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CHAPTER ONE:  INTRODUCTION 

 

1. Background: Managerial Effectiveness 

This chapter describes the importance of managerial effectiveness for managers and 

more explicitly will focus on senior and middle managers in order to better understand 

how and why they tend to shape their work, organisation and in some ways manage the 

life of many employees and refugees who are impacted by their effectiveness. 

Managers, by virtue of their positions and knowledge are responsible for a contribution 

that materially affects the capacity of the organisation to perform and obtain results. 

Analoui (1997; 2002) pointed out the challenges involved in understanding managerial 

behaviour and thus views the importance of considering managers “as they are and not 

just as role players as has been suggested by recent writers, but as creators of reality for 

themselves and others through their meaningful and purposeful behaviours”. He adds, 

“the success and sustainability of organisations, and even nations [is determined by] the 

presence of sufficient numbers of effective managers, especially senior officials and 

executives, whose view determines the path taken towards the achievement of the 

organisation‟s „goals” (1997, p. 2). It is even argued that effectiveness, as a field of 

study, ought to be given a high priority because it constitutes „the tool of the executives 

and is their access to achievement and performance‟ (Drucker, 1988, p. 17).  

 

Effectiveness is a different concept to efficiency. It involves ensuring that people are 

doing the right things. Ideally, employees should be working both efficiently and 

effectively (Rees and Porter, 2001, p.  23). 
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Recent attention to the topic of managerial effectiveness, over the last two decades, 

places even greater significance on the role of the middle and senior managers and their 

performance to obtain the desired results. Managerial effectiveness, in this sense, relates 

to the knowledge, skills, abilities, capabilities and competencies of those in charge of 

achieving what is termed as profitable, quality service and productivity, depending on 

the context in which they perform (Analoui 1997, 2007; Mullins, 1993). 

 

Managerial effectiveness is described as illusive in nature (Moers and Wagner, 1978).It 

has also been known and labelled as a concept which is difficult to quantify (Brodie and 

Bennet, 1979), and even more difficult to measure (Dunnette, 1971; Drucker, 1988), yet 

it is often talked about and has also attracted much interest from lateral and multi-lateral 

agencies, and has been acknowledged by serious researchers such as Mintzberg (1973), 

Langford (1979), Margerison (1984), the World Bank (1994) and Analoui (2007).  

 

Arguably, although the senior and middle management of the organisations set the 

objectives by translating their visions and dreams for the future of their organisations 

into attainable goals, it is the responsibility of the middle management to identify the 

path, set the tempo and provide the programme for achieving prescribed goals in order 

to achieve the strategic goal of the organisation, in this case UNRWA.  

 

Management, therefore, is about creating and sustaining effectiveness (Carnall and 

Maxwell, 1988, p. 15). Managers are held responsible for ensuring the effective 

utilisation of the scarce available resources and the continued well-being of the 

organisations is the product of their effectiveness (Dunnette, 1971). Managerial 
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effectiveness however, should not be viewed solely in terms of capability and 

competence to perform the task related aspects of the job or even solely attendant on the 

people related aspects, as debated by some writers, but should also be seen to be related 

to managers own self development (Analoui, 1995). Increasing managerial effectiveness 

therefore, has been related to the development of the managers as a whole, which 

necessarily results in increased awareness on their part (Drucker, 1988). Indeed, “The 

development of the executives effectiveness will challenge directors goals and the 

purpose of the organisation and will also raise the egos of its people from preoccupation 

with problems to visions of opportunity, from concern with weakness to exploitation of 

strengths” (Drucker, 1988, p.  14). 

 

On the whole, the concept of effectiveness is inevitably associated with training and 

development, many writers on management and organisation have pointed to the 

relationship between the financial success of an organisation and the continuous 

involvement of the organisation in management training and development (Porter et al., 

1975; Bennett and Brodie, 1979; Hales, 1986; Labbaf and Analoui, 1997; 1999; 2003 

and 2004). 

 

In this regard the efficiency, skill, and training of senior and middle managers are, of 

special concern to the Education Programme UNRWA, Lebanon. It has been long 

recognised that the managers‟ skill in the Education Programme was an essential factor 

for the achievement of sustained educational development. However, according to 

recent development in the field of managerial effectiveness, skills and competencies 

count for only a percentage of the requirement for effectiveness (Analoui, et. al, 2011).   
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With recent concern for reform and adoption of new managerialism within the public 

sector and UN organizations, much attention has been given to the effectiveness of the 

senior and middle managers and their performance by theorists, management 

researchers, developers and practitioners, in developed, developing countries (DCs) and 

traditional economies (TEs) (Margerison and Kakabadse, 1984; Kinggundo, 1989).  

 

1.1  Nature of Managerial Effectiveness? 

Managerial effectiveness within DCs and TEs, however, has hitherto evolved mainly 

around, not the managers, but the organisational setting (Charesley, 1986; Mullins, 

1993) social, cultural and political contexts (Jones, 1988; Kiggundo, 1989; Analoui, 

1999, Analoui and Karami, 2003) and has been debated within the boundaries of an 

open system theory (Willcocks, 1992). The recent surge of interest from academia 

points to the managers‟ own choices, and the contentious issue that managers‟ 

performance is inevitably contingent upon and affected by the casual and behavioural 

influences within their immediate and wider socio-economic and cultural setting 

(Stewart, 1982; and 1991). This includes their perception and understanding of what 

constitutes effectiveness in a particular context (Kakabadse et al., 1987; Analoui, 1999, 

2007). 

 

Senior and middle managers, and officials are believed to make a major contribution 

towards the well-being and development of their nations in a particular economy 

(Kiggundo, 1989; World Bank, 1991; Blunt, 1992; Labbaf and Analoui, 1995). The 

questions and issues which have not been adequately addressed, especially within DCs‟ 
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and TCs‟ contexts, are concerned with sources of influences, including the managers‟ 

own perception, which influence their behaviour, effectiveness and arguably their 

organisation and even their nations. 

 

Analoui (1999) identified eight major clusters of influences, referred to here as 

“parameters” of managerial effectiveness, and three contexts. The parameters which 

include the senior managers‟ perception; skills and knowledge; organisational criteria; 

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

inter-organisational relationships, and finally dominant managerial philosophy are 

discussed briefly.  The contextual factors make all the difference; they refer to 

individual or personal context, organisation and external context. These provide a great 

deal of influence on the behaviour of the individual managers and their effectiveness.   

Based on the above, the need for further research and the adoption of a holistic approach 

to study of the manager as a means of achieving increased managerial effectiveness are 

emphasised. In this respect, this research attempts to examine and see the relevance of 

the eight parameters, and related contextual factors for the managerial effectiveness in 

the Education Programme UNRWA, Lebanon. 

 

To achieve this the model for managerial effectiveness (Analoui, 1999) has been used as 

a basis and guide for exploring awareness, perceptions, skills, organisational standards, 

and motivations, degree of demands and constraints, and the presence of opportunity 

effectiveness to identify the policy implications for the middle and senior managers 

UNRWA in Lebanon, and may be in other developing countries, as the whole.  
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Ultimately, the analysis of the findings has resulted in the identification of groups of causal 

and behavioural influences, independent as a category but interdependent on one another. 

Each revealed one aspect associated with managerial effectiveness. The subjects of the 

research are subsequently referred to as “parameters” of managerial effectiveness. Analoui 

(1999, Analoui and Karami, 2003) pointed out that, “These parameters pointed to individual 

but also internal and other external contextual factors which as a whole determined the 

senior managers‟ effectiveness” (Analoui, 1999, p. 367). These parameters will be 

discussed in more detail in chapter two: managerial effectiveness: a review of the literature. 

 

1.2. Education and Management Development  

It is believed that the development of the human resources is one of the sensitive tasks 

of the senior management and human resource management as the whole (Analoui, 

2007). Therefore, educational training programmes for management and other related 

activities constitute the pre-requisites if the managers are intended to perform more 

effectively. Managers must be ready to recognise the importance of participating in 

educational, training and development activities (Drucker, 1974, p. 402). 

Today, management education and training are an important Human Resource 

Development (HRD) strategy to increase managers' capabilities and skills not only at 

the functional level of the organisation but also it is one of the most important factors in 

development as the whole. Increasing attention to management development and its 

importance is based on the assumption that useful HRD programmes lead to an 

increased effectiveness and eventually improve the ability of the organisation to 

respond, deal and ultimately manage its environmental forces. These in turn will be 
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translated to improve quality of service to clients and consumers, in this case the 

refugees in Lebanon (Analoui, 2007).  

 

1.3  Management Education and Training in Developing Countries   

Effective management of organisations has always been regarded as one of the major 

deficiencies of least developed countries (LDCs). Indeed, the fruitfulness of other 

factors, such as capital, technology transfers and work force depends on it (Khan et 

al., 1982). The effectiveness of education and training can be measured by examining 

what a manager could do before the training and what they are capable of for their 

organisations after the training (Cartwright, 2003). The education management and 

training improves manager's abilities and skills, and thus they help to improve the 

functions of the organisation and to fulfil the economic and social goals of a country 

as a whole (Paul, 1983). It is contended that „there is no enterprise in the education 

and training of people in LDCs, which can be regarded as more useful than the 

training of high level managers in organisations' (UNDP, 1989, p. 227). Because 

managers play an important role […] therefore developing countries must give the 

utmost priority to train efficient managers (Ndegwa et al., 1987, p. 178). 

 

The shortage of resources in LDCs increases the need for effective managers at all 

levels. The reason is that management is generally regarded as the basis of the 

fruitfulness of an organisation, and would cause the required harmony in the activities 

and sections. Management enables the organisation to fulfil its goals and social and 

personal needs. Since management quality is among the most important factors bearing 

on the success of the organisation, the managers of third world countries are required to 
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improve their knowledge, technical, intellectual and social skills and abilities (Analoui, 

1997). This necessity makes managers improve their knowledge and skills. Thus, for the 

management training to continue organisations have to understand its necessity and 

importance (Robbins, 1997; Kakabades, et al., 1987). 

 

Difficult economic conditions, foreign competition, and international commerce 

complexities; these also emphasise the education and training of managers. The deficit 

and shortage of efficient managers in LDCs point to the necessity for education and 

training of effective managers, and is one of the limitations on the progress of national 

development programmes. In addition, the necessity for the training and education of 

the managers‟ abilities and capabilities is partly due to the process of development 

which has increased the need for efficient and fruitful managers (Ndegwa et al., 1987, p. 

28). In addition, training and education should involve not only the knowledge, skills, 

abilities but also it should include corporate values and business finance (Stone, 2004, p. 

47; Analoui, 2002).  

 

1.3.1 Management Development in UNRWA  

During the last 5-years, the education programme HQ in Amman, has arranged 

management development training courses for senior and middle managers at 5 Fields, 

as an attempt to improve the managerial skills of senior and middle managers in the 

education programme. Immediately after the Arab-Israeli hostilities of 1948, emergency 

assistance was provided by international organizations such as the International 

Committee of the Red Cross, League of Red Cross Societies and the American Friends 

Service Committee. 
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In November 1948, the United Nations established the United Nations Relief for 

Palestine Refugees (UNRPR) to extend aid and relief to Palestine refugees and 

coordinate efforts of NGOs and other UN bodies. 

 

The United Nations established the United Nations Relief and Works Agency for 

Palestine Refugees in the Near East (UNRWA) under UN General Assembly Resolution 

302 (IV), 8 December 1949, as a subsidiary organ of the United Nations. The Agency 

inherited the assets of the UNRPR and took over the ICRC‟s refugee registration 

records. Since its establishment, the Agency has delivered its services in times of 

relative calm in the Middle East, and in times of hostilities. It has fed, housed and 

clothed tens of thousands of fleeing refugees and at the same time educated and given 

health care to hundreds of thousands of young refugees. 

 

UNRWA is unique in terms of its long-standing commitment to one group of refugees 

and its contributions to the welfare and human development of four generations of 

Palestine refugees. Originally envisaged as a temporary organization, the Agency has 

gradually adjusted its programmes to meet the changing needs of the refugees. Today, 

UNRWA is the main provider of basic services - education, health, relief and social 

services - to over 4.4 million registered Palestine refugees in the Middle East. 

    

UNRWA provides education, health, relief and social services to eligible refugees 

among the 4.4 million registered Palestine refugees in its five fields of operations: 

Jordan, Lebanon, the Syrian Arab Republic, the West Bank and Gaza Strip. Some 1.3 

million refugees, around one third of the total, live in 58 recognized camps, and 
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UNRWA's services are located in or near these camps where there are large 

concentrations of refugees.  The Agency currently operates or sponsors over 900 

installations with some 28,000 staff throughout its area of operations. Because UNRWA 

services such as education and health care are the type of services normally provided 

within the public sector, the Agency cooperates closely with governmental authorities in 

the area of operations, who also provide some services to Palestine refugees in five 

Fields. 

 

Lebanon is among the developing countries, in the low range of countries with medium 

income, '(World Bank, 1993). Therefore, according to the growth and development 

indices, it is necessary to consider the improvement of fruitfulness of organizations as 

the national strategy. Although this is a national necessity in all economic, social and 

cultural sectors, the responsibility lays with the management. Because of fruitful 

activities and the fulfillment of goals, the life, dynamism and success of organisations 

are guaranteed and the economic and social requirements of the society are fulfilled 

with less expenditure of material resources. The achievement of this responsibility is 

brought about by the acquisition of knowledge and skills necessary for management.  

It is therefore not surprising to suggest that the training and education of efficient 

managers is the most important requirement in this level of the organisations of the 

country. Senior and middle managers are amongst the most important framework and 

cadre of the resource in these organisations. The effectiveness of the organisations is 

largely determined by the quality of its senior management who assume the role and 

responsibility for policy promotion and decision-making (Analoui, 1997; 1999, Analoui 

and Karami,  2003). To achieve this, a comprehensive research should be made and one 
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question should be borne in mind and that is how to improve the functions of the 

present organisations of the country. In this regard, the role of the faculties and 

institutions of management is considerable. If the management education and the 

correction of the management systems of these offices have to have a starting point then 

there is no doubt that it should be in these faculties. To achieve this, the most prominent 

management resources should be utilised; because the efficiency of these centres is the 

beginning of the move towards comprehensive management education. 

 

1.3.2 The aim of the Management Development Programmes 

The objective of management development is becoming increasingly indistinguishable 

from the need to respond effectively to the pressures and challenges of organisational 

change and renewal.  Pedler and Burgoyne (2001), stated that, „Any effective system for 

management development must increase the manager‟s capacity and willingness to take 

control over, and responsibility for, events-particularly for themselves and their own 

learning‟ (Peddler and Burgoyne, 2001, p. 3). 

 

Management development has been used as a vehicle to facilitate and manage „different 

forms of culture change in both the public and private sector‟ (Hofl and Dawes, 1995, p. 

28). It has also become a tool in the pursuit of quality, cost reduction and „profitability 

through excellence‟ and the introduction of new roles and responsibilities for managers 

(Storey, 1989). Management development, as a strategy and a learning process are 

aimed at improving managerial effectiveness is in accordance with the main purpose of 

this research. According to House (1983), the objectives of management development 

efforts can best be described as a desired change in the areas of knowledge, attitudes, 
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skills and job performance at a point after the training is completed. For that reason, 

Bloom (1956) have proposed a hierarchy of educational goals that start with a base of 

knowledge and comprehension, termed the cognitive domain, and progress to 

amalgamation and evaluative skills which include the affective domain of learning. 

The taxonomy is hierarchical because each category is logically built on the previous 

one. In other words, one must know about something (knowledge) before one can 

understand it (comprehension), and then one must understand it before it can be applied 

(application).  

 

These, and other considerations, highlight the need to adopt a more contingent view of 

management development and strategic management that leads to policies, approaches 

and practices that are organisation focused and contextual (David, 1995; Wheelen, 

1998). 

 

Management development objectives and activities must be strongly grounded in 

organisational strategy. They must „fit‟ with the organisational situation at any given 

moment and yet be flexible and adaptable enough to change and progress as the 

organisation and manager develops. 

 

1.4  Purpose of this Study  

The objective of this study is to explore the effectiveness of the middle and senior 

managers in the Education Programme UNRWA Lebanon. In other words, the aim of 

the study is to examine the factors and influences which determine the effectiveness of 

the senior and middle managers, within developing countries. To achieve these eight 
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parameters for effectiveness (Analoui, 1999, 2007) has been used as a base from which 

to explore the awareness, perceptions, skills, organisational standards, and motivation, 

degree of demands and constraints, presence of choices and opportunities for 

effectiveness in three different contexts. Based on the above, suggestions will be made 

to improve the content and context of senior and middle managers‟ work.  

 

The main concern of this research is to explore ways and means by which it would be 

possible to improve the quality of the top management team in the Education 

Programme UNRWA, Lebanon, by assessing the required skills and knowledge, as well 

as identifying the factors such as interests, motivation, and environment which 

contribute to the increased effectiveness of the senior and middle mangers at work. As a 

result, the objective of this study is to propose strategic guidelines, policy measures for 

improving the quality, content of management training, development policies and 

programmes in the field of the Education Programme UNRWA, Lebanon. Therefore the 

present study will result in performance improvement of the top management team, the 

organisations and consequently the increased productivity of the Education Programme 

UNRWA, Lebanon. 

 

One of the objectives of the this study is also to explore what training  and management 

development the senior and middle managers actually need and wish to receive, and 

what conditions should be created to make sure that they are more effective in their the 

training and development efforts. Some of the questions which will form the basis for 

this exploratory study are; 
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1. Why has (UNRWA) suffered from a lack of high effective senior and middle 

managers to achieve the proposed objectives in the Education Programme 

UNRWA Lebanon, section? 

2. What kind of skills and knowledge do the senior and middle managers need and 

what is the outcome of these skills for their strategies effectiveness? 

3. What are the main parameters for managerial effectiveness? 

4.  What personal, organisational, and environmental factors contribute in 

increasing effectiveness? 

5. What is the nature of the relationships, if any, between these factors?   

6. How contextual factors present inside UNRWA and in Lebanon as the whole 

affect middle and senior managers‟ effectiveness? 

7. What (HRM) policies are required to sustain the effectiveness (EP-UNRWA) of 

senior and middle managers in Lebanon? 

 

The above forms one aspect of the enquiry into the effectiveness of the senior and 

middle managers in the Education Programme UNRWA, Lebanon.  

 

1.4.1. The Statement of the Research Problem 

Senior and middle managers and their effectiveness in the Education Programme 

UNRWA, Lebanon, are hampered by numerous barriers, which could be related to 

economic (Budget), administrative, political and religious factors. One obvious 

shortcoming is the lack of skills for developing the management skills of the senior and 

middle managers, leadership, technical and also skilled manpower, both in the middle, 

as well as more senior levels which could be a matter of education and training.  
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The training and development of senior and middle managers, thus, has become the 

focus of much attention during the last two decades and has posed a challenge for 

management theorists and developers alike (Margerison, 1984). Noteworthy attempts 

have been made to identify observable skills and their implications in the areas of 

management education and training so it can result in the development of competent 

managers, the ultimate goal of management education and development.  

 

Management as a set of skills, knowledge and competencies acts as a bridge to link 

economic progress, organisational effectiveness and people‟s performance. In this 

regard, it would not be an exaggeration to claim that the overall success of any 

organisation and subsequently the development of a nation rely on how effectively the 

senior managers play their roles (Mintzberg, 1973 and Drucker, 1974).  However, 

observation as well as research shows that lack of managerial skills and knowledge 

constitute only part of the problem. 

 

There must be a greater sensitivity towards and more demands for managerial 

effectiveness. 

 

It has been suggested that in order to increase the effectiveness of managers and the 

relevance of further management improvement actions in developing countries, it is 

necessary to take a number of steps. Although management development and training 

have gained general recognition in many countries, yet it is noted that there has hardly 

been any attempt to assess the managerial training needs in developing countries, and as 
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such, training has been improvised and concluded without a clear determination of 

needs (Khan et al, 1982). The assessment and identification of management training 

needs is suggested to be the major issue among the problems, which confronted 

developing countries with regard to management training and education in the public 

sector (Khan et al., 1982, p. 25).  

 

Arguably, UNRWA position in relation to the management training and the lack of 

skills for developing senior and middle managers is not an exception to this general 

rule. Thus, the researcher intended to conduct a comparative study on the most urgent 

needs, which is believed to be training and development of the most strategic manpower 

resources in UNRWA: the senior and middle managers. 

  

In the absence of a comprehensive definition, many resort to making a distinction 

between managerial “effectiveness and efficiency”. Efficiency is concerned with “doing 

things right” and related to inputs and what a manager does. Whereas “Effectiveness” is 

concerned with “doing the right things” and is related to output of the job and what the 

manager actually achieves (Druker, 1988, 1989, 1999; Kakabase et al. 1987; 1999, 

2002, Analoui. 2007).  

 

Therefore, effectiveness must be related to some purpose, objective or task – to perform 

the process of management and execution of work, various factors have to be 

considered.  In a way, managerial effectiveness results from a combination of, 
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 Personal abilities and attributes.  

 Personal motivations and commitment to achieve intended objective.  

 Dimensions of the managers job in dealing with constraints  

 Meeting the demands of the job 

 Satisfying the requirements of the organization   

 Recognizing the importance of the environment; and  

 Relating to other stakeholder and organizations in internal and external 

environments (Analoui and Husseini 2002). 

 

1.4.2 An Exploratory Conceptual Framework 

The concept of managerial effectiveness specifically remains one of the main topics that 

continue to be of interest for management scholars, researchers and practitioners. Much 

has been written about the importance of managerial effectiveness and managerial 

skills, (Reddin, 1970, 1974; Langford, 1979; Willcocks, 1992; Labbaf, 1996; Analoui, 

1988) but there are still relatively few empirical studies which consider the real needs of 

managers for increasing their effectiveness. Managers‟ perception and interpretation of 

their role also is reflection of their cognitive state which influences, in part, their 

decisions. This research is based 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 organizations in 

developing countries and attempts to explore the implications of his model for middle 

and senior managers‟ development and increased effectiveness in UNRWA, Education 

Programme in Lebanon.   
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1.4. 3 The Research Question 

Previous researches suggest several issues of significance that merit further 

investigations. This first time study is an exploration into the managerial effectiveness 

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

Lebanon using Analoui‟s (2002) concept of „parameters of managerial effectiveness‟. 

The study seeks to answer the following main questions in an attempt to highlight 

important considerations for education managers and others in the field who work for 

UNRWA. It presents empirical evidence from the entire UNRWA Education 

Programme in Lebanon to describe their perception of processes which determine the 

effectiveness in an ever changing field (Education for Refugees).  

 

The main research question is:  

 

What factors contribute to the effectiveness of the middle and senior managers in 

UNRWA, Education Programme? 

 

1.5 Methodology 

The research contains an empirical analysis of the perception and effectiveness of the 

middle and senior managers in UNRWA in Lebanon. The data will be gathered using 

two specially-designed survey instruments: a structured questionnaire which will be 

used for 132 educational managers; and a series of face to face semi-structured 

interviews conducted in a sub-sample of 14 managers of the field (see Table One). A 
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decision was made to adopt „triangulation‟ thus; qualitative and especially quantitative 

research methods will be used in this research.  

 

Table 1.1: Middle and senior managers involved in the study  

No. Titles of Senior & Managers Number 

 

Sample 

interview 

1.  Chief of Education Programme  1 1 

2.  D/Chief of Education Programme  1 1 

3.  Head Education Development Canter  1 1 

4.  Assistant Head Education Development 

Center  

1 1 

5.  Area Education Officers 4 1 

6.  School Supervisors  25 2 

7.  Head Teachers  87 3 

8.  Assistant Head Teachers 10 2 

9.  Administrative Officer  1 1 

10.  Assistant Administrative Officer  1 1 

TOTAL 132  14 

 

Source: Data Analysis 

 

The empirical data will be supplemented by the secondary data concerning the historical 

development and organisation of UNRWA, its role and functions in the region, and in 
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the field of education in Lebanon. Descriptive analysis including tabulation and 

categorisation will be used to analyse the data. 

 

This research forms an empirical, descriptive, and analytical investigation into the 

management training and development needs of senior and middle managers in the 

Education Programme UNRWA, Lebanon. It is descriptive because it will explore and 

describe factually and accurately a particular phenomenon. Such an enquiry literally intends 

to provide description as thoroughly as possible with a view to providing material and 

guidance for subsequent management performance improvements. It is empirical because it 

will rely mainly on the use of survey assessment questionnaires and interviews to gather the 

data required.  The study seeks to determine the existence of a pattern of relationships and 

interrelationships present amongst a host of parameters and factors influencing managerial 

effectiveness on the part of senior and middle managers at work.  

 

1.6. The Structure of the Thesis 

Chapter one provides the introductory discussion outlining the background, rationale, 

aims and objectives as well as the methodological approach employed for exploring the 

middle and senior managers‟ effectiveness. 

 

Chapter two deals with three identified areas of literature related to the research 

question; First, the development of the managerial schools of thought and perspectives 

namely, Classical, Human Relation and Open System. Then, the emphasis is placed on 

understanding the managerial effectiveness as a managerial and organisational 
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phenomenon, and last but not least, an exploratory framework for the study of 

effectiveness in UNRWA has been proposed. 

 

Chapter three deals with pertinent information, such as background, to better understand 

the role of education and UNRWA in dealing with the problematic issue of refugees in 

the field, in particular in Lebanon. 

 

Chapter four examines the methodological alternatives available to researchers. These 

include a comprehensive discussion of the methodology, underlying philosophy and 

assumptions such as epistemology, ontology and the nature of Man and knowledge. 

Finally, after selecting the case study approach it is argued that a mix of quantitative and 

qualitative approaches (triangulation) would be most suitable for this study. 

 

Chapter five deals with detailed descriptive analysis of the data collected. The data in 

quantitative form have been subjected to statistical analysis and results are provided 

with some degree of analysis. Here the analysis has also benefited from the qualitative 

data generated through the process of interviews. 

 

Chapter six provides the discussion of the data analysed in the previous chapter. The 

emphasis of this chapter is on identification of the parameters of the effectiveness and 

the contextual factors that have influenced the senior and middle managers‟ 

effectiveness. It is concluded in this chapter, that the adopted model adequately deals 

with the exploration of the phenomenon of the managerial effectiveness in context of 

UNRWA and Lebanon.   
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Finally, the last chapter attempts to conclude the entire thesis paying attention to the 

pertinent issues raised and discussed through the course of the investigation. Here the 

main findings are discussed; the importance of managerial effectiveness for the middle 

and senior managers in discharging their important humanitarian work has been 

explained in some detail. Moreover, the future direction for the study of managerial 

effectiveness and its implications for UNRWA and the LDCs have been outlined. 

 

The next chapter will review the literature on managerial effectiveness. 

 

 


