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                  ABSTRACT  

 

The purpose of this study was to examine the impact of group work on employees’ performance in 

case of Amhara Saying woreda Administrative pool in South Wollo Zone Amhara national regional 

state. The study employed both a quantitative and qualitative research method was employed. The 

study included 14 sectors of Amhara Sayint Woreda administrative pool. There were a total of 66 

formal groups having 219 employees and 14 head officers, a total of 233 employees. from these total 

employees 142(64.8%) of them were taken as a sample by using stratified sampling for 57 groups of 

administrative pool employees’ and purposive sampling for 14 head officers of Amhara sayint 

woreda administrative pool. This study employed a combination of tools as data collection 

instruments. Document review, questionnaire and interview were used to gather the relevant data 

from the respondents. So that, questionnaires were employed to collect data from employees’ and 

semi structured interviews (individual interview) used to collect data from head officers of Amhara 

Sayint woreda administrative pool. Both descriptive and inferential statistical tools were used which 

includes percentage, frequency, correlation analysis and regression. Moreover the data gathered 

through open ended interviews and it was analyzed qualitatively through narration for the purpose 

of triangulation. Therefore based on the analysis made, the findings of this study revealed by the 

descriptive analysis, the average employees’ performance is 3.7897,this refers to the performance of 

the employees is not such interested and the inferential statistics shows that group cohesiveness, 

group size, group leadership have very significant effect on the performance of employees of public 

sectors of Amhara Sayint woreda administrative pools, whereas groupthink and group 

communication have moderate relationship with that of employee performance. The absence of 

group work in Amhara Sayint pool was a challenge. The employees have poor understanding on 

group work. In addition the head officers did not committed to work with group work, so that they 

don’t encourage and reward group works. Therefore, it was recommended that leaders should have 

an interest to do with group work and create a positive attitude about group work. 

 

Key words: Group work, Group cohesiveness, administrative pool, groupthink 
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                          CHAPTER ONE 

                          1. Introduction 

                     1.1. Background of the study 

As described by many researchers‟ human beings are a key resource in any organization, “human 

resource is the very important and the back bone of every organization” (Mivta, 2004 cited in Assefa 

Gidey, 2016). They carry out tasks together. A single individual may not accomplish tasks as 

expected, rather many individuals as a group can perform. “The whole is greater than the sum of the 

parts “(Forsyth, 2014).  Group is an interaction of two or more employees who interact with each 

other in which the behavior and/or performance of a member is influenced by the behavior and/or 

performance of other members (Gibson, et al, 2012). Organizations are not a mere collection of 

individuals rather it constituted with systematically arranged groups and teams (Ivanko, 2013). 

Group members interact and perform activities through group. This refers to human beings lead their 

life through group. They are learning, working, worshiping, relaxing, playing and sleeping in group 

(Forsyth, 2014). Groups are building blocks of an organization, but group may not participate 

equally in the group setting; some may quiet and other may be dominant in the group work, this 

creates unequal feeling among group members, so that individuals don‟t perform as expected 

(Ivanko, 2013). Organizational performance has been affected by Employee performance (Collis and 

Montgomery, 1995 cited in Mulatu Masresha, 2014). Employee performance is a mutual result of 

efforts; (Suhartini, 1995 cited in Chebet, 2015). Lewin‟s (1951) cited in Forsyth (2014), group 

performance out do individual performance. Individuals apply their collective effort to achieve 

shared goals. They attain their goal in group than individual (Ivanko, 2013). 

Even though the attention towards group and making group increase from time to time, still there is a 

problem in understanding and using group and team. Group dynamics deal with the internal nature of 

groups, how they form, their structure, and process, how they function and affect individual members 

(Luthans .2011).In Amhara sayint woreda administrative pool, there was no good attention in using 

groups as means of change rather they develop groups (e.g. quality circles) for the sake of formality.. 

Thus, the main purpose of this study was to examine the impact of group work on employees‟ 

performance in case of Amhara Sayint woreda Administrative pool. This study will motivate 

employees and leaders by creating awareness about the importance of working in groups and its 

impacts on their performance. 
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   1.2. Statement of the problem 

Human beings are social living species living in group. They perform tasks in group, to do so there is 

a need of interaction. Without good interaction, their goal cannot be achieved. .As Saim et al, (2015), 

stated the minimum requirement becoming a group is an interaction. In contemporary management, 

there is a need of participating individuals to reach on common consensus on plans to be achieved. 

The individual participants should feel equally on the stated tasks. Performing jobs in group have 

controversies. Many researches show that, carrying out tasks in group creates motivation of 

employees, on the other hand it faces loafing, and polarization and group think (Luthans, 2011). 

However, the group work has an impact on the employee‟s performance.in a group setting; 

cohesiveness is one of the dilemmatic issues. Members of low cohesive group were held more 

accountable for their group‟s actions; whereas members of high cohesive groups were given less 

personal responsibility (Forsyth, 2014). So, cohesiveness has an impact on group‟s achievement. 

Moreover groupthink is a problem in group decision that influences group members in making good 

decision. Leadership is one of the factor that influences employees performance in the group setting, 

the leader manipulates and influenced the organizational culture, the way in which the people 

interacts (Brook and bate, 1994 cited in Salvadorian, 2013). The leadership role in groups is a crucial 

group characteristic because the leader plays an important role in determining group success (Gibson, 

et al, 2012).According to Nazzaro and Strazzabosco. (2009) members solve problems successfully 

when there is good communication. Being quiet does not mean approval. Any one does not know 

individuals contribution during silence. Therefore no one knows about what members know, 

observe, and think and feel for their group‟s effectiveness Group size is also a key factor that affects 

the way that groups are behave (Ivanko, 2013). Even though, there are many factors that affect 

employees‟ performance in the group setting, the researcher considered cohesiveness, groupthink, 

leadership, communication and group size under group work and their impact on employees‟ 

performance that was measured through efficiency. Moreover, no literature is found that deal with 

impact of group work on employees‟ performance and specifically  in case of Amhara Sayint woreda 

Generally, the researcher wants to examine to what extent group work affects employees‟ 

performance, is there relationship between group work and employee performance? What are the 

challenges in dealing with group work and their improvement techniques? Therefore this study was 

focused on the impact of group work on employees‟ performance in provision of services in Amhara 

Sayint woreda administrative pool, 
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    1.3. Research questions 

 What are the challenges of group work?  

 What is the effect of group cohesiveness on employee performance? 

 What is the effect of group leadership on employee performance? 

 What is the effect of group size on the performance of employees? 

 What are the effects of groupthink and communication on employee performance? 

 How can improve the effectiveness of group work to improve performance of employees? 

1.4, Objectives of the study 

1.4.1 General objectives 

The main objective of this study was to examine the impact of group work on employee performance 

in public sectors of Amhra Sayint woreda administrative pools. 

1.4.2 Specific objectives 

The following were the specific objectives covered in this research 

 To assess what are the challenges of group work in the study area 

 To examine the effect of group cohesiveness on employee performance 

 To analyze the effect of group leadership on the employee performance 

 To identify the major group work determinant factors of employee performance  

 To identify appropriate techniques of group work that improve employee performance 

1.5, Significance of the research 

Primarily this research will help the head officers or managers to have good understanding on group 

work and its practice and its impact on employees of public sectors. Secondly it will help Amhara 

sayint woreda administrative pool employees to have good awareness of working in group and the 

role of group work for their performance, moreover, it will support other researcher as a stepping 

stone to carry out further studies on group work issues. 
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  1.6. Delimitation of the research 

This research was held in Amhara regional state, south wollo zone, Amhra Sayint woreda 

administrative pool.2010 e.c. It was difficult to include all Amhara Sayint public sector pool 

employees on all problems due to certain limitations. So, this research was delimited to examine the 

impact of group work on employee performance in Amhara Sayint woreda administrative pool. This 

was carried out by employing mixed method research. The data was collected through semi 

structured interview and questionnaire as well as office records. The researcher was distributed 

questionnaires to formal groups of the Amhara Sayint woreda administrative pool employees‟ and 

semi structured interview for head officers. 

1.7. Limitation of the research  

The researcher faced some problem when conducting this research; the problems were lack of 

documented data on group work low attention and misunderstanding about group work on the side of 

the respondents, lack of experience from the researcher side, few respondents were reluctant to fill 

out and return the questionnaires within the expected time, limitation of resources such as time.  
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                                      CHAPTER TWO 

                                 2, LITERATURE REVIEW 

                            2.1 Overview of groups 

 

 Group is the collection of two or more individuals which brought together to accomplish a certain 

goal or it is the mutual interaction of two or more individuals to attain a stated goal. (Saim, et‟al, 

2015). .groups are psychologically bonded individuals that included as groups and excluded as 

nonmembers (Forsyth,2014).According to Forsyth , groups come into being when there is some kind 

of relationship that link members together. The members are tied together by social and emotional 

relationship rather than other similarities. ”many people spend their entire lives in group” (Silvia and 

Kwapil, 2011 cited in Forsyth, 2014). This refers to human beings lead their life through group. They 

are learning, working, worshiping, relaxing playing and sleeping in group (Forsyth, 2014). Like 

network of computers, groups are linked together through social tie. The connections develop 

overtime and are based on a long history of mutual influence and exchange. But, there may not need 

of mutual tie (IBID). 

Practically, employees in the organization form a group for economic, security or social reasons 

(Luthans.2011). When groups are become large, there will be a need of tie to link with members and 

groups, (Katz, 1968 cited in Forsyth, 2014). Strong tie among members paved the way a more 

enduring and influence on members, the reverse is also true (Mark and Granovetter, 1973 cited in 

Forsyth, 2014). 

Interdependence exists when people linked by relationships that they can influence one another 

thought, actions emotions and outcomes (Allport, 1968 cited in Forsyth, 2014). 

 In dealing with group process and phenomena, there is a need of multilevel analysis. These are 

micro, meso and macro level analysis. The micro level analysis factor includes the qualities, 

characteristics and actions of individual members. The meso level factor deals with the group level 

factors including qualities of the group such as cohesiveness, size composition and structure of a 

group. Macro level factors include qualities and process of the larger collectives like community and 

organization levels (IBID).  

groups have a positive impact on both individuals and employees effectiveness(help learn the 

organization and one’s self, gain knowledge, new skills, obtain reward not available to individual 

and fulfill important social needs)and organizational effectiveness(strength in number of ideas and 
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skills, improved decision making and control, and facilitating change as well as organizational 

stability”(Luthans,2011). 

According to Cartwright and Zander, (1968) cited in Mahns, (2014), the most important features of 

groups are the following: 

 a) They engage in frequent interaction 

b) They define themselves as members 

c) They are defined by others as belonging to the group 

d) They share norms concerning matters of common interest 

e) They participate in a system of interlocking roles 

f) They identify with one another as a result of having set-up the same model-object or ideals in their 

super-ego 

g) They find the group to be rewarding 

h) They have a collective perception of their unity 

i) They tend to act in a unitary manner toward the environment 

2.1.1. Types of groups 

As stated by Pipas and Jarada, (2012) based on the nature of the relationship of the members, groups 

are classified as primary and secondary groups.. 

Primary groups are regularly interacting groups with each other, such as families and civil servants. 

They are usually small in number and work at the same department (cooley,1909,cited in 

Saim,et‟al,2015).secondary groups are groups not involved interpersonal relations and all members 

are not known each other rather they communicate through intermediary. Thus the secondary groups 

lack socialization and internalization of norms and values (Pipas and Jarada, 2012).  

On the other way, groups are classified as formal and informal.  

1. Formal groups a formal group is described as a group officially created by an organization for a 

specific purpose and includes the subcategories of command and task groups (Bartol and Martin, 

1994 cited inMahns, 2014).They are formed when employs become a member of a group based on 

their position in the organization. Such groups have primarily the following characteristics (Hicks, 
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1979 cited in Saim et al, 2015). The task, power and responsibilities of each member are clearly 

determined and defined, 

 The relation between the members are regulated, 

  They have a durable and planned structure; since they give importance to the formal 

 Their structure is relatively inflexible, 

 The membership is obtained consciously, at a certain time  

       Generally, formal group includes command and task groups.  

Command groups are specified by the organizations structure in which employs are directed under 

a given supervisor.  

Task groups are organized to execute a specific task or project.  

2. Informal groups are formed naturally for fulfilling their social needs it includes interest and 

friend ship groups.  

Interest groups are formed when individuals band together to achieve their own objectives rather 

than their organizations work.  

Friend ship group is established due to similarities such as age, sex, political beliefs, and desire to 

play the same sports or ethnic back ground (Gibson, et al, 2012: 231). 

                   Figure 1.Types of groups 

                                                        Formal                        informal 

                                     

                    Primary group 

 

 

                    Secondary group 

 

                                         Source: (http://www.open.edu/openlear) 

e.g., department, 
 Project team 

e.g., group of 

friends 

e.g., large 

committee 
e.g., a network of 
computer enthusiasts 
or women managers 

http://www.open.edu/openlear


8 
 

 

  2.2. Group dynamics 

Through interaction of group, social system is created, During the interaction of a group, the force 

that emerge and take shape through interaction of members is referred to us group dynamics. 

(Handbook of Social Work with Groups, 2004) According to Nazzaro and Strazzabosco, (2009) 

group dynamics is an interaction between individuals who are talking together in a group setting. The 

group setting may involve in business settings, in volunteer settings, in classroom settings, and in 

social settings. It existed when group members actually communicate and work together. Luthans, 

(2011) also defined group dynamics as an interaction and forces among members in a social 

situation. According to Ivanko, (2013) a group is more than one person who interacts. Individuals 

become a group through interaction. Due to this each group members affect the group with the group 

norms, behaviors and characteristics. The concept of dynamics comes in to being through mutual 

interaction in the small groups. It exists as asocial process that the people are in face to face relation 

with each other. Davis (1979) cited in Saim et al, (2015) the term dynamics comes from Greek to 

mean power or force. Therefore, the studying of power within group is called group dynamics 

.generally, as stated by Dommata and Konagala, (2014) group dynamics answers to what extent 

members participate in a group actively, sharing ideas about the tasks and motivating colleagues. 

2.3 Group development 

Individuals are organized or clustered in to groups or teams rather than working by themselves. 

Organizations use groups since groups contribute more than working alone. Through this 

competitive advantage will be achieved. Group is the set of two or more people who interact each 

other to attain common objectives (Ivanko, 2013).As stated by Dommata and Konagala, (2014), the 

phases of group dynamics is in line with stages of group development starting from establishment to 

dissolution. 

According to Luthans, (2011) there are five well known stages of group development. They will be 

described as follows 

1. Forming: this stage is manifested by uncertainty and confusion among members. They face 

ambiguity of purposes, tasks or leadership of the group 

2. Storming: the existence of unclear roles and duties paved the way for disagreement and conflict. 

Thus this stage is known by conflict and confrontation. 

3. Norming: at this stage members start to unify as a group. There will be high cohesion, group 

affiliation and camaraderie. The begin collaboration and cooperation. 
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4. Performing: the group operates in full capacity to execute the group goal in which they agreed in 

the norming stage. 

5. Adjourning: the group will not be eternal after accomplishing the group mission, it will be 

terminated or dissolved. This refers to adjourning stage. 

Figure 2.Stages of group development 

           

 

                                               

Source: (Forsyth  2014),Stages of group development  

 2.4. Techniques for managing groups 

According to Nazzaro. and Strazzabosco. (2009), we can deal with groups using different techniques. 

The facilitator can use some of the following techniques which are suit to the group. 

 Equalizing participation: the grammar school method is advisable to give equal chance to members 

during meeting. This involves assigning order for the raised hands. This illuminates racism, sexism, 

internal dynamics (experience, fear, shyness seniority etc.) 

 Listing: involves itemizing the speakers who want to speak and call them in that order. 

 Stacking: when the hands are raised the facilitator count them and giving chance in that order. 

 Pacing: takes place when the meeting is tense and slow the facilitator use techniques such as 

adjusting the agenda. 

 Checking the process: involves revising the techniques used if there is a breakdown or domination 

of the meeting by a small group. 
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 Silence: during meeting there may be disturbance of one by the other, and interruption .if the pace is 

too fast, silence is preferable to divert their attention. 

 Taking a break: giving not more than 5 minutes break is necessary when the participants interrupt 

the discussion. 

 Summarizing: the facilitator or others must make a summary to solve problems in which the 

discussion becomes circular, and one after another, speakers repeat each other. 

 Censoring: this may be inappropriate for some groups but it is important to censor the disruptive 

individual by applying sequential measures ranging from little time to long time censor. 

 Expulsion: when the individual continue his or her disruptive behavior, the facilitator will ask to 

evacuate from that discussion.                       

                Table  1.  Techniques of group dynamics. 

Class  Group dynamics 

technique  

Description  

Techniques 

for 

managing 

group 

dynamics 

“One team” 

mindset  

Understanding of members the belonging to one 

team with common goals  

Equalizing 

participation  

Providing an equal right to every team member to 

express the ideas  

Conflict 

resolution  

Providing a mechanism to manage the conflicts 

between team members  

Summarizing  Repeating briefly all the expressed ideas and 

making the conclusions about them  

Passing the 

clipboard  

Making notes on a paper about the problem by all 

team members  

Centralized 

control  

Strong control over the teamwork and 

communications subject to the agenda  

Monitoring  Collecting the information on teamwork progress 

and its discussion  

Bunkering  Limiting their scope of concern of team members 

by their own work  

 Backward 

evaluation  

Assessment of the baselines and available 

resources  

 Forward 

visioning  

Evaluation of possible risks of the teamwork  

 Planning and 

prioritizing  

Organization of the teamwork episodes according 

to the plan 
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 Nominal group 

technique  

Generation of ideas by team members, their 

collection by facilitator and rating procedure  

 Usage of group 

decision support 

software  

Usage of special software system that provides the 

procedure of selection of the optimal alternative 

among the discussed  

 Electronic 

communication  

Meetings and communication via teleconferences, 

chats, emails, instant messaging  

Techniques 

of group 

discussion 

support  
 

Informal 

meeting  

Communication among team members in a non-

official and friendly atmosphere  

Identification  Addressing each team member by name  

Whole group 

discussion  

A discussion where all team members are involved  

Small group 

discussion  

A discussion in which the whole group is divided 

into smaller entities  

Brainstorming  An intensive discussion of the problem when all 

members are allowed to express their ideas  

Source: (Dogmata and Konagala, 2014), Considered Group Dynamics Techniques. 

        2.5. The Difference between Groups and Teams 

According to Lind & Skärvad, (1997) cited in Tienvieri, (2002) explain the difference between 

groups and teams. A “team is a special type of group”, which have common characters. Teams have 

complimentary abilities with unique set of skills. Also, Lewen & Philip, (1998) cited in Tienvieri, 

(2002), the members of a group solve their tasks individually, while members of a team solve their 

tasks together. As Luthans, (2011), stated A working group‟s performance is a function of what its 

members do as individuals. A team‟s performance includes both individual results and what we call 

“collective work-products.” A collective work-product is what two or more members must work on 

together. According to Luthans, (2011), the specific differences between work groups and teams are 

the following: 

1. The work group has a strong, clearly focused leader; the team has shared leadership roles. 

2. The work group has individual accountability; the team has individual and mutual accountability. 

3. The work group‟s purpose is the same as the organizations; the team has a specific purpose. 

4. The work group has individual work-products; the team has collective work-products. 

5. The work group runs efficient meetings; the team encourages open-ended, active problem solving 

meetings. 
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6. The work group measures effectiveness indirectly (for example, financial performance of the 

overall business); the team measures performance directly by assessing collective work-products. 

7. The work group discusses, decides, and delegates; the team discusses, decides, and does 

2.6. The dysfunction of groups and teams 

As stated by Luthans, (2011), there are many dysfunctions of groups and teams that recognized and 

also be recognized. They are norm violation and role ambiguity/conflict, groupthink, risk shift, and 

social loafing. 

Norm violation and role ambiguity/conflict 

Antisocial behaviors shown on group are the result of norm violation. Norm violation at extreme is 

sexual harassment and theft. Additionally, lying, spreading rumors, withholding efforts and 

absenteeism are examples of norm violations. The role ambiguity is come in to being when 

individuals do not know what they supposed to do. “Unregulated conflict infers with the normal 

operation of any organization or system, and reduces internal cohesion, impeding clear and effective 

communication” (Jeong, 2008).  

Group think, conformity problem 

According to Janis‟s and Mann (1977) cited in McCauley, (1998), groupthink is a premature 

consensus or poor decision making as a result of high group cohesion. Groupthink is a group 

phenomenon, two or more individuals are responsible for groupthink.it may develop from cohesion 

and other situational and structural conditions(Janis,1972,1982 cited in Cauley,1998) The premature 

consensus of group think lead to the seven symptom of defective decision making they  are poor 

information search, selective bias in processing information, incomplete survey of objectives, 

incomplete survey of alternatives, failure to examine preferred choice, failure to examine rejected 

alternatives and failure to develop contingency plans ( Janis‟s and Mann 1977),According to  Gibson  

et‟al,2012 the member of the group supports the leader‟s decisions. They do not share their views this 

indicates how pressure toward group solidarity can distort individual members‟ judgments. 

According to Ivanko.(2013) a potential negative impact of poor decision making implies group think. 

“A group may reach to more correct solution than the individuals” (Saim et al, 2015). Reaching the 

best possible quality decision is the goal of a group (Aldag and Fuller, 1993 cited in Cauley, 1998), 

but the groupthink theory in group dynamics shows that poor decision making exists in the group. 

Group cohesion can increase conformity and inhibit divergence within the group, creating 

groupthink (Janis, 1972 cited in Yeh, 2012). 
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In unified group, individuals may experience on decision or the general group consensus and the 

group might suffer from the negative effects of groupthink.  “Groupthink usually occurs when the 

norms, group culture or influential members encourage conformance to set values or beliefs”. The 

dominance is supported by individuals by dominance, blocking others, threats, emotional pressure, 

aggressive behavior and or repeatedly stating the same thing until the desired response is received 

(Emmitt and Gorse (2003) and Dainty et al. (2006) cited in  Gorse, et al,(2006).the leadership has a 

role to avoid groupthink and other communication behaviors through team based solutions. The 

leader or chairman is determinant of group norms and success. He or she can prevent the emergence 

of groupthink and facilitate the expression of the minority dissent. (Hargie, Dickson and Tourish 

1999 cited in Gorse,et al, 2006). 

 Risk shift phenomena 

According to Luthans, (2011), when groups make decisions, risk shift occurs. Group makes risky 

decision that they don‟t decide on themselves individually. Correct solutions may be resulted from 

group than individuals, incorrect decisions easily disclosed when decisions made by group 

(Saim.et‟al, 2015). 

Social loafing 

When individuals perform less in the group than individual, this refers to social loafing it is caused 

by lack of performance feedback from group, lack of intrinsic motivation, coverage of work by 

members and performing as members perceived  not with full capacity( Luthans, 2011). 

“social loafing has occurred if participants produce less output when they believe that they are part of 

a group effort than they do when they believe they are working alone”(Hurley and Allen.2007). 

2.7. Cohesiveness and employee performance 

Research on organizational performance is inappropriate, without cohesiveness (Elenkove, 2002 

cited in Mahmood and Harun, 2012).”Group cohesion is the solidarity or unity of a group resulting 

from the development of a strong and mutual interpersonal bonds among members and group level 

forces that unify the group” (Forsyth, 2014).The closeness and commonness of a group in attitude, 

behavior and performance refers to cohesiveness. Group members don‟t have interpersonal 

instructiveness with low cohesiveness. “Cohesiveness is strength of group members‟ desires to 

remain in the group and their commitment to the group   (Gibson. et al, 2012). Members of low 

cohesive group were held more accountable for their group‟s actions; whereas members of high 

cohesive groups were given less personal responsibility. Some level of group cohesiveness is 

necessary for a group to tackle a problem. 
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 Group cohesiveness has a highly significant positive effect on performance. Productivity increases 

with the increase of cohesiveness with positive leadership. But high cohesiveness has a negative 

impact on productivity with poor leadership. Low cohesive group is suitable for management, but for 

productivity, the managers should build cohesive groups with good leadership (luthans .2011). High 

levels of group cohesion have also been associated with positive outcomes. These include (1) greater 

satisfaction with the group experience; (2) higher levels of goal attainment by individual group 

members and the group as a whole; (3) greater commitment to the sponsoring organization; (4) 

increases in members‟ feelings of self-confidence, self-esteem, and personal adjustment; and (5) 

higher levels of meeting attendance and an increased length of participation. (Handbook of Social 

Work with Groups, 2004) 

 According to Hornday, (2014), cited in Banjo et al, (2015), the relationship between cohesion and 

performance is a dilemmatic issue for researchers, some conclude that cohesion and performance has 

a positive relationship, others, state that they have negative relationship. 

2.8. Leadership and group work 

Leader of a group has a significant role for group characteristics. He/she can influence members of a 

group by exercising legitimately sanctioned power. He/she can reward and punish members who 

don‟t go in line with directives orders, rules etc. (Gibson et al, 2012).  Leaders represent a group, and 

the individuals who protect the group‟s interests and provide the group‟s solidarity and affect the 

individuals and direct their activities by keeping them together (Saim et al, 2015). Depending on the 

leadership, the organization culture can be manipulated and it influence the way in which the people 

interacts. This culture has a negative or positive effect on employees in the organization (Brook and 

bate, 1994 cited in Salvadorian, 2013). A good leader focuses on engaging in conversations that 

create, take care of and initiate new commitments toward actions leading to common goals—

especially on conversations that secure effective cooperative action within an organization(Gibson et  

'al, 2012). 

2.9. Group work and employee performance 

According to Tazebachew, (2011) the role player of any organizational „performance is depend on 

employees. Performance is associated with what people achieve and how to achieve something As 

Bailey, (1990) cited in Assegai. (2016) “employee performance is a record of results produced in a 

specific job function or activity during a specific period associated with organization objectives”. 

Organizations don‟t become effective with the effort of a few individuals rather collective efforts of 

individuals are necessary to achieve organizational objectives.  
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The success of an organization largely depends on the quality of its employees which is measured by 

their performance. There are heterogeneities in the quality of employees in an organization, i.e. not 

all employees are equal in their working and they have different modes of working in that some have 

the highest capability regardless of the incentive while others may have an irregular tendency of 

working. If they are handled effectively, the result can be greater productivity and increased 

employee morale. (Mulatu Masresha, 2014)  

As stated by Pipas and Jaradat, (2012), “The individual‟s function in a group is very important to the 

group dynamics”. In todays and future‟s organizations there are challenges on awareness about the 

use of teams and groups. Some individuals have low group affiliation (Luthans, 2011). “There is no 

blue print for enhancing public sector efficiency”.one of the factor to improve public sector 

performance is appropriate human resource management practice (Curristine et al, 2007). 

2.10. Communication 

To be functional in the organization, there is a need of communication and interaction within and 

between groups. This help to direct and control the activity of group members in order to gain the 

group objectives done. Behaviors in a group are described and controlled through communication; 

face to face interpersonal communication is one of the facets of communication in the organization 

(Richard, 1976 cited in Ivanko, 2013). Real managers of an organization spend much of their time to 

routine communication, “one person influences another is by the behavior he performs”-effect or 

influence can be exist when there is an exchange of communication between people (Luthans, 2011). 

 As stated by Fisher, (1980) in Muda, Rafiki and Harahap, (2014). “Communication refers to the act, 

contact or double interacts among the individuals in delivering information, meanings and 

understanding”. Good coordination among teams in an organization comes in to being with effective 

communication. Without effective communication, organizations faced problems in their operation 

and damage among individuals is existed. ( Muda, Rafiki and Harahap,2014). 

   2.11. Group size  

One of the factors which largely affect the group processes is the size of the group. According to 

McMillan (2007) cited in Navratilova , (2009), as the size of the group increases, satisfaction of the 

group members increases up to a certain point. In other words, a group of 6 members has twice as 

many opportunities for interaction than a group of three people. However, beyond 10 or 12 

members, the satisfaction of the group members decreases since it is more difficult for members of 

large groups to participate, become actively involved and identify with one another.  
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The group size refers to the number of people that involve in full time work of the group to achieve 

group goal. The number of people participate in a group must be at least two. When the group is 

small, it is easy to share information and they can interact among group members having strong 

identification with the goals, where as in large groups, members lack personal contact and have less 

exchange of information (Ivanko, 2013).when groups is small in number, the group members 

become interdependent (Lewin, 1948 cited in Mahns, 2014).”There is no clear line between large 

and small groups” the difference between large and small group doesn‟t necessarily depend only the 

number of group members, it also depend on relatedness among the members. (Shaw, 1971 cited in 

Mahns, 2014).  

   2.12 Characteristics Effective groups 

“Effective groups are characterized as being dependable, making reliable connections between the 

parts, and targeting the direction and goals of the organization”. (Luthans, 2011).the following table 

clearly describes the difference between effective and ineffective groups 

   Table 2. Comparisons between effective and ineffective groups 

Effective Groups Ineffective Groups Effective Groups Ineffective Groups 

Interdependence is used in a positive way, so 

that 

Interdependence is used in a positive way, so 

that 

goals are achieved by the group that otherwise 

would 

goals are achieved by the group that otherwise 

would 

not be achievable. not be achievable. 

Interdependence is not used constructively; the Interdependence is not used constructively; the 

group does not achieve its goals easily or 

effectively. 

group does not achieve its goals easily or 

effectively. 

Goals are clarified and modified so that the best Goals are clarified and modified so that the best 

Structured controversy, in which members 

advocate 

Structured controversy, in which members 

advocate 

their views and challenge each other‟s 

information 

their views and challenge each other‟s 

information 

and reasoning, is seen as the key to high quality, and reasoning, is seen as the key to high quality, 

Source: www.minneapolismn.gov 
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  2.13. Improving group effectiveness 

When the groups achieves the desired group goal and help to meet satisfaction for the group member 

refers to effective group .effective groups are influenced by the contextual and internal factors. 

    Contextual factors or   „givens' 

Contextual factors; are also called givens are factors that need negotiation with other peoples in the 

organization these includes size and composition of the group, nature of the task, Resources and 

support external recognition, 

Group size-the size of the group affects effectiveness of the group. When the group is large, the 

greater the diversity of skills and knowledge is achieved. But, individuals will have less opportunity 

to participate and influence proceedings. As a group increases beyond, say, ten or twelve people it 

may become less effective proceedings. Research shows that a group of between five and seven 

people is best to achieve the range of expertise and skills required. 

Group composition-Groups may be homogeneous or heterogeneous. Homogeneous groups share 

similar values and beliefs, tend to produce higher member satisfaction and less conflict but this led to 

low creativity and higher challenge for conformity. Contrary to this Heterogeneous experience 

greater conflict but have the potential for greater creativity and innovation. More over their decisions 

are also more likely to be widely accepted within the organization. 

The nature of the task- in organizations many tasks are performed in group. But, tasks vary in their 

nature. Some may be complex that needs others support while others are clear and unambiguous, 

employees‟ can perform more quickly than one that is given an open-ended and ambiguous task 

Resources and support to perform group activities effectively resources are necessary. But lack of 

the required resource for group discourages the group‟s effectiveness. 

External recognition: there is a need of encouraging group works; groups that have significance and 

value to the organization need to be motivated to increase their productivity and morale .in addition 

their work should be shared with the rest of the organization. 

Internal or intervening factors 

The second group of factors is internal or intervening factors are factors that are under the immediate 

control of the group itself. They include leadership, task and maintenance functions, interaction 

patterns, motivation and group development. 
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Leadership- the method of leading groups needs to be appropriate to be acceptable and perform well 

in the organization. 

Task functions- even though, the nature of the task varies specifically, groups shares a common 

understanding of the task in hand, problem solving, initiating structures to enable the task to be 

attained, and controlling the activities of a group to achieve its goal. Some common task functions 

are Proposing/initiating, building, diagnosing, giving and seeking information, evaluating and 

decision making 

Maintenance functions help to provide conducive environment in which people feel they can work 

together productively, morally and harmoniously. Some common maintenance functions are gate-

keeping, encouraging, conflict resolution, giving feedback, dealing with feelings and Looking after 

physical needs. 

Interaction patterns 

Another factor that the group itself can control is the pattern of interaction or communication 

between members. The most common patterns are wheel and all channeled pattern.  

In the „wheel‟ pattern all communication in the group is channeled through one person, usually the 

manager or leader of the group. In the „all-channel‟ pattern, anyone can communicate directly with 

anyone else in the group. 

Motivation 

One of the internal factors is motivations that help in group work and there are certain aspects that 

need to be stressed here in relation to groups: 

1. Motivation is more than satisfaction, which is one possible outcome of groups. Lack of 

satisfaction can lead to absenteeism and turnover of members. But a satisfied group is not necessarily 

a productive group. 

2. Knowledge of expected results, together with a belief that what is expected is realistic, will help to 

motivate the individuals in a group. 

Information on how performance actually compares with expectations is also required. These factors 

are as vital to the motivation of groups as they are for individuals. 

3. Motivation by involving people in decisions affecting the group will only work if the group and 

the task are important enough to the individual to justify acceptance of additional responsibility and 

any other costs. 
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4. Perhaps the most important aspect of motivation in groups is a mission or set of goals that is 

highly valued by the group‟s members. In the absence of such a mission, group members are more 

likely to put their own individual goals and interests. (http://www.open.edu/openlearn)    

2.14. Conceptual framework 

In this research, dependent and independent variables will be discussed. This research deals with the 

association between group work and employee performance. In this study employee performance is a 

dependent variable and group work is independent variable having the group cohesiveness, 

groupthink, group leadership, group communication and group size as independent variables that will 

be discussed in the group work. So, the researcher will examine the impact of the independent 

variables (cohesiveness, groupthink, group leadership, group communication and group size) on 

dependent variable, employees‟ performance, measured using employees‟ efficiency; 

                          Figure 3.dependent and independent variables 

       Independent Variable                                                   Dependent Variable 
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                        CHAPTER THREE 

                 3, Research Methodology 

Methodology is the heart of the research that indicates how we know and what we know (Adams et 

al, 2007). Moreover Biber and Nagy, (2010), state that the tie between the research problems with 

particular method(s) comes into being due to methodology. Therefore, methodology is important for 

the research work as a guide line. This research was followed a mixed research method, both 

qualitative and quantitative. It allows the researcher to gain a fuller understanding of the research 

problem and/or to clarify a given research result (Biber, and Nagy. 2010). Therefore, mixed research 

method allows including qualitative and quantitative issues to be addressed. 

The required data was collected by employing document review, semi structured interview and 

questionnaire in a cross sectional way, collect data once at a time. These data collection instruments 

distributed by using purposive sampling for interviews and stratified random sampling for 

questionnaires. 
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 3.1, Description of the study area 

This research was conducted in Amhara region,south wollo zone,Amhara Sayint woreda 

administrative pool. Amhara Sayint woreda is one of 24 woredas in south wollo Zone of the Amhara 

national regional states. This woreda has four pools having 29 sectors. From this Amhara Sayint 

woreda administrative pool is one of the pool having 14 sectors that provide services to the society 

under the supervision of Amhara Sayint woreda civil service office (Amhara Sayint woreda civil 

service, 2018).  

Figure 4.Map of the study area 

 

www.Adminstrative region, zone and woreda map of Amhara.com 

Figure 5.Map of the study area   

                                                                                                                                                                                                                     

3.2. Research design 

This research used both qualitative and quantitative (mixed) method) by employing descriptive 

research method and data was collected by using document review, semi structured interview and 

questionnaires. Descriptive and inferential research methods were employed on the assumption that it 
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would help to gather an adequate data related to the problem under the study. The reason why the 

research was adopted both quantitative and qualitative research method was to answer the research 

question. Qualitative approach helps to understand the problem and to generalize based on that 

finding. Quantitative research approach was employed to analyze the statistical data by using 

percentage, frequency, tables, bar graph and pie charts. Descriptive statistics was employed to 

describe the existing situation of study variables, whereas inferential statistics have been used to 

show the correlation of group work and employee performance.   

3.3. Dependent and Independent variables 

This research deals with two types of variables. They are dependent and independent variables. In this 

research the independent variable is the group work having its own determinant factors such as cohesiveness, 

groupthink, leadership, communication and group size, while the dependent variable is the employee‟s 

performance. The performance of employees measured by efficiency, so the average five year efficiency of 

employees of the public sectors have taken as the value of the dependent variable. And the value of 

independent variables has been collected through questionnaire from the selected employees of the Amhara 

sayint woreda public sectors, administrative pool simultaneously. 

                   Table 3. Dependent and independent variables 

Independent variables Dependent variable 

Cohesiveness Employees‟ performance (efficiency) 

Groupthink  

Group leadership  

Communication  

Group size  

3.4 Target population 

This research was included public sector employees of Amhara Sayint woreda administrative pool. 

In Amhara Sayint woreda administrative pool, there are fourteen sectors. The target population was 

the formal groups of Amhara Sayint woreda administrative pool which were arranged in 36 

departments (development group) and 20 quality circles, a total of 66 formal groups having 219 

employees and 14 head officers, a total of 233 employees. The quality circles were groups arranged 

by civil service directives in which departments that have less than three employees merge together 

and form quality circle.  
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3.5 Sample size determination 

Determining the sample size for a study is a vital component of study design. The goal is to include 

sufficient and representative numbers of subjects so that statistically significant results can be 

detected. Accordingly, the sample size determination formula is (Cochran, 1977). 

   
   ⁄

   

  
   

              

      
      

 Since    > 0.05*N the sample size becomes:-  

  
  

       ⁄
 =  

   

          ⁄
     

The final sample size of the study with non-response rate is 136.  

3.6. Source of data 

                          Figure 6. Source of data 

 

The researcher was focused on both primary and secondary data. The primary data was collected 

from employees and head officers, this was important to know their attitudes on groups and its 

influence on their service provision. Moreover, secondary data was collected from journal articles, 

books, thesis, dissertations, websites, performance reports and directives. These were important to 

support the primary data. 

  

•.Questionnaires 

•interview with head officers  
Primary sources 

of data 

•journal articls 

•books 

•thesis  

•desertations 

•performance reports and directives 

•website 

Secondary 
sources of data 
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3.7. Methods of data collection 

To make the research comprehensive, primary and secondary data was collected. The primary data 

was collected through semi structured interview and questionnaire. The questionnaires were used 

likert scale which ranges from 5 for high value to 1 for lowest values and open ended questions. 

Annual efficiency of employees was taken from public sectors as secondary data. So the standard 

questionnaires have been distributed through the randomly selected employees of the public sectors.  

Interview was also employed to collect data from head officers. This helps to avoid bias due to its 

flexible nature. Finally the efficiency of employees with their corresponding group work factors from 

the questionnaire has taken as sample data of the study. 

3.8. Validity of data collection instruments 

Checking the validity and reliability of data collecting instruments before providing for the actual 

study subject is the core to assure the quality of the data. To ensure validity of instruments, the 

instruments were developed under close guidance of my advisors, “Validity describes the extent to 

which we measure what we intends to measure” (Colton and Covert. 2007).the researcher tried to 

make the research valid by raising representative data collection instruments and by taking 

appropriate sample.  

3.9. Reliability of measurement 

Reliability is the extent to which data collection instrument provides the same result at a given time 

or over a period of time. (Colton and Covert.2007).so reliability assures the stability and 

dependability of data collection instruments. To measure the reliability of this research, the 

researcher was used crombach alpha. Reliability coefficient of .70 or higher is considered 

"acceptable" (Garth, 2008). Table 4 indicates a reliability coefficient above 0.70, which is 

acceptable. To increase the reliability and check the respondents‟ consistency the researcher was 

developed positive and negative questionnaires on the same concept and the researcher was 

distributed five questionnaires to five administrative pool employees purposively. After the 

dispatched questionnaires were returned, necessary modifications on items and the complete removal 

and replacement of unclear questions were made. More over the researcher was distributed the 

questionnaire with head officer of civil service who usually makes supervision in Amhara Sayint 

woreda administrative pools, so that they due attention for the questionnaires and semi structured 

interview was used for triangulation.                                                                                
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3.10. Methods of Analysis  

3.10.1 Correlation Analysis 

The Bivariate Correlations procedure computes Pearson's correlation coefficient, with its 

significance levels. Correlations measure how variables or rank orders are related. Pearson's 

correlation coefficient is a measure of linear association. Two variables can be perfectly related, but 

if the relationship is not linear, Pearson's correlation coefficient is not an appropriate statistic for 

measuring their association. This model needs continuous variable and it is used to examine the 

bivariate association of employees‟ performance and the set of predictor variables. 

3.10.2. Multiple linear Regressions 

Multiple linear regressions explain the relationship between two or more independent variables and a 

response variable by fitting linear equation. 

The general formula for multiple linear regression models of p-explanatory variables is defined to be:  

Yi =  O +   1X2 +  2X2 +  3X3 +...................+  pXP +  i 

Where Yi              dependent variable (employees‟ performance) 

 X'S                independent variables  

 o                    is constant  parameter 

 's                      are coefficient parameters  

 i                        residual  due to measurement error  

 

II    Assumptions of multiple linear regressions 

1. Var(  ) =δ
2
, the error term should have constant variance (homoscedasticity) 

2. The error term is independently and identically distributed random variable having normal      

distributed with mean 0 and variance δ
2  

i.e it distribute N (0, δ
2
)   

3.    X‟s -are independent (no Multi co linearity) each other. 

4.     Explanatory variables and error term are uncorrelated. 

5.   There is no autocorrelation between error terms. 
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Assumption checking of multiple linear regressions 

 Linearity can be checked by drawing the scatter plot of response variable versus fitted value. To 

attain linearity the pattern of the plot must be approximately linear. 

 Normality can be checked by drawing histogram and pp-plot, if the distribution of error terms 

under histogram is approximately normal (bell shaped), and the distribution of points in pp- plot 

lays around the straight line normality is attained otherwise it is violated 

 Constant variance can be checked drawing the scatter plot of standardize residual versus fitted 

value the scatteredness of points in the plot must be random, it shouldn‟t show any pattern. 

 Absence of Multi co linearity can be checked by using bivariate correlation analysis and 

variance inflation factor (VIF), the value of Pearson correlation in bivariate correlation analysis is 

less than 0.5 and the value of VIF is less than 10 the assumption of absence of Multi co linearity 

is satisfied otherwise it is violated. 

Estimation of Model Parameters 

 The most popular method of estimating the multiple linear regression parameters (β) is least square 

method. Least squares method is a method that obtains an estimate of β which minimizes the sum of 

square deviation of the observed values of the dependent variable (Y) from its function E(Y) = X β.  

Hypothesis testing 

1. Test of overall model parameter  

  The overall goodness of the model (the model is not significant) vs H1: at least one different from 

zero (the model is significant) 

     Step 2:  Specify α level of significant                        

 Step3: Test statistics 

fcal = MSR/MSRES,   where MSR=the regression mean square with p-1 degree of  freedom,        

MSE=mean square of error with n-p degree of freedom, 

Step 4: Decision: If fcal>ftab or p value <α then Ho will be rejected at a given significance level.    

Step 5: give conclusion based on the above decision. 

    2.  Test of individual parameter  

  Step 1:  Ho: βi=0 vs. H1:ßi≠0. i=1,2,3………p 

Or Ho: the variable has no significant effect on the response variable  
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   H1: the variable has a significant effect on the response variable  

    Step 2:  Specify α level of significant                         

   Step3:  Test statistics  

 For Small sample (n<30), 

     Step 4:     Decision tcal>ttab
n-p

 or p value <α, then reject Ho at a given significant level (α) 

 Step 5: give conclusion based on the above decision. 
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                         CHAPTER FOUR 

                    RESULT AND DISCUSSION  

              4.1. Introduction 

In this part of the research, the collected data through questionnaire and semi structured interview 

were analyzed and interpreted by using statistical package for social science (SPSS version 20). The 

main objective of the study is to examine the impact of group work on employee performance in 

public sectors of Amhara Sayint woreda administrative pools. To achieve the objective of the study, 

a sample of 136 employees have taken and both descriptive and inferential statistics have been 

employed. Descriptive statistics have been used to summarize the characteristics of variables under 

the study, whereas inferential statistics like; correlation and regression analysis have been used to 

examine the relationship of employee performance with different group work factors. 

4.2. Descriptive analysis 

It is a preliminary analysis of any survey, which is used to describe the existing situation of study variables 

before the main inferential statistics have been conducted. Frequency table, summary statistics, bar chart and 

pie charts have been used to summarize the characteristics of variables under the study. 

 Table 4. Frequency distribution for demographic variables 

Variables  Categories  Frequency Percent 

Sex  male 99 72.8 

female 37 27.2 

Age of Respondents 25-35 67 49.3 

35-45 39 28.7 

45-55 18 13.2 

above 55 12 8.8 

Educational level of 

respondents 

master 5 3.7 

degree 107 78.7 

diploma 24 17.6 

Education program 

of respondents 

regular 83 61.0 

extension 8 5.9 

distance 43 31.6 

summer 2 1.5 
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Work experience of 

the respondents 

0-5 34 25.0 

5-10 55 40.4 

10-15 20 14.7 

15-20 16 11.8 

above 20 11 8.1 

Source: survey data, 2010 e.c 

Figure 7. Sex of Respondents 

 

Source: survey data, 2010 e.c 

Table 4 and figure 7 above shows that about 72.8% of the total sampled respondents are male and the 

remaining 27.2% of them are male respondents. This shows most of the respondents are male, and this also 

shows there is gender gap in the sectors. The proportion of male to female is around 25 percent which shows 

females are dominated in number with in the sectors. 
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  Figure 8. Age of Respondents 

 

 

Source: survey data, 2010 e.c 

As it has shown in table 4 as well as in the bar chart of age of respondents, .the majority of 

respondents were included from the age of 25-35 which represent 49.3% .next to this, many 

respondents were in the age of 35-45, which accounts 28.7%. the third inclusive age level were 45-

55 that show 13.3%, and the rest 8.8% of the respondents were at the age of 55-65 years. from this 

data the researcher understood, in Amhara Sayint woreda administrative pool majority of the 

employees  are adults therefore ,the employees are at  a good position to accomplish tasks and 

adaptive to changes or transformation. Moreover retirement is not current problem in this pool.  

              Figure 9. Educational level of respondents 
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Source: survey data, 2010 e.c 

Pie chart (figure, 9) of educational level of respondents shows that, about 78.68% of the respondents 

have first degree level of education, 17.65% of them have diploma level of education and the rest 

3.68% of the respondents have master‟s degree level of education. This data shows that majority of 

the employees have the same education level. Most of the employees were degree holders. This helps 

to have good understanding on change issues. This also helps to generate more diversified 

outstanding ideas under the team work of employees of the sectors. 

Figure 10. Work experience of respondents  

 

 

The above bar chart (figure, 10) of work experience revealed that majority of the respondents has 5-

10 years that accounts 40.44%. The second dominant age group of respondents is 0-5 years. 

Consecutively the result shows the respondents have 10-15, 15-20 and above 20 years of work 

experience.  This results match with result of age of respondents above, this also shows most of the 

respondents are young and having better performance to moving here and there to achieve the 

mission and vision of public sectors.                    
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Table 5. Summary Statistics for computed study variables 

Variables  N Minimum Maximum Mean Std. Deviation 

performance of employees 136 3.42 4.50 3.7897 .20015 

group cohesiveness factor 136 3.25 4.75 3.7999 .24680 

groupthink factor 136 1.80 4.20 3.3603 .53101 

group leadership factor 136 2.83 4.67 3.8827 .28614 

communication factor 136 3.45 4.62 3.8610 .25893 

group size factor 136 3.00 4.67 3.8039 .24153 

Source: survey data, 2010 e.c 

Table 5 shows the summary statistics of computed dependent and independent variables of the study; 

from the table it is evident that the average performance (efficiency) of employees of the sectors is 

3.7897. The minimum and maximum efficiency of employees is 3.42 and 4.5 respectively. This 

shows the performance of the employees is not such interested that is why, it is important to study 

factors affecting performance of employees of the sectors. This result was improved by the result of 

correlation and regression analysis below. 

Summary statistics for different group work factors have also shown in table 5. The result revealed 

that the average group cohesiveness with minimum of 3.25 and maximum of 4.75 is 3.7999. 

Cohesiveness is very important in order to enhance the performance of employees through intimate 

discussion and dialogs. If the group member of the team becomes interactive and can express their 

idea freely, new and outstanding ideas can be raised by team members, which enhance the 

performance of the group as well as the performance of each group members. This result was 

improved by the result of correlation and regression analysis. 

Group leadership factors also have an effect on the performance of employees, the result stated that 

the average effect of group leadership factors with minimum of 2.83 and maximum of 4.67 is 3.8827. 

Group leadership plays a significant role on the successful accomplishment of the group as well as 

individual employee in the sector. The group leaders of the team should be role model for the team 

members in order to enhance the performance of the employees. The effect of leadership on 

performance of employees has been well shown on the inferential part of the study. 

The size of group members also has an effect on the performance of the group as well as 

performance of individual employee in the sector. The summary statistics of the effect of group size 

factor shows that the average influence of group size with minimum of 3 and maximum of 4.67 is 

3.8039. When the number of group members increase more diversified ideas can be raised and that is 
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used as input in order to enhance the performance of the employees in the sectors. Similarly the 

effects of groupthink factor and communication factors have been shown in table 5 above. 

4.3 Inferential Result of the Study 

It is the advanced type of statistical analysis, which shows the correlation of variables under the 

study. Basically regression and correlation have been used to examine the effect of different group 

work factors on employee performance of public sectors of Amhara Sayint woreda administrative 

pool. The descriptive statistics displayed above have been supported by the inferential statistics 

below. 

4.3.1. Bivariate Correlation Analysis 

Bivariate correlation analysis shows the effect of each predictor variable on the response variable. 

The correlation coefficients for each pair of study variables have been calculated. If the correlation 

value is greater than 0.5, there is a significant correlation between the variables and its significance 

can be shown by using the significance level or the so called p-value. 

Table 6 below shows the bivariate association of the computed variables under the study. From the 

result of correlation there is a clear indication of strong association between employee performance 

and the set computed group work factors.  

The correlation analysis of each group work factors with that of employee performance shows that 

all group work factors have a significant effect on the performance of employees. That is group 

cohesiveness, group size, leadership, groupthink and group communication have a significant effect 

on the performance of employees. The Pearson correlation statistics shows that group cohesiveness, 

group size and leadership have strong association with performance of employees, whereas 

groupthink and group communication have moderate association with that of performance of 

employees. 

The result shows that when cohesiveness of group members becomes stronger, they can freely 

express their constructive ideas that can be used as for the successful accomplishment of the group as 

well as for individual members. Friendly relationship of group members increases the performance 

of employees. This result is similar to the result of Forsyth (2014) which states that “group cohesion 

is the solidarity or unity of a group resulting from the development of strong and mutual 

interpersonal bonds among members and group level forces that unify the group increase 

performance of employees”  

Group size also has a significant association with that of employee‟s performance. When the number 

of group members increase more diversified and digested ideas will be developed, these ideas 

becomes implemented and the performance of the group as well as the performance of individual 
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will be increase. Large group size also helps the employees to gain more experience from their 

coworkers that enhance the performance of individual employee performance of the sectors. When 

the number of group members increase they can simply share the vision of the public sectors that 

leads the sectors as well as employees performs better than small number of employees. This finding 

supports the result of Ivanko (2013), which states that “group size has positive impact on employees‟ 

performance by providing strong identification with the group and its goals that led to motivation, 

commitment and higher level of satisfaction. 

Bivariate correlation analysis result also shows that group leadership plays a significant role on 

performance of employees. Leaders having good leading skill and well behaved can be role model 

for his/her followers, this can positively influences the individual performance of employees. If 

group leaders are committed to apply different changing activities of the government like, BSC, BPR 

and kaizen he/she can simply improve the performance of employees of the sectors. There for from 

the result of the study it can be concluded that group leadership has a positive effect on the 

performance of employees. This finding supports the finding of Gibson, et‟al (2012) which states 

that “leader of a group has a significant role for group characteristics. He/she can influence members 

of a group by exercising legitimately sanctioned power. 

   Table 6. Correlation 

Study 

Variables  

Statistical 

Measures 

performan

ce of 

employees 

group 

cohesiven

ess factor 

groupthin

k factor 

group 

leadership 

factor 

commu

nication 

factor 

group 

size 

factor 

performance 

of employees 

Pearson 

Correlation 

1 .595
**

 -.178
*
 .562

**
 .429

**
 .724

**
 

Sig. (2-

tailed) 

 .000 .038 .000 .000 .000 

group 

cohesiveness 

factor 

Pearson 

Correlation 

.595
**

 1 -.039 .229
**

 .436
**

 .496
**

 

Sig. (2-

tailed) 

.000  .656 .007 .000 .000 

groupthink 

factor 

Pearson 

Correlation 

-.178
*
 -.039 1 .057 -.161 -.108 

Sig. (2-

tailed) 

.038 .656  .513 .061 .209 

group 

leadership 

Pearson 

Correlation 

.562
**

 .229
**

 .057 1 .077 .324
**
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factor Sig. (2-

tailed) 

.000 .007 .513  .373 .000 

communicati

on factor 

Pearson 

Correlation 

.429
**

 .436
**

 -.161 .077 1 .399
**

 

Sig. (2-

tailed) 

.000 .000 .061 .373  .000 

group size 

factor 

Pearson 

Correlation 

.724
**

 .496
**

 -.108 .324
**

 .399
**

 1 

Sig. (2-

tailed) 

.000 .000 .209 .000 .000  

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

*. Correlation is significant at the 0.05 level (2-tailed). 

 Source: survey data, 2010 e.c 

4.3.2 Multiple Linear Regressions  

The main problem with any bivariate approach is that it ignores the possibility that a collection of 

variables, each of which is weakly associated with the outcome, can become an important predictor 

of the outcome when taken together (Hosmer and Lemeshow, 2000).  Multiple linear regression is 

commonly used statistical tools appropriate for continuous response variable. The model contains 

one continuous dependent and two or more than two independent variables. It has distributional 

assumptions and these assumptions have been tested in SPSS. 

Testing assumption of regression analysis 

Linearity: the relationship between the dependent and independent variable should be linear with 

respect to their parameter, this can be checked by the scatter plot of dependent variable versus 

standardize predicted.  As it has indicated below, the plot shows that there is approximately linear 

relationship between employee performance and the set of predictor variables represented by 

standardized predicted value. 
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Source: survey data, 2010 e.c 

Normality: the second assumption of regression analysis is error terms must be normally distributed 

with mean zero and constant variance. This can be checked by histogram or pp-plot. To attain this 

assumption the histogram should be approximately normal or it must be bell shaped distribution. 

And the distribution of points should be lies around the 45 degree straight line in the pp-plot. As it 

has shown below both graphs attain the assumption of normality.  
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Constant variance (homoscedasticity): the third assumption of multiple linear regression is error 

assumption that is error terms should have a constant variance, if this assumption is violated there is 

a problem of hetroscedasticity, which is a series problem of data should be treated before analysis. 

This can be checked by drawing the scatter plot of standardize residual versus standardize predicted 

value. To attain this assumption the distribution or the scatteredness of the point on the graph should 

be random. As it have indicated below the distribution of points has not any pattern which is random, 

so the assumption of constant variance was attained.  

 

Absence of Multi co linearity: the predictor variables in the model should not be linearly correlate 

with each other; if this happens there is a problem of Multi co linearity which is also a series problem 

of data should be treated before analysis to get a reasonable result. This can be checked by 

illustrating variance inflation factor (VIF); to attain this assumption the value of VIF should be less 
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than ten. As it has been indicated in the following table7, the value of VIF is much less than ten, so 

the assumption of absence of Multi co linearity was attained. 

 Table 7. Test of multi collinearly 

Co linearity Statistics 

Independent variables Tolerance VIF 

Group cohesiveness factor .677 1.477 

Group thinking factor .961 1.040 

Group leadership factor .875 1.142 

Communication factor .746 1.341 

Group size factor .658 1.519 

Source: survey data, 2010 e.c 

Test of Reliability of Data 

Table 8. Reliability statistics 

Cronbach's Alpha N of Items 

.752 136 

Source: survey data, 2010 e.c 

Since the value of Cronbach‟s Alpha is greater than 0.6 we can conclude that the data used for this 

study is reliable enough. 

Basic Outputs of Multiple Linear Regression Model  

Multiple linear regressions have three basic outputs namely; model summary, ANOVA and 

coefficient tables. Statistical interpretation and discussion for each output have given below.  

Table 9. Model summary table 

Mode

l 

R R Square Adjusted R 

Square 

Std. Error of 

the Estimate 

Durbin-

Watson 

1 .854 .729 .719 .10608 1.346 

Source: survey data, 2010 e.c 
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 The model summary table above shows whether the selected model (regression analysis) is 

adequately fit the study data or not. This can be measured by adjusted R Square which shows the 

degree of explanation of the dependent variable by the model. The result reveals that about 86.6% of 

the variability in employee‟s performance is explained by the set of different group work factors in 

the model. This indicates that multiple linear regression analysis is adequate to fit the data and the 

model is said to be good model. 

Table 10. ANOVA Table (F-test) 

 

Source: survey data, 2010 e.c 

Analysis of variance (F-test), Table 10, part of regression analysis, shows that the overall model is 

significant or not. The significance level in the above table reveals that the regression model is 

highly significance to fit the data and the cumulative effect of the set of group work factors on the 

employee‟s performance is highly significance, but it doesn‟t show which predictor variable make 

the model significance, which can be examined by the coefficient table (t-test) below. 

 Table 11. Coefficient table (t-test) 

Variables  Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

(Constant) .538 .209  2.574 .011 

group cohesiveness 

factor 

.204 .045 .251 4.529 .000 

group thinking factor -.048 .018 -.126 -2.717 .007 

group leadership 

factor 

.255 .034 .365 7.491 .000 

communication factor .077 .041 .100 1.892 .061 

group size factor .354 .047 .428 7.606 .000 

Source: survey data, 2010 e.c 

The coefficient table or t-test of regression analysis (table, 11), shows the effect of each predictor 

variable on the response variable. This result considers the interaction effect of independent variables 

what the correlation analysis doesn‟t consider it. So variable with high bivariate correlation may not 

Source of 

variation 

Sum of 

Squares 

df Mean Square F Sig. 

Regression 3.945 5 .789 70.107 .000
a
 

Residual 1.463 130 .011   

Total 5.408 135    
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have significant effect on the dependent variable and vice versa. That is why it is important to 

refitting the relationships of dependent and independent variables through regression analysis, which 

shows the real effect of each predictor variable on the dependent variable. Referring significance 

level of each predictor variables shows that group cohesiveness, group size, group leadership and 

groupthink have significant effect on employee performance of the sectors. Similar with the result of 

bivariate correlation analysis group cohesiveness, group size and group leadership are highly 

significant. That means these variables have undue positive influence on the performance of 

employees.  

The fitted multiple linear regression equation is given by: 

Yi =                                                   ,  

Where Yi is the employee performance and X1 is group cohesiveness, X2 is groupthink, X3 is group 

leadership, X4 is group communication and X5 is group size factors. 

 Separate analysis of each predictor variable shows that group cohesiveness is highly significant with 

β = 0.251 and p = 0.000. This shows that when the interaction of employees increased by one unit 

the efficiency or performance of employees increase by 0.251 amount on its measuring unit. 

Similarly leadership and group size factors have high positive effect on the performance of 

employees. As it has been discuss in correlation analysis above the same discussion for each 

significant independent variable can be conducted. The results of interview part also support and 

explain more about on the effectiveness of group work; the summarized response of interview 

session states that; 

“The most common challenges of group work are: Negative attitude towards group work, Social 

loafing problem (not perform at full capacity), Dominance by few members, externalize problems 

during performance appraisal, disagreement or conflict among group members not accept group 

work as means of problem solving alternative and Lack of quick decision.” 
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                                      CHAPTER 5 

  CONCLUSION AND RECOMMENDATION 

                           5.1 CONCLUSION 

The main objective of the study is to examine the impact of group work on employee performance in 

public sectors of Amhara Sayint woreda administrative pools. To achieve the objective of the study 

both descriptive and inferential statistics have been employed. The result of descriptive statistics 

shows that the average performance (efficiency) of employees of the sectors is 3.7897 and it has 

minimum of 3.42 and maximum of 4.5. 

From bivariate association and regression analysis of employee performance and the set of group 

work factors it is evident that group cohesiveness, group size, group leadership have very significant 

effect on the performance of employees of public sectors of Amhara Sayint woreda administrative 

pools, whereas groupthink and group communication have moderate relationship with that of 

employee performance. 

Separate analysis of each factors shows that when cohesiveness of group members becomes stronger, 

they can freely express their constructive ideas that can be used as for the successful accomplishment 

of the group as well as for individual members. Friendly relationship of group members and sharing 

the vision of the sector in unity enhance the performance of employees.  

Leaders having good leading skill and well behaved can be role model for his/her followers, this can 

positively influences the individual performance of employees. If group leaders are committed to 

apply different changing activities of the government like, BSC, BPR and kaizen he/she can simply 

improve the performance of employees of the sectors. Therefore, from the result of the study it can 

be concluded that group leadership has a positive effect on the performance of employees. 

When the number of group members increase more diversified and digested ideas will be developed, 

these ideas becomes implemented and the performance of the group as well as the performance of 

individual will be increase. Reasonable group size also helps the employees to gain more experience 

from their coworkers that enhance the performance of individual employee of the sectors. In contrary 

to this too much group size leads disagreement or conflict among group member and it is difficult to 

manage the group. So the survey result as well as interview session shows that there should be 

reasonable group size for successful accomplishment of the group as well as the sectors. 
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From the interview part of the study it is evident that the common challenges of group work were 

disagreement or conflict among group members, negative attitude towards group work, social 

loafing, dominance by few members, externalizing problems during performance appraisal, not 

accept group work as means of problem solving alternative and Lack of quick group decision.  

  



43 
 

5.2. RECOMMENDATION 

Based on the finding of the study the following possible endorsements have been forwarded. 

So Amhara Sayint administrative pool should solve disagreements and give emphasis to group 

cohesiveness. 

 Since group cohesiveness has a significant effect on employee performance, the public sectors 

should have taken the commitment of increasing cohesiveness of employee through different 

mechanism. informal social interaction like celebrating special days as staff members, visiting tour, 

friendly interaction in and out of the working place increases the cohesiveness of employees as a 

result performance of employees have been improved.  

 In group work, few members of a group dominate other members. This affects the other member‟s 

participation. Not only dominance being quiet also affects Amhara Sayint administrative pool employees‟ 

performance hence, this pool should solve and encourage by giving equal chance for all members by 

employing group dynamics techniques, such as Listing, censoring, Stacking and equalizing participation. 

 Therefore the data shows that the Amhara Sayint administrative pool employees do not have good 

outlook on group work .so the pool should create awareness about the effectiveness of group work 

and build good image by giving recognition for group effort. 

 Group leadership has also undue influence on the performance of employees, so the representation of 

group leaders should be merit based and the leaders should be role model for their followers in 

general. 

 From the result of the study too high and too low group size accounts for ineffectiveness of group 

work. So there should be reasonable group size representation for successful accomplishment of the 

group as well as the sectors. 

 As interviewer and respondents expressed in Amhara Sayint administrative pool group work faced 

disagreement, and conflict, bad attitude to group works, social loafing, delay in decision, 

externalizing self-problems and not using as means of solving problems, therefore Amhara Sayint 

administrative pool should: 

 Solve disagreement and  conflict immediately by using traditional methods and through the pool‟s 

structure 

 Minimize social loafing by giving collective responsibility to develop the habit of working together 

follow up continuously. 

 Create awareness on group by a linking with promotion and other benefits. 

 During performance appraisal, most employees‟ of Amhara Sayint administrative pool externalized 

their weakness, so Amhara Sayint administrative pool should build a good commitment by the 

employees to take their own responsibility. 
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                                   APPENDIX A Questionnaires  

Debre Berhan University 

Department of management (MBA Program) 

Instruction: Read the following questionnaires patiently. This study will use only for academic 

purpose. The researcher will keep confidentiality of information. There is no correct or wrong 

response. No need of writing your name. Please use “X” or “√” mark on the space provided for your 

agreed response. 

               For your cooperation thank you in advance 

    1. Personal information 

1 sex: male                  female         

2. Age: 18-25           25-35years            35-45years          45-55years         55-65years           above   

65years 

3. Level of education: master         degree          diploma           if any other------------ 

4. Experience: 0-5 years         5-10 years        10-15 years         15-20 years        above 20 years  

2. Questionnaires on impact of group dynamics on employees‟ performance in case of Amhara 

Sayint woreda administrative pool. 

A 

 

Questionnaires regarding  cohesiveness 

S
tr

o
n
g
ly

 a
g
re

e 

A
g
re

e 

C
an

‟t
 d

ec
id

e 

D
is

ag
re

e 

S
tr

o
n
g
ly

 d
is

ag
re

e 

5 4 3 2 1 

1 Face to face interaction of group members increases good 

relation among members 

     

2 group cohesiveness increases with group dynamics      

3 Working in group of low cohesive group has negative 

impact on employee performance 

     

4 There is strong relationship between cohesiveness and 

employees‟ performance 
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B Questionnaires regarding groupthink      

1 Working in group facilitate the groupthink on decision 

making 

     

2 Group decision is important to minimize risky decisions 

than individual decision 

     

3 Making group decision with high cohesive group results in 

groupthink  

     

4 Risky decision is common in group decisions      

5 In group decisions all possible alternative solutions are  

addressed 

     

C Questionnaires regarding group leadership      

1 Group leadership don‟t have an impact on employees‟ 

performance 

     

2 Having good leadership with high cohesive group has a 

positive effect on performance 

     

3 Group leadership style don‟t have impact on employees‟ 

performance 

     

4 The style of group leadership has a significant impact on 

employees‟ performance 

     

5 Having poor leadership with low cohesive group has 

negative effect on employees‟ performance 

     

6 Group leadership significantly affects the functioning of 

group dynamics 

     

D Questionnaires regarding group communication      

1 Good group communication has a positive impact on group 

dynamics 

     

2 Poor intra communication discourages employees‟ 

performance 

     

3 Intragroup behaviors can be directed and controlled 

through communication 

     

4  communication strengthen the employees‟ performance      

5 Working with face to face interaction doesn‟t have impact 

on employees‟ performance. 

     

6 Dominance of members by a few affects employee 

performance 
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                  Open ended questionnaires 

1. Do you believe that group dynamics affects employees‟ performance?-------------------------------------

-------------------------------------------------------------------------------------------------------------------------

-----------------------------------------------------------------------------------------------------  

2. If your answer is yes for question 1 how it affects?-------------------------------------------------------------

-------------------------------------------------------------------------------------------------------------------- 

3. To increase employees‟ performance, what kinds of group dynamics techniques are being in use in 

your sector? ----------------------------------------------------------------------------------------------------------

-------------------------------------------------------------------------------------------------------------------------

------------------------------------------------------------------ 

4. From question 3 Which of them are used commonly?---------------------------------------------------------

-------------------------------------------------------------------------------------------------------------------------

-------------------------------------------------------------------------------------------- 

5. What are the challenges you face when you perform tasks in group?----------------------------------------

-------------------------------------------------------------------------------------------------------------------------

--------------------------------------------------------------------------------------------------------------- 

6.  From the above question which challenge common?----------------------------------------------------------

-------------------------------------------------------------------------------------------------------------------------

--------------------------------------------------------------------------------------------------------------- 

7  Being quiet in group dynamics affects employee 

performance 

     

8 Good interaction in group dynamics has strong impact on 

employees‟ performance. 

     

E Questionnaires regarding group size      

1 Small group size has a positive impact on employees‟ 

performance 

     

2 Group size  has an impact on employees‟ performance      

3 Large group size has a positive impact on employees‟ 

performance. 

     

F Questionnaires regarding employees‟ performance      

1 working in group is better than working individually to 

accomplish tasks efficiently and effectively 

     

2 Employees‟ satisfaction can be assured through group 

dynamics 

     

3 Employees‟ efficiency increases with group dynamics      
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         APPENDIX B Semi structured interview questions   

             Debrebrehan University 

       Department of management (MBA Program) 

Semi structured interview questions  

This semi structured interview focuses on the impact of group dynamics on employees‟ performance 

in case of Amhara Sayint woreda administrative pool. The researcher was interviewed the Amhara 

Sayint woreda administrative pool head officers. This interview was only used for academic purpose. 

Confidentiality of information will be kept. 

Thank you for your cooperation in advance.  

1. Do you believe that group dynamics improves employees‟ performance? 

2. How group dynamics improves employees‟ performance? 

3. What are the challenges you face in relation to group works (e.g., working through quality circle)? 

4. How problems are solved through group dynamics in your sector? 

5. What are the techniques your office use to solve problems of group dynamics? 

6. Which group dynamics techniques are common in your office? 

7. What are the challenges that are solved through group dynamics? 

8. Which challenges are common that are solved through group dynamics? 
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          በደብረብርሃን ዩኒቨረስቲ በማኔጅመንት ትምህርት ክፍሌ  

         የሁሇተኛ ደግሪ  “MBA”ፕሮግራም  የፅሑፍ መጠይቅ 

መመሪያ ፡- የሚከተሇውን ቃሇ መጠይቅ በቡድን የመስራት ሀይሌ በስራ አፈፃፀም ሊይ ያሇዉን ተፅእኖ 

ሇማጥናት ስሇተፈሇገ  በትግስት ካነበባችሁ በኋሊ የሚስማማችሁን መሌስ ”X” ወይም  “√” ምሌክት 

በማድረግ መሌሱ ፡፡ ይህ መጠይቅ ሇትምህርት አገሌግልት ብቻ የሚውሌ ነው፡፡ስማችሁን መፃፍ አያስፈሌግም 

፤ትክክሌም ሆነ ስህተት የሚባሌ መሌስ የሇውም፤ በትግስት እና በቀናነት መጠይዉን ስሇሞሊችሁ በቅድሚያ 

ምስጋናየን አቀርባሇሁ:: 

1. የመሊሽ ዳራ 

 ጾታ ወንድ            ሴት        

 ዕድሜ፡ ከ15-25        ከ25-35        ከ 35-45         ከ45-55        ከ55-65       ከ65ዓመት በሊይ    

 የትምህርት ደረጃ  2ኛ ድግሪ       ድግሪ        ድፕልማ             ላሊ ካሇ……..  

 የስራ ሌምድ ከ0-5ዓመት          ከ5-10ዓመት          ከ10-15ዓመት         ከ15-20ዓመት        ከ20ዓመት 

በሇይ  

2. የቡድን ስራ ሀይሌ በአፈፃፀም ሊይ ያሇውን ተፅእኖ ሇማጥናት የተዘገጀ መጠይቅ /ሳይንት ወረዳ 

አስተዳደር ፑሌ 

ሀ የቡድን ትስስርን የተመሇከተ መጠየቅ 
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5 4 3 2 1 

1 ፊት ሇፊት ተቀራርቦ መስራት በቡድን አባሊት መካከሌ ያሇውን ጥሩ ግንኙነት ይጨምራሌ       

2 የቡድን ትስስር ከቡድን ሀይሌ አንድነት ጋር ይጨማራሌ       

3 ዝቅተኛ የቡድን ትስስር ጋር መስራት በሰራተኞች አፈፃፀም ሊይ አለታዊ ተፅኦኖ አሇው       

4 በቡድን ትስስርና በሰራተኞች አፈፃፀም መካከሌ ጠንካራ ግንኙነት አሇ       

ሇ መጥፎ የቡድን ውሳኔን በተመሇከተ መጠይቅ      

1 በቡድን መስራት በውሳኔ ጊዜ ስህተት ውሳኔ እንድሰጥ ምቹ ሁኔታ ይፈጥራሌ       

2 የቡድን ውሳኔ  ከግሌ ዉሳኔ በተሻሇ ሁኔታ አደገኛ ውሳኔዎችን ይቀንሳሌ       

3 ከፍተኛ ትስስር ባሇው ቡድን ውሳኔ መስጠት ሇስህተት ውሳኔ ይዳርጋሌ      

4 በቡድን ውሳኔ አደገኛ የሆኑ ውሳኔዎች የተሇመዱ ናቸው       

5 በቡድን ውሳኔ አማራጭ የውሳኔ መንገዶች ይታያለ       
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መ የቡድን መሪን በተመሇከተ መጠይቅ       

1 የቡድን መሪ በሰራተኞች የስራ አፈፃፀም ሊይ ምንም ተፅእኖ የሇውም       

2 ከፍተኛ የቡድን ትስስር ባሇበት ጥሩ መሪ መኖር በአፈፃፀም ሊይ አውንታዊ ተፅኦኖ አሇው       

3 የቡድን መሪ ዘይቤ በስራ አፈፃፀም ሊይ ተጽእኖ የሇውም       

4 የቡድን መሪ ዘይቤ በስራ አፈፃፀም ሊይ ጉሌህ ተጽእኖ አሇው       

5 ዝቅተኛ ትስስር ያሇው ቡድን ከደካማ መሪ ጋር ቢሰራ በአፈፃፀም አለታዊ ተፅእኖ አሇው       

6 የቡድን መሪ በቡድን የመስራት ሀይሌ  ሊይ ትሌቅ ተፅእኖ አሇው       

ሠ የቡድን ዉይይትን በተመሇከተ መጠየቅ       

1 ጥሩ የቡድን ዉይይት በቡድየመስራት ሀይሌ ሊይ አውንታዊ ተፅእኖ አሇው       

2 ጥሩ ያሌሆነ የቡድን ውስጥ ንግግር የስራ አፈፃፀምን ያደናቅፋሌ      

3 የቡድን ውስጥ ባህሪያት በንግግር ሌንመራቸውና ሌንቆጣጠራቸው እንችሊሇን       

4  ንግግር የስራ አፈፃፀምን ያጠናክራሌ       

5 ፊት ሇፊት ባንድ ሊይ ስራን መስራት በስራ አፈፃፀም ሊይ ምንም ተፅኦኖ የሇውም       

6 የጥቂቶች የበሊይነት በሰራተኞች አፈፃፀም ሊይ ጫና አሇው       

7 በቡድን ውስጥ ዝም ማሇት በስራ አፈፃፀም ሊይ ተፅእኖ አሇው        

8 በቡድን ውስጥ ጥሩ መስተጋብር መኖር በአፈፃፀም ሊይ ጠንካራ ተጽዕኖ አሇው      

ቀ የቡድን መጠኝኝ የተመሇከተ መጠይቅ       

1 ትንሽ የቡድን መጠን በስራ አፈፃፀም ሊይ አውንታዊ ተፅእኖ አሇው       

2 የቡደን መጠን /ቁጥር /በስራ አፈፃፀም ሊይ ተፅእኖ አሇው       

3 ትሌቅ የቡድን መጠን የስራ አፈፃፀም ሊይ አዎንታዊ ተፅእኖ አሇው       

በ የሰራተኞች ስራ አፈፃፀም የተመሇከተ       

1 በቡድን መስራት በግሌ ከመስራት የተሻሇ ስራን በብቃትና በሰዓቱ እንድናጠናቅቅ ያደርጋሌ       

2 በቡድን የመስራት ሀይሌ የሰራተኞችን እርካታ ሇማረጋገጥ ያስችሊሌ       

3 የሰራተኞት ብቃት በቡድን ስራ ይጨምራሌ       

        

 ክፍት ጥያቄዎች 

1.በቡድን የመስራት ሀይሌ በሰራተኞች የስራ አፈፃፀም ሊይ ተፅእኖ አሇው ብሇህ ታምናሇህ/ሽ?----------------------------------

-- 

2.በተራ ቁጥር  አንድ መሌሳችሁ አዎ ከሆነ እንደት ተፅእኖ ሉኖረዉ ይችሊሌ?-------------------------------------------------

-------------------------------------------------------------------------------------------------------------------------

-------- 



J 
 

3.የሰራተኞችን ብቃት ሇመጨመር ምን አይነት የቡድን አሰራር ዘደ ትጠቀማሊችሁ?-------------------------------------------

-------------------------------------------------------------------------------------------------------------------------

-------------------------------------------------------------------------------------------------------- 

4.በጥያቄ ሶስት ከዘረዘሯቸዉ የቡድን አሰራር ዘደዎች  በተደጋጋሚ  የምትጠቀሙት የቶቹን 

ነዉ?………………………………………………………..---------------------------------------------------------------

-------------------------------------------------------------------------------------------------------------------------------------

---------------------------------------------------------------------- 

5.ሥራዎችን በቡድን በምትሰሩበት ጊዚ ምን ችግሮች ገጠማችሁ?------------------------------------------------------------

-------------------------------------------------------------------------------------------------------------------------

--------------------------------------------------------------------------------------------------------- 

6.በጥያቀ ቁጥር አምስት ከዘረዘሯቸዉ ዉስጥ የትኞቹ ችግሮች በአሰራራችሁ የተሇመዱ ናቸዉ?---------------------------------

-------------------------------------------------------------------------------------------------------------------------

------------------------------------------------------------------------------------------------ 

          

 

 

 

 

 

 

 

 

 

 



K 
 

 በደብረብርሃን ዩኒቨረስቲ በማኔጅመንት ትምህርት ክፍሌ  

        የሁሇተኛ ደግሪ  “MBA”ፕሮግራም  ከፊሌ ነፃ ቃሇመጠይቅ 

ይህ ነጻ ከፊሌ ቃሇ መጠይቅ በአምሐራ ሳይንት ወረዳ አስተዳደር ፑሌ በቡድን የመስራት 

ሀይሌ በሰራተኞች የስራ አፈፃፀም ሊይ ያሇዉ ተፅእኖ የሚሇዉን ሀሳብ ሇማጥናት ነዉ፡፡ይህ 

ቃሇመጠይቅ ሇትምህርት አገሌግልት ብቻ የሚዉሌ ነዉ፡፡መረጃዉ በሚስጥር  የሚጠበቅ 

መሆኑን ተረድታችሁ የቃሌ መጠይቁን እንድትተባበረኝ በትህትና እጠይቃሇሁ፡፡ 

   ሇትብብራችሁ በቅድሚያ አመሠግናሇሁ   

1. በቡድን የመስራት ሀይሌ የሠራተኞችን ብቃት ያሻሽሊሌ ብሇህ ታምናሇህ/ሽ? 

2. በቡድን የመስራት ሀይሌ የሠራተኞችን ብቃት እንደት  ሉያሻሽሊሌ ይችሊሌ? 

3. በቡድን ስትሰሩ ምን ምን ችግሮች ገጠማችሁ? 

4. በመስራቤታችሁ በቡድን በመሆን ችግሮችን እንደት ትፈታሊችሁ? 

5.  በቡድን የመስራት ሀይሌ ሂደት  ችግሮችን ሇመፍታት ምን ምን ዘደዎችን ትጠቀማሊችሁ? 

6.  በቡድን የመስራት ሀይሌ ሂደት  ችግሮችን ሇመፍታት የትኞቹ ዘደዎች የተሇመዱ ናቸዉ? 

7. በቡድን ሁኖ በመስራት ምን ምን ችግሮችን ትፈታሊችሁ? 

8. በቡድን የመስራት ሀይሌ ሉፈቱ የቻለ የተሇመዱ ችግሮች ምን ምን ናቸዉ? 
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 Interviewees of Amhara Sayint woreda administrative pool head officers 


