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HAPTER SEVEN: Summary and Conclusion  

 

7.1 Introduction 

In this thesis, the level of managerial effectiveness of the middle and senior managers in 

the Education Programme UNRWA, Lebanon has been explored.  Chapter one provided 

an introductory discussion bringing together the rationale for the study, the aims and 

objectives and the approach to be adopted for carrying out this research. Here also the 

topic of research, managerial effectiveness and the research questions were presented. 

The discussions in chapter two are concerned with a review of the theoretical basis for 

the development of the management and presentation of the framework of the research 

based on the synthesis of the literature on management and effectiveness.  Chapter three 

explores the Education Programme, UNRWA, Lebanon, and the external and internal 

factors affecting the programme. These have been discussed in context of UNRWA and 

the Lebanese education system. Following on from this, an appropriate research 

methodology, namely “triangulation”, was developed in chapter four to meet the 

objectives of the study. Chapter five provided the descriptive analysis of the data. This 

chapter introduced the descriptive characteristics of the collected data such as 

frequencies, percentages, priorities and ranks. Chapter six introduced the major findings 

of the research in connection with the research questions. These findings have been 

substantiated by the empirical studies reviewed in chapter two. This chapter attempted 

to interpret the research findings within the conceptual framework provided by existing 

academic theories. Finally, chapter seven summarises the thesis providing a brief 

description of the forgone chapters and explaining the theoretical contribution of the 

research in terms of contextualising the theory of managerial effectiveness with respect 

to the existing empirical studies in managerial effectiveness, as reviewed in chapter two.  
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In the second section, the contribution of this research with respect to policy-making 

and managerial implications for UNRWA in particular and UN as whole are discussed. 

Consequently, in the last section the limitations of this study are assessed and 

suggestions for further research are proposed.    

 

7.2. Key Findings of this Research 

The key finding of the present research is that the eight parameters of managerial 

effectiveness and its contextual backgrounds ought to be considered as an integral part 

of the process of organisational development. For managers to be effective it is 

necessary to have a comprehensive set of policies which reflects the parameters 

discussed. Whilst training and development provides only one aspect of the managerial 

effectiveness for middle and senior managers, there are other aspects such as proper 

motivation, leadership style of the top management, and obstacles and difficulties that 

have to be dealt with strategically.  It is rather important that the perceived obstacles 

which relate to managerial effectiveness, and management training and development 

programmes are as much as possible designed realistically and implemented 

professionally by the organisation. 

 

The most pertinent and relevant conclusion reached relates to the presence of the eight 

parameters of managerial effectiveness which was analyzed through this study, together 

with identification of the behavioural and causal influences as their constituent and 

essential components. These factors point to the significance of the role of the middle 

and senior managers as individual managers, and the organisational socio-economic, 

cultural and political influences, such as: the prevailing and current organisational and 
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managerial attitude and practices. The results of this research lead to improving the 

effectiveness of the managers and the organisations.   

 

Managerial work is complex and requires the managers to master the knowledge and 

skills which enable them to deal effectively with various aspects of their job. However, 

the study reaches some conclusions which suggest that the demanding aspects of the 

managerial job are contingent upon the managerial position in the hierarchy, and the 

functional requirements of the job as well as the situational factors. With reference to 

the work of middle and senior managers, their work is predominately seen as involving 

both managing task and people. However, in broad terms, the conclusions reached go 

some way to verify the commonly accepted view that, managers, in spite of the cultural 

context in which they operate have to deal with people and people-related issues in their 

organisations. Middle and senior managers felt that the effective management of people 

is also a key to effective management of task and that effective management of people 

plays an important role toward increasing the effectiveness of the organisation. 

 

The study also reaches some conclusions with regard to the importance of 

communication which goes to suggest that in the case of most middle and senior 

managers, satisfactory discharge of managerial responsibilities and the smooth 

operation of managerial effectiveness in their work depends largely on the ability of 

managers to communicate effectively with others. Communication as a main aspect of 

managerial skills, a parameter of managerial effectiveness, is seen as a key factor for 

effective management in its whole diversity. 
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Middle and senior managers in the Education Programme UNRWA, Lebanon, 

regardless of the nature of their job, their formal qualifications and the position in which 

they operate felt that they could benefit from managerial effectiveness, and management 

training and development. Middle and senior managers believed that with the ever 

increasing changes in the job and its environment, managerial effectiveness, and 

management training and development are inevitable requirements for their sustained 

effectiveness. The planned management development efforts, especially during the 

recent years by DfID and BC are much desired and are seen as an essential means for 

personal and career development. The recent wave of training for school development, 

and management development which was originally initiated and established by an 

expert from University of Bradford has changed the perception of the middle and senior 

managers regarding the quality of the training and development they require. Middle 

and senior managers view management training as the most effective means of 

acquiring managerial knowledge and skills. It is believed that systematic managerial 

effectiveness and management training programmes which specifically cater for a 

balanced combination of managerial knowledge and skills are vital for their increased 

effectiveness. The conclusion reached goes further to suggest that managerial 

effectiveness, and management training and development must be regarded as a 

continuous learning process which is not only concerned with increasing the 

effectiveness of all managers, but with the improvement of organisational effectiveness 

as well. Undoubtedly, a systematic approach towards the development of the managerial 

capacity will be consistent with the ultimate goal of economic or national development 

through effective improved management. 
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The areas and the content of a given managerial effectiveness and management training 

programme which provides for the needs of middle and senior managers are in many 

aspects contingent upon position, demands and constraint of their jobs. However, 

managerial effectiveness and management training programmes which place more 

emphasis on the people-related aspects of the managers training and development needs 

are generally viewed as more suitable for middle and senior managers and are highly 

valued for their increased effectiveness. The identified categories which are considered 

most useful for the increased effectiveness of all middle and senior managers are: 

human resource management; human relations, leadership and communication. 

Moreover, the content of managerial effectiveness, management training and 

development programmes must be designed in such a way as to acquaint the middle and 

senior managers with modern management concepts, theories, practices and concerns. 

 

Middle and senior managers as a whole would expect managerial effectiveness and 

management training programmes to result in self-development and the acquisition of 

people-related and task-related knowledge and skills. Nevertheless, in comparison with 

people and task related categories of skills, with exception of the modules which were 

designed and delivered by University of Bradford, training in the self-development area 

has been less emphasised. There is a continual need for the development of 

organisational members, managers and senior managers in particular. In order to ensure 

the overall effectiveness of organisational members, a clear strategy towards increasing 

managerial effectiveness which is based on a true and up to date assessment of 

managers needs must be employed.  
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Middle and senior managers felt that the existence of the obstacles such as the presence 

of an inappropriate appraisal system (promotion system or reward system), pressure of 

work, lack of suitable training programmes, inappropriate human development policies, 

lack of career planning, lack of vision and the low priority which is given to managerial 

effectiveness, management training programme and development activities in the 

organisations are the main blockage to management development in their organisations. 

These findings will have important implications for managerial effectiveness, 

management education, management training programmes and development in 

UNRWA. 

 

The creation of a learning organisation in which people work willingly and effectively 

is the most important factor by which senior manager‟s effectiveness and contribution 

may be assessed. The middle and senior managers in the Education Programme 

UNRWA, Lebanon, chose from a series of managerial skills which were presented to 

them, four categories in particular as being the most important for their increased 

effectiveness. These include (1) People related skills (the ability to communicate 

effectively with other people); (2) Task related skills (the ability to manage one‟s own 

time and use it effectively); (3) Self and career development related skills (the ability to 

make decisions and resolve work related problems); and (4) The ability to lead and 

motivate employees at work. 

 

The most crucial set of managerial skills which are required for the increased 

effectiveness of middle and senior managers, as a whole, are indeed a combination of 

„people and task related‟, and „analytical and self development‟ skills. Middle and 

senior managers are expected to demonstrate a high level of competence of various 
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skills, although people skills have emerged as a more decisive influence for their 

effectiveness at work. 

 

The relative degree of importance attached to each set of managerial skills varies with 

respect to the middle and senior managers‟ position and may also be contingent upon 

other circumstances in which the managers find themselves. The results of analysis, 

therefore, should be taken to be most relevant to the Education Programme. For this 

reason, managers in the studied organizations of different areas of the Field (Lebanon) 

may have different perceptions of the importance of their required knowledge and skills. 

 

The classification of various managerial skills into different categories may be valid to 

some extent. It is noted however, that the identified skills are overlapping in many 

instances. Thus, the question of interrelationships between these skills and competency 

becomes a matter of importance. This however, suggests that managerial skills should 

be viewed as what they are - a parameter of middle and senior management 

effectiveness.  

 

After giving consideration to the three aspects (self, task and people) of managerial 

work and responsibilities, it may be concluded that managers need to acquire a mix of 

three categories of skills for their effectiveness at work, namely „people-related‟, „task-

related‟ and „analytical and self-related‟, skills. However, the research results clearly 

show that the degree of importance attached to the above skills may vary according to 

the position of the managers and the demands of their particular jobs. For the 

development of middle and senior managers, the implications of the presence of a 

hierarchy for different categories of managerial skills are many. 
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Since the degree of importance attached to various skills is relative and therefore, is 

likely to change with respect to middle and senior managers‟ position as well as the 

demands of their job and constraints which are present in various situations, 

consequently, the average perceived importance of the three categories of managerial 

skills varies for managers at different levels of seniority. However, the emerging pattern 

of variations and the forming of distinct categories of skills show that middle and senior 

managers perceive their effectiveness to be more a function of people-related and task-

related than analytical and self-related categories of managerial skills. 

 

For this reason, it can be tentatively claimed that the people-related category of skills is 

relatively the most important category for the increased effectiveness of middle and 

senior managers, irrespective of their position in the hierarchy. The main reason for this 

is that, middle and senior managers are expected to acquire a high level of competences 

in dealing with a variety of people in and outside of their work environment.  

 

Since managing people is being increasingly considered as constituting a significant 

aspect of any middle and senior manager‟s job, their effectiveness to a greater extent, is 

viewed as a function of competence which is shown in working with people and that 

people-related skills, such as communication, interpersonal skills, leadership and 

negotiation of conflict and discontent at work are seemingly the most contributing 

factor to their effectiveness.  

 

The findings of the research provide substantial support for Analoui‟s eight parameters 

of managerial effectiveness model (1999) of management development and shows that 
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the notion of a hierarchy of skills still holds some validity, suggesting that as managers 

move higher up in the organisation, they tend to have greater need for people-related 

and task related skills in order to perform their job effectively. This does not, however, 

suggest that analytical and self-related aspects of the job of middle and senior managers 

in higher positions holds little or no importance for their effectiveness. 

 

Middle and senior managers felt that to have an understanding of the dominant 

managerial/leadership style exercised in the workplace placed them in better position to 

strategically steer their work and their career. Moreover, the leadership style tends to act 

as the most influential factors in motivating them at work. Intrinsic factors seem to 

dominate senior managers‟ motivation, although, extrinsic factors do have considerable 

influence in terms of motivating managers toward better performance at work. Although 

some variation can be detected in motivational patterns at different levels, there are 

more similarities in the need preferences of the middle and senior managers than their 

differences.   

 

Senior managers generally felt that their commitment to the organisation and its 

objectives, their confidence in their own capabilities and their competencies in human 

skills, hard work and experience are the most influential factors for their satisfactory 

performance at work. The managerial job is largely seen as a challenge by senior 

managers thus, many work related factors such as recognition of good work, high status 

and valuable purpose of the job are considered to be very important for their satisfaction 

at work. Moreover, the middle and senior managers‟ personal drive, determination and 

commitment, as well as their practical experience and hard work are also seen as major 

determinants of their success. However, communication skills such as interpersonal 
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skills and the ability to understand and work with people effectively in order to build a 

workable relationship based on mutual trust and respect still remains an important factor 

for the effectiveness of senior managers in the Education Programme UNRWA, 

Lebanon.  

 

Not surprisingly, many organisational variables can influence senior managers‟ 

motivation and job satisfaction and may eventually affect their performance. However, 

the nature and quality of the relationship with the senior management team in the 

headquarters, and style of leadership greatly influences the performance of managers in 

UNRWA. The conclusion reached goes further to suggest that the personal qualities and 

leadership ability of middle and senior managers appears to create the supportive 

organisational climate, which is conductive for improved performance at all levels of 

the organisation. 

 

7.3. Contribution of this research 

This research‟s contribution to the field of managerial effectiveness and management 

development has been three fold: theoretical contribution, policy implications and 

managerial implications. In addition, Analoui‟s model of eight parameters had 

previously been tested in peaceful and non-conflict areas, whereas in the case study of 

the Education Programme, Lebanon, it‟s very different. The political, security and 

conflict situations are a daily concern of middle and senior manager which also affects 

the managerial effectiveness of the middle and senior managers in the studied 

organization.  Each of these will be discussed in detail below. 

 

 



262 

 

7.4. Theoretical contribution of the research 

The individual findings associated with each of the research objectives have been 

discussed in the previous section. The interpretation of these findings in relation to 

existing academic theories has been dealt with in detail in chapter six. Some of the 

findings yielded support to the work of other scholars and researchers; some modify and 

further elaborate existing concepts proposed in the literature.  

 

In this research an attempt has been made to discuss the findings of the study and 

answer the research questions. The concept of managerial effectiveness specifically 

remains one of the main topics that continue to be of interest for management scholars, 

researchers and practitioners. Attempts have been made to investigate an interesting and 

worthwhile set of issues. Much has been written about the importance of managerial 

effectiveness and managerial skills, but there are still relatively few empirical studies 

which consider the real needs of managers for increasing their effectiveness. However, 

what seems to emerge time and time again is that there is no general agreement on the 

relative degree of importance attached to the various parameters of managerial 

effectiveness and their three interrelated contextual factors.  It is not surprising to see 

that the political nature of the middle and senior managers advocates the need to place 

different degrees of importance to the above factors with respect to changes in 

circumstances. It is believed that there is little agreement on the ideal approach for 

defining or measuring management effectiveness. Nevertheless, the need for continual 

research into managerial effectiveness is deemed essential. The research has based its 

framework on the concept of “parameters of effectiveness” originally developed by 

Analoui (1999, 2002, 2007). Theoretically this research builds on the assumptions and 

findings of his work within public sector organisations in developing countries and 
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attempts to explore the implications of the model in the Education Programme, 

UNRWA, Lebanon, a non-profit making, humanitarian, donor funded organization. 

More importantly, the present research contributes to the field of enquiry in terms of 

contextualing the Analoui‟s theory to demonstrate that organisational and external 

(cultural) circumstances have effect on the effectiveness of the senior and middle 

managers. In this respect, not only contextualisation has become the main contribution 

of this research but also, it is demonstrated that cultural forces which by and large 

determine the nature of the personal, organisational and socio-political relationships are 

tainted by the presence of the phenomenon of the refugees in that region. This is a 

reminder to the reader that the problem of refugees does not solely belong to the 

Education Programme in Lebanon; rather it effect many lives throughout the region. 

 

7.5. Policy Implications 

Fortunately, in recent years, there has been a great deal of interest shown in the field of 

management training and development in the Education Programme, UNRWA, all 

Fields supported by DfID funds. There is an increasing realisation that management 

training and development can result in increasing managerial effectiveness, and 

management skills can be acquired by ways other than experience. As a result the 

demand for better quality managerial competence and performance has been recognised 

as an important objective along with the overall aim of improving the quality of the 

education provided for Palestinian refugees in the organization. In view of the findings 

of this study, it is strongly recommended that UNRWA ought to lay down a clear HR 

policy for management development. Also such a comprehensive implementation 

strategy should be developed accordingly and supported in order to provide a definite 

commitment for the allocation of the required resources. Such a policy should reflect the 
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recognition of the imperative nature of management training for UN Agencies. Such a 

management development policy should then be integrated into the overall strategic 

human resource development policies and strategies of the UNRWA as the whole. The 

development and growth of senior managers must also be given a high degree of 

priority in the formulation of human resource development policy. Management training 

and development policies should be incorporated into the human resource planning and 

development policies of the organisations as well, in order to receive top management‟s 

support and commitment. 

 

At the organisational level management training and development must be linked 

systematically to other activities of human resource management to form an integral 

part of the total organisational effort to improve managerial and institutional 

effectiveness. Management development efforts should be formed from the result an 

effective system of selection and appraisal, career planning, organisational planning and 

structure and the presence of an improved management information system. It is 

important that a set of realistic criteria for recruitment, selection, placement, and 

promotion and career succession activities are established and thoroughly adhered to by 

the personnel departments at both the studied organisations and close relative company 

levels. 

 

Without explicit, deliberate and realistic planning for developing managers in general 

and middle and senior managers, in particular, the smooth operation and realisation of 

the UNRWA organisational plans and strategies would seriously be hampered and 

consequently impede the development of the organisation as a whole. 
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In order to promote the status of management training, changes need to be introduced to 

the organisations in general and training developments in particular. Organisations need 

to consider the strategic importance of management training and provide an appropriate 

environment in order to take advantage of the great interest and support of the senior 

managers for active participation. These concerns should be clearly reflected in the 

relevant policies and religiously adhered to in order to ensure increased effectiveness at 

work. 

 

Finally, the commitment of the organisations to management training and development 

is seen as an essential element for the overall success of the relevant training 

programmes. It is therefore, important that the necessary resources are allocated and 

ensured that they are used effectively while professional help and support are received 

from experts and authorities on management development from outside the 

organisation. 

 

7.6. Implications for Management Development Programmes 

One of the aims of the present study has been the identification of general management 

competencies of the middle and senior managers involved. It is hoped that useful 

contributions have been made towards the understanding of the nature of managerial 

skills and knowledge which in turn can result in the increased effectiveness of top 

management teams. In this respect, the findings and conclusions of this study might 

well provide the scholars and practitioners in the Education Programme, UNRWA, 

Lebanon, with an insight into the area of management training and development and the 

training needs of middle and senior managers in the Education Programme, UNRWA, 

Lebanon, and other fields. It provides a conceptual framework based on which further 
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investigation into the importance of self-management as the core of managerial 

effectiveness would be made both possible and desirable. This research also opens some 

avenue for further investigation into the pattern of interrelationships amongst different 

categories of managerial effectiveness, managerial skills, and the gap in the empirical 

studies in this field.  

 

In terms of managerial implications, this research provides for educators and scholars in 

the fields of managerial effectiveness, managerial trainings and educators a clearer 

direction as to the effective delivery of the appropriate managerial programme required 

for managers in the Education Programme, UNRWA, Lebanon. It will also help the 

organisations to develop appropriate programmes for the training and development of 

middle and senior managers. 

 

The findings of this research firmly suggest that there seems to be a perceived need 

amongst managers for more people-related and task-related skills which are vital for 

increasing the effectiveness of the middle and senior managers. Furthermore, it points 

out a real need for a balance of knowledge and skills based on management 

development programmes in order to cope with the ever increasing complex demands of 

organisational problems in developing countries. 

 

7.7. Limitations of the study 

In general the research suffers from two limitations. The main limitation of the research 

is the focus of the study. The focus of this research is on middle and senior managers‟ 

perception of their effectiveness in the Education Programme, UNRWA, Lebanon and 

not in comparison with any other Fields. Therefore, it may be recognised that the 
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findings of this study may not be fully generalisable to the Education Programme in 

other fields of UNRWA operation (See Chapter three). However, throughout the 

empirical research, care was taken to ensure that the findings reported were statistically 

robust.  

 

The second limitation of the study is methodological limitation. As discussed 

previously, each research methodology has its own advantages and disadvantages. In 

chapter four, the advantages and disadvantages of alternative research techniques were 

highlighted and the researcher sought to counterbalance the inherent weaknesses of any 

specific procedure by combining methodological approaches. Some limitation is related 

to statistical analysis such as the use of only the percentages and the frequencies and not 

using the mean and the standard deviation. This limitation is referred to the type of 

questions that were used in the questionnaire, which were open ended. Open-ended 

questions, as discussed, were used because of the nature of the case study which was 

descriptive. 

   

 Such methodological triangulation was judged to enhance the validity, reliability and 

generalisation of the research findings. In spite of this, some limitations of the research 

methodology are noted. Some of the experienced problems during the data collection 

are listed below:    

 

1.  Time was scarce for the researcher since she is studying and working at the 

same time. 

2. The extra pressure and demands on middle and senior managers, which limited 

the number and length of the interviews, and also led to the waste of the 
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researcher‟s time  and even the cancellation and postponement of some 

interviews. 

3. At times, certain events became problematic due to interruptions by unexpected 

phone calls and visits. Although interviews were normally scheduled for 30 

minutes, in some cases, the researcher spent several hours with the interviewees 

listening to the phone conversations and observing his actual behaviour in 

dealing with unexpected visitors. 

4. Limited time also caused great pressure and concern for the researcher. 

Although the researcher is a staff member in the studied organization. 

The researcher‟s long experience and knowledge of policy in terms of the the Education 

Programme, UNRWA, Lebanon, and her professional background, familiarity with the 

organization culture, and the support of all the parties involved made it possible to 

overcome many of the above problems. 

 

7.8. Suggestions for further research 

Considering the research findings and limitations of the study, some of the further 

research possibilities are suggested below. 

 

First, as it has been mentioned in the research limitations, this research focused on the 

Education Programme, UNRWA, Lebanon. In order to eliminate this limitation, a 

replication of this research including a sample from the Education Programme, 

UNRWA, all Fields would be valuable. This could be carried out to explore further the 

notion of how management development strategies can be formulated. 
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Second, this research focused on exploring the middle and senior managers‟ perception 

of the managerial effectiveness and management development in the Education 

Programme, UNRWA, Lebanon. Accordingly further research could be carried out to 

investigate the nature and methods of management development in UNRWA 

programmes and departments in the five fields of operation. A comparative study of the 

above fields will raise awareness amongst the middle and senior managers as well 

contributing to this exciting body of knowledge.  

 


