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CHAPTER FIVE:  DESCRIPTIVE ANALYSIS OF THE DATA 

 

5.1 Introduction 

In this chapter a descriptive analysis of the data is presented. It is mainly generated through 

the application of survey questionnaire concerning the perception and views of the middle 

and senior managers in relation to the research questions. Following the arrangements of 

the questions in the questionnaire, the data has been analysed and tabulated using statistical 

instruments (see methodology). The descriptive analysis of the collected data is presented 

here in six sections. 

 

In section one the analyses of the demographic data of the involved middle and senior 

managers are presented. This section focuses on their gender, age, employment and their 

roles and responsibilities in their current jobs, work experience and qualification. 

Moreover, the perceptions of the middle and senior managers about the importance of their 

relationships and their communication, as well as the demands and constraints of their jobs 

are included.   

 

Section two highlights the nature of the middle and senior managers‟ roles in the Education 

Programme UNRWA, Lebanon. The data concentrates on the nature of managerial tasks, 

supervision and communication in managerial work and is hence analysed and presented 

accordingly.   
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In section three the data related to the managers‟ perception of their own training and 

experiences, as an important issue in education development, will be tackled. It includes the 

quality of training in the organization, and the role and impact of training on middle and 

senior managers‟ effectiveness and performance.  

 

In section four the data regarding parameters effecting managerial effectiveness are 

analysed. These parameters relate to managerial perception, managerial skills, 

organisational criteria, motivation, the degree of demand and constraints, presence of 

choices and opportunities for effectiveness, inter-organisational relationships, and dominant 

managerial philosophy. Also in this section factors affecting performance are also analysed.  

 

In section five data related to context for managerial effectiveness are analysed. These 

include the personal attributes, organizational factors and outside factors effecting the 

managers‟ effectiveness at work. Finally, this chapter will include a summary conclusion.            

 

5.1 Research Population and Demographic Data 

In order to prepare a realistic profile of the middle and senior managers in the Education 

Programme, UNRWA, Lebanon, some questions were asked in section one the prepared 

survey questionnaires regarding the respondents gender, age, positions, work experiences 

and qualifications. Demographic data enriched the information about participants who took 

part in the survey and the interviews later. The analysed data and related findings are 

discussed briefly.  
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5.1.1 Respondents Gender in the Survey of the Education Programme 

As mentioned in previous chapters a total of 128 middle and senior managers from the 

Education Programme, UNRWA, Lebanon, who were targeted for this research received 

the related questionnaires. A total of 109 questionnaires were completed and sent back to 

the researcher. It is worth mentioning that the greatest number of middle and senior 

managers were males 70 (64%) while the number of females‟ was less 39 (36%) from a 

total of 109 completed and received questionnaires (See Table 5.1).   

  

Table 5.1: Respondents gender (percentage)                                                     

 

Source: Data Analysis 

 

5.1.2:  Respondent Age 

As shown in Table 5.2, the ages of the middle and senior managers were widely spread 

between the youngest aged 25, to the oldest aged 60.  It is evident that the majority of the 

middle and senior managers are between 55-60 years old (26.6%) and present the largest 

group in this study. The next largest group is the 50-55 years and the sum of these two age 

groups totals 55 (50%) of the respondents. This shows that almost half of the respondents 

are middle aged. The third largest groups are between 35-40 and 40-45, and together they 

70 64.2 64.2 64.2 

39 35.8 35.8 100.0 

109 100.0 100.0 

Male 

Female 

Total 

Valid 
Frequency Percent Valid Percent 

Cumulative 
Percent 
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make up 34 (31.2%) of the total respondents. In other words, in the Education Programme, 

UNRWA, Lebanon, the age categories of between 50-60 and 35-45 are the dominant age 

groups of the managers in the survey. This result is not surprising; and recently, there has 

been a slight change of policy and practice towards recruiting a younger generation of 

middle and senior managers in the organization. Also a total of 12 respondents, 

representing about 11 percent of the middle and senior managers were 45-50 years old. As 

mentioned before, more than half of the middle and senior managers (N=67) which 

represents 61.5% of the respondents were in the age group 45-60. In comparison to (N=34) 

31.2% of middle and senior managers who were in age group of 35-45.  

 

Table 5.2: Respondents age categories  

 

Source: Data Analysis 

 

2 1.8 1.8 1.8 
2 1.8 1.8 3.7 

4 3.7 3.7 7.3 

17 15.6 15.6 22.9 
17 15.6 15.6 38.5 

12 11.0 11.0 49.5 

26 23.9 23.9 73.4 

29 26.6 26.6 100.0 

109 100.0 100.0 
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25-30 
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As shown (Table 5.2) it was noticed that the majority of the senior managers are fall into 

the older age groups and the majority of youngest age group occupy the middle managers 

positions.  

 

5.1.3 Respondents’ Positions in the Organisations 

As mentioned in the previous chapter, out of a total number 128 middle and senior 

managers in the Education Programme, UNRWA, Lebanon, who were targeted for this 

research received the questionnaires, 109 questionnaires were completed and sent back to 

the researcher, which represents a response rate of 85 percent (See Table 5.1). 

 

As shown (see Table 5.3) Head Teachers constitute the majority of the respondents (64%), 

followed by school supervisors who make up 17.4 percent of the respondents involved in 

the study. The reason for this uneven distribution of the respondents amongst the positions 

is partly due to access and seniority, and partly due to the flat nature of the organisation. 

Schools are where the education is provided and as such provide an important part of the 

UNRWA Education Programme.  
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Table 5.3: Position of the respondents in UNRWA Education Programme  

 Title Frequency Percent 

Chief Field Education Programme (CFEP) 1 0.9 

Deputy Chief Field Education Programme (D/CFEP) 1 0.9 

Principle of Siblin Training Centre (P/STC) 1 0.9 

Head of Education Development Centre (H/EDC) 1 0.9 

Education Administration Officer (ADMO) 1 0.9 

Deputy Principle of Siblin Training Centre (D/P/STC) 1 0.9 

Assistant Deputy Chief Field Education Programme (Asst. 

D/CFEP) 

1 0.9 

Assistant Head of Education Development Centre (Asst. 

H/EDC) 

1 0.9 

Area Education Officer (AEO) 3 2.8 

School Supervisor (SS) 19 17.4 

Assistant Education Administration Officer (Asst. ADMO) 1 0.9 

Administrative Officer (ADMO, STC) 1 0.9 

Senior Instructor (Snr. Inst., STC) 3 2.8 

Head Teachers (HT) 70 64.2 

Assistant Head Teachers (Asst. HT) 1 0.9 

Placement and Career Guidance Assistant (PCGA) 1 0.9 

School Counsellor (Sch. Coun., STC)  1 0.9 

Teacher Training Coordinator (TTC, STC) 1 0.9 

Total  109 100.0 

Source: Data Analysis 
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5.1.4 Professional Work Experience 

Two linked issues are the focus of questions 5 and 6 in the first section of the questionnaire; 

a) The number of years of experience in current post; and, b) The total number of working 

years in the organisation. The data shown in Table 5.4 shows that the number of years in 

their current post was in the range of from one year to more than thirty years (see Table 5.4; 

See Figure 5.1). 

 

Table 5.4 and Figure 51: Distribution of Total Respondents in Term of Years of Experience 

in their current positions  

 

36 33.0 33.0 33.0 

46 42.2 42.2 75.2 

13 11.9 11.9 87.2 

6 5.5 5.5 92.7 

4 3.7 3.7 96.3 
3 2.8 2.8 99.1 

1 .9 .9 100.0 

109 100.0 100.0 

1-5 
5-10 

10-15 

15-20 

20-25 

25-30 

more than 30 
Total 

Valid 
Frequency Percent Valid Percent 

Cumulative 
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Source: Data Analysis 

 

5.1.5 The Educational and professional qualification 

The data on the academic and professional qualifications of middle and senior managers in 

the Education Programme UNRWA, Lebanon, is shown in Table 5.5. The majority of the 

respondents (N=81, 74.3%) possess a university degree in an academic subject such as: 

Arabic language, English language, Math, Sciences, Social studies, French language, 

Religion, Arts, Sports, Computer and Computer science, Sociology, Economics, Business 

administration and Engineering. Another group of the respondents (N=23, 21.3%) have a 

Master degree in education and in other academic subjects. Also the data shows that a small 

more than 30 25-30 20-25 15-20 10-15 5-10 1-5 
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group of middle managers (N=3, 2.7%) have PhD degrees in different academic subjects. 

Since our organization is an educational one all participants working in this field should 

have a professional degree in Education (teaching diploma). Moreover, as the participants 

hold managerial roles in their work they have to attend a one year in-service training course 

on education administration and management as a requirement for their managerial 

positions (N=109.100%). The importance of these data is the impact of these in-service 

training on the quality of services provided to the refugee students. Also the data shows that 

some respondents are specialized in educational management and management. It‟s worth 

mentioning that about 50% of the targeted middle and senior managers have attended 

specialized management training.         

 

Table 5.5:  Educational Qualification of the Middle and Senior Managers  

 

 

1 .9 .9 .9 

1 .9 .9 1.8 

2 1.8 1.8 3.7 

23 21.1 21.1 24.8 

1 .9 .9 25.7 
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qualification 

PhD and professional 
qualification 

Master, professional 
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PhD + Professional 
Qulification  university degree 
+professional + other 
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Valid 
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other courses

1 .9 .9 .9

108 99.1 99.1 100.0

109 100.0 100.0

management and

computer

education managment

and computer

Total

Valid

Frequency Percent Valid Percent

Cumulative

Percent

 

Source: Data Analysis 

 

5.2  The Manager’ s Job in the Education Programme UNRWA 

In this section of the questionnaire the researcher concentrated on the nature of the 

managers‟ role and responsibilities that help them to carry out their jobs. A certain number 

of questions were asked in this section such as: span of supervision, managerial roles and 

responsibilities, in order to discover how they understand their managerial role and what 

aspects are important to them. Moreover, what managerial style do they prefer as detailed 

in the table below.     

 

5.2.1 Span of Supervision  

The first question in section two of the questionnaire was about the number of staff that 

each manager is responsible for. The aim of this question was to identify the span of control 

of middle and senior managers in different positions within the organizational structure of 

the Education Programme, UNRWA, Lebanon. Table 5.6 indicates the numbers of 

subordinates allocated to each manager and for whom they are responsible. The analysis 

revealed that all 109 respondents mentioned the number of staff they are responsible for. 
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Table 5.6: No of Subordinates Supervised by the Respondents 

 

Source: Data Analysis 

 

It is evident that there are inequalities in the number of staff being managed by different 

managers. This in turn means that those managers who are responsible for the supervision 

of a large number of subordinates will undoubtedly have the lions share of the workload 

and as a result less time for their supervision and development.   

 

5.3 The perceived aspects of the managerial work 

The respondents were asked; thinking of your position, what are the three most important 

managerial aspects for you? Please state them in priority order. This question was aimed at 

discovering whether the respondents are aware of the knowledge, skills and attitudes they 

need in order to meet their responsibilities in their managerial work.  

 

 

1 .9 .9 .9 

3 2.8 2.8 3.7 
12 11.0 11.1 14.8 

21 19.3 19.4 34.3 

18 16.5 16.7 50.9 

19 17.4 17.6 68.5 

7 6.4 6.5 75.0 

2 1.8 1.9 76.9 
25 22.9 23.1 100.0 

108 99.1 100.0 

1 .9 

109 100.0 

0 
1-5 

5-10 

10-15 

15-20 

20-25 

25-30 
35-40 

40 and more 
Total 

Valid 

System Missing 

Total 

Frequency Percent Valid Percent 
Cumulative 

Percent 



 

 

178 

 

 Adding the cumulative value (for analysis, value of 1, 0.75 and 0.50 were allocated to first, 

second and third priority accordingly) of the three priorities, it reveals that the majority 

were in favour of the self development aspects (for example, learning, developing skills and 

career, and effectiveness) with the cumulative value of 83.5; the second priority was with 

people-related aspects (For example dealing with colleagues, peers, superiors, and client) 

with the cumulative value of  78.25 and the third priority was the task related aspects (for 

example dealing with finance, accounting, teaching, and supervision). This amounted to  

the cumulative value of 75 accordingly. The analysis indicates the importance of career 

development for the staff in their current positions, especially as most of the respondents 

fall within the middle managers category Most of the managers are looking for better 

opportunities and promotions through improving their knowledge and skills (See Figure 

5.2). 

Figure 5.2: Summary of the cumulative value concerning the task, people and self related 

aspects of the Job 

 

 

Source: Data Analysis 

NB. Above statistics refer to the cumulative values calculated 
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5.3.1  Perceived Nature of Managerial Work 

To evaluate the significance of their position as managers, and to know to what extent 

middle and senior managers were aware of the nature of their jobs, and how they specify 

the main areas of their managerial work, they were asked how important the following 

aspects are for them: managing people more than operations, managing operations more 

than people, managing people and operations, managing self and career development, 

managing inside stakeholders and managing external stakeholders.  

 

The analysis shows (See Table 5.7 and Figure 5.3) that manager‟s place most importance 

equally on managing both people and operations (65.1%), and the second most important 

thing for them is improving their self and career development (44%). The third most 

important factor is managing and dealing with inside stakeholders (18.3%) because they 

will have a great effect on the managers‟ effectiveness in achieving the objectives of the 

organization.   

Table 5.7  Middle and Senior Managers Perception of Their Roles and Responsibilities 

(In order of priority) 

No Factors 

 

Percentage* Ranking** 

1 Managing people and operations 

  

65.1% 1 

2 Managing self and career development 

 

44% 2 

3 Managing inside stakeholders 

 

18% 3 

4 Managing external stakeholders 

 

5.5 % 4 

5 Managing operations more than people 

 

5.5% 4 

6 Managing people more than operations 3.3 % 5 

*: Degree of importance  **: Ranking 
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Figure 5.3: Middle and Senior Managers Perception of Their Roles and Responsibilities (In 

order of priority) 

 

Source: Data Collection 

 

5.4 Eight parameters effecting managerial effectiveness in the education programme, 

UNRWA, Lebanon 

 

The respondents were asked to consider a list of parameters which they perceived as 

influencing the effectiveness of middle and senior managers in the Education Programme, 

UNRWA, Lebanon. According to Analoui (2003, 2007) these parameters address the 

middle and senior managers‟ perception; skills and knowledge; organizational criteria; 

motivation for effectiveness; constraints and difficulties; choices and opportunities; inter-

organizational relationship. These parameters and the dominant managerial philosophy are 

discussed below.  
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5.4.1 Managerial Perception (first parameter) 

The middle and senior managers were asked to express, “How would you describe an 

effective manager?”  The aim of this question was to explore the perception of the middle 

and senior managers of their own effectiveness and to learn if they are aware of the 

characteristics and qualities that an effective manager should possess. The received answers 

ranged from “Good planning and outcomes”, “Flexible, confident, modest“, “being a good 

leader”, to being concerned with “good communication and managing well”, “high 

achiever and energetic”, “aware, democratic and lenient”, “good organizer”, “honest and 

respectful”. The description varies according the position and post level of the managers. 

The said perceptions mainly represent the characteristics of a manager whom they often 

refer to as “ideal” (See Table 5.8). 

 

Table   5.8:   Perception of an effective manager in the UNRWA  

Education Programme 

No. Description Frequency Rank 

1-  Good planning and outcomes 15 1 

2-   Flexible, confident and modest  10 2 

3-   Leader 9 3 

4-  Good organizer 5 6 

5-  Aware, democratic and lenient 6 5 

6-   Can improve the result of the school 4 7 

7-  Can improves himself  4 7 

8-  Motivator, set high standards and 3 8 
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create team spirit.  

9-  Able to do the right things 3 8 

10-  Communicate and manage well 9 3 

11-  Makes decision, avoid conflicts and 

takes credit 

3 8 

12-  Efficient and cooperative 2 9 

13-  Support, coach staff member and 

provide opportunity.  

2 9 

14-  High achiever and energetic 7 4 

15-   Objective and knowledgeable 4 7 

16-  Honest and respectful 2 9 

 

Source: Data Analysis 

 

5.4.2 Importance of the perception of middle and senior managers’ own effectiveness 

The targeted managers were also asked about the importance of the perception of their own 

effectiveness in an organization. The analysed data indicates that (N= 55, 50.5%) of the 

respondents consider it to be very important, (N= 46, 42%) and (N=5, 4.6%) revealed it to 

be so-so “satisfactory” (See Table 5.9).  
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Table  5.9: Importance of the perception of middle and senior managers own 

effectiveness 

 

Source: Data Analysis 

 5.4.3 The Need for Managerial Skills (second parameter) 

Respondents were asked to name three managerial skills, which they consider in their view 

to be important for them to increase their effectiveness. The needed managerial skills were 

categorized into three categories: Task related, People related and self and career 

development related. Analysis of the responses show that most of the knowledge, skills and 

attitudes which were reported by the respondents to be the most important for increasing 

effectiveness, related to people skills (N=103), the second were task related (N=98) and  

the third were self and career development related skills (N=70). The frequency and the 

rank of each skill are shown below (Tables 5.10 a-d and Figure 5.4).    

 

The responses support the findings of the previous studies of the senior managers in the 

developed and developing countries. Managers become more and more aware of the need 

and importance of having skills that enable them to work with people; because most 

managers nowadays are aware that they can‟t be effective unless they work with or through 

people (Kakabadse, et al., 1986; Analoui, 2002).  
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5.10a:  Required Task related Knowledge. Skills and Attitude 

No. Description Frequency Rank 

1-  Organizing T.R. 14 2 

2-  Computer skills TR 13 3 

3-  Strategic management TR 2 7 

4-  Project cycle management TR 1 8 

5-  Auditing TR 3 6 

6-  Set project proposals T.K. 2 7 

7-  Planning TR 31 1 

8-  Evaluation TR 9 4 

9-  Functional skills TR 9 4 

10-  Assessment skills TR 7 5 

11-  Follow up teaching, learning 

process.  

2 7 

12-  Monitoring skills TR 3 6 

13-  Financial skills TR 2 7 

 

5.10b:  Required People related Knowledge, Skills and Attitude 

Description Frequency Rank 

Inter-personal skills 5 4 

Effective negotiation 5 4 

Conflict and crisis management  3 6 

Interviewing people  2 7 

Communication skills, including 

listening skills 

34 1 

Motivational rewarding  4 5 

Managing change  6 3 

Leadership 7 2 
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Cooperation and coordination  5 4 

Relationships 5 4 

Delegation  6 3 

Control group 2 7 

Influence other 3 6 

Relation with supervisors  1 8 

Crises management 4 6 

Change management (decision 

making) 

3 6 

Team building skills  5 4 

Staffing 3 6 

 

5.10c:  Required Self and Career Development related Knowledge,  

  Skills and Attitude 

 

Description Frequency Rank 

Self management skills 9 3 

Decision making – initiative  10 2 

Problem solving  7 4 

Self development  20 1 

Clear vision  4 5 

Time management 9 3 

Crisis management 4 5 

Change management (decision 

making )  

3 6 

Objectiveness 4 5 

Source: Data Analysis 
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5.10 d: Summary table of the above three tables 

Priority of managerial skills required for increased effectiveness 

 

Description of needed skills Frequency Rank 

People related 103 1 

Task related 98 2 

Self and career development 

related  

70 3 

Source: Data Analysis 

 

 

 

 

 

 

 

 

 

 

 

Figure 5.4: Summary table of the above three tables 

Priority of managerial skills required for increased effectiveness 

 

 

Source: Data Analysis 
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5.4.4: Organizational main criteria for effectiveness (Third parameter) 

Middle and senior managers were asked about the main criteria for effectiveness in their 

own organizations. The analysis of the data reveals a list of criteria (26 criteria, the 

frequency of each criteria ranged from 2 to 32). The ten top criteria are listed in order of 

priority to respondents. Criteria such as: Task achievement, output and objective, are the 

most important factor for determining effectiveness from an organization‟s point of view. 

Other criteria such as motivated and well trained staff, clear plan, to follow up and control, 

adhering to rules, relationship with others, communication, students results, have a clear 

mission, vision and objectives, outcomes, favouritisms and having good relationships with 

seniors, follow up and evaluation, obedience and avoiding conflict, team work, and 

academic and technical qualification were also considered as important criteria from top 

management for their subordinate. Table 6.11 illustrates the description of organization 

criteria for effectiveness and order of importance in the studied organization.   

 

Table 5.11:  Frequency and value of organization criteria in the studied organization for 

increased effectiveness 

No. Description Frequency 
Order of 

Importance 

1 Outcomes 12 7 

2 Favouritisms and having good relation with seniors 10 8 

3 Team work 8 10 

4 Establishing rules 2 16 

5 Support and coach others 6 12 

6 Honesty, commitment and fairness 5 13 

7 Clear plan 19 3 

8 Follow up and evaluation 10 8 

9 Personal abilities 6 12 

10 Relationship with others 14 5 
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11 Motivated and well trained staff 21 2 

12 Communication 14 5 

13 Task achievement, output and objective 32 1 

14 Academic and technical qualification 8 10 

15 Ownership of objectives 2 16 

16 Obedience and Avoiding conflict 9 9 

17 Leadership 4 14 

18 Able to take decisions 4 14 

19 High Performance 7 11 

20 Students Results 14 5 

21 To follow up and control, adhering to rules 17 4 

22 Have a clear mission and vision and objectives 13 6 

23 Developing programmes for staff based on staff 

needs 
7 11 

24 Punctuality 3 15 

25 Students attitudes towards schools 6 12 

26 Loyalty 7 11 

Source: Data Analysis 

 

 

 

5.4.5. Factors influencing Motivation of Managers (Fourth parameter) 

This study was designed to examine what important reasons are behind the middle and 

senior managers' attitudes to work and more precisely what factors determine senior 

managers' motivation in achieving quality performance in their jobs. In section four of the 

survey questionnaire a question regarding reasons affecting motivation of the managers was 

designed to collect relevant data for this purpose. The respondents were asked to rate the 

importance of 15 motives which they considered to be a motive or need in relation to 

maintaining their quality performance in the job. As shown in Table 5.12. The analysis of 

the results reveals that the top five reasons ranked as important and very important are the 

following: Good and fair personnel polices, opportunity to participate in management 
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training programmes, job with valuable purpose, participation in policy making and 

evaluation, opportunity for personal growth and development. While very important 

reasons (motives) are related to job security, opportunity for advancement, achievement 

and success in the job, good working conditions, recognition of good work and good salary. 

Job security ranked first (very important) for middle and senior managers while job 

autonomy and freedom ranked as the least important in motivating them to maintain good 

work standards. 

 

The analysis of the results also shows that for middle and senior managers as a whole, the 

„job security‟, „opportunity for advancement, achievement and success in the job‟, „good 

working conditions‟, 'recognition of good work' and „good salary‟  which all are in fact job 

related motives have considerable importance in their motivation to work. These results 

correspond with the analysis of the senior and middle managers perceptions of managerial 

work. Because the job is viewed as important to middle and senior managers, the skills and 

knowledge; and task and people related aspects of their work, were perceived as enabling 

them to become more effective.  

Table 5.12 Motivational Factors Influencing Middle and Senior Managers‟ Performance  

 

No Motivational Factors Important Ranking 
Very 

Important 
Ranking 

1.  Good salary.                                                                                         44 9 49 5 

2.  Job security.  26 11 75 1 

3.  Good working conditions.                                                                                                                                                                                                              49 7 52 3 

4.  
Good and fair personnel 

policies                                                                                             

56 1 40 7 

5.  Recognition of good work.                                                                                                46 8 50 4 

6.  
Well respected and high 

status job.                                                                                  

50 6 36 9 
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7.  
High control over others 

people‟s job.                                                                        

43 10 27 13 

8.  
Participation in policy 

making and evaluation.                                                                

53 4 35 10 

9.  
Opportunity for personal 

growth and development.                                                        

52 5 45 6 

10.  Job autonomy and freedom.                                                                                             49 7 23 14 

11.  Job with a valuable purpose.                                                                                             54 3 33 11 

12.  
Opportunity for 

advancement, achievement 

and success, in the job.                               

43 10 55 2 

13.  
Opportunity to participate in 

management training 

programme.                                    

55 2 31 12 

14.  
Challenging job that is 

personally rewarding and 

fulfilling.                                            

44 9 39 8 

 

Source: Data Analysis 

 

The result of this study indicates that the middle and senior managers in the studied 

organization are best motivated to work effectively when they have job security and 

opportunity for advancement, and achievement and success in the job.  Various factors such 

as good working conditions, recognition of good work and good salary are highly 

influential and seem to be of equal importance in middle and  senior manager's motivation 

(ranked the 3
rd

 4
th

 and 5th). The financial reward in terms of salary (ranked 5
th

) is ranked as 

less important than other hygiene factors such as job security, but tends to be more 

important than the opportunity for their own development or authority to make important 

decisions. 

5.4.6 The Degree of Demands and Constraints (fifth parameter)  

Observations indicated middle and senior managers showed an awareness of their own and 

others effectiveness, thus based on this knowledge of their work and effectiveness, the 
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managers are asked to mention the demands and constraints at work. The analysed data 

revealed a list of factors that tend to have a negative impact on the effectiveness of the 

managers; in reality managers at work face different types of demands and constraints. These 

demands are: work load, extended family, supervisors/head officers, attending meetings and 

training. Regarding constrains: systems/structures, job requirements, lack of cooperation, 

budget limitation, interference of political people, donor expectations, in adequate staff and 

untrained, low salaries and lack of motivation were the most influential (see Figure 5.1). 

Table 5.13 Summery Table of Demands and Constraints 

 No. Demands Frequency Priority 

1 Work Load 20 1 

2 Extended family 18 2 

3 Supervisors/head  17 3 

4 Attending meetings 15 4 

5 Training 14 5 

 

No. Constraints Frequency Priority 

1 System/Structure 22 1 

2 Job requirements 20 2 

3 Lack of cooperation 19 3 

4 Interference of 

political people 

18 4 

5 Budget limitation 16 5 

6 Donors expectations 15 6 

Source: Data Analysis 
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The constraints and demands, whether those identified and briefly introduced or those which 

will be never mentioned, such clusters of demands at an individual, organisational and a wide 

social level, according to Stewarts (1982) leave the managers with very little choice to 

determine their own level of effectiveness. 

 

5.4.7 Choices and Opportunities influencing the Effectiveness of Managers (sixth 

parameter)     

Through data analysis and interviews, middle and senior managers revealed that training 

for professional development through courses, seminars and discussion, motivational 

(intrinsic and extrinsic) for instance, working conditions, improving the work, meeting 

needs (for example exploring skills needed), follow up visits and better conditions to obtain 

best results, will be seen as credits for middle and senior managers for career progression 

and promotion (See Table 5.14 and Figure 5.4). It was clear that the presence of “role-

culture” and lack of motivation “has forced” some managers “to think of themselves”. 

Therefore, the exploration of choices available to them provided the basis for the formation 

of the “person-cultures” and pursuit of personal goals for effectiveness. 

 

Table 5.14  Opportunities for Effectiveness 

Description Frequency Ranking 

Having alternatives 11 6 

Delegation 2 14 

Interdependent 2 14 

Meets my needs for example exploring skills needed 

and follow up visits 

20 4 

Make change 5 11 

Motivational (Intrinsic and extrinsic) for instance 

working condition 

28 2 

Improving the work 21 3 
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Creativity 2 14 

Professional Development through Training courses, 

seminars and discussion. 

31 1 

Positive Attitude towards organization 4 12 

It gives practical performance 7 9 

It gives flexibility at work 5 11 

It helps in organizing and prioritizing 3 13 

Organization and managerial process 7 9 

Achievements and success in doing my job  6 10 

Quality out put  5 11 

Participation in policy making and responsibilities 10 7 

Curriculum 2 14 

Pupils achievements 2 14 

Good relationship we achieved with others 8 8 

Continuity of our success and performance 5 11 

Self evaluation 3 13 

Increase my experience 2 14 

Increase my effectiveness 4 12 

Open new horizons 3 13 

Variety in dealing with situations 3 13 

Varity in planning, implementation 8 8 

Better conditions to obtain best results 14 5 

Confidence 3 13 

Productivity 2 14 

Achieve objectives 4 12 

Control other jobs 3 13 

 Source: Data Analysis 

 

Moreover, the analysed data shows that respondents gave training opportunities for 

effectiveness first priority, the second for better working conditions and equipment, and 

third priority for organisational and managerial process, (See Table 5.15). 

 

5.15. Table: Most important Indicator for choices and opportunities for effectiveness 

Choices None Cumulative value Priority 

a)Training opportunities for effectiveness 39 61 First 
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b)Better working conditions and equipment 44 52.50 Second 

c)Organizational and managerial processes 44 50.25 Third 

Total Non-respondents in all categories 127   

Source: Data Analysis 

 

 

5.5 Figure: Most important Indicator for choices and opportunities for effectiveness 

 

Source: Data Analysis 

NB. Above statistics refer to the cumulative values calculated 

 

5.3.7. Inter and Intra - Organisational Relationship (seventh parameter) 

Currently, it is recognised that not only the work organisation but also its management do 

not operate in a vacuum. Organisations are related to one another and so are the managers 

in different organisations. Interestingly, most managers were aware of the importance of 

establishing a link between their own and other organisations.  Middle and senior managers 
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were asked about the importance of the inter-organisational relationship for their 

effectiveness at work. From the quantitative analysis of the data (See Table 5.16) and 

interviews carried out, 14 specifically responded to this question and commented on the 

importance and need for constantly intensifying these connections with other organizations 

in the community.  About 45% of managers described the inter-organisational relationship 

as being “inevitable” and 36.7% viewed it as important. The qualitative data generated 

through conducting interviews further showed that managers are aware of the need for 

establishing relationships with others even at section, departmental and organisational 

levels as the whole. As one middle manager commented; 

 

“It is normal now to have contacts both inside and out of the organisation. 

It is natural to know others and this is how the work is done, you need 

something, you cannot find it in your own place so you have to get support 

from outside, somewhere in other organisations, as the saying goes one 

hand cannot clap..Besides sometimes it is easier to get support from 

outside than inside” (M.M.F.I.6) 
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Source: Data Analysis 

 

Most managers felt that it is important to keep an eye on what is happening 

outside in other organisations. Some managers viewed this as a form of 

monitoring the activities and looking out for opportunities which may benefit 

them.  What is certain is that they were not interested in the information for 

formulating the organisation polices rather they felt that in their positions as 

senior managers they are expected to be aware of and have a reasonable 

knowledge of what goes on outside in other similar institutions.  As one senior 

manager commented;  

 

“Days that you could stick to your job and not to worry about what is happening 

out there are gone for good... These days, you got to keep an ear to the ground 

and make sure you know about politics... things are constantly changing and 

shifting and people are talking all the time... Who knows may be they are 

talking about your job!” (S.M.M.I.7) 

Table 5.16:  Importance of Inter-organisational relationship for managerial effectiveness  

 
Effectiveness 

2 1.8 1.8 1.8 

1 .9 .9 2.8 
11 10.1 10.1 12.8 

49 45.0 45.0 57.8 

40 36.7 36.7 94.5 

6 5.5 5.5 100.0 
109 100.0 100.0 

0 

very low importance 

low importance 
so so 

important 

very important 
Total 

Valid 
Frequency Percent Valid Percent 

Cumulative 
Percent 



 

 

197 

 

 

Middle and especially senior managers were particularly interested in checking the changes 

in other organisations as a means for securing an opportunity for their own career 

development. It was evident that career development was a main concern and little was 

communicated to the managers about the possible opportunities in the environment. As one 

senior manager commented;  

  

“These days‟ managers are expected to manage their own career and their own 

professional development. That means looking carefully and see if there is a chance 

out there for making a move or strengthening your position within your own 

organisation....No one comes to you with opportunities for career development.. Oh 

no...Not here no in this place” (S.M.M.I.8) 

 

Whilst all managers showed some degree of awareness of the need for being engaged in 

intra-organisational activities and establishing relationships with others, senior managers 

were more aware of this need and made efforts to exploit it.  

 

Data analysis confirms that 50% of middle and senior managers consider intra- 

organisational relationships as important and 18.3% considered it to be very important. 

While 26.6 % referred to its importance as, “so-so” (See Table 5.17).  
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Source: Data Analysis 

 

5.4.8. Dominant Managerial Philosophy (Eighth parameter)  

It has been suggested (Analoui, 2007) that the dominant managerial philosophy in an 

organisation does influence the activities, operations and the culture which are an integral 

part of it. Moreover, it has been discovered that dominants managerial philosophy acts as a 

basis for formation of the leadership styles (Analoui, et al., 2011). Moreover, it also 

influences the roles performed by the staff and especially the managers. It certainly effects 

the flow of information and decision making, and the informal and formal relationships 

among the people in the organisation. The leadership of the organisation provides the “Role 

Model” and standard for the patterns of behaviour and therefore has proven to be a decisive 

factor in determining the effectiveness of the managers in the organisation. The data, 

whether in qualitative or quantitative form, have been indicating to the presence of this 

influence of the managerial philosophy in the studied organization. As the data revealed 

that N=36 considered the dominant managerial philosophy as traditional, bureaucratic and 

Table 5.17: Importance of Intra-Organisational Relationships for Effectiveness 

2 1.8 1.8 1.8 
1 .9 .9 2.8 

2 1.8 1.8 4.6 

29 26.6 26.6 31.2 

55 50.5 50.5 81.7 
20 18.3 18.3 100.0 

109 100.0 100.0 

0 
very low importance 

low importance 

so so 

important 
very important 

Total 

Valid 
Frequency Percent Valid Percent 

Cumulative 
Percent 
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authoritarian and ranked first in terms of  importance given to the question (See Table 

5.18). In this respect, results point out that the majority of the managers tend to follow the 

traditional trend except those middle and senior managers who were recently trained in 

modern management. As one middle manager commented: 

 

“Before the last round of management development, we had no idea what was our 

style and whether there existed any other alternative.   Well we know now, we have 

to change but it takes time, the old times and those who have not been exposed to 

management training cannot change.. Very difficult to change the attitude.. Also 

there the issue of expectation.. This what is expected from you by the senior 

managers.. Being traditional, safe and not making waves...” (M.M.F.6) 

 

 

 

Table 5.18: Organization Dominant Managerial Philosophy   

Description Frequency Order of 

importance 

Traditional, Bureaucratic and 

Authoritarian 

36 1 

None 16 2 

Cooperative  14 3 

Ineffective behaviourally and work 12 4 
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related 

Democratic, Human relation 8 5 

Positive, effective and successful 7 6 

Favouritism 2 7 

Transparent (open system school) 1 8 

Source: Data Analysis 

 

5.4.9 Transactional verses Transformational leadership of the organisation 

As explained in the review of the empirical studies (See Chapter Two) there is an undeniable 

relationship between dominant managerial philosophy of the organisation and the leadership 

style adopted by senior management (Kakbadse, 1976,; Analoui, 2007). 

The analysed data showed that N=50 (50%) of the respondents believes that the dominant 

leadership style adopted by the organisation is both transactional and transformational. 

Moreover N=34 (31.2%) of respondents consider the leadership of the organisation is 

transformational and N=11 (10.1%) commented that it is highly transformational (See 

Table 5.19). What was interesting to learn was that most managers felt that if they have to 

choose, transformational is preferred to transactional style. Also, some voiced their desired 

leadership style for the organisation rather than describing the actual one.  
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Source: Data Analysis 

 

5.4.10 Important aspects for the leadership of the studied organisation 

The analysis of the data showed that N=79 (72 %) of the respondents agree that managerial 

ability, motivation, participatory training, guidance and providing help are important for the 

leadership of the studied organisation (See Table 5.20). 

Table 5.20: Important Aspects for the Leadership of the Organisation  

 

Source: Data Analysis 

Table 5.19: Transactional verses Transformational leadership of the Organisation  

 

6 5.5 5.5 5.5 

1 .9 .9 6.4 
7 6.4 6.4 12.8 

50 45.9 45.9 58.7 

34 31.2 31.2 89.9 

11 10.1 10.1 100.0 
109 100.0 100.0 

0 

Highly transactional 

Transactional 
Both 

Transformational 

Highly transformational 
Total 

Valid 
Frequency Percent Valid Percent 

Cumulative 
Percent 

 
 

9 8.3 8.3 8.3 

1 .9 .9 9.2 

1 .9 .9 10.1 

79 72.5 72.5 82.6 
2 1.8 1.8 84.4 

5 4.6 4.6 89.0 

7 6.4 6.4 95.4 

5 4.6 4.6 100.0 

109 100.0 100.0 

managerial ability 

motivation 

participatory training 
all above 

none of the above 
managerial and 
motivation 

motivation and 
guidance and help 

managerial ability 
motivation guidance 
and provide help 
Total 

Valid 
Frequency Percent Valid Percent 

Cumulative 
Percent 
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5.4.11 Effects of cultural and political background on managers’ effectiveness 

The analysed data revealed that N=20, 18% consider that the effect of cultural and political 

background on their effectiveness is so-so, while N=52, 47% said it has an important effect 

on managers‟ effectiveness. Moreover N=26, 23% mention it has a very important effect, 

as shown in (See Table 5.21). It is evident that in a politically unstable situation where most 

managers live under the uncertainty of was and invasion from Israel, managerial 

effectiveness is invariably effected by the outside factors. As one said; 

“You don‟t know what is going to happen next.., with Israel being next door 

anything can happen. You need stability and security and neither is here.. it 

is difficult and you know it better...”  (S.M.M.I.13) 

 

 

Table 5.21: Current Cultural and Political Background Affecting Managers Effectiveness 

 

Source: Data Analysis 

 

 

3 2.8 2.8 2.8 
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5.4.12 Effect of security situation on managerial effectiveness 

 The analysis of the data showed that the majority of the targeted managers about N= 66, 

60.5% said that the effect of the security situation is high or very high. Also N= 29, 26% 

consider its effect as so-so, (See Table 5. 22). Most managers were aware of the insecure 

conditions in which they worked. However they felt that the situation is manageable but it 

does effect their effectiveness in getting their jobs done. As one said; 

 

“When the problem starts we have to see to the aftermath. The whole strategy is to 

keep us guessing and insecure, but we have to manage and we do.” (M.M.M.I.8) 

 

 

Source: Data Analysis 

 

5.4. 13 Relationship between effectiveness and performance 

 The analysed data showed that N=50, 45% of respondents agree that there is a relationship 

between effectiveness and performance. And N=53, 48% of the senior managers highly 

agree, (See Table 5.23). As one pointed out; 

Table 5.22: Security Situations Affect on Managerial Effectiveness 

4 3.7 3.7 3.7 

5 4.6 4.6 8.3 
5 4.6 4.6 12.8 

29 26.6 26.6 39.4 

48 44.0 44.0 83.5 

18 16.5 16.5 100.0 

109 100.0 100.0 

non 

Very little 

low importance 
so so 

high 

very high 
Total 

Valid 
Frequency Percent Valid Percent 

Cumulative 
Percent 
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 “..of course it is, low performance shows something is wrong. Mind you in most 

 cases, people (managers) can be more effective if they are allowed to perform..” 

(M.M.MI.8) 

 

 

Source: Data Analysis 

5.4.14. Contextual Factors Effecting Managerial Effectiveness (individual, 

organisational, and environmental) 

Parameters of effectiveness cannot be considered in isolation. As mentioned earlier, 

managerial effectiveness is not only the result of parameters for effectiveness. Indeed, the 

parameters of effectiveness should be considered in context of the above factors. For 

example, motivation or managerial skills also interact with the individual‟s abilities and 

organization as well as environmental factors. This point has been explored in the literature 

review however, it may be important to reiterate as Analoui (1999; 2007) aptly argues the 

overall assessments of the influence of the identified parameters have to be considered in 

individual, organisational, and environmental contexts.  

 

3 2.8 2.8 2.8 

3 2.8 2.8 5.5 

50 45.9 45.9 51.4 

53 48.6 48.6 100.0 

109 100.0 100.0 

0 

so so 

agree 

highly agree 

Total 

Valid 
Frequency Percent Valid Percent 

Cumulative 
Percent 

Table 5.23: Relationship between Effectiveness and Performance 
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To explore what personal attributes and qualities are considered as influential in terms of 

middle and senior managers‟ effectiveness, the respondents were asked, to name three of 

the contributing factors in order of importance to them.  

 

As shown in Table 5.24, apart from those factors already identified it indicates that middle 

and senior managers‟ effectiveness is also influenced by a number of personal attributes 

and qualities. These include their personal qualities, attitudes, beliefs and values. 

 

 

 

 

 

Table 5.24: Personal attributes contributing to managerial effectiveness (this table is a 

summary of three tables of choices)  

 

Personal attributes Frequency Rank 

Personal abilities 19 4 

Interpersonal abilities 22 3 

Democratic leadership 10 7 

Self confidence 12 6 

Organizational abilities 15 5 

Commitment and being loyal to work 23 2 

Problem solver 19 4 

Good communication skills 31 1 

Values 5 10 

Mutual trust 8 8 

Leadership 6 9 

Professional abilities 3 11 

Source: Data Analysis 
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This result is complementary to the previous findings of the research which suggested that 

middle and senior manager‟s sense of responsibility toward their work and organization 

was the motivating factor for their effectiveness. Not surprisingly, it was found that the 

managerial job is viewed as a challenge for managers, thus many work related factors are 

considered very important for their effectiveness. Overall, taking together all these 

influences, it is clear that personal drive, determination and commitment, as well as, 

practical experience and hard work are seen as major factors for senior managers 

effectiveness. However, interpersonal skills such as communication and the ability to 

understand and work with people (inter and intra organisational relationships) in order to 

build a workable relationship based on mutual trust and respect still remain as major factors 

for the effectiveness of senior managers. 

 

In close relation to the above question, the respondents were asked to name in order of 

priority to them three organizational factors that enhance their effective performance at 

work. Many organizational variables are reported which can influence senior managers‟ 

degree of motivation and job satisfaction, which ultimately may result in good performance 

(See Table 5.25). A combination of organizational factors seems to account for senior 

managers‟ effectiveness. 

 

Again the above results complement the previous findings of the research, where it was 

found that senior managers‟ perceptions about their superior and the quality of their work 

relationship were the most influential factors in their motivation. What these findings may 

seem to prove is that the quality of leadership and the level of competence of the top 
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management team greatly influences the performance level of their immediate subordinate 

managers. These features seem to exert more influence on the organization effectiveness as 

the whole than do other identified factors. On the other hand, the findings of the present 

study also reach some conclusions which suggest that personal qualities and the leadership 

ability of senior managers appear to create the supportive organizational climate which is 

conductive for good performance at all levels of the organization. 

 

 

 

Table 5.25: Summary of the perceived organizational factors that have enhanced managers‟ 

effectiveness in their present positions (in order of priority).  

 

Enhancing Factors Frequency Priority 

In- service Training and on job training 36 1 

Communication 14 3 

Involvement in decision making 12 4 

Job security 10 6 

Support from Bosses 15 2 

Healthy environment and work harmony 9 7 

Resources and funds 12 4 

Equal opportunities and respect for all 8 8 

Follow up 12 4 

Promotion opportunities 5 9 

Well defined policies 4 10 

Rewards 11 5 

Source: Data Analysis 
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Also, the results indicate that many organizational factors which seemingly influence 

performance are related to personal factors which senior managers bring to work. It is these 

factors which eventually result in the creation of a sound management system. 

 

In addition to personal and organisational variables, senior managers‟ effective 

performance is also influenced by existing factors in the environment. To explore these 

factors, senior managers were asked to indicate three environmental factors which have 

affected their performance in their job. As shown in Table 5.26 combinations of socio-

economic and political factors were identified in the studied organisation. 

Analysis of the data indicates that economic and social factors can either positively or 

negatively affect the performance level of senior managers. Those constraints which are 

usually created by excessive laws and regulations do in fact limit managerial choices. 

Interestingly, analysis of the data suggests that labour market issues, good reputation and 

economic status of the organisation at regional and national level are viewed as 

considerable factors for good performance of senior managers. 

 

Table 5.26: Summary of perceived Factors outside of the organization, which have affected 

managers‟ effectiveness at work (in order of importance?) 

Summary 

Factors outside the organization Frequency 

Relationships with other and local 

community 

66 

Security 37 

Community Influence 25 

Political factors 13 

Meeting and Interacting with dedicated 

experienced colleagues 

10 

Support from NGOs and other UN 9 



 

 

209 

 

organization 

Cooperation with parents 10 

Commitment to refugees 13 

Family and stakeholders 5 

Location of schools 5 

conomical status 4 

Funding 5 

Source: Data Analysis 

 

As the results indicate, the degree of co-operation and the quality of existing relationships 

with other organisations at regional and national levels affect senior managers‟ 

performance. Other factors, such as ministerial support and meaningful linkage between 

their organisation and academic institutions seem to have some effect on their performance. 

The least mentioned factor is location of schools. It must be borne in mind that funding is 

becoming an important point. Since most of the funding is from the UN and political issues 

affect the amount and extent of the funding, managers are aware of the uncertainties 

associated with long term funding of the Educational Programmes that are offered to 

refugees and their children.   

 

5.5 Training Perception and Experience 

In the third section of the questionnaire, the participants were asked questions related to the 

importance of training and its effect on their managerial effectiveness and performance. 

The objective of these  questions was to see if the middle and senior managers are aware 

that fact that managerial skills can be acquired and acquired through learning and training 

processes and through which they can develop and improve their managerial competences, 

knowledge and skills.  
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5.5.1 Management training and improved Performance 

The targeted middle and senior managers were asked questions related to the efficiency of 

the training which was provided for them by the organization. The analysed data revealed 

that N= 64 (58.7%) describe it as efficient, and N= 32 (29.4%) considered it as so-so.  

Regarding the impact or role of training on their performance as middle and senior 

managers, responses (N= 31, 28.4%) show that the role of training was very important for 

improving their performance, and N=50 (45.9%) thought that it was important for them, 

while N=22 (20.2%) said that it was so-so. In general the data indicates that about 82% of 

respondents consider that the role of training is very important. Moreover, N=102 (93%) of 

respondents from a total number of 109 consider training will help them and their 

colleagues to further improve their performance as middle and senior managers.  

 

As continuity for this question respondents were asked if their answers were yes, how and 

in what ways management training has helped them and their colleagues to further improve 

their performance by mentioning up to three in priority order. Data analysis shows in what 

ways management training helped managers to improve their performance  (See Table 

5.27) . 
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Table 5.27: How management training helped managers to improve their performance (in 

order of priority 1-3) 

 

Priority One 

Description Frequency Priority 

Attended training on new developments in 

management and leadership 

41 1st 

Managing my staff  14 2nd 

Applications of managerial theories at 

work. 

8 5th 

Setting and planning strategy 10 4th 

Planning for improvement of school 

performance. 

7 6th 

Communication skills 5 7th 

Task related skills (professional 

development) 

11 3th 

Follow up teachers performance and 

student achievements 

5 7th 

Priority Two 

Description Frequency Priority 

Professional management training 

and development 

27 1
st
 

Application of managerial theories 

at work 

6 5
th

 

Managing my staff 6 5
th

 

People related skills including 

communication and negotiation   

13 3
rd

 

Leadership and supervision 4 7
th

 

Task related Knowledge and skills  15 2
nd

 

Different planning strategies  5 6
th

 

Managing self, problem solving, 

Decision making 

11 4
th

 

Follow up students achievements 2 8
th

 

 

Priority Three 

Description Frequency Priority 

People related  9 3
rd

 

Analysis of task 5 6
th

 

Strategic planning 8 4
th

 

Application of managerial theories at 

work 

3 7
th

 

Managing my staff  7 5
th

 

Self and career development,  8 4
th
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Professional Training and 

development  

10 2
nd

 

Managing task  15 1
st
 

Desire for success 2 8
th

 

Source: Data Analysis 

 

5.5.2 Management Training For self and career development 

 Also, the data shows that N=103 (94.5%) of the respondent managers consider 

management training as an effective means of improving their self and career development, 

that will help them acquire more personal and managerial skills and will directly affect their 

performance.           

 

5.5.2.1  Areas of Training Interest  

Middle and senior managers were asked about the three most important areas of 

management training and development programmes that would help them to increase their 

effectiveness at work in order of priority. Most of the respondents answered this question, 

but each according to his/her position‟s needs and based on his/her position (level) in the 

hierarchy the organization. Following are the responses in order of priority; first, second 

and third (See Table 5.28). 

 

Table 5.28: Important areas of management training in order of priority  

Priority One 

Description Frequency Rank 

Planning, work growth  25 1 

self and career development skills  16 2 
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Task related skills  9 4 

People related skills.  13 3 

Effective Management 4 5 

Human resource management   4 5 

 Effective Training 3 6 

 

Priority Two 

Description Frequency Rank 

Planning  10 3 

Task related skills   21 1 

Human resources management  4 5 

People related skills. 18 2 

Self and career development skills  7 4 

Quality work 3 6 

Effective training 3 6 

 

 

 

Priority Three 

Description Frequency Rank 

Task related skills  22 1 

 People related skills 11 2 

Human resource management  5 3 

  Self and career development skills 4 4 

Training based on needs 2 6 
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Leadership management  3 5 

Quality  work 2 6 

Source: Data Analysis 

 

5.5.2.2 Aspects of required training 

Respondents were asked about what aspects of management training or expertise they think 

is more important for their effectiveness at work. As the data revealed (see Table 5.29 and 

Figure 5.6) the middle and senior managers perceived functional skills, which are the task 

related skills, as a major aspect of training to improve their effectiveness at work. The 

functional skills such as determining objectives, forecasting, planning and organizing are 

the task related aspects of middle and senior managers. Self - development skills in 

management training is seen by managers as another important issue to improve their 

effectiveness. In comparison people skills in management training were perceived as less 

important for the managers. 

 

Table 5.29: The three areas of training and expertise needed for all middle and senior 

managers  

 

Aspects Frequency Percentage Rank 

Functional skills 47 41.2 1 

People skills 22 19.3 3 

Self-development skills 45 39.7 2 

Source: Data Analysis 
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Figure 5.6 The three areas of training and expertise needed for all middle and senior 

managers  

 

  

Source: Data Analysis 

 

5.5.2.3 Participation in Management Training 

The targeted middle and senior managers were asked if they have participated in any 

organized training on a management training programme offered by their organization. The 

analyzed data shows that the majority of middle and senior managers (N=93, 85%) of 109 

respondents had attended organized management training, while a small number of middle 

and senior managers (N=16, 14%) hadn‟t attended any organized management training. 

Also the analyzed data revealed that the duration of these training events attended by the 

majority of respondents (N=59, 54%) was between 1-5 days; for a second group of 

respondents (N=22, 20%) was 5-10 days and the third group of respondents (N= 16, 14%) 

attended for 15 and more days.      
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5.5.2.4 The influence of training on the aspects of managerial effectiveness 

Middle and senior managers were asked in general about the impact of management 

training on managerial effectiveness. A number of managers (N=46, 42%) answered that it 

was useful, while another group of managers (N= 23, 21.1%) said that it was very useful. A 

small group (N= 14, 12.8%) answered that it was so-so (Satisfactory.  

 

5.5.2.5 Preference for management training type 

Middle and senior managers were asked about their preference for management training 

type. The analyzed data revealed that the workshop is the most preferred style of training 

for middle and senior managers, followed by group-discussion; seminars, coaching, and 

case study (see Table 5.30). 

 

 

 

 

 

 

Table 5.30: Preference for training type by middle and senior managers 

Method Frequency Percentage Ranking 

Workshop 86 78.9 1 

Lectures 31 28.4 6 

Seminars 44 40.4 3 

Case study 32 29.4 5 
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Group-discussions 54 49.5 2 

Role play 24 22.0 8 

Job Rotating 16 14.7 10 

Mentoring 27 24.8 7 

Coaching 41 37.6 4 

Apprenticeship 31 28.4 6 

Others* 18 16.5 9 

Source: Data Analysis 

 

The respondents were asked to specify others and as the data shows only a small number of 

managers specified that their preferred type (N= 5, 4.6%) was for self learning and e-

learning, also (N=2, 1.8%) for on the job training. 

 

5.5.2.6 Preferred Training Duration 

Respondents were asked about the preferred length of their training courses in days and 

weeks. The majority of respondents‟ preferred the training duration to be a weeks duration 

and not days as the analyzed data shows (see Table 5.31 a and b). 
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Table 5.31 a:  Middle and senior managers preference for days length of training   

 

Source: Data Analysis 

 

Table 5.31 b: Middle and senior preference about the weeks length of training 

 

Source: Data Analysis 
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6. Conclusion 

In this chapter an attempt has been made to analyse the collected data using different 

descriptive statistical methods. The main idea was to get a clear picture of the nature of the 

data collected from the UNRWA Education Programme.  Systematic management training 

in the field of managerial effectiveness programmes which provide a balanced combination 

of managerial knowledge and skills are vital for the increased effectiveness of senior 

managers. The data shows that most managers were aware of the importance of the 

effectiveness for their professional as well as personal and career development. The most 

important parameters of effectiveness, as perceived by the middle and senior managers, 

appears to be the skills, constraints and choices as well as the dominant management 

philosophy at work.  

 

The respondents clearly showed their concern for the variety of the contextual factors 

especially the external and environmental ones which have undeniable influence on their 

degree of effectiveness. It is clear that some of the contextual aspects such as organisational 

and environmental ones are outside the ambit of the control of the managers. Issues such as 

uncertainty and conflict associated issues make the findings of this research particularly 

interesting since most studies on managerial effectiveness carried out to date have been in 

situations of relative peace and conflict free.  
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It has been shown that a combination of the parameters as factors and contexts (personal, 

organisational and external) can add to the complexity of understanding the nature of 

managerial effectiveness. 

Since one of the main objectives of this research relates to training, especially management 

training. The findings related to this subject have been interesting to say the least. It seems 

that most managers show a preference for task related aspects rather than people related and 

also are very much interested in the career development aspects of training. It is clear that 

managers in positions of seniority seem to be more interested in self and career 

development aspects of the management development training. This is in line with the 

findings of other writers in the field. 

 

A fuller discussion of the findings will be presented in the next chapter.  


