As Bedelan (1983:70) states “an organization chart is merely a graphic 

representation or blue print for all the positions in an organization and the 

formal relations by which they are connected”. 

 

Plunkett and Attner (1989: 94) describe that organization chart depicts the 

basic framework of the organization and tells us.  

1. Who reports to whom- the chain of command 

2. How many subordinates work for each manager – Span of control. 

3. Channels of official communication through the solid lines that 

connect each job (box) 

4. How the company is structured – by function, customer, or product.  

5. The work being done in each job – the labels on the boxes. 

6. The hierarchy of decision-making – where a decision maker for a 

problem is located.  

7. How current the present organization structure (if date is on the 

chart) 

8. Types of authority relationships –Solid connections between boxes 

illustrate line authority, and dotted lines show staff and functional 

authority.  

 

The organization chart, however, does not show the degree of authority, the 

informal communication channels, and the informal relationships (Bedelan, 

1983:70, Plunkeet and Attner, 1989:194). 

 

2.1.3.3. Human Resource Systems  
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As indicated earlier, human resource systems are the fourth factors of 

organizational design.  As Kotter, Schlesinger and Sathe (1979:17) asserted 

the most obvious and important relationship between organizational design 

and people relationship is the link between job design and employees skills 

and abilities.  To put differently, to achieve the objectives of an organization, 

the right person should be placed at the right place.  Further more, for an 

organization to survive and become prosperous, Plunkeet and Attner 

(1989:254) state that the need to recruit and select qualified personnel and 

develop them is indispensable.  

 

     2.1.3.3.1. Recruitment and selection 

Recruitment 

Recruitment is the process of attracting applicants in sufficient numbers, and 

with proper qualifications from which to select those who most closely relate 

to job-specifications (Daft, 1992 :177,), Attwood and Stuart, 1996:142) and, 

Chruden and Scherman ,1976:119) 

 

According to Attwood and Stuart (1996:142) there are three phases of 

recruitment that can facilitate effective recruitment.  

1. Developing sources from which to seek potential employees.  

2. Seeking out the actual or the needed personnel. 

3. Evaluating the effectiveness of recruiting activities. 

 

Sources and Methods of Recruitment 

According to Mondy and Noe (1999:180), Armsrtong, (1991:142), and 

Storey, (1995:120) there are two sources of recruitment: Internal and external 

sources. 
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When management identifies that the required employees are available in the 

organization to fill position, job posting and job bidding are useful methods 

for internal recruitment.  Job posting is a procedure for informing employees 

that job opening exist.  Job bidding is a technique that permits employees 

who possess the requirements to apply for the posted job.  Mondy and Noe 

(1999:183) and Storey, (1995:120). 

 

Megginson (1981:145) points out three mechanisms of obtaining employees 

internally upgrading the employee currently holding position, transferring an 

employee from a less desirable or promoting someone from lower position.   

 

The alternative mechanisms for external recruitment are a recommendation 

by present employees and advertisement through government or private 

agencies, schools, colleges and others.  To this end, former employees, 

colleges, schools, public employment agencies and others can be sources of 

external recruitment ( Graham and Bennet, 1992:189), Chruden and 

Scherman, (1976:101). 

 

Furthermore, Guthire and Reed (1991:327) suggest to set  policy, to plan, to 

describe positions and to announce for fair and effective recruitment. They 

elaborate that written policies are guide to action and ensure consistency of 

recruitment procedures, which can avoid favoritism.   

  

Selection 

Selection is the process of assessing the candidates by various mechanisms 

and choosing the best ones that fit to the job requirements followed by an 

offer of employment (Schermerhorn, 1989:267). 

  

Fitting people to Jobs 
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The process of matching people and positions can help to resolve some series 

problems such as  

1. What is the requirement of each job position to be filled? 

2. What are the main specifications needed to fill the positions? 

3. To what extent does the individual candidate mater position 

expectations? 

4. What is most feasible and desirable plan for obtaining for the 

systems short and long run needs? (Morphet and Johns, 1982:359). 

 

The procedure of matching people with job begins, and based on, evaluation 

of applicants quality. The results of evaluation are then measured against the 

job standards of the position.  However, there is no fixed standard.  It varies 

as job conditions change (Megginson, 1981:174)  

 

Selection Criteria 

Megginson (1981:174) Continues to say, selection criteria must be constantly 

reviewed and updated as job conditions change.  

Wyatt (1989:19) has also emphasized on that in order to select the right 

people and to save the organization from unintended cost, care is likely to be 

taken to exclude irrelevant criteria such as political affiliation, pressure and 

information from interested persons and ethnic interests.  

 

In relation to selection criteria, Ivancevich and William (1989:268-269)) state 

that the selection criteria can be summarized in terms of educational level, 

experience and physical fitness and personal characteristics.  

 

Selection procedure  

Megginson (1981:171) forwards the following four stages of selection.  



  

 36 

1. Establishing selection procedure:  It concerns to set personnel 

policy that furnishes full-qualified people recommended to 

employee. 

2. Identifying and choosing selection criteria and instruments: In 

addition to qualification, perseverance and desire to cooperate and 

contribute to the growth of organization should be considered.  This 

can be identified through interview, biographical inventory, testing 

and physical examination. 

3. Gathering and Evaluating information about applicants: 

Pigores and Myres (1981:272) point out the procedures for 

gathering and evaluating information about applicants as initial 

interview, application blank, written examination, and in-depth 

interview. 

4.  Making and communicating decision to select or reject.  

On top of the above procedures Cole (1991: 141-142) recommends three 

process. These are 

1. The application detail forms - CVs and letters 

2. The interview. 

3. Selection of tests and other supporting evidences such as references. 

 

         2.1.3.3.2 Training and Development 

Both training and development are concerned with improving the ability of 

employees to contribute for organizational effectiveness.  Though the forms 

are used interchangeably, the distinction lies on that the purpose of training is 

to equip learners with knowledge and skills for the present jobs, while 

development focuses on future beyond the present job    (Mondy  and Noe, 

1999:254), Plunkett and Attner, 1989:277). 
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With regard to the use of training and development, Storey (1995:234), 

Radford (1995:182) and Storey and Sisson, (1993-267) discuss that if training 

and development programs are administered systematically, they increase 

employees motivation and commitment as well as organizational 

performance. It solves man power problem that can be caused by transfer, 

promotion, retirement and death.  

 

In spite of the fact that training and development are essential, some 

organizations seems not value training and development.  In relation to this 

Bolman and Deal (1997:281) disclose “Organization often fail to invest in 

their human capital.  Training costs are immediate and easy to measure 

benefits are more elusive and longer term”. 

 

To provide good training and development, Schermerhorn (1989:272) 

suggests that it is needed to pass through five steps.  

1. Assess Needs:  

2. Select objectives  

3. Select methods  

4. Implement program  

5. Evaluate program  

Approaches to training and development  

Basically there are two types of approaches: on the job training and off-the 

Job training (Stoner, Freeman and Gilbert 1998:391-392) 

 

On-the-Job training and development take place on the work setting during 

actual performance.  It includes job rotation, coaching by supervisor or giving 

technical advice either formally or informally, apprenticeship that involves 

assignment as assistant to the experienced employee, and modeling or 

demonstrating (Schermerhorn, 1989:273-274) and, Stoner, Freeman, and 

Gilbert, 1998:391). 
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With regard to off-job training, Schermerhorn (1989:274) explain that off-

the-job training occurs away from work setting, focuses on classrooms with 

seminar, lectures and films.  

 The organization Design- people relationship. 

Many techniques have been used to make job content requirements and 

employee skills, and to this end mainly abilities up to date by means of tests 

and psychological tests.  However, many managers rely on their own 

personal judgments because psychological tests assessment centers are not 

effective for complex jobs (Kotter, Schlesinger and Sathe (1979:17).  

 

With regard to mismatch between organizational design and people 

relationship, Kotter, Schlesinger and Sathe present the following reasons.  

• The result of insufficient analysis of job-Requirements or 

inappropriate measures of people abilities and skills.  

• Changes in the subunits task environment without changing 

people’s abilities.  

• Changes in organization size: because of that it forces adding 

level of hierarchy, increase specialization and, increase 

number of formal rules and procedures.  

• Subunit tasks mismatched with employee.  For example, 

personal attitude to committee work (Kotter, Schlesinger and 

Sathe, 1979-17-19). 

The third aspect of organizational design-task relationship is the span of 

control that is dependent upon a number of different task characteristics.  The 

more complex tasks, the smaller will be span of control and more time is 

need to manage the interdependence.  (Kotter, Schlesiger and Sathe, 

1979:24).  
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The Selection and development system of tasks should also be in such a way 

that help employee of the organization with the quantity and quality of 

personnel needed to perform tasks effectively (Kotter, Schlesinger and Sathe, 

1979:26). 

   

2.1.4. Organizational Design Problems  

According to Kotter, Schlesinger and Sathe (1979:2) when organizational 

design factors are out of alignment inappropriate with organizational needs, 

one or more of the following recurring problems appear.  

• Poor Quality decision-making: The decisions, which are being 

made, do little help to desired level of performance.  The cause of 

poor performance is that the required information may not ready to 

the correct people; decision makers may use poor, outdated, or 

limited information, they may protect self-interest or acting with 

narrow viewpoints, wrong people may make decision 

(Schermerhorn, 1989:201, Daft, 1992:209). 

• Slow decision-making:  Decision may not be made at right time or 

problems become magnified beyond reasonable solution.  Decision 

makers may not be proactive in anticipating situations rather 

reacting to them.  The cause may be due to over loaded. Tasks of 

the decision maker of he/she may not know that it is their job to 

move decisions (Schermerhorn, 1989:201). 

• Lack of innovation in decision making: The organization does not 

respond creatively to a changing environment. Decision makers 

may be overly constrained by rules and procedures to allegiant to 

traditional ways of doing it or unaware of important information in 

organization and its environment (Schermerhoorn, 1989:201).  
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• Too much conflict:  Expensive and never ending conflict may 

appear among individual or groups as a result of lack of 

coordination scheme among departments and individuals.  (Daft, 

1992:210, Kotter, Schelesinger and Sathe, 1979:3). 

 

Moreover, according Kotter, Schlesigner and Sathe (1979:3) high employee 

turnover, Low moralle, lack of employee motivation are also the problems 

attribute to inappropriate organizational design. In a nutshell, the prevalence 

of the above problems leads to a general lack of goal achievement.   

 

It is important to note that the causes of the above problems may be some 

other than deficient structure.  With regard to this point Kotter, Schlesinger 

and Sathe (1979:3) have pointed out that: - 

 

 An important characteristics of these “organizational problems” and 

one that differentiates them from other types of problems, is that they 

recur.  They do so because they are not caused by an idiosyncratic 

individual, group, or environmental event. But by the organization 

itself.  

 

2.2. Organization and Management of Education in 

Ethiopia 

 

Long before the introduction of modern education in Ethiopia, Church and 

Mosque education have played significant role for the development of 

education (Seyoum,1996:87). However, as Teshome (1980:20) pointed out, 

the education system had no centralized administration and organization.  He 

has elaborated by saying that “ He (the Teacher) could not ask (Salary) the 

Church, because there was no central administration to supervise his work or 

to accept responsibility for operating cost.” 
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With regard to the purpose of Church Education Seyoum (1996:28) states 

that “the primary purpose of the Church and Mosque were to prepare devoted 

and faithful young who would promote their respective doctrines.”, so that it 

could not satisfy the needs of the country. 

 

The international recognition that the country has gotten as a result of the 

victory of Adwa Battle and the innovation introduced by Menelik II, 

accentuated the need to modern education so as to deal with the prevailing 

political situations of the then period and to manage the innovations 

introduced (Ayalew, 2000:8). 

 

With the idea of modern education in mind, Menalik II issued in 1906 the 

first proclamation.  Then after, Manelik II School, the first modern school in 

Ethiopia, was founded in 1908 (Ayalew, 2000:8-9).  Hence forth, the 

education system of the country has passed through several organizational 

designs. 

 

As Ayalew (2000:11) noted, at the beginning of modern education, Menelik 

II made compromise with Orthodox Church and left the administrative role to 

the Church.  The caution was deliberately made for public acceptance. 

 

Similarly, Teshome (1980:29) stated that, 

 

 When the decision was made in 1907 to appoint some ten 

ministers responsible for various departments of 

government, the emperor though well aware that education 

should properly be a function of state, left this 

responsibility in the hands of the Church. 
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In 1909, a department of education was created and there upon Hana Saleb 

Bey was appointed as its director.  To his high regard the emperor demanded 

up to date progressive report on education (Teshome, 1980:38) 

 

Unlikely, after the death of Menelik II till Haileselassie came to power, 

modern education was not given due attention.  Educational progress was 

elevated after 1930. (Maaza, 1966:26) Ayalew (2000:15) has evidenced that 

“a director general of public education was appointed in 1928 and elevated to 

the statue of Minister in 1930. 

 

The attempt of developing the provision of modern education was interrupted 

by the invasion of Italian in 1936.  Though the occupation was short lived, it 

was a period of trouble and distrust to Ethiopian (Maaza, 1966:65).  Maaza 

continued to say that 

  
 The Policy of fascist government which occupied 

Ethiopia during 1936 to 1941 was clearly to wipe out the 

embryonic modern education system and to destroy the 

intelligentsia. 

 

To this end, during the occupation period like other East African colonies, 

education in Ethiopia was also administered by the colonial government 

through the office of superintendent located in the capital. The Chief 

Inspectorate located in Italy was concerned with the general policy matters 

(Teshome, 1980:39). Consequently, they destroyed the infant education 

system and established their own administrative apparatus (Ayalew, 

2000:16). 

 

In most cases, from 1908-1941 the Management of education was held by 

foreigners.  As a result, especially at its early age, schools attracted neither 
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the attention of the parents nor the interests of the youth for foreigners were 

associated with Catholics in the public mind (MOE, 1978 EC:44). 

 

After the liberation, the government had reorganized the education system 

with the intention to abreast educational development with the demand of 

manpower for the country. 

 

Ayalew (2000:25) pointed out that Ministry of education was re-established 

in 1942.  Maaza (1966:80) also indicated that in 1943 MOE was established 

under the control of the emperor. Then, in 1947 a board of National 

Education and Fine Arts was established.  She added that the responsibility of 

the Board was to see in the education being given was relevant. 

 

The fine arts continued with MOE until the establishment of culture after 

1974 and the portfolio of the emperor to MOE remained until 1966. 

 

As to MOE (1978:160), MOE and fine arts designed various organizational 

structure in conformity with the prevailing situations.  For example, in1945, 

the structure of MOE consisted Vice-minister, one director general, Vice-

Director General, and 14 branches.  The MOE further states that though it 

was indicated that there had been province and Awraja Education offices at 

the then time, no documents identified that shows their organizational 

structures. With regard to Addis Ababa Schools, the coordination of the 

schools was held by various departments of the MOE. 

 

In that structure the drawbacks, as MOE (1978EC:163-164) examined, were: 

• The vice-minister and director general has been engaged in routine 

activities. 
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• No coordinating mechanism designed for province and Awraja 

Education offices. 

• Support and service giving parts were not included.  For example, 

planning research and building sections were not included in the 

structure. 

• Recording system was not up to date. 

• No systematic procedures and rules for selecting teachers and students. 

• The division of work for Province Educational Office Managers and 

authorities in MOE were not defined clearly. 

 

As it is indicate d by MOE (1978EC:172), the following were designed in the 

structure of 1950s. 

• The MOE had Board of Education and Minister of Deata. 

• The organizational chart shows two departments i.e., education and 

administration departments. Moreover, sections that gave advisory 

services and culture Branches were accountable to the Minister of 

Deata. 

 

MOE (1978EC:176) stated that, in 1960EC for the first time minister who 

had full authority was appointed.  Under the minister there were vice minister 

and four other branches. Those were program and planning, Educational 

Management, Administrative Services, Art and Culture. MOE further 

commented that though it seemed that the structure was better than the 

previous ones, still some service giving departments ware made accountable 

to the branches which would have been to the minister. 

 

The structure which was designed in 1964EC had the following main 

divisions of works:  Minister office, Minister of Deata, Main department, 
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Main sections, Sections, Province Education Officers, Awraja Education 

Officers (MOE, 1978EC:177) 

 

As MOE stated what is to be noted in that structure was the inclusion of 

student guidance. Besides this, it was indicated that Higher Education 

Department was elevated to a commission, and culture Departments was also 

elevated to Ministry of Culture (MOE,1978 EC:177-180) 

 

In general, the organizational structures of MOE discussed so far were 

influenced by foreign professionals.  As a result, by and large, they adopted 

the designs from their respective country.  The change of structures were also 

accompanied with the change of higher authorities in the Minister 

(MOE,1978EC:180-181). 

 

The next organizational structure that was not implemented was the structure 

of sector Review that was endorsed in 1965EC but not implemented. In that 

structure, for the first time, the detail organizational structures of province 

and Awraja Education Office was defined.  More over, the number of man 

power needed for different echelon were indicated.  In the structure, four 

branches were designed, namely: 

• Professionals’ training branch 

• General Education Branch 

• Educational Service Branch 

• Administration Services Branch (MOE, 1978EC:182) 

 

After the Socialist government took power, in the 1968EC structure, Adult 

Education and illiteracy campaign were given due attention.  Then in 1971EC 

some departments such as, 

• Inspection Department 
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• Management Training Service 

• Program Management service 

• School Building and Maintenance Service 

Were added which had not been found in the 1968EC. Structure (MOE, 1978 

E.C:186) 

 

In that structure many divisions which were difficult to control for one 

manager were observed.  For example, under the direct supervision of the 

Vice-minister, there were 32 branches including 16 Province Education 

Officers (MOE, 1978 E.C:188).  At that structure the organizational hierarchy 

shows 

• Central (MOE) Administration 

• Province Education Offices Administration 

• Awraja Education Offices 

• Schools from top to lowest respectively. 

 

With regard to the Man Power, the number of employees decreased down to 

lower level which was not conducive to decentralization. 

When we examined the organization structure of Haileslassie regime and 

socialist government, the administration was highly centralized with four 

layers ie., MOE, Province/Administrative Region, Awraja and School. 

 

Upon the downfall of the Socialist Government, the transitional government 

assumed the mantle of leadership in 1991.  Then, the change of structure 

become evident. 

 

Ayalew (2000:64) pointed out that at present ”the main managerial and 

administrative organs consist five layers i.e., Central (MOE), Regional, 

Zonal, Woreda and School Levels”.  He goes on to say that Five regions 
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(Addis Ababa, Amhara, Oromia, Southern Nation Nationalities and Peoples 

Region (SNNPR) and Tigrai have Regional Education Bureau, Zonal 

Education Department and Woreda Education Office.  In Afar, Benshangu 

Gumuz and Ethiopia Somalia Region,WESSO replaced WEO to other 

regions.  In Dire Dawa and Harari the Schools are directly accountable to the 

region (Ayalew, 2000:64). 

 

 

 

Educational Strategy of Ethiopia 

As it is discussed earlier structure is to emerge from strategy.  Therefore, it is 

essential to look at the strategy of our country. The education sector strategy 

of our country are stated, (TGE, 1994: 14-18) as follows: 

1. Educational system and curriculum 

- The education sector shall constitute of basic, general, higher and 

specialized education and non-formal basis. 

- Revise the curriculum inline with the educational objectives set 

out in the education and training policy. 

2. Establish vocational/ technical training system parallel to academic 

system 

3. Restructure educational organization and administration with the  

devolving of power from central government that is being  

implemented. 

4. Human Resource Development. 

• Upgrading the training and professional Competence of 

teachers 

• Expand in-service training 

• Institute career structure 

5. Educational service Expansion and provision of materials. 
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• Rehabilitating existing institutions and improvising the 

availability of educational materials and expanding 

elementary and secondary education. 

• Build  and expand  the parallel vocational and technical 

training 

• Improve the quality of higher education and upgrade existing  

colleges to universities. 

6. Encourage and assist research into curriculum development  

instruction method and evaluation technique. 

7. Improve financing of educational system by increasing the 

government allocation and by encouraging community 

participation. 

 

2.2.3. Responsibilities of Education Sector by Level in 

Ethiopia 

The foregoing discussion asserts that so as to meet the objectives of the 

organization, strategies are likely to be outlined, then clear operational tasks 

should be assigned to different levels of the organization. Accordingly, as 

Derebssa  in Amare et. al ( 1998:73) the following responsibilities  are 

devolved to different levels of education sector offices (Regional Bureau, 

Zonal Department  and Woreda  Office) in the country. 

Responsibilities of Regional Educational Bureau 

1. Prepare plans  programs  based on rational policy  

2. Supervise and maintain the educational standards 

3. Prepare and implement elementary and junior secondary 

curriculum. 

4. Recruit qualified teachers, identify training needs, train teachers and 

education Bureau personnel. 
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5. Ensure the provision of text books and educational materials. 

6. Follow up execution of national exams, ascertain adequacy of 

examinations and certifications. 

7. Plan for provisions of education to school age children, provides 

adult education. 

8. Administer elementary and secondary schools, establish Junior 

Colleges. 

9. Ensure that the education program is supported by mass media 

10. Collect, compile and distribute and disseminate statistical data on 

education. 

Responsibilities of zonal Education Department  

1. Facilitate implementation of plans and programs 

2. Supervise and maintain the educational standards 

3. Follow up the implementation of the curriculum. 

4. Ensure that in-service training is given to teachers and educational 

personnel. 

5. Facilitate the distribution of text books and educational materials on 

time. 

6. See that students are properly prepared for national examination, 

that exam is conducted as scheduled. 

7. Plan for step by step provision of education for all school age in 

zone 

8. Mobilize the people for realization of plan, establish schools and 

vocational training centers as policy guide. 

9. Facilitate the provision of mass media support education 

10. Compile statistical data and report to the region. 

Responsibilities of Woreda  Education Offices. 

1. Implements plans programs at school level 
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2. Supervise school and work with teachers to maintain the 

educational office  standard 

3. Inspect the implementation of curriculum of school level: 

Recommend improvement 

4. Conduct in service training of teachers and other professionals. 

5. Distribute text books and educational materials to school on time. 

6. Check the preparation of students to examination and administer the 

examinations. 

7. Follow up implementation of plan at community and school level. 

8. Provide  facilities and programs for mass media education 

9. Collect information and data on education and compile and submit 

to zonal office. 

10. Administer and supervise established schools and vocation 

technical centers as policy guide. 

2.3 Organization and Management of Education in Afar 

Region 

Administratively, Afar Region is organized into five Zones, 29 Woredas, 32 

Urban Dewlwers Association and 323 Rural Kabales.  Over 97% of the 

population is largely nomadic and semi-nomadic pastorialists.  Those who are 

permanently settled are found along irrigable rivers and towns (IPS, 1998:9). 

 

Before 1991, the present Afar Region Areas were divided and administered 

under different administrative regions, namely Assab Autonomous Region 

(now some parts are under Eriteria), Tigray, North Wollo, South Wollo, 

North Shewa, East Shewa, and West Hararghe (Central Statistical Authority, 

1992:110). 

 

As it is indicated in the educational statistics annual abstract of the MOE 

2000-2001 (1993 E.C.), the population size of region is 1, 215,809 of which 
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242,601 are primary and 116,150 secondary school age population (MOE, 

2001:21). As  indicated earlier,  in 1993 E.C. 88.5 percent of school age  

children were out of school ( 11.5 GER). 

 

The establishment of modern school in Afar is a recent phenomenon.  Before 

the introduction of modern education, Islamic Education system was 

provided pervasively. Modern schooling was commenced in 1947EC with the 

opening of Atse Gebremeskel Boarding School. Todate it has come to be 

known as Mohammed Hanfere Secondary School, in Ayssaita (Wondye and 

others, 1988 EC:2) 

 

Next to Atse Gebre Meskel School, as the AREB (1994EC:4) staticcal report 

shows, in 1950s E.C. three more schools were established, namely, Berahale 

(1951EC), Dubti (1954EC) and Mille (1959 E.C). 

 

Awssa Awraja Education Office study (1974EC:12) asserts that during the 

early years of Modrn education at Atse Gebre Meskel School, Islamic 

education and Arabic language were given besides the secular education 

curriculum developed by MOE.  Further more, the study reveals that the 

teachers for regular curriculum were hired by MOE while Arabic language 

and Islamic Education teachers were hired by Sultan Alimirah.  It was also 

reported that after completing grade Six, students had chance for getting 

scholarship to Arab Countries. 

 

During the beginning years of Modern Education, neither the students nor 

parents were attracted.  The reasons runs on that learning modern education 

envisaged like accepting of Christianity in Public mind (AAEO, 1974EC:12). 
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The AAEO (1974EC:12) states that Awssa Awraja Education Office; 

Ayssaita as its center, was established in sene 1967EC.  Before Ayssait, Bati 

(now in region 3) was the seat of Awssa Awraja Administration.  Ato Jemal 

Abdul Kadir, Bureau head of culture, Tourism and information, informed the 

writer of this study that  Schools of the present Afar Region areas other than 

Awssa Awraja territory were administered by Awraja Education Offices 

where their centers were located outside the present Afar Region. Ato Jemal 

added that when the socialist government rearranged the administrative 

region of the country in 1981EC, some of the woredas such as middle Awash, 

Gewane, Buremedaytu, Mille, Berhale were changed to Awraja level. The 

offices were functioning till the overthrough of the socialist government in 

1991. 

 

Ato Yassin Yayo, department head of Afar Region Education Bureau 

Educational support, also informed that up on the transitional government 

came to power; the education system at the region was organized as 

Regional, Zonal, Woreda and school level.  Ato Yassin continued to say that 

in 1988EC education was reorganized wherein integrated with Culture at 

Region and Zonal level. At Woreda level WESSO was established.  Again in 

July, 2001, culture was separated from education and organized at Regional 

Bureau Level together with tourism and information.  With regard to 

WESSO, still remains in the previous structure. 

 

AS it is depicted at the Afar Region Education Bureau Organizational Chart, 

the major functions represented at the existing organizational structure are 

• Bureau Head 

• Planning and Programming Services 

• Public Relation Services 

• Audit Services 
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• Women Affair 

• Administration and Finance Services 

• Educational support Department 

• Educational programme and supervision Department 

• Curriculum Development and Research Department 

 

At zonal level, the major divisions include 

• Department Head 

• Planning and Programming services 

• Audit services 

• Women Affair 

• Administration and Finance Services 

• Educational support Panel 

• Educational programme and supervision panel. 

 

With regard to Woreda level, the activities of Education is carried out by 

panel that is accountable to WESSO’s Head.  The division of work in the 

panel (ANRS, 2000:13), are: 

� Panel leader 

� Mobile School coordinator 

� Regular, Adult and Continuing Education Coordinator 

� Examination, Student service and Teachers’ Training Coordinator 

� Educational Mass media and materials distribution coordinator 

� Supervisors (Two supervisors). As per the design, the required 

numbers of Education panel employees under WESSO were seven. 
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CHAPTER THREE 

 
PRESENTATION AND ANALYSIS OF FINDINGS 

 

       sample to draw out appropriate answers for the basic questions raised.  

The chapter comprises two parts. Part one presents the characteristics of the 

sample population involved in the study. Part two deals with the analysis of 

the findings of the study. 

 

3.1 Characteristics of respondents 

Three kinds of questionnaires were distributed to 48 school principals and 

vice-principals, 26 WESSO Education Panel personnel including WESSOs 

heads and 27 zonal Education Department management members and 
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experts. Out of these, 45 (93.75 percent) of school principals and vice-

principals, 24 (92.31 percent) of WESSOs education panel personnel and 24 

(88.89 percent) of zonal education department management members and 

experts totally 93 (92.08) percent) of selected respondents filled in and 

returned. In addition, interview was conducted for the three sample zonal 

education department heads. 

 

Based on their responses, the personal characteristics of respondents were 

examined in terms of sex, age, qualification and work experience.    

 

 

 

 

 

 

 

 

 

 

 

Table I 

Characteristics of respondents 
School principal WESSO 

personnel 

Zonal Education 

personnel 

No Variables Category 

No % No % No % 

1 Sex Male 

Female 

Total 

44 

1 

45 

97.18 

2.22 

100 

24 

- 

24 

100 

- 

100 

23 

1 

24 

95.83 

4.17 

100 

2 Age 20 years and below 

21-30 years 

31-40 years 

41 and above 

Total 

- 

36 

6 

3 

45 

- 

80 

13.33 

6.67 

100 

- 

9 

15 

- 

24 

- 

37.5 

62.5 

- 

100 

- 

4 

4 

16 

24 

- 

16.67 

16.67 

66.67 

100 

3. Qualification Below grade 4 

Grade 5-8 

9-12 

12+1 

diploma 

BA/BSc and above 

No response 

Total  

- 

- 

19 

13 

10 

3 

- 

45 

- 

- 

42.22 

45 

22.22 

 

- 

100 

- 

10 

10 

4 

 

- 

- 

24 

- 

41.6 

41.6 

16.67 

 

- 

- 

100 

- 

- 

14 

7 

2 

1 

- 

24 

- 

- 

58.33 

29.17 

8.33 

4.17 

- 

100 

4 Work 

experience 

5 and below 5 years 

6-10 years 

11 and above 

Total 

12 

18 

15 

45 

26.67 

40 

33.33 

100 

15 

9 

- 

24 

62.5 

37.5 

- 

100 

- 

4 

20 

24 

- 

16.67 

83.33 

100 
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As it is depicted in the Table, all WESSOs Education panel personnel, 44 

(97.18 percent) of school principals and vice principals and 23 (95. 83 

percent) of zonal Education Department management members and experts 

were male. Female participation in this study is insignificant. The low 

participation of females seems to a reflection of low participation in 

education and employment which is emanated from cultural context that are 

discernable in our country. Especially in Afar region, female participation in 

Education is the lowest in Ethiopia. 

 
 

As regards age, all respondents have 21 and above years. 93 .33 percent of 

principals, all WESSOs' Education Panel respondents are between the age 

group of 21-40 years. The data may imply, other things being equal, the 

woreda and school leaders are young who can do much actively if working 

conditions are appropriate or the structure is well designed. most  ZED  

respondents (66.68 percent ) have   41 and above years of age that shows they 

can   give  matured leadership. 

In qualification, 41.6 percent of WESSO respondents have grades 5-8 while 

the same numbers of respondents have grades 9-12. 42 .22 percent of 

principals and 58.33 percent of ZED respondents have grades 9-12 . No 

WESSO respondents and only 3 (12.5 percent) of ZED respondents have 

College Diploma and above. 

 

These data show that the education level of ZED   and WESSO educational 

leader of Afar region seems to low. The human resource systems of WESSO 

will be discussed later. 

 

Nevertheless, for this study respondents have adequate level of education to 

read and understand the questionnaires. 
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Previous work experiences of respondents were also examined. Accordingly, 

62.50 percent of WESSO and 26.67 percent of principal respondents had 5 

and below years of experience. Most of principals (73.33 percent) and all 

ZED respondents had above 6 years of work experience. With regard to 

interviewees, two of them had   more than four years of experience in their 

present position and one of them had two years of experience. All of them 

were above 30 years old and male. 

 

In general, it would be, therefore, possible to generalize from the data that 

respondents and interviewees possess relatively adequate qualification, ages 

and experiences to understand the questions and give appropriate information 

for the study. 

 

 

 

 

3.2 Analysis of Findings 

Respondents were provided a list of responsibilities that were delegated to 

WESSO in Ethiopia. They requested to identify the responsibilities   given to 

WESSO. The responses are shown in table II. 

 

 
Table II 

Educational Responsibilities of WESSO 
No Items School 

Principal 

WESSO Zone 

Educational 

Personnel 

Chi -Square  

 

Response 
No % No % No % Computed Critical 

Yes 34 75.56 18 75 16 66.67   

No 5 11.11 6 25 6 25   

I don't know 6 13.33 - - 2 8.33   

1 Implement 

plans  
programes at 

school level 

 

Total 45 100 24 100 24 100 2.359 5.991 

Yes 40 88.89 21 87.5 24 100   

No 5 11.11 3 12.5 - -   

I don't know  

 

- 

 

- 

 

- 

 

- 

 

- 

 

- 

  

2 Supervise 

Schools 

Total 45 100 24 100 24 100 3.083 5.991 

3 Inspect the Yes 27 60 20 83.33 16 66.67   
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No 18 40 4 16.67 6 25   

I don't know  

 

- 

 

- 

 

- 

 

- 

2 8.33   

implementa

tion of 

curriculum 

at school 

level Total 45 100 24 100 24 100 4.167 5.991 

Yes 6 13..33 2 8.33 6 25   

No 33 73..34 18 75 16 66.67   

I don't know 6 13.33 4 16.67 2 8.33 2.376 5.991 

4 Provide 

training for 

teachers 

Total 45 100 24 100 24 100   

Yes 29 64.45 18 75 22 91.67   

No 10 22.22 5 20.83 2 8.33   

I don't know 6 13.33 1 4.17 - -   

5 Provide 

training for 

administrati

ve 

personnel 
Total 45 100 24 100 24 100 2.883 5.991 

Yes 6 13.33 3 12.5 4 16.67   

No 36 80 15 62.5 15 62.5   

I don't know 3 6.67 6 25 5 20.83   

6 Distribute 

text books 

and 

educational 

materials 
Total 45 1000 24 100 24 100 0.435 5.991 

Significance level at alpha = 0.05  

 

As Table II item 1 shows that most of the respondents (75.56 percent of 

school principals, 75 percent of WESSO and 66.67 percent of ZED) affirmed 

that the implementation of plans and programmes at school level was the 

responsibility of WESSO. The chi-square test result (x
2
 = 1: 52<5. 991 at 

critical value) shows that no significant difference responses given by the 

three groups of respondents. 

 

 

Similarly, all ZED, 88.89 percent of principals and 87.5 percent of WESSO 

respondents responded that supervising school was the responsibility of 

WESSO. The chi-square test result (x
2
=3.09<5.991 at critical value) shows 

no significant difference of responses among   the three groups of 

respondents. 

 

In item 3 of the table, most of respondents (60 percent of principals, 83.33 

percent of WESSO and 66.67 percent of ZED) asserted that inspecting the 

implementation of curriculum at school level was the responsibility of 

WESSO. There is no significant difference of responses given by the three 

group of respondents (x
2
 = 2.3766 <5.991 at critical value). 

 



  

 59 

 

With regard to teacher training, in no significant difference of responses (x
2
 = 

2.883<5.991 at critical value) 73.34 percent of principals, 75 percent of 

WESSO and 66.67 percent of ZED respondents conceived that providing 

training for teachers did not concern WESSO, while 65.45 percent of 

principals, 75 percent of WESSO and 91.67 percent of ZED respondents 

assured that providing training for Administrative staff was the responsibility 

of WESSO. However, as it is indicated in chapter two, conduct training for 

teachers was also a responsibility of WESSO. This shows that educational 

leader of schools, WESSOs and ZEDs were not aware of the responsibilities 

of WESSO with regard to training of teachers. 

 

 

Distribution of textbooks was not understood as the responsibility of 

WESSO, as indicated by 80 percent of principal, 62.25 percent of WESSO 

and ZED respondents. There is no statistically significant difference for the 

responses given by the three groups of respondents since the computed chi-

square test (x
2
 = 0.436) is less than the critical value of chi-square (X

2
 = 

5.991). However, the task is the responsibility of WESSO as per the 

guideline. The possible reason for misunderstanding of respondents with 

regard to distribution of textbooks and materials is perhaps that though it 

concerns WESSO, but might not be delegated to WESSO. In an interview, 

the three zonal department heads confirmed that though it was the 

responsibility of WESSO, since WESSOs had no required manpower and 

facilities, schools received textbooks and materials directly from zonal 

education departments. 

 

 

Educational Responsibility of WESSO Continued from table II 
SScchhooooll  

pprriinncciippaall  
WWEESSSSOO    

PPeerrssoonnnneell  
ZZoonnee  

EEdduuccaattiioonnaall  

ppeerrssoonnnneell  

CChhii--ssqquuaarree  NNoo  IItteemm  RReessppoonnssee  

NNoo  %%  NNoo  %%  NNoo  %%  CCoommppuutteedd  CCrriittiiccaall  

YYeess  3388  8844..4444  2211  8877..55  2200  8833..3333      77  FFoollllooww  uupp  

iimmpplleemmeennttaattiioonn  ooff  ppllaannss    NNoo  77  1155..5566  33  1122..55  44  1166..6677      
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II  ddoonn''tt  kknnooww  --  --  --  --  --  --      aatt  sscchhooooll  lleevveell  

TToottaall    4455  110000  2244  110000  2244  110000  00..118800  55..999911  

YYeess  3300  6666..6677  2200  8833..3333  2211  8877..55      

NNoo  99  2200  33  1122..55  33  1122..55      

II  ddoonn''tt  kknnooww  66  1133..3333  11  44..1177  --  --      

88  FFoollllooww  uupp  

iimmpplleemmeennttaattiioonn  ooff  ppllaannss  

ooff  ccoommmmuunniittyy    

TToottaall    4455  110000  2244  110000  2244  110000  11..557766  55..999911  

YYeess  2288  6622..2222  1188  7755  1199  7799..1177      

NNoo  99  2200  44  1166..6677  33  1122..55      

II  ddoonn''tt  kknnooww  88  1177..7788  22  88..3333  22  88..3333      

99  CChheecckk  tthhee  pprreeppaarraattiioonn  

ooff  ssttuuddeenntt  ffoorr  eexxaamm..  

TToottaall    4455  110000  2244  110000  2244  110000  11..004411  55..999911  

YYeess  66  1133..3333  33  1122..55  33  1122..55      

NNoo  3366  8800  1155  6622..55  1177  7700..8833      

II  ddoonn''tt  kknnooww  33  66..6677  66  2255  44  1166..6677      

1100  PPrroovviiddee  ffaacciilliittiieess  aanndd  

pprrooggrraammmmeess  ffoorr  mmaassss  

mmeeddiiaa  eedduuccaattiioonn  

TToottaall    4455  110000  2244  110000  2244  110000  00..669966  55..999911  

YYeess  4455  110000  2244  110000  2244  110000      

NNoo  --  --  --  --  --  --      

II  ddoonn''tt  kknnooww  --  --  --  --  --  --      

1111    AAddmmiinniisstteerr  pprriimmaarryy  

sscchhoooollss  

TToottaall    4455  110000  2244  110000  2244  110000      

YYeess  3399  8866..6677  2222  9911..6677  2211  8877..55      

NNoo  66  1133..3333  22  88..3333  33  1122..55      

II  ddoonn''tt  kknnooww  --  --  --  --  --  --      

1122  AAddmmiinniisstteerr  sseeccoonnddaarryy  

sscchhoooollss  

TToottaall    4455  110000  2244  110000  2244  110000  00..338899  55..999911  

YYeess  --  --  --  --  66  2255      

NNoo  3355  7777..7788  2211  8877..55  1166  6666..6677      

II  ddoonn''tt  kknnooww  1100  2222..2222  33  1122..55  22  88..3333      

1133  AAddmmiinniisstteerr  tteecchhnniiccaall  

aanndd  vvooccaattiioonnaall  sscchhoooollss  

TToottaall    4455  110000  2244  110000  2244  110000  1166..554422**  55..999911  

YYeess  4455  110000  2244  110000  2244  110000      

NNoo  --  --  --  --  --  --      

II  ddoonn''tt  kknnooww  --  --  --  --  --  --      

1144  CCoolllleecctt  ccoommppiillee    aanndd  

ssuubbmmiitt    iinnffoorrmmaattiioonn    aanndd    

ddaattaa  ttoo  zzoonnaall  ooffffiiccee  

TToottaall    4455  110000  2244  110000  2244  110000  --  --  

*Significance level at alpha = 0.05  

 

The Table  depicts on responsibilities of WESSO continued from table II. 

For item 7 of the table, most of the respondents (84.44 percent of school 

principal, 87.5 percent of WESSO and 83.33 percent of ZED) assured that to 

follow up the implementation plan at school level was the responsibility of 

WESSO. The chi-square test result (x
2
 = 0.180<5.991 at critical value) shows 

that no significant differences of response among the groups.  

 

In time 8, principal, WESSO and ZED respondents had no statistically 

significant difference of responses (X
2
=1.576 <5.991 at critical value). 

Accordingly, majority of respondents (66.67 percent of principal, 83.33 

percent of WESSO and 87.5 percent of ZED respondents) agreed that 

WESSO had the responsibly to follow up implementation of plan at 

community level. Interviews of the department heads also confirmed that 

WESSO in sample zones were mostly concerned with coordination of 

communities. 
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In item 9, the responses of 62.22 percent of principal, 75 percent of WESSO 

and 79.17 percent of ZED respondents reveal that "check the preparation of 

students for examination" was the responsibility of WESSO. The chi-square 

test result (X
2
 = 1.04< 5.991 at critical value) indicates no significant 

difference among the three groups of respondents' responses. 

 

In item 14 of the table, most of respondents (80 percent or principals, 62.5 

percent of WSCO, and 70.83 percent of ZED) replied that WESSO was not 

responsible to provide facilities and programmes for Mass-media Education. 

The chi-square test results (X
2
 = 0.696<5.991 at critical value) shows that no 

significant difference of responses among the groups of the study. The 

possible justification for the response of respondents about distribution of 

facilities and programmes was not understood as the responsibility of 

WESSO  while it concerned WESSO is may  be  due  to the  fact it was seen 

distributed  from ZED to schools  directly as discussed  in item of table. 

 

In item 15, all respondents asserted that administering primary schools was 

the responsibility of WESSO. With regard to secondary schools, 86.67 

percent of principals, 91.67 percent of WESSO and 87.5 percent of ZED 

respondents responded that administering secondary school was the 

responsibility of WESSO. The chi-square test (x
2 

= 0.389 < 5.991 at critical 

value) shows no statically difference of responses of the three groups of 

respondents. 

 

As it sis seen from item 14 most of respondents ( 77.78 percent  of principals 

87.5 percent of WESSO and 66.67 percent of ZED) answered that 

administering technical-vocational schools was not the  responsibilities  of  

WESSO.  However, the Chi-square test result (x
2
 - 16.542 > 5.991 at critical 
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value) shows that there are statistically significant differences of responses 

given by the groups of the study. The possible differences of responses may 

be from the difference of the practice at present and the guideline for 

WESSO: 

 

Technical/vocational school is a recent phenomenon in Afar. Now at present 

as the writer of the study is the principal of one of the two 

technical/vocational schools in Afar Schools have directly responsible to 

Regional Education Bureau. But in the guideline it is stated that the WESSO 

is responsible for technical/vocational schools. 

 

In the last item, all respondents affirmed that WESSO is responsible to 

collect compile and submit information and data to zonal office. The overall 

agreement of respondents is may be due to that WESSOs might have been 

observed to seek statistical data from schools and then submitted to their 

respective ZED. 

 

In general the analysis for table II shows that most of the responsibilities 

listed in the table were given to WESSO except four of the lists (provide 

training for teachers, distribute text books and materials, provide facilities 

and programmes for mass media and administer technical vocational school). 

This shows that the four activities were not carried out by WESSOs. 

 

In the guideline issued by ANRS (1993 E.C. 6) the responsibilities given to 

WESSO were 

1. Facilitate situations for adequacy, quality and equity provision of 

education. 

2. Ensure the provision of education in accordance with the standards 

set. 
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3.  Provide Mobile School Service 

4. Follow up  the implementation of curriculum at school level 

5. Facilitate situations for the provisions of education supported by 

educational materials 

6. Establish, maintain and repair schools. 

 

From the above list, item 3 and 6 are not included in the lists of 

responsibilities given to respondents. With regard to school construction, as 

items 6 shows, it seems that more authority was given to WESSO, but in 

practice as the zonal Education Department heads affirmed in an interview 

constructing schools is the authority of regional Education Bureau while 

maintenance and repair left for ZED. The three ZED heads also has continued 

to say that the aforementioned 14 responsibilities were the responsibilities of 

WESSO. However, because of the low capacities of the woredas, most of 

them were carried out by ZEDs rather WESSOs more often than not 

emphasized on coordinating communities to increase the participation of 

school age children, to maintain and repair schools, and solve administrative 

problems of schools.  

 

 

 

Table III 

Division of Work 
Respondents No Item Response 

No % 

a. Specified clearly 

b. Though not thoroughly, it is  specified 

c. No written job  description  

d. No response   

17 

3 

- 

4 

70.83 

12.5 

- 

16.67 

1 How  much is your  job 

specified clearly? 

Total 24 100 

a. Only  one type of specialization 

b. more than one type of specialization 

c. No response 

5 

15 

4 

20.83 

62.50 

16.67 

2 Jobs  assigned to each 

section requires 

Total 24 100 

a. Yes 

b. No 

18 

6 

75 

25 

3 Do you think that the amount 

of activities assigned to you 

are beyond your  capacity?  Total 24 100 
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a. yes, there is an activity not assigned to individual job 

holders 

b. No, there is no activity not assigned to individual job 

holder 

c. I don't know 

6 

16 

2 

25 

66.67 

8.33 

4 Is there job positions under 

taken by your department but 

not assigned to individual 

job holders? 

Total 24 100 

a. Yes, there is  

b. No, there is no 

c. I don't  know 

d. No response 

- 

18 

4 

2 

- 

75 

16.67 

8.33 

5 Is there  an activity assigned 

to more than one job 

position? 

Total 24 100 

 

The intent of questions on table III is to identify whether the total educational 

works of WESSO were divided appropriately. 

 

In item 1 of table III, WESSOs' education panel personnel were asked how 

much their jobs were specified clearly. Most of the respondents, 70.83 

percent, were responded that their jobs were specified clearly. 

 

In item 2 of the table, 62.50 percent of WESSO respondents believed that 

jobs assigned to each individual required more than one type of 

specialization. The division of labor stipulated at ANRS guideline for 

WESSO also seems to show the same situation. For example, Regular, Adult 

and continuing Education activities were assigned to one coordinator. 

Examination, student service and teacher training were assigned to another 

coordinator, other things being equal, for effective performance the two job 

positions required more than two types of specialization. 

 

In item 4, 66.67 percent of respondents asserted that there were no functions 

that were not assigned to job position. In item 5, of the table, 75 percent of 

respondents asserted that there were no functions assigned to two or more job 

positions. Of course, mobile school service section seems overlapped with 

other job positions, the section more of concentrated on facilitating situations 

for mobility of schools. Since it is new phenomenon in Ethiopia situation and 

difficult, to assign coordinator seems essential. 
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Table IV 

Departmentation 
No Item Response Respondents 

a. all  are similar  

b. most of them are similar 

c. some of them are similar 

d. do not have similarity  

19 

5 

- 

- 

79.16 

20.84 

- 

- 

1 Similarities of jobs 

grouped in your 

department. 

Total 24 100 

a. very large 

b. a little bit large to supervise effectively 

c. optimum size 

- 

- 

24 

- 

- 

100 

2 Span of  management 

in the department is 

Total 24 100 

a.  Yes, there is 

b. No there is no 

c. I am not certain 

No response 

- 

15 

3 

6 

- 

62.5 

12.5 

25 

3 Are there job  

positions mis -

grouped ? 

 Total 24 100 

 

The purpose of items in Table IV is to know the appropriateness of 

departmentation in WESSO. 

 

In item 1, WESSO respondents were asked to what extent the job positions in 

the panel were similar, 76.16 percent of the respondents affirmed that the jobs 

were similar. It is evident that since educational functions were organized in 

one panel all are similar. 

 

In item 2 of the table, all respondents believed that the span of management 

in the panel was optimum. The view of the respondents seems to be valid 

since the number of personnel under the panel was to be seven.  It would not 

be large to control six personnel for the panel head. 

 

In item 3 of the table, 62.5 percent of respondents of WESSO asserted that 

there were no job positions miss-grouped. That is to say no functions of 

education grouped in another panel and vice-versa. Of course, service giving 

sections such as administration, planning, general service were organized 

separately in away to serve for all panels in WESSO. 

 

Table V  
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Organizational Hierarchy 
Respondents Chi-square 

   WESSO ZED 

No Item Response 

No     % No % 

computed critical 

a. Woreda council 

b. ZED 

c. R.C 

6 

13 

5 

25 

54.17 

20.83 

7 

15 

2 

29.17 

62.5 

8.33 

  1 Immediate higher level of 

WESSO that receive report 

about education ( for 

technical purpose) 
Total 24 100 24 100 1.505 3.841 

a. Very problematic 

b. Somewhat problematic 

c. No problem 

18 

4 

2 

75 

16.67 

8.33 

19 

4 

1 

79.16 

16.67 

4.17 

  2 Magnitude of problem of 

WESSO's organizational 

design for account ability. 

Total 24 100 24 100 .360 3.841 

3 Is there a direct reporting 

relationship between ZED 

and schools? 

a. Yes, always 

b. Usually 

c. Rarely 

d. No direct    Relationship 

24 

- 

- 

- 

100 

- 

- 

- 

24 

- 

- 

- 

100 

- 

- 

- 

  

  Total 24 100 24 100   

Significance level at alpha = 0.05 

 

The purpose of Table V-question items is to identify the reporting 

relationship of WESSO and the problems associated with it. 

 

WESSO -education panel and ZED respondents were asked in item 1 to 

specify the immediate higher level of WESSO for educational affairs. 

According to 54.17 percent of the WESSO and 62.50 percent of ZED 

respondents reported that the immediate higher level of WESSO for 

education affairs was ZED. The Chi- square test (x
2
 = 1.505 < 3.841 at 

critical value) shows no significant difference between the responses of 

WESSO and ZED respondents.  The three interviews reported that the 

reporting relationship with WESSOs was not strong. 

The guideline for WESSO clearly states that WESSO is accountable to 

woreda council concerning administrative affairs and to the concerned zonal 

departments for technical affairs. In relation the accountability of WESSO, 

majority of respondents (75 percent of WESSO and 79.20 percent of ZED) 

asserted that the designed reporting relationship of WESSO created very high 

magnitude of problems. There is no statically significance difference of 

responses between the two groups of respondents (X
2
 = 0.360 <3.841 at 

critical value). The possible justification for the problems might be that 
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WESSO head might have received orders from the four zonal departments 

(Pastoral and Agro-Pastoral, Education, Health and water Resource) at a 

time. This may create difficulty for which to give priority and balancing to 

the part of WESSO head. 

 

As item 3 of the same table depicts, all respondents and interviewees of the 

sample zonal department heads disclosed that ZEDs had direct relationship 

with schools. The interviewees and respondents in an open ended question 

made it clear the reason for direct relationship of ZED and schools. They 

justify that since WESSOs were not well organized to manage schools as 

required, ZEDS obliged to make direct relationship with schools. This shows 

that due attention was not given to strengthen WESSOs rather by-passing 

them. 
 

 

 

 

 

 

 

Table VI 

Summary of T-test Result on Organizational Hierarchy within WESSO 
No Item mean SD N t-

value 

Sig(2-tailed)  

1 Accountability of each individual 

clearly defined in writing 

2.667 0.637 24 * 

5.127 

.000 

2 A clear line of authority from to pp to 

bottom (chain of command) 

2.025 0.576 24 * 

5.318 

.000 

3 No individual is accountable to more 

than one supervisor for a single 

function 

2.50 0.727 24 * 

3.391 

0.003 

   *statistically significant at alpha 0.05 level for two tailed 

      Test value =2 
 

 

 

Table VI depicts the result of one sample statistics t-test about the application 

of guidelines in designing the WESSO’s organizational hierarchy in Afar. As 

it can be noted from the table, WESSO respondents rated the application of 

all the three guidelines above the mean, i.e. accountability of each individual 

in WESSO was clearly defined in writing, the chain of command is clearly 
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set,  and no individual is to be accountable to more than one supervisor to a 

single function. In other words unity of command is maintained (see the 

mean values against test value) t-test result (t =5.127, 5.318, 3.391 

respectively, p< 0.05) shows there is a significance difference to reject the 

null hypothesis. This reveals that the guidelines were applied adequately in 

designing the organizational hierarchy of WESSO.  

Table VII 

Summary of T-test results on Vertical Coordination  Techniques 
No Item Mean SD N t-value Sig (2-tailed ) 

1. Using operating procedures 2.1260 .6124 24 1.00 .328 

2. Specified rules to be followed 2.750 .442 24 8.037 .000* 

3. Reporting to common supervisor 

when problems are aroused 

2.833 .3807 24 10.724 .000* 

4. Report up and down hierarchy 

against plan 

2.333 .637 24 2.563 0.017* 

*Statistically significance at alpha = 0.05  

Test value =2 

 

Table VII depicts the value of one sample statistics t-test about the 

applications of vertical coordination techniques in designing the 

organizational structure of WESSO- educational panel. 

 

WESSO respondents were requested to identify how frequently vertical 

coordination techniques are used in WESSO to coordinate the works of 

education panel. To this end four techniques were listed. As can be noted 

from table VIII item 1 the t-test value (t=1.00, p>0.05) shows the null 

hypotheses is not rejected. This indicates that standard  working procedures  

were  kept  partially  in the  due course  of  the  panels work  .The possible   

justification  could be  some personnel  might not  able  to  complete  what it  

expected  from  them  on time  because of  their capacity. Consequently, 

others may proceed expecting unfulfilled requirements would be completed 

later. This may hinder the acquisitions of  the  right  information  at the  right  

time  and to  transmit  report  0r  information  to the  next  higher  level. 
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With regard to rules, the test value (t= 8.307, P<o.o5) shows that the null 

hypotheses is rejected. Therefore as the mean value (mean=2.750) shows 

when certain situation arise, people in the panel follow specific rules that 

govern situations.  

 

In item 3 of the table, the t-test value (t=10.724, p, <0.05) shows it is 

significant to reject the null hypotheses. Therefore, reporting to a common 

superior when problems are raised was applied significantly. 

 

Similarly in item 4 of the table, t- test value (t= 2.563, p< 0.05) shows it is 

significant to reject the null hypothesis. In other words, reporting up and  

down hierarchy against  plan  is a usual  technique  the  works  of WESSO. 

 

From the  data  as  a whole  the  vertical  coordination  techniques  seemed  to 

be  applied  in WESSO though  working  procedures  were  not  seemed  to 

be  maintained.   

Table VIII 

Summary of T-test on Lateral Coordination Techniques 
No Techniques Mean SD n t-value Sig (2–tailed) 

1 Meetings to make strategic  decisions 

to examine proposals etc 

.00 .722 24 .000 1.00 

2 Establish task forces 2.21 .676 24 1.813 0.083 

3 Setup permanent committee 2.5 .722 24 3.391 .003 

Significance at alpha 0.05 level for two-tailed. 

Test value =2 
 

 

WESSO respondents were asked how frequently the above listed lateral 

coordination techniques were used in their offices. In item 1 of the table, the 

t-test value ( t=.000, p>0.05) shows  that the null  hypothesis that is 

formulated as "sometimes WESSO conduct meeting to make strategic  

decisions, to examine proposals etc." is accepted. Similarly, in items 2 of  the 
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table  the T-test value (t=1.813, P>.083) indicates the null hypothesis is not 

rejected. Meaning, it was sometimes WESSO established task forces for   the 

works of the panel. This may show that some individuals might be 

overburdened, if task forces were not established as required. Especially, in 

fieldwork task forces to assess problems of Agriculture, Health and 

Education seems essential than mobilizing the 3 panels separately. 

 

In item 3 of table VIII, the T- test value   (t=3.391, P <0.05) indicates that he 

null hypothesis is rejected, i.e in WESSO there were  adequate permanent 

committee set up to coordinate the works of the organization. For example, as 

respondents mentioned in an open-ended response, discipline committee, 

tender committee and management committee were some of the permanent 

committees established in WESSO. 

 

From the table it can be noted that WESSOs in sample zones setup permanent 

committees to coordinate their personnel. However, meetings were not 

conducted and task forces were not established as required. 

 

Table IX 

 Summary Table of One-way ANOVA on Respondents Perception About the 

Performance of WESSO 
No Responsibilities Source  of 

variation 

DF Sum of  

squares 

Mean 

square 
F = 

Ratio 

Sig. 

Between groups: 2 2.107 1.054 .622 .539 

Within groups 80 135.531 1.694   

1 Implements, plans programmes 

at school level  

Total 82 137.639    

Between groups: 2 .379 .190 .454 .636 

Within group 90 37.578 .418   

2.  Supervise schools 

Total 92 37.957    

Between groups 2 .592 .296 1.434 .844 

Within groups 90 18.569 .206   

3 Inspect the implementation of 

curriculum at school level 

Total 92 19.161    

Between groups: 2 5.851 2.926 .699 .500 

Within groups 90 3.769 4.188   

4 Provides training for teachers 

Total  92 9.62    

5 Provides training for  Between groups: 2 .546 .273 2.223 .115 
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With in groups 86 10.556 .123   administrative personnel 

Total 88 11.101    

Between groups: 2 1000 .000   

With in groups 90 .000 .000   

6 Distribute text books and 

Educational material  

Total 92     

Between groups: 2 3.970 1.985 .082 .921 

With in groups 81 19.520 .241   

7. Follow implementation of plan 

at school level 

Total 83 23.49    

Between groups: 2 9.048 4.521 .075 .987 

With in groups 87 52.310 .601   

8. Follow  implementation of plan 

at community level 

Total 89 52.400    

Between groups: 2 .200 .100 .288 .751 

With in groups 90 31.369 .349   

9. Checks the preparation of 

students for the exam 

Total 92 31.570    

Between groups: 2 .664 .332 2.355 .101 

With in groups 89 12.553 .141   

10 Provide facilities and programs 

for mass media education 

Total 91 13.217    

Between groups 2 2.224 1.112 4.947 *.009 

With in groups 90 20.728 .225   

11 Administer schools 

Total 92 22.952    

Between groups: 2 .524 .262 1.126 .331 

With in groups 90 14.879 .232   

12. Collect information and  compile 

and submit to zonal office 

Total 92 15.403    

Significant at alpha level = 0.05 

 

The intent of table X was to identify how much WESSOs performed their 

duties. To this end, respondents of principals, WESSO-education panel 

personnel and ZED management members and experts were given 12 items 

of responsibilities to rate the execution level. 

 

As it is depicted in the table, the analysis of variances, calculated F- ratios are 

less than the critical values for each respective items,  reveal there are no  

significance differences between the mean scores of the study groups in terms 

of their responses about the execution level of WESSOs to their duties  

except item 11 (administering schools) 

 

As shown in item 1 of the table, Fore example one-way ANOVA F (2,80), 

.622<3.15 at critical value or p>0.05) reveals that there is no significance 

difference between the mean scores of respondents. Therefore, from the mean 
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score (Grand mean = 1.83) it is observed respondents agreed that the 

implementation of plans programmes by the sample WESSOs were very low 

(see appendix-F for means value) similarly, as seen in item 2 of the table, the 

result of one-way ANOVA indicates that there is no significance difference 

between the mean score of the study groups (F (2,90)= .45 <3.15 at critical 

value or P>0.05). The mean scores or grand mean (Grand mean = 1.31) 

shows the WESSOs performances on supervising schools were found 

unsatisfactory.   

 

With regard to item 11, the analysis of variance (F (2,901 = 4,947> 3.15 at 

critical value or P<0.05) shows that there is significance difference between 

the mean scores of the study groups on the performance, level of WESSO  in 

administering schools. 

 

In order to determine which of the groups of respondents contributed more to 

the difference, pair wise comparisons were made. Accordingly it is found that 

there are no significant difference between WESSO and principals (mean 

difference  = 0.1306, p (.555) > 0.05) and between principals and ZED (mean 

difference = .2861, p (.063)>0.05). However, there is a significance mean 

difference   between WESSO and ZED (mean difference = 0.4176, p 

(0.012)<0.05). 

 

It should be noted that although the result of analysis of variance reveals that 

there is a significance difference between the mean scores of the respondents 

of WESSO and ZED, it does not mean the two groups rated differently. 

Meaning one did not rated positively and the other group negatively. Rather, 

though the mean of ZED (1.63) far below the maximum high mean that of 

WESSO (2.04), both rated below average rating scale (average rating 

scale=3). Therefore, in general, the performances of WESSOs in 
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administering schools were low. The justification for the difference between 

of mean scores of the two groups may be due to the difference in the 

exposure of the problem i.e. ZED respondents might have encountered many 

drawbacks from various woredas. On the other side, WESSO might have 

considered that their performance might not be that much bad to their 

capacity. 

 

The agreement of responses of the study groups on performance level of 

WESSO is towards low performance. The data collected form the 

respondents shows that the mean scores of the study groups rating to all the 

responsibilities listed in the table are below the average rating scale (see 

appendix F). Relatively, as respondents rating, better performance is observed 

for item 8, "follow implementation of plan at community level" (grand mean 

for this activity shows=2.3), though as a whole it is not satisfactory. 

 

The interviewee of zonal Education Department heads agreed with the 

respondents. They said that in general WESSOs in their respective zones did 

not perform well. Most the activities were carried out by zonal departments. 

WESSO, rather, mostly emphasized on coordinating communities and, 

supporting and controlling schools in administrative issues.  

 

In an open-ended response, respondents stated that education panels in 

WESSOs were not well organized and they were not seen activity involved in 

educational activities of their woredas. 

 

Further, more respondents commented that WESSOs were seen as the offices 

of Pastoral and Agro-Pastoral development   

Table X 

Response of the Number of Education panel Staff Members under WESSO 



  

 74 

Respondents response Item 

No % 

Are there adequate number of staff members in your panel? 

a. Yes, there are adequate 

b. No, they are not adequate 

c. Difficult  to comment 

 

- 

17 

7 

 

- 

70.83 

29.17 

Total 24 100 

 

WESSO respondents were asked to answer whether the numbers of staff 

members were adequate in relation to the volume of the work. As it is 

depicted in the table, majority of respondents (70.83 percent) affirmed the 

number of staff members were not adequate. The following table shows 

explicitly the inadequate number of staff members.  

 

Table XI 

Data collected about the Number of Education Panel Staff Members Under 

WESSO 
Zone No of selected  

woredas 

Required No of staff 

members 

Existing No. of 

staff members 

1 3 24 10 

3 3 24 10 

5 3 24 6 

Total 9 72 26 

       Source: Collected form sample woredas  

As it is seen in table XI, as per the guideline of WESSO, the number of staff 

members including the office head decided for each woreda were 8, totally 72 

staff members were designed to have for the sample woredas, but the number 

of staff members assigned were 26. This shows that the woreda structure for 

education was understaffed. Zone one and three Education Department heads 

commented, while interviewed, the number of personnel even designed to be 

were not adequate if effective performance is needed. Zone five Education 

Department head on his part replied that if the designed number of personnel 

fulfilled, they might be adequate in relation to the number of schools in each 
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woreda. As the AREB statistical data for 1994 E.C shows the number of 

schools in zone five in each woreda were not more than four. 

 

As far as experience is concerned, 62.50 percent of the panel personnel had a 

total service year ranging 2-5 years. While the reaming had 6-10 years of 

work experience. The service years of the staff members in their present 

position were 2-5 years. It would be possible, therefore, to assume the panel 

personnel had not sufficient years of experience in educational affairs. 

 

With regard to qualification of the panel personnel, as it is depicted in table I, 

41.6 percent of WESSO respondents were in 5-8 grades and the other 41.6 

percent  were  in the range of 9-12 grade complete . Only 4 (16.67) had 12 +1 

qualification. The data collected from each WESSO offices with the checklist 

found incomplete so that not included in this analysis. As per the Afar 

Regional state civil servant commission manual, the minimum qualification 

required for WESSO-Education panel leader is college Diploma. For other 

positions 12 +1 education level and six and above years, vary according to 

position, relevant experience is required at minimum. 

 

Concerning the panel staff members field of study none of them trained in 

teaching and/or educational administration. 

 

Therefore, it would be possible to assume the staff members of Education 

panel had no required professional knowledge and experience. That is why, 

perhaps as discussed earlier, the performance of WESSOs in education found 

to be very low. 

 

Table XII 

Employment Policy 
No Item Responses Responses 
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a. yes there is 

b. No, there is no 

c. Not sure 

d. No response 

- 

18 

4 

2 

- 

75 

16.7 

8.33 

1 Is there written hiring policy? 

Total 24 100 

a. Advertise external recruitment if required 

employers are not found in current employees . 

b.  Permit external recruitment  for any vacancy 

c. Use both external and internal recruitment for 

any vacancy 

d. No clear guideline 

 

- 

- 

 

10 

14 

 

- 

- 

 

41.67 

58.33 

2 How does your office  

(WESSO) notify vacancy? 

     Total 24 100 

 

In item 1 of table XII, 75 percent of WESSO respondents replied that there 

was no written employment policy they knew. Furthermore, in item 2, above 

half the respondents (58.33 percent) disclosed that there was no clear 

guideline for recruitment (Advertisement or notification guideline for 

vacancy). 

 

In relation to staffing of WESSO- Education panel personnel, the Zonal 

Education  Department  heads informed that WESSO  had the authority to 

employ and to give promotion for the job  positions of up to 420 Birr  Salary. 

For higher positions the authority is left to the civil servant commission 

Bureau. ZED has no any authority over any sort of personnel administration 

of Education panel staff members of WESSO. 

 

Clear written policy for recruitment is a guide to action and ensures 

consistency of recruitment procedures. However, there was no clear and the 

written policy to the knowledge of the staff members. Consequently, required 

talented and able candidates might not be invited. Moreover, it might have 

opened way for favoritism. 
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It can be also deduced that this situation might have contributed to the hiring 

of under qualified staff members found in WESSOs.   

Table XIII 

A summary of T-test results of methods of recruitment 
No Selected variable Mean Sd No t-value Sig (2tailed) 

1. Job posting  on notice board 1.42 .50 24 -15.402 .000* 

2 Other media such as Radio , Newspaper 1.00 .00 20 - * 

3 Application  by job seekers 3.86 .85 21 4.602 .000* 

4 Unsolicited application 1.30 .47 20 -16.71 .000* 

5 Recommendation of authorities 3.67 .97 18 2.92 .000* 

6 Examining current employees performance record  2.84 1.01 19 -.678 .506* 

* Significance at alpha = 0.05 

  Test value =3 

 

The above table is a summary of one-sample statistics T-test in which 

WESSO respondents were asked how frequently the above listed methods are 

used for recruitment. 

 

T-test value for item 1 (mean=1.42, t=-15.402>2.06 at critical value) shows 

there is a significance difference to reject the null hypothesis, i.e. Job posting 

on notice board to notify vacancy was used very rarely. 

 

In items2 of the same table, the T-rest value reject the null hypothesis since p 

< 0.05, i.e all the twenty-four respondents asserted that advertisement through 

radio, newspaper, was never used so far to attract pool of candidates. 

 

 

Concerning using application of job seekers, in item3 of table XIII, the T-test 

value (mean =3.86, t=4.602>2.086 at critical value) shows there is a 

significance difference to reject the null hypothesis. Therefore, as the mean is 

above test value, the respondents are said to be agree that accepting 

application of job seekers as a candidate when applicants apply by their 

initiative was a usual method of recruitment. This shows that the concerned 
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authorities were waiting till the required applicants came to apply rather than 

trying to fill the vacancy using different methods of recruitment. 

 

 

With regard to unsolicited application, the T-test value (mean =1.30 , t = -

0.16.17> 2.093 at critical values) shows there is a significance not to accept 

the null hypothesis. Therefore as the mean value indicates unsolicited 

application method was used very rarely. 

 

 

In item 5 of the table, the T-test value (X=3.67, t=2.92>2.110 at critical 

value) indicates that there is statistically significance difference to reject the 

null hypothesis. In other words, recommendation of authorities was used 

commonly as a means of obtaining candidates. Though this method is one of 

the recruitment methods, it requires precaution; otherwise it may open way 

for favoritism. Hence, as the data shows it seemed a common method and 

therefore may open way for favoritism.  

 

 

In the last item of table XIII, the t-test value (mean =2.84, t= -0.678 < 2.069 

at critical value) shows there is a significance difference to reject the null 

hypothesis. This shows that examining the current employees performance 

record by authorities to up grade employees or transfer to fill vacancies was 

used moderately. 

 

As it is discussed above, job posting on notice board, media such as Radio, 

News paper, unsolicited application were used very rarely to obtain 

candidates for WESSO, whereas job seekers application by their own 

initiative and Recommendation of Authorities were common methods of 

recruitment. It is also affirmed concerning personnel officials examined the 
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current employee’s performance to upgrade or to transfer from remote areas 

in order to fill vacancies was used moderately. 

 

Concerning selection, WESSO respondents were asked whether there were 

selection criteria to select candidates for employment. Accordingly, most of 

respondents, 29 (83.33 percent) affirmed that there were selection criteria 

though insignificant number, 4(16.67 percent), of respondents replied that 

they were not sure. Then, those respondents were given seven possible 

requirements of selection and requested to rank form 1
st
 to 7

th
 in the order of 

importance as they were used in selecting candidates for WESSO, from the 

1
st
 high important to lowest (7

th
) and specify if any more. Table XV shows 

the responses. 

Table XIV 

Selection Criteria 
Responses in rank No Requirements 

 

1 

 

2 

 

3 

 

4 

 

5 

 

6 

 

7 

 

Total 

_ 

XW 

 

Rank 

a. Service 7 6 7 4 - - - 136 5.67 2 

b. Qualification 6 7 6 2 3 - - 131 5.46 3 

c. Performance - -  4 5 6 6 49 2.33 7 

d. Written test - - 1 6 6 8 - 63 3.00 5 

e. Interview - - 2 5 7 7 - 65 3.00 4 

f. National nationality 11 7 4 2 - - - 147 6.13 1 

g. Birth  4 4 2 3 3 4 75 3.13 6 

As it is depicted in the table, National/ Nationalities, service and qualification 

rank 1
st
, 2

nd
 and 3

rd
 respectively while performance to recommendation of 

other offices ranked last. This may imply that the Civil Servant Commission 

Bureau in Afar gave more priority to Afars and Argoba natives. Even if they 

might have low standard in other criteria, for example qualification, as 

compared to other candidates the natives might have been given priority as 

far as the minimum requirement is met. The possible justification for this 

might be to give job opportunity to the natives who have low representation 

in civil servant offices of the region as the consequence of low provision of 

education. However, it may result in ineffectiveness and inefficiency of work. 
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It can be also noted form the data that qualification seems not get due 

attention. The possible explanation for this is as far as the minimum 

education requirement is met then after additional work experience may get 

more score than additional educational level. This may also result in to miss 

more qualified personnel. 

 

Table XV 

Availability of Training 
Respondents No Item Response 

No % 

1. Doe the WESSO allocate 

budget for training? 

a. Yes budget is  allocated 

b. No, budge is not allocated 

c. Not sure 

8 

12 

4 

33.33 

50 

16.67 

 Total 24 100 

2 How frequently are 

trainings given to personnel 

in your panel? 

More frequently 

Rarely 

Not given 

3 

15 

6 

12.5 

62.5 

25 

 Total 24 100 

 

The intent of questions on table XV is to identify whether training was given 

due attention. To this end, WESSO respondents were given the above two 

questions. 

 

As it is shown in item 1 table XV, only 33.33 percent of respondents 

responded as budget was allocated for training but 50 percent of respondents 

affirmed that budget was not allocated for training.  

 

In item 2 of the table, 62.5 percent of respondents asserted that trainings were 

given rarely and the other 12.5 percent rated as more frequently. 

 

On one hand, only 33.33 percent of respondents asserted budget was 

allocated. On the other hand, 50 percent of respondents affirmed trainings 

were given to staff members. This seems contradictory. However, it can be 

justified that trainings for staff members could be offered by non-government 

organizations and other offices. Nevertheless, as the respondents view 
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trainings were not adequate. As long as Education panel personnel are not 

qualified and short of relevant experience, long and short-term trainings 

would have been essential. 

Table XVI 

Summary of T-test Results on Types of Training 
No Selected variable Mean SD N t-value Sig (2tailed) 

1. On-job training such as workshop  3.45 1.06 22 2.017 0 

057 

2. Off-job training such as in college or in institution 2.38 1.13 24 -2.69 0.013* 

*Significant at alpha =0.05   

 Test value =3 

 
 

WESSO respondents were asked how frequently on job and off-job 

trainings given to Education panel personnel. 

 

The t-test value (x=3.45, t=2.017<2.080 at critical value) shows no 

significance difference to reject the null hypothesis, i.e. On–job training 

was given moderately. 

 

With regard to off-job training, the t-test value (mean =2.38, t=-2.69 

>2.069 at critical value) shows that there is a significance difference to 

reject the null hypothesis. In other words, off-job trainings were given 

rarely implying WESSOs did not given due attention to build the capacity 

of their personnel for further higher level duties. 

 

Table XVII 

Summary of T-test Results on Purpose of Training 
No Item mean SD N t-value Sig (2-tailed) 

1 Introducing new programmes 4.25 1.113 24 5.501 .000* 

2 Improving  the knowledge and skills of the 

existing jobs 

4.18 1.09 24 5.743 .000* 

3. Developing the employees for future and 

beyond the present job 

1.17 .38 24 -23.592 .000* 

* Significant level at alpha = 0.05,     Test value =3 
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The purpose of Items on table XVII is to identify for what purpose 

trainings were designed for WESSO. To this end, WESSO respondents 

were given 3 purposes of training to rate as always, usually, rarely, not 

given or not sure for each item. 

 

In item 2 of the table, the t-test result (mean = 4.25, t=5.501> 2.069 at 

critical value) shows that there is a significant difference to reject the null 

hypothesis. Thus, as mean value is above test value the ratings 

respondents confirmed that in WESSO training were given to introduce 

new programmes for the education panel members as required. This 

shows that the concerned parties for WESSO Education panel have given 

due attention to the usefulness of training to introduce new programmes, 

methods etc so as to update the panel staff members.  

 

In item of 20 of the table, the t-test value (mean =4.18, t=5.743>2.069 at 

critical value) shows that there is significance level of difference to reject 

the null hypothesis. In other words, as the mean value indicates trainings 

were also prepared to improve the knowledge and skills of the panel 

members in the existing jobs. As it is discussed in table X and XI, the 

qualification and experience of the panel members were not as required. 

To this end, trainings are likely to design so as to boost the knowledge and 

skills of the panel members though not the sole solution. 

 

In the item 3 of the table, the t-test value (mean =1.17, t=-23.592>2.069 at 

critical value or p<0.05) shows that there is a significant level of 

difference to reject the null hypothesis. Thus, as the mean value and the 

negative sign of t-test indicates, in WESSOs for education panel members 

development schemes were almost non-existences. However, it seems 
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very essential, as the existing capacity of the panel members indicates, to 

design development schemes for the good of the organization. 

Table XVIII 

Summary table of One-way ANOVA on Organizational Design Problems 

 
No Variables Source of variation DF Sum of squares Mean squares F. Ratio  Sig 

Between groups 2 14.649 7.325 *8.466 .000 

Within groups 90 77.867 .865   

1. Poor quality decision 

making 

Total  92 92.516    

Between groups 2 2.928 1.464 2.047 .133 

With in groups 90 64.383 .715   

2 Slow decision making 

Total  92 67.312    

Between groups 2 7.011 3.506 *3.301 0.041 

With in groups 90 95.569 1.062   

3 Lack of innovation in 

decision making 

Total  92 102.581    

Between groups 2 .342 .171 .272 .762 

With in groups 90 56.561 .628   

4 Too much conflict 

Total  92 56.903    

Between groups 2 .254 .127 .553 .578 

With in groups 71 16.300 .230   

5 High employees turn 

over 

Total  73 16.554    

Between groups 2 .396 .198 .179 .837 

With in groups 81 89.925 1.110   

6 Low morale 

Total  83     

* Significance level at alpha = 0.05 

The intent of table XVII is to identify the extent of the organizational 

problems of WESSO. To this end, principals, WESSOs and ZED respondents 

were requested to rate the extent of the listed six problems in WESSOs as 

always, usually, not sure, rarely or never occurred. 

 

As  shown in item 1 to table IX, the result of analysis of variance suggests 

that there is a significance difference between the mean scores of respondents 

responses (F(2.90=8.466>3.15 at critical value ). 

 

In order to determine which of the difference between groups mean 

contribute more to the differences. Comparison test method was made, and it 

is found that a significant difference exists between WESSO and principals 



  

 84 

(mean difference = -0.9667, p<0.05) and between WESSO and ZED (mean 

difference =-0.667, p<0.05), but there is no significant difference between 

ZED and principals (see appendix F). The possible justification for the 

difference between WESSO and the other two groups of respondents may be 

that WESSO respondents considered their decisions were relatively quality to 

their judgment, if not they might not have passed their decisions. 

 

In general, however, the mean scores of the three groups (principals mean = 

4.13, WESSOs mean=3.17, and ZEDs mean =3.83) indicate that poor 

decision making was on of the recurred problems in WESSO though not 

agree on the degree of recurrence. The poor decision-making may be 

attributed to the low qualification and experience of the staff members. 

 

In item 2 of the table, the result of the variance analysis (F(2.90)=2.047<3.15 

at circuital value) shows that there is  no significant difference between the  

mean score of responses given by respondents. In other words, respondents 

agreed that slow decision-making was the common problem of WESSO 

(grand mean=4.09). This might be due to that WESSO management members 

might not be proactive in anticipating situations rather reacting to them. In 

turn which might be the result of short of experience in educational 

administration? 

 

In item3 of the table, the analysis of variance (F(2.90)=3.301>3.31 at critical 

value) shows that there is significance difference responses among the study 

groups. 

 

In order to specify which between groups contributed more to the differences, 

comparison test method was made. As the data show there is a significance 

difference between WESSO and principal (principals mean=4.41 and 
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WESSOs mean=3.88) but there are no significance difference between the 

two groups of response: WESSO and ZED and, between ZED and principal 

mean scores (see appendix F). Though WESSO and principal respondents did 

not agree on the degree of the problem, all the study groups rated the problem 

above average level. The possible justification for the difference may be 

principals might give high regard to the problem since they are the receiver of 

the decision. 

 

In item 4 of the table, the analysis of variance (F (2.90) 2.92<3.15 at critical 

value) shows no significance difference between groups of mean score of 

responses given by respondents. Thus, as mean value (grand mean=3.97) 

indicates too much conflict was one of the problems of WESSOs. The 

possible justification may be due to lack of coordination scheme among 

individuals or sections. 

 

In item 5 of the table, the result of one-way ANOVA (F(2,71)=9.553<3.15 at 

critical value) indicates that there is no significance difference of means 

scores given by respondents. This shows that as mean score (grand 

mean=1.34) indicates high employee turn over was not the problem WESSO. 

The possible justification is the fact that WESSO education panel were not 

well qualified needed by many other alternative jobs. 

 

In the last item of table XVII, the analysis of variance (F(2.81)= 0.170<3.15 

at critical value) shows no significance  difference between groups of  mean 

scores of respondents. Thus, as it is observed in the data (grand mean=3.18), 

respondents agreed on that low morale on the employees was observed, but 

not serious problem as compared the other four problems discussed in item 
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1,2,3 and 4. The possible reason for the existence of the problem is the 

education staff members might have not satisfaction from their jobs since 

their performance level was low for different reason. Moreover, the poor 

working conditions such as inadequate budget as see for training might 

contribute to the problem. 

To sum up, the organizational problems observed in WESSOs as the data 

show are poor quality decision making, slow decision making, lack of 

creative decisions too much conflict and low morale of employees. 

 

 

 

 

 

 

 

 

CHAPTER FOUR 

 
 SUMMARY, CONCLUSION AND RECOMMENDATION 

 

This final part of the thesis deals with the summary of the findings of the 

study, the conclusions reached at and the recommendations forwarded on the 

basis of findings.  

 

4.1 Summary 

The main purpose of this study was to assess the organizational design of 

WESSO in managing the education system in Afar region and to forward 

some possible solutions for the drawback identified. 
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To this end, basic questions were raised which  addressed areas such as the 

main activities of WESSO, the performance level of WESSO, the 

organizational structure,  human resource systems and organizational 

problem encountered WESSO. 

 

The study was conducted in 27 schools, 9 WESSOs, and 3 Zonal Education 

Departments selected on the basis of stratified sampling and simple random 

sampling techniques. The subject of the study were 45 principals and vice-

principals, 24 WESSO Education panel staff members, 24 ZEDs management 

and experts, and 3 ZEDs heads. 

 

Data were obtained from the sample respondents through questionnaire, and   

interview, and from documentation. 

 

The data obtained were analyzed using   various statistical tools: percentage, 

t-test, weighted mean, one-way ANOVA and chi-square test. According to 

the result of data analysis, the following major findings were identified.  

1. As affirmed by majority of the three study groups and confirmed by 

documents and interview, the major activities delegated to WESSO 

were 

• Implementation of plans, programmes at school level. 

• Inspect the implementation of curriculum at school level. 

• Providing training for administrative personnel 

• Follow-up implementation of plan at school level and at community 

level 

• Check the preparation of students for exam. 

• Administer primary and secondary school. 

• Collect, compile and submit information to ZED. 
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 According the information obtained through interview and 

document, there are activities that were designed to be the 

responsibilities of  WESSOs; but not  realized as the responsibilities 

of WESSOs by respondents and so far not performed by them.  These 

were: providing training for teachers, distribute text books and 

materials, provide mobile school services; and provide facilities and 

programmes for mass-media. 

2. As revealed by majority of the respondents and examined the job 

description, the responsibility of each job position were clearly 

specified. However, some job positions require more than one 

specialization. These were: Regular, Adult and Continuing Education 

section; and Examination, Student Service and Teacher Training 

Section. 

3. The study revealed that WESSO was designed to be accountable to 

zonal departments of  

- Education 

- Health 

- Pastoral and Agro-Pastoral development and 

- Water Resource Development Bureau for technical affairs and 

Woreda council for administrative affairs.  

-  

Moreover, all respondents of ZEDs and WESSOs reported that ZEDs had 

direct reporting relationships with schools 

 

4. As revealed by the t-test value, the organizational hierarchy of 

Education panel within WESSO was designed in a way that 

accountability of each individual is clearly defined in writing; chain of 

command was maintained, and no individual is to be accountable to 

more than one superior for a single function.  
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5. As most of the respondents affirmed, it was also identified that most of 

vertical coordination techniques such as rules and authorities, reporting 

to common superior for problems, reporting against plan were used 

properly. But the horizontal coordination techniques such as meetings 

for strategic decisions, establishing task forces were not used properly. 

6. According to the judgment of the study groups the overall performance 

of WESSO in educational affairs was very low. 

7. The study disclosed that the number of personnel in WESSO for the 

designed responsibilities were not adequate. Moreover, the civil 

servant commission designed qualification and experience for WESSO 

education panels was not implemented and the existing personnel were 

under qualified. None of them had the technical skill of education. 

8. According to majority of respondents, there was no clearly known 

employment policy for recruitment. In practice, to attract a pool of 

required candidates, various methods of recruitment were not used 

such as job posting on notice boards, unsolicited application, using 

media such as Radio, Newspaper; rather emphasized on 

recommendation of authorities and personal initiative job applications. 

9. The majority of WESSOs respondents reported that the selection 

criteria to select candidates and to give promotion were mostly 

emphasized on nation/nationality and service while relatively previous 

performance of employees and written test were given low grade. 

10.  According to most of the respondents the trainings given  to WESSO 

Education panel staff members were not  adequate; the trainings, out of 

the given, were mostly emphasized on introducing new plans and 

programmes by workshops and seminary, but off-job training  and 

development of employees for future were not given. 

11. As evidenced by sizeable proportion of the study groups, poor quality 

of decisions, slow decision-making, too much conflict of employees, 
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lack of creative decision making and low morale of employees were 

the recurred Organizational Design problems appeared in WESSOs-

Education Panels. 

  

4.2 Conclusions 

1. For an organization to be effective, prior to choose and implement the 

organization structure, the functions to be performed by the 

organization must be clearly defined. However, as it is found in the 

study  though  most   of WESSOs  activities   were understood by  the 

implementers, some of the responsibilities designed to be the WESSO 

were not realized as the responsibilities of WESSO by the study 

groups: distribution of textbooks and materials, provision of materials, 

providing training for teachers and providing mobile school service. In 

relation  to this, Hunt (1992:134) underlines   that in order to group  

tasks, identification of tasks  what is  to be performed comes first, then 

it is possible to group related tasks and establish coordination scheme. 

In doing so the job design that fits the task requirement tends to 

facilitate the completion of task effectively. Therefore, it is safe to say 

that the responsibilities of WESSO for education panel were not 

clearly pronounced to the WESSOs and due attention was not given to 

education panel of WESSO. This situation would make the WESSOs 

responsible for those activities and neglect them to prepare a 

comprehensive plan . 

2. For efficient use of resources and the smooth run of an organization 

functions, designing appropriate organizational structure is 

indispensable.  With regard to choosing organizational hierarchy Hunt 

(1992:167) presents guidelines that no one in the organization  should 

report to more than one line supervisor and the work of every person in 

the organization should be confined as  it can be to the performance of 



  

 91 

a single leading function. In this regard, it was revealed that   

educational panel was responsible to WESSO head which in turn 

responsible to zonal Departments of Education, Health, Pastoral and 

Agro-Pastoral Development and Water Resource Development for 

technical affairs; and to Woreda Council for administrative affairs. 

Further, it was found that ZEDs had made direct reporting relationship 

with schools. The accountability of WESSO to different offices would 

create problem of making priority and balancing. The direct reporting 

relationship of ZEDs with schools would result in problem of unity of 

command. Therefore it is sound to infer that the organizational 

hierarchy of WESSO is problematic. 

3. The findings of the study disclosed that the performance levels of 

education panels in WESSOs as a whole were found to be very low. In 

this regard, it can be concluded that the existing set-up of woreda 

education unit seemed not appropriate to facilitate for effective  

performance  there by to implement the education sector strategies of 

the region in particular and the country in general. Because   as Kotter, 

Schelesinger and Sathe  (1979:3) have pointed out, if the 

organizational problems recur, the problems are attributed  to the 

organization it self  not by the group or individuals weakness. 

4. With regard to human resource systems, as it is discussed in the 

literature part, it is believed that the fit between job design and 

employee skills and abilities is essential. In other words, to achieve the 

objectives of an organization, the right person should be placed at the 

right place and it is needed to update the staff. In relation to this, it was 

found that the Education panels in WESSOs were under staffed and 

their staff were under qualified for their jobs. Further more, various 

methods of recruitment were not used to attract required candidates. 

The selection criteria were emphasized on nation/nationality and 
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service but performance and written test result were given low grade. 

Therefore, it is possible to conclude that the human resource system of 

education panel in WESSO was not aligned with the jobs. This leads to 

inefficiency and ineffectiveness of the panel.  

5. The study revealed that poor quality of decisions; low decision-

making, lack of innovative decision-making, and too much conflict 

among individuals were the recurred problems appeared in WESSO. 

Concerning   to the above  problems  as it is discussed on review of 

related literature, an  important characteristics of the problems of the 

organizational problems from other type of problems, is that they 

recur.  Hence, it would be safe to conclude that prevalence of the 

problems was not caused by the individuals or group weakness rather 

the organizational design itself. This has a negative effect to a general 

lack of goal achievement if not revised.  

 

 

4.3 Recommendations 

On the basis of the findings obtained and conclusions reached at, the 

following suggestions are forwarded. 

1. As observed in the study, WESSOs did not carry out some of their 

responsibilities.  This situation would have negative consequence on 

implementation of plans and programmes of the country in general and 

region in particular. For effective implementation of plan and 

programmes, above all, the responsibilities of education-panel should 

be clearly known by the implementers. If the implementers of the 

educational tasks do not   know all their responsibilities, they may not 

prepare short and long term comprehensively. For these reason, it is 

recommended that the Regional Education Bureau and Zonal 

Education Departments should make their subordinates to know their 
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responsibilities.  To this end, they are likely to prepare handbook that 

describes authority and responsibility of the levels of education sector 

of the country (MOE, REB, ZED, Woreda Education Unit and School). 

In addition, an awareness rising mechanisms such as seminar, 

workshop, and annual meetings, which can evaluate the progress of 

each educational level and bring common understanding between 

policy makers and implementers of the region, should be prepared at 

each level from region to school. 

2. The overall performance level of the panel was very low. Knowing the 

WESSOs could not manage the activities properly, the ZEDs prefer to 

by pass the WESSO and made direct reporting relationship with 

schools. As long as the WESSO is not made out of responsibility, 

bypassing would not be a solution. Therefore, to put into practice the 

current policy of the government, delegating authority to woreda level, 

the panels ought to be made responsible and accountable for their 

functions, i.e. the ZEDs should   delegate authority and responsibility 

to woreda education units that concerned them. To do so, the AREB 

together with the Regional State should take measures to strengthen the 

capacity of Woreda Education Unit Offices in facilities, budget and 

other working conditions.  

3. As it is revealed in the findings and reached at conclusion, the 

organizational hierarchy of WESSO was not appropriate. Education 

panel was responsible to WESSO head which in turn responsible to 

five offices that requires different kinds of technical skills, degree of  

priority, and have different nature of  working conditions. If continues 

in such a way, it would be very difficult to lift the lowest level of 

participation of education of the region. Therefore, it is recommended 

that the ANRS is to plan establishing the woreda level education office 

with Health and separating Pastoral and Agro-Pastoral, and Water 
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Resource Development. Still, the number of schools in some woredas 

is as low as to one school. In this case, it would not be economical. To 

this effect, till the volume of service increases, the office could be 

made to get support staff services from woreda council and yet to 

perform as an autonomous unit. With regard to availability of 

manpower required professional staff can be recruited from school 

teachers, which was not much accustomed in Afar or external 

recruitment, out of the region, can be used for professionals if the 

required candidates will not be found in the region 

4. It was identified that the education panels under WESSOs were under 

qualified.  For effective performance, among other things, the number 

of employees should correspond to the volume of work of the 

organization. Hence, it is suggested that the required number of     

employees should be placed for the woreda level education units.  For 

this purpose, AREB is likely to study to the right needed size of the 

methods of recruitment such as job posting on notice board of schools 

and other offices, using News Paper are to be used. 

5. It was identified that the Education Panels in WESSOs were under 

qualified. None of them had the qualification and experience of 

teaching and/or educational administration. They were less qualified 

than they were supposed to supervise, school principals. For 

effectiveness of an organization, the skills and abilities of the staff 

should fit to the job requirements. In this regard Wyatt (1989:19) 

suggested that in order  to select the right people and to save the 

organization form un intended cost care is likely to exclude irrelevant  

criteria  such as   political affiliation, pressure  from interested person 

and ethnic interest Therefore, it is recommended to strengthen the 

capacity of the staff. This can be done in to two parts. One,  

recruitment and selection  system for education units  are likely to be 
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reviewed i.e. for professional job positions, job bidding should only be 

permitted to those who have teaching and/or educational 

administration qualification and experiences and due grade  should be 

given to qualification. Second, those who were under qualified in the 

existing staff, staff development scheme should be designed to upgrade 

them by the Region Education Bureau. Concerning to those who have 

very low qualification, the Region Educational Bureau together with 

the Region Civil Servant Bureau is to arrange mechanisms to change 

the personnel to other job positions. 

 

Finally, the writer of the study recommends a more detailed and 

comprehensive study in the area to strengthen the findings of this study. 

 

 

 

BIBLIOGRAPHY 

A. BOOKS 

Armstrong, Michael (1991). A Handbook of Human Resource 

Management, London: Kongan Page Ltd. 

Arora, S.P (1980), Office Organization and Management, (2nd ed.), New 

Delhi: Vikas Publishing House Pvt. Ltd. 

Attood, M and Stuart, D. (1996). Personnel Management , (3rd ed.) New 

York: Macmillan Press Ltd. 

Bedelan, Arthur G. (1983). Organizations: Theory and Analysis, 

Chicago: The Dryden Press. 

Bolman, Lee G. and Deal, Terrence E. ( 1997). Reframing 

Organizations, ( 2nd ed.), Sanfrancisco: Jossey- Bass Inc. 

Publishers. 



  

 96 

Chandan, J.S. (1995). Organizational Behavior,  New Delhi: Vikas' 

Publishing House Pvt. Ltd. 

Chruden, Herbert J. and Schermerman, Arthur. W(1976). Personnel 

Management, (5th ed.), Cincinnati: South West Publishing 

Co. 

Cole, G.A. ( 1991). Personnel Management, London: Duplication Ltd. 

Aldena House. 

Cummings, Thomas G. and Worley, Christopher G. (1997). 

Organization and Change Development, (6th ed.), 

Cincinnati: South Western College Publishing. 

Daft, Richard L. (1992). Organization Theory and Design, New York: 

West Publishing Company. 

French, Wendell L. Bell, Ceill H and Zowacki, Robersa (1989). 

Organization  Development:  Theory Practice, and Research, 

New York: Richard D. Irwing, Inc. 

Good, Carter V (1973). Dictionary of Education, New York: McGraw 

Hillbook Company. 

Graham, K.T. and Bennet, R. (1992), Human Resource Management , 

(7th ed), London : Pitman Publishing. 

Gutiries, James W. and Reed, Rodney J. (1991). Educational 

Administration and Policy: Effective : Leadership for 

American Education, Boston: Hllyo  and Bacon. 

Hellriegel, Don and Slocum, John W. (1982). Management, (3rd ed.), 

Addison: Wesley Publishing Company, Inc. 

Hunt, John W. (1992). Managing People at Work, ( 3rd ed.), London: 

McGraw .Hill International. 



  

 97 

Ivancevich, J. M and William , Glueck (1989), Foundations of 

Personnel: Human Resource Management, Boston: 

Richard D. Irwin , Inc. 

Jackson , John H., Morgan, Cyril P. and Paolillo, Joseph G. ( 1986). 

Organization Theory: A Macro Perspective for 

Management, New  Jeresey: Printice Hall. 

Kinard, Jerry ( 1988). Management , Lexington: D.C Health and 

Company. 

Knezevich, Stephen J. (1969). Administration of Public Education, (2nd 

ed.), New York: Harper and Row Publishing Incorporated. 

Kotter, John P., Sclesinger and Sathe, Vija (1979). Organization: Text, 

Cases and Readings on the management of Design and 

Change , Georgetown: Richard D. Irwin Inc. 

Maaza Bekele (1996). A Study of Modern Education in Ethiopia its 

Foundations, Its Development its Future with Emphasis on 

Primary Education, Ann Arbor: The University or Michigan press 

(Ph. D. Dissertation) 

Megginson, Leon C. ( 1988). Personnel Management : A human 

Resource Approach, (4th ed.), Homewood: Richard D. Itwin. 

MoE (1999). Indicators of the Ethiopian  Education System, Addis 

Ababa: Artisitc Printing Enterprise. 

______ (2000). Educational Statistics Annual Abstract 2000-2001, 

Addis. Ababa: Berhanena Selam Printing Enterprise . 

_______ (2001). Educational Statistics Annual Abstract 2001-2002, 

Addis Ababa: Berhanena Selam Printing Enterprise. 

Mondy, R.W. and Noe, R.M (1999). Human Resource Management, 

Boston: Alleyn. 



  

 98 

Morhphert, Edger L., Johns, Roe L. and Reller, Theodore L. (1982) 

Educational Organization and Administration: Concepts 

Practices and Issues, London: Prentice Hall International, 

Inc.Mussazi, J.C.S (1987). The Theory and Practice of 

Education Administration , London : Macmillan 

Publishers. 

Organ, Dennis and Bateman Thomas (1991) .Organizational Behavior, 

(4thed.), Boston: Richard D. Irwing, Inc. 

Pigors, Paul and Myres, Charles A. (1981). Personnel Administration: a 

Point View and Method, ( 4th ed.), Singapore: McGraw 

Hill international Editors. 

Plunkeet, Warrant and Attner, Raymond f. (1989). Introduction to 

Management, (3rd ed.), Boston: Pwsken Publishing 

Company. 

Radfor, A. ( 1995). Managing People  in Professional Practices London 

: Cromwell. 

Robbins, Stephen O. (1987). Organization Theory Structure, Design 

and Applications' (3rd ed), New Jersey: Prentice. Hallive 

Robey, Daniel and Sales, Caries (1994). Designing Organizations, (4th 

ed), Boston: Richard D. Irin Inc. 

Schermerhorn, John r. (1989). Management for Productivity, (3rd ed.), 

New York: john Wiley and Sons, Inc. 

Schermerhorn, John R., Hunt, James g. and Osborn, Richard N.  (1997). 

Organizational Behavior, (6th ed.), New York: John Wiley 

and Sons Inc. 

Seyoum Teferra (1996). “The Impact of Legislation on the Development 

of Modern Education in Ethiopia: 1906-1984”. Ethiopian Journal 

of Development Research. Vol. 18 no 1 



  

 99 

Stoner , James  A., Freeman, R. Edward and Gilbert, Daniel A.  (1998) 

Management. ( 6th ed.), New Delhi, New Delhi: Pretice 

Hall of India. 

Storey and Session, K (1993). Managing Human Resources and 

Industrial Relations, London: Biddles Ltd. 

Storey, John (1995).  Human Resource Management, London: Rutledge. 

Teshome G. Wagaw (1980). Education in Ethiopia Prospect and 

Retrospect. Ann Arbor: The University of Michigan Press (Ph. D 

Dissertation).. 

TGE (1994). Education Sector Strategy, Addis Ababa: Berhanean Selam 

Printing Enterprise. 

Wyatt, Wendy (1989). How to Employee and Management Staff, 

London: North Core House. 

 

B. Unpublished Materials 

 

Abebe  Bekele (1991) " Principles of Curriculum Inquiry " Addis Ababa 

University. 

 

Ayalew Shibeshi (1991). " Approaches to Educational Organization and 

Management " Part one Addis Ababa University). 

--------------------    (2000). “Education Policy and Management of Change” 

Addis Ababa University. 

 

Central Statistical Authority (1992) " Population Estimates of Regions 

Awragas , Woredas and Town" Addis Ababa. 
 

Derebssa Dufera(1998), " Planning of Education under the Decentralized 

on Quality  of Education " in Amare Asgedom and Others 

" Quality Education in Ethiopia Vison for the 21st century 



  

 100 

" Proceeding of National Coference Held in Awassa 

College of Teacher Education 12-18 July 1998. 
 

IPS (1998). " Study for the Improvement of Educational Participation in 

Afar Region." 

 

Sahlberg, Pas and Tilahun Tassew (1999). " Benishangul Gumuz 

National  Regional Government Education and Culture 

Bureau Organizational Structre Overview " Volume 1, 

Addis Ababa. 

 

 

ƒUI`ƒ T>’>e‚` (1978) # u›=ƒÄåÁ ƒUI`ƒ   Ø“�© ÓUÑT 

¾ƒUI`ƒ ›e}ÇÅ` Sªp`“ °pÉ Ø“ƒ$ pî   2 

l1' ›Ç=e ›uv 
 

¨”ÉÂ  ›ÉTc<“  K?KA‹ (1988) #eK SGSÉ G”ð_ SKe}—“  

Ÿõ}—2 ƒUI`ƒ  u?ƒ ¾}Å[Ñ  ›ß` Ø“ƒ$  

›Ãd›=� 

 

›ó`  ¡MM ƒUI`ƒ u=a (1994) # ¾›ó` ¡MM ƒUI`ƒ u=a ¾ 

1994 ¯.U. e�e+¡e ]þ`ƒ  É^õƒ$ ›Ãd›=� 

 

›¨<d  ›¨<^Í  ƒ/u?„‹  ê/u?ƒ (1974) # ¾›ó` wH@[cw s”s vIM 

�]¡ Ø“ƒ $ ›Ãd›=� 

 

›ó`  wH@^© ¡ML© S”Óeƒ (1993) # ¾¨[Ç ¾›=¢•T> MTƒ“ 

¾TIu^© ›ÑMÓKAƒ ê/u?ƒ  YM×”“ }Óv` É`Ï�© 

Sªp`“ ¾c¨< HÃM ¾Y^ SU]Á$ ›Ç=e ›uv:: 

 

 

 



  

 101 

 

 

 

 

 

 

 

 

 

 

 

  
Table VII 

T-Test  
One-Sample Statistics  

 

 

N  Mean  Std. Deviation  Std. Error Mean  

RESPONSE  24  2.6667  .6370  .1300  

 

 

One-Sample Test  

 Test Value = 2  

 t  df  Sig. (2-tailed)  Mean Difference  95% Confidence Interval of the 

Difference  

     Lower  Upper  

RESPONSE  5.127  23  .000  .6667  .3977  .9357  

 

T-Test  
One-Sample Statistics  

 N  Mean  Std. Deviation  Std. Error Mean  

RESPONSE  24  2.6250  .5758  .1175  

 

 

One-Sample Test  

 Test Value = 2  

 t  df  Sig. (2-tailed)  Mean Difference  95% Confidence Interval of the 

Difference  

     Lower  Upper  

RESPONSE  5.318  23  .000  .6250  .3819  .8681  

 

T-Test  
One-Sample Statistics  

 N  Mean  Std. Deviation  Std. Error Mean  

RESPONSE  24  2.5000  .7223  .1474  

 

 

One-Sample Test  

 Test Value = 2  
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 t  df  Sig. (2-tailed)  Mean Difference  95% Confidence Interval of the 

Difference  

     Lower  Upper  

RESPONSE  3.391  23  .003  .5000  .1950  .8050  

 

 

Table VIII 

T-Test  
One-Sample Statistics  

 N  Mean  Std. Deviation  Std. Error Mean  

RESPONSE  24  2.1250  .6124  .1250  

 

 

One-Sample Test  

 Test Value = 2  

 t  df  Sig. (2-tailed)  Mean Difference  95% Confidence Interval of the 

Difference  

     Lower  Upper  

RESPONSE  1.000  23  .328  .1250  -.1336  .3836  

 

T-Test  
One-Sample Statistics  

 

 

N  Mean  Std. Deviation  Std. Error Mean  

RESPONSE  24  2.7500  .4423  9.029E-02  

 

 

One-Sample Test  

 Test Value = 2  

 t  df  Sig. (2-tailed)  Mean Difference  95% Confidence Interval of the 

Difference  

     Lower  Upper  

RESPONSE  8.307  23  .000  .7500  .5632  .9368  

 

T-Test  
One-Sample Statistics  

 N  Mean  Std. Deviation  Std. Error Mean  

RESPONSE  24  2.8333  .3807  7.771E-02  

 

One-Sample Test  

 Test Value = 2  

 t  df  Sig. (2-

tailed)  

Mean 

Difference  

95% Confidence Interval of the 

Difference  

     Lower  Upper  

RESPONSE  10.724  23  .000  .8333  .6726  .9941  

 

T-Test  
One-Sample Statistics  

 N  Mean  Std. Deviation  Std. Error Mean  

RESPONSE  24  2.3333  .6370  .1300  

 

 

One-Sample Test  

 Test Value = 2  

 t  df  Sig. (2-tailed)  Mean Difference  95% Confidence Interval of the 

Difference  

     Lower  Upper  

RESPONSE  2.563  23  .017  .3333  6.434E-02  .6023  
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T-Test  
One-Sample Statistics  

 N  Mean  Std. Deviation  Std. Error Mean  

RESPONSE  24  2.0000  .7223  .1474  

 

Table IX 

One-Sample Test  

 Test Value = 2  

 t  df  Sig. (2-tailed)  Mean Difference  95% Confidence Interval of the 

Difference  

     Lower  Upper  

RESPONSE  .000  23  1.000  .0000  -.3050  .3050  

 

T-Test  
One-Sample Statistics  

 N  Mean  Std. Deviation  Std. Error Mean  

RESPONSE  24  2.2500  .6757  .1379  

 

One-Sample Test  

 Test Value = 2  

 t  df  Sig. (2-tailed)  Mean Difference  95% Confidence Interval of the 

Difference  

     Lower  Upper  

RESPONSE  1.813  23  .083  .2500  -3.5308E-02  .5353  

 

T-Test  
One-Sample Statistics  

 N  Mean  Std. Deviation  Std. Error Mean  

RESPONSE  24  2.5000  .7223  .1474  

 

 

One-Sample Test  

 Test Value = 2  

 t  df  Sig. (2-tailed)  Mean Difference  95% Confidence Interval of the 

Difference  

     Lower  Upper  

RESPONSE  3.391  23  .003  .5000  .1950  .8050  

 

 

Table XIV 

T-Test  
One-Sample Statistics  

 N  Mean  Std. Deviation  Std. Error Mean  

RESPONSE  24  1.4167  .5036  .1028  

 

 

One-Sample Test  

 Test Value = 3  

 t  df  Sig. (2-

tailed)  

Mean 

Difference  

95% Confidence Interval of the 

Difference  

     Lower  Upper  

RESPONSE  -15.402  23  .000  -1.5833  -1.7960  -1.3707  

 

T-Test  
Warnings  

The One-Sample Test table is not produced.  

 

 

One-Sample Statistics  
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 N  Mean  Std. Deviation  Std. Error Mean  

RESPONSE  20  1.0000  .0000  .0000  

 

T-Test  
One-Sample Statistics  

 N  Mean  Std. Deviation  Std. Error Mean  

RESPONSE  21  3.8571  .8536  .1863  

 

 

One-Sample Test  

 Test Value = 3  

 t  df  Sig. (2-tailed)  Mean Difference  95% Confidence Interval of the 

Difference  

     Lower  Upper  

RESPONSE  4.602  20  .000  .8571  .4686  1.2457  

 

T-Test  
One-Sample Statistics  

 N  Mean  Std. Deviation  Std. Error Mean  

RESPONSE  20  1.3000  .4702  .1051  

 

One-Sample Test  

 Test Value = 3  

 t  df  Sig. (2-

tailed)  

Mean 

Difference  

95% Confidence Interval of the 

Difference  

     Lower  Upper  

RESPONSE  -16.170  19  .000  -1.7000  -1.9200  -1.4800  

 

T-Test  
One-Sample Statistics  

 N  Mean  Std. Deviation  Std. Error Mean  

RESPONSE  18  3.6667  .9701  .2287  

 

One-Sample Test  

 Test Value = 3  

 t  df  Sig. (2-tailed)  Mean Difference  95% Confidence Interval of the 

Difference  

     Lower  Upper  

RESPONSE  2.915  17  .010  .6667  .1842  1.1491  

 

T-Test  
One-Sample Statistics  

 N  Mean  Std. Deviation  Std. Error Mean  

RESPONSE  19  2.8421  1.0145  .2327  

 

 

One-Sample Test  

 Test Value = 3  

 t  df  Sig. (2-tailed)  Mean Difference  95% Confidence Interval of the 

Difference  

     Lower  Upper  

RESPONSE  -.678  18  .506  -.1579  -.6469  .3311  

 

 

Table XVII 

T-Test  
One-Sample Statistics  

 N  Mean  Std. Deviation  Std. Error Mean  

RESPONSE  22  3.4545  1.0568  .2253  
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One-Sample Test  

 Test Value = 3  

 t  df  Sig. (2-tailed)  Mean Difference  95% Confidence Interval of the 

Difference  

     Lower  Upper  

RESPONSE  2.017  21  .057  .4545  -1.4025E-02  .9231  

 

T-Test  
One-Sample Statistics  

 N  Mean  Std. Deviation  Std. Error Mean  

RESPONSE  24  2.3750  1.1349  .2317  

 

One-Sample Test  

 Test Value = 3  

 t  df  Sig. (2-

tailed)  

Mean Difference  95% Confidence Interval of the 

Difference  

     Lower  Upper  

RESPONSE  -2.698  23  .013  -.6250  -1.1042  -.1458  

 

Table XVIII 

T-Test  
One-Sample Statistics  

 N  Mean  Std. Deviation  Std. Error Mean  

RESPONSE  24  4.2500  1.1132  .2272  

 

 

One-Sample Test  

 Test Value = 3  

 t  df  Sig. (2-tailed)  Mean Difference  95% Confidence Interval of the 

Difference  

     Lower  Upper  

RESPONSE  5.501  23  .000  1.2500  .7800  1.7200  

 

T-Test  
One-Sample Statistics  

 

 

N  Mean  Std. Deviation  Std. Error Mean  

RESPONSE  24  4.1667  1.0901  .2225  

 

 

One-Sample Test  

 

 

Test Value = 3  

 t  df  Sig. (2-tailed)  Mean Difference  95% Confidence Interval of the 

Difference  

     Lower  Upper  

RESPONSE  5.243  23  .000  1.1667  .7063  1.6270  

 

T-Test  
One-Sample Statistics  

 

 

N  Mean  Std. Deviation  Std. Error Mean  

RESPONSE  24  1.1667  .3807  7.771E-02  

 

 

One-Sample Test  
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Test Value = 3  

 t  df  Sig. (2-

tailed)  

Mean 

Difference  

95% Confidence Interval of the 

Difference  

     Lower  Upper  

RESPONSE  -23.592  23  .000  -1.8333  -1.9941  -1.6726  

 

 

 
 

 

 

 

 
Table IX 

Oneway  
ANOVA  

 Sum of Squares  df  Mean Square  F  Sig.  

Response  Between Groups  2.107  2  1.054  .622  .539  

 Within Groups  135.531  80  1.694    

 Total  137.639  82     

 

Oneway  

 

 

Oneway  
ANOVA  

 Sum of Squares  df  Mean Square  F  Sig.  

Response  Between Groups  .592  2  .296  1.434  .244  

 Within Groups  18.569  90  .206    

 Total  19.161  92     

 

Oneway  
ANOVA  

 Sum of Squares  df  Mean Square  F  Sig.  

Response  Between Groups  5.851E-02  2  2.926E-02  .699  .500  

 Within Groups  3.769  90  4.188E-02    

 Total  3.828  92     

 

Oneway  
ANOVA  

 Sum of Squares  df  Mean Square  F  Sig.  

Response  Between Groups  .546  2  .273  2.223  .115  

 Within Groups  10.556  86  .123    

 Total  11.101  88     

 

Oneway  
ANOVA  

 Sum of Squares  df  Mean Square  F  Sig.  

Response  Between Groups  .000  2  .000  .   

 Within Groups  .000  90  .000    

 Total  .000  92     

 Sum of Squares

Response  Between Groups  .379

 Within Groups  37.578

 Total  37.957
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Oneway  
ANOVA  

 Sum of Squares  df  Mean Square  F  Sig.  

Response  Between Groups  3.970E-02  2  1.985E-02  .082  .921  

 Within Groups  19.520  81  .241    

 Total  19.560  83     

 

 

 

 

Oneway  
ANOVA  

 Sum of Squares  df  Mean Square  F  Sig.  

Response  Between Groups  9.048E-02  2  4.524E-02  .075  .928  

 Within Groups  52.310  87  .601    

 Total  52.400  89     

 

Oneway  
ANOVA  

 Sum of Squares  df  Mean Square  F  Sig.  

Response  Between Groups  .200  2  .100  .288  .751  

 Within Groups  31.369  90  .349    

 Total  31.570  92     

 

Oneway  
ANOVA  

 Sum of Squares  df  Mean Square  F  Sig.  

Response  Between Groups  .664  2  .332  2.355  .101  

 Within Groups  12.553  89  .141    

 Total  13.217  91     

 

Oneway  
ANOVA  

 Sum of Squares  df  Mean Square  F  Sig.  

Response  Between Groups  2.224  2  1.112  4.947  .009  

 Within Groups  20.228  90  .225    

 Total  22.452  92     

 

Post Hoc Tests  
Multiple Comparisons  

Dependent Variable: Response  

 Mean 

Difference (I-

J)  

Std. 

Error  

Sig.  95% Confidence 

Interval  

 (I) Type of 

Respondent  

(J) Type of 

Respondent  

 

   Lower 

Bound  

Upper 

Bound  

Scheffe  Principals  WESO 

personnel  

-.1306  .120  .555  -.4288  .1677  

  Zone Edu P  .2861  .120  .063  -1.2152E-

02  

.5844  

 WESO 

personnel  

Principals  .1306  .120  .555  -.1677  .4288  

  Zone Edu P  .4167  .137  .012  7.603E-02  .7573  

 Zone Edu P  Principals  -.2861  .120  .063  -.5844  1.215E-02  

  WESO 

personnel  

-.4167  .137  .012  -.7573  -7.6026E-

02  
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Oneway  
ANOVA  

 Sum of Squares  df  Mean Square  F  Sig.  

Response  Between Groups  .524  2  .262  1.126  .331  

 Within Groups  14.879  64  .232    

 Total  15.403  66     

Oneway  
ANOVA  

 Sum of Squares  df  Mean Square  F  Sig.  

Response  Between Groups  14.649  2  7.325  8.466  .000  

 Within Groups  77.867  90  .865    

 Total  92.516  92     

 

Post Hoc Tests  
Multiple Comparisons  

Dependent Variable: Response  

 

 

Mean 

Difference (I-

J)  

Std. 

Error  

Sig.  95% Confidence 

Interval  

 (I) Type of 

Respondent  

(J) Type of 

Respondent  

   Lower 

Bound  

Upper 

Bound  

Scheffe  Principals  WESO 

personnel  

.9667  .235  .000  .3815  1.5519  

  Zone Edu P  .3000  .235  .446  -.2852  .8852  

 WESO 

personnel  

Principals  -.9667  .235  .000  -1.5519  -.3815  

  Zone Edu P  -.6667  .269  .051  -1.3350  1.675E-03  

 Zone Edu P  Principals  -.3000  .235  .446  -.8852  .2852  

  WESO 

personnel  

.6667  .269  .051  -1.6749E-

03  

1.3350  

 

Oneway  
ANOVA  

 Sum of Squares  df  Mean Square  F  Sig.  

Response  Between Groups  2.928  2  1.464  2.047  .135  

 Within Groups  64.383  90  .715    

 Total  67.312  92     

 

Oneway  
ANOVA  

 Sum of Squares  df  Mean Square  F  Sig.  

Response  Between Groups  7.011  2  3.506  3.301  .041  

 Within Groups  95.569  90  1.062    

 Total  102.581  92     

 

Post Hoc Tests  
Multiple Comparisons  

Dependent Variable: Response  

Scheffe  

 

 

Mean Difference 

(I-J)  

Std. 

Error  

Sig.  95% Confidence Interval  

(I) Type of 

Respondent 

(J) Type of 

Respondent  

   Lower 

Bound  

Upper 

Bound 

Principals  WESO personnel  .5694  .260  .097  -7.8870E-02  1.2178  

 Zone Edu P  .5278  .260  .134  -.1205  1.1761  

WESO personnel  Principals  -.5694  .260  .097  -1.2178  7.887E-02  

 Zone Edu P  -4.1667E-02  .297  .990  -.7821  .6988  

Zone Edu P  Principals  -.5278  .260  .134  -1.1761  .1205  
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 WESO personnel  4.167E-02  .297  .990  -.6988  .7821  

 

Homogeneous Subsets  
Response  
Scheffe  

 N  Subset for alpha = .05  

Type of Respondent   1  

WESO personnel  24  3.8750  

Zone Edu P  24  3.9167  

Principals  45  4.4444  

Sig.   .120  

 

Oneway  
ANOVA  

 Sum of Squares  df  Mean Square  F  Sig.  

Response  Between Groups  .342  2  .171  .272  .762  

 Within Groups  56.561  90  .628    

 Total  56.903  92     

 

Post Hoc Tests  
Multiple Comparisons  

Dependent Variable: Response  

 Mean 

Difference (I-

J)  

Std. 

Error  

Sig.  95% Confidence 

Interval  

 (I) Type of 

Respondent  

(J) Type of 

Respondent  

 

   Lower 

Bound  

Upper 

Bound  

Scheffe  Principals  WESO 

personnel  

.1472  .200  .764  -.3515  .6460  

  Zone Edu P  6.389E-02  .200  .950  -.4349  .5626  

 WESO 

personnel  

Principals  -.1472  .200  .764  -.6460  .3515  

  Zone Edu P  -8.3333E-02  .229  .936  -.6529  .4863  

 Zone Edu P  Principals  -6.3889E-02  .200  .950  -.5626  .4349  

  WESO 

personnel  

8.333E-02  .229  .936  -.4863  .6529  

 

Oneway  
ANOVA  

 Sum of Squares  df  Mean Square  F  Sig.  

Response  Between Groups  .254  2  .127  .553  .578  

 Within Groups  16.300  71  .230    

 Total  16.554  73     

 

Oneway  
ANOVA  

 Sum of Squares  df  Mean Square  F  Sig.  

Response  Between Groups  .396  2  .198  .179  .837  

 Within Groups  89.925  81  1.110    

 Total  90.321  83     
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Mean Values 
1. 

Type of Respondent     Response 

Principals Mean        1.98 

WESO personnel Mean    1.81 

Zone Edu P Mean        1.59 

Grand Total Mean       1.83 

 

2. 

Type of Respondent  Response 

Principals Mean       1.29 

WESO personnel Mean   1.42 

Zone Edu P Mean       1.25 

Grand Total Mean      1.31 

 

3. 

Type of Respondent     Response 

Principals Mean   1.22 

WESO personnel Mean 1.42 

Zone Edu P Mean  1.29 

Grand Total Mean  1.29 

 

4. 

Type of Respondent     Response 

Principals Mean  1.02 

WESO personnel Mean     1.08 

Zone Edu P Mean  1.04 

Grand Total Mean  1.04 

 

5. 

Type of Respondent     Response 

Principals Mean  1.05 

WESO personnel Mean 1.20 

Zone Edu P Mean  1.23 

Grand Total Mean  1.15 

 

6. 

Type of Respondent     Response 

Principals Mean  1.00 

WESO personnel Mean 1.00 

Zone Edu P Mean    1.00 

Grand Total Mean        1.00 

 

7. 

Type of Respondent     Response 

Principals Mean  1.35 

WESO personnel Mean 1.40 

Zone Edu P Mean         1.38 

Grand Total Mean        1.37 

 

8. 

Type of Respondent     Response 

Principals Mean  2.14 

WESO personnel Mean 2.17 

Zone Edu P Mean         2.08 

Grand Total Mean        2.13 

 

9. 

Type of Respondent     Response 

Principals Mean  1.29 

WESO personnel Mean 1.38 

Zone Edu P Mean         1.25 

Grand Total Mean        1.30 
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10. 

Type of Respondent     Response 

Principals Mean  1.09 

WESO personnel Mean 1.29 

Zone Edu P Mean         1.21 

Grand Total Mean        1.17 

 

11. 

Type of Respondent     Response 

Principals Mean  1.91 

WESO personnel Mean 2.04 

Zone Edu P Mean         1.63 

Grand Total Mean        1.87 

 

12. 

Type of Respondent     Response 

Principals Mean  1.37 

WESO personnel Mean 1.46 

Zone Edu P Mean         1.25 

Grand Total Mean        1.36 

 

13. 

Type of Respondent     Response 

Principals Mean  4.13 

WESO personnel Mean 3.17 

Zone Edu P Mean         3.83 

Grand Total Mean        3.81 

 

14. 

Type of Respondent     Response 

Principals Mean  4.27 

WESO personnel Mean 3.88 

Zone Edu P Mean         3.96 

Grand Total Mean        4.09 

 

15. 

Type of Respondent     Response 

Principals Mean  4.44 

WESO personnel Mean 3.88 

Zone Edu P Mean         3.92 

Grand Total Mean        4.16 

 

16. 

Type of Respondent     Response 

Principals Mean  4.02 

WESO personnel Mean 3.88 

Zone Edu P Mean         3.96 

Grand Total Mean        3.97 

 

17. 

Type of Respondent     Response 

Principals Mean  1.28 

WESO personnel Mean 1.40 

Zone Edu P Mean         1.39 

Grand Total Mean        1.34 

 

18. 

Type of Respondent     Response 

Principals Mean  3.25 

WESO personnel Mean 3.13 

Zone Edu P Mean         3.10 

Grand Total Mean        3.18 
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