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Abstract 

This research aims to study the managerial effectiveness of senior managers of 

Police in Gaza Strip, and to explore the dimensions of managerial effectiveness by 

applying Analoui's model of "eight parameters of managerial effectiveness" which is 

used as a basis of this research. Moreover, the research aims to suggest how to 

develop the managerial effectiveness of the senior managers, and to draw conclusions 

and recommendations that may help decision makers in improving senior managers' 

effectiveness. The problem of the research can be addressed  in the following main 

question: "To what extent do senior managers of Police in Gaza Strip perceive 

managerial effectiveness in their work?"     

The objectives of the research are achieved through two approaches. The first one is 

the literature review which covered the following main issues: the concept of managerial 

effectiveness, difference between efficiency and effectiveness, factors of managerial 

effectiveness, and explanation of Analoui's model of managerial effectiveness. The 

second approach is a valid questionnaire that was developed for this research. Descriptive 

analytical methods are utilized because it is suitable and for the nature of this research. 

The research population consists of all senior managers of the Police in Gaza Strip, they 

are about (249) managers. Specifically, (200) questionnaires have been distributed on the 

senior managers. (164) questionnaires have been received with (82%) response rate and 

being analyzed using SPSS program. 

The main findings of the research are: First, The Senior managers of Police in Gaza 

Strip are aware of their own effectiveness, and are aware of what is expected from them. 

Second, Analoui's model is applicable to the Police context in Gaza Strip. Last, there is a 

statically significant positive effect of the following parameters on the managerial 

effectiveness of senior managers: a) senior managers' perception of their effectiveness, b) 

managerial skills, c) organizational criteria for effectiveness, d) motivations, e) the degree 

of demands and constraints, f) choices and opportunities, g) the nature of inter- and intra-

organizational relationships, and h) the dominant managerial philosophy.  

The main recommendation of the research are: First, more attention should be paid to 

develop the managerial effectiveness of senior managers of Police through lectures, 

workshops, seminars, conferences etc. Second, provide the senior managers of Police 

with regular training to develop their skills. Third, increasing number of employees with 

good skills and qualification. Fourth, developing written reward and motivation system. 

Last, more attention should be given to the provision of the necessary resources. 
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 اٌجحثٍِخض 

إٌٝ دساسخ اٌفبػ١ٍخ الإداس٠خ ٌّذساء الإداسح اٌؼ١ٍب فٟ اٌششطخ اٌفٍسط١ٕ١خ  ٘زا اٌجسث ٠ٙذف

فٟ لطبع غضح، ٚاسزؼشاض أثؼبد اٌفبػ١ٍخ الإداس٠خ ٌٍّذساء ِٓ خلاي رطج١ك ّٔٛرج أٔبٌٛٞ )اٌؼٛاًِ 

. إضبفخ إٌٝ رٌه ٠ٙذف اٌجسث إٌٝ اٌجسث ااٌثّب١ٔخ ٌٍفبػ١ٍخ الإداس٠خ(، ٚاٌزٞ رُ اسزخذاِٗ وؤسبط ٌٙز

دساسخ و١ف١خ رط٠ٛش اٌفبػ١ٍخ الإداس٠خ ٌٍّذساء، ٚوزٌه ٚضغ إٌزبئح ٚاٌزٛص١بد اٌزٟ ِٓ شؤٔٙب 

ص١بغخ  رُ ٌمذ خ.الإداس٠خ ٌٍّذساء فٟ خٙبص اٌششط ِسبػذح صٕبع اٌمشاس فٟ و١ف١خ ص٠بدح اٌفبػ١ٍخ

ٌفٍسط١ٕ١خ فٟ ِشىٍخ اٌجسث ثبٌسؤاي اٌشئ١سٟ اٌزبٌٟ: ِب ِذٜ رصٛس ِذساء الإداسح اٌؼ١ٍب فٟ اٌششطخ ا

 .لطبع غضح ٌٍفبػ١ٍخ الإداس٠خ فٟ ػٍُّٙ

اٌزٟ رٕبٌٚذ  اٌجسثثطش٠مز١ٓ: الأٌٚٝ ِٓ خلاي أدث١بد  اٌجسثٚلذ رُ اٌٛصٛي إٌٝ أ٘ذاف 

اٌّٛاض١غ اٌشئ١س١خ اٌزب١ٌخ: ِفَٙٛ اٌفبػ١ٍخ الإداس٠خ، اٌفشق ث١ٓ اٌىفبءح ٚاٌفبػ١ٍخ، ػٛاًِ اٌفبػ١ٍخ 

ٌٍفبػ١ٍخ الإداس٠خ. أِب اٌطش٠مخ اٌثب١ٔخ ِٓ خلاي الاسزجبٔخ اٌزٟ رُ  الإداس٠خ، ٚششذ ّٔٛرج أٔبٌٛٞ

. ٌمذ رُ اسزخذاَ الأسٍٛة اٌٛصفٟ اٌزس١ٍٍٟ ثبػزجبسٖ الأٔست ٌٙزا إٌٛع ِٓ اٌجسث زارص١ّّٙب ٌٙ

ِٓ خ١ّغ ِذساء الإداسح اٌؼ١ٍب فٟ اٌششطخ اٌفٍسط١ٕ١خ فٟ  ٘زا اٌجسث، ز١ث ٠زىْٛ ِدزّغ اٌذساسبد

( اسزجبٔخ ػٍٝ ِذساء الإداسح اٌؼ١ٍب فٟ 299رُ رٛص٠غ ) ( ِذ٠ش، ٚلذ249جبٌغ ػذدُ٘ )لطبع غضح ٚاٌ

( اسزجبٔخ فمط ِٓ ِدّٛع الاسزجبٔبد اٌّٛصػخ ثّؼذي اسزدبثخ 164اٌششطخ اٌفٍسط١ٕ١خ، ٚرُ خّغ )

  الإزصبئٟ. SPSS، ٚرُ ِؼبٌدخ اٌج١بٔبد إزصبئ١بً ِٓ خلاي ثشٔبِح (82%)

: أٚلاً: ِذساء الإداسح اٌؼ١ٍب فٟ اٌششطخ اٌفٍسط١ٕ١خ ٌذ٠ُٙ ٠ٍٟ ث ف١ّبٚلذ رّثٍذ أُ٘ ٔزبئح اٌجس

رصٛس ٚاضر ٌّفَٙٛ اٌفبػ١ٍخ الإداس٠خ، ٌٚذ٠ُٙ رصٛس ٚاضر ٌّب ٘ٛ ِطٍٛة ُِٕٙ، ثب١ٔبً: ّٔٛرج 

: رزؤثش أخ١شاً أٔبٌٛٞ ٌٍفبػ١ٍخ الإداس٠خ لبثً ٌٍزطج١ك ٚ ِٕبست ٌج١ئخ اٌششطخ اٌفٍسط١ٕ١خ فٟ لطبع غضح، 

ًٍ ِٓ اٌؼٛاًِ اٌزب١ٌخ: إدسان ِٛخجبً ١خ الإداس٠خ ٌٍّذساء رؤث١شاً ازصبئ١بً اٌفبػٍ را دلاٌخ إزصبئ١خ ثى

اٌّذساء ٌٍفبػ١ٍخ الإداس٠خ، رٛفش اٌّٙبساد الإداس٠خ اٌلاصِخ، ِؼب١٠ش اٌفبػ١ٍخ الإداس٠خ فٟ إٌّظّخ، 

اٌسٛافض، ػٛائك اٌؼًّ، اٌفشص ٚاٌخ١بساد، طج١ؼخ اٌؼلالبد اٌذاخ١ٍخ ٚاٌخبسخ١خ، اٌفٍسفخ الإداس٠خ 

  ٌدٙبص اٌششطخ. 

ص٠بدح الا٘زّبَ ثزط٠ٛش اٌفبػ١ٍخ الإداس٠خ أٚلاً: ٠ٍٟ:  اٌجسث ف١ّب رٛص١بدّثٍذ أُ٘ ٚلذ ر

. ثب١ٔبً: ٚإٌذٚاد ٚاٌّؤرّشاد اٌّسبضشاد ٚٚسش اٌؼًّػمذ ٌٍّذساء فٟ خٙبص اٌششطخ ِٓ خلاي 

١ٓ فٟ الإداس٠خ. ثبٌثبً: ص٠بدح ػذد اٌّٛظفاٌسبق اٌّذساء ثجشاِح رذس٠ج١خ دٚس٠خ ٌز١ّٕخ ٚص٠بدح ِٙبسارُٙ 

رط٠ٛش ٔظبَ ٌٍسٛافض  خٙبص اٌششطخ ٚرض٠ٚذُ٘ ثّٛظف١ٓ خذد ٠زّزؼْٛ ثّٙبساد ٚوفبءح ػب١ٌخ. ساثؼبً:

 اٌّٛاسد اٌلاصِخ ٌٍؼًّ.أخ١شاً: ص٠بدح الا٘زّبَ ثزٛف١ش ٚاٌّىبفآد، 
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CHAPTER 1: 

THE RESEARCH GENERAL FRAMEWORK 

1.1. Introduction:  

Effectiveness of organization and managers is universally accepted as a major 

goal for modern management. It is very important for the survival and growth of the 

organization. Effectiveness is a minimum condition for survival after success has been 

achieved (Banerjee, 2012; Srivastava and Sinha, 2007). 

It is important to study how to improve the effectiveness of senior managers. 

Effectiveness of senior managers is significant in the determining a firm’s success 

because of the crucial role of senior managers in the formulation and implementation 

of company goals and strategies (Analoui, 1999). Managerial performance has been 

discussed in terms of efficiency and effectiveness. Effective managers select the 

correct approaches to achieve firm's goals and strategies (Abdul-Azeem and Fatima, 

2012). 

A great deal of attention has been paid to managerial effectiveness in last few 

decades, but the subject still requires more research and confusion still surround the 

subject. Various writers such as Drucker (1967), Mintzberg (1973), Margerison et al. 

(1987) and Analoui attempted to identify the dimensions and factors of the 

effectiveness of the senior managers. Analoui's multinational research within the 

public sector of the developing countries including Zimbabwe (1990), India (1995), 

Romania (1997), Ghana (1999), and Oman (2010) are all considered as a major 

contribution to the study of managerial effectiveness in the public sector (Analoui 

1999; Analoui et al., 2010). 

Based on these mentioned  research, Analoui has identified eight sets of 

behavioral influences referred here as "parameters" of managerial effectiveness, 

namely: the senior managers' perception, skills and knowledge, organizational 

criteria, motivation for effectiveness, constraints and difficulties, choices and 

opportunities, inter-organizational relationships, and dominant managerial 

philosophy. These "parameters" led to the emergence of the model "Eight Parameters 

of Managerial Effectiveness" (Wang, 2011; Analoui et al., 2010). 
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In this research, the researcher will apply Analoui's model of "Eight Parameters of 

Managerial Effectiveness" as a basis to explore the managerial effectiveness of senior 

managers of Police in Gaza Strip. 

1.2. Research Problem: 

It is agreed that the police have a difficult job to fulfill.  The core function of 

Police includes enforcing the law, maintaining peace and order, protecting lives and 

properties of people, facilitating the movement of people and vehicles, and resolving 

conflicts. This indicates the significance of the police job and thus, the great need for 

effective managers (Roberg et al., 2002). 

It is noted that, within the context of Police, managers appointments and 

promotions are generally based on the military rank rather than qualification and 

expertise. This leads to differences in their performance and abilities to achieve goals, 

despite of the considerable similarities in work conditions, criteria, and policies. 

Another problem, to the researcher's knowledge, is the prevalence of 

centralization and bureaucratic style within this context. In some cases, managers' 

behavior is characterized by abidance by orders, little innovation, little creativity, little 

delegation, and limited involvement in decision making. 

Moreover, police work in Gaza Strip is restrained by many political conditions 

that the Israeli Occupation and international boycott have imposed on Gaza Strip. 

These conditions include siege, closure, lack of resources and support, nonexistence 

of police colleges, inability to do maneuvers, targeting police offices and training sites 

by the Israeli Occupation Army, and successive attacks and wars.  

These problems led the researcher to attempt studying the dimensions of 

managerial effectiveness of senior managers who work within the context of Police in 

Gaza Strip, and exploring the parameters which affect their performance by applying 

Analoui's model of "eight parameters of managerial effectiveness" which will be used 

as a basis to explore the factors of managerial effectiveness.  

So, the problem of this research can be addressed in the following main question: 

"To what extent do senior managers of Police in Gaza Strip perceive managerial 

effectiveness in their work?"  
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1.3. Research Questions: 

 How do senior managers perceive managerial effectiveness? 

 What are the most important managerial skills needed by managers? 

 What are the criteria for effectiveness in Police context? 

 What motivates managers toward their managerial effectiveness? 

 What  are the constraints senior managers are confronted with? 

 What are the opportunities available to managers to develop their own 

effectiveness? 

 To what extent does senior managers' effectiveness is influenced by the nature 

of inter- and intra-organizational relationships? 

 To what extent does senior managers' effectiveness is influenced by the 

dominant managerial philosophy?  

 How to develop managerial effectiveness of the senior managers of the  

Police? 

 

1.4. Research Hypotheses:  

     To study the managerial effectiveness of the senior managers, the following 

hypotheses are stated as follows: 

1. There is a statically significant effect of senior managers' perception of their 

effectiveness on the managerial effectiveness of senior managers at α = 0.05 

level. 

2. There is a statically significant effect of managerial skills on the managerial 

effectiveness of senior managers at α = 0.05 level. 

3. There is a statically significant effect of organizational criteria for 

effectiveness on the managerial effectiveness of senior managers at α = 0.05 

level. 

4. There is a statically significant effect of motivations on the managerial 

effectiveness of senior managers at α = 0.05 level. 

5. There is a statically significant effect of demands and constraints on the 

managerial effectiveness of senior managers at α = 0.05 level. 

6. There is a statically significant effect of choices and opportunities on the 

managerial effectiveness of senior managers at α = 0.05 level. 

7. There is a statically significant effect of the nature of inter- and intra-

organizational relationships on the managerial effectiveness of senior 

managers at α = 0.05 level. 

8. There is a statically significant effect of the dominant managerial philosophy 

on the managerial effectiveness of senior managers at α = 0.05 level. 

9. There are a significant differences among respondent towards managerial 

effectiveness due to personal characteristics (position, rank, age, experience, 

and qualifications).   
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1.5. Research Variables: 

1.5.1. Dependent Variable:  

     The dependent variable is the managerial effectiveness of senior managers. 

 

1.5.2. Independent variable:  

The independent variables are the eight parameters of managerial 

effectiveness, they are stated as the following: 

 Perception of  senior managers’ of their own effectiveness. 

 Managerial skills and knowledge. 

 Organizational criteria for effectiveness. 

 Motivation of senior managers’ effectiveness. 

 The degrees of constraints senior managers are confronted with. 

 Presence of choices and opportunities available to senior managers. 

 Nature of inter- and intra-organizational relationships. 

 Dominant managerial philosophy. 

 

Figure 1.1 The Research Variables 

  
Source: conceptualized by the researcher, 2013 

 

1.6. Research Objectives: 

The research objectives can be identified as the following: 

 To fulfill the gap in the literature concerning managerial effectiveness 

of managers in Gaza Strip.  

 To explore the managerial effectiveness of senior managers of Police. 

 To test the applicability of Analoui's model to the context of the Police 

in Gaza Strip. 

Managerial 

Effectiveness 

Perception 

Skills 

Criteria 

Motivations  

constraints  

Opportunities  

Relationships 

Philosophy 
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 To draw conclusions and recommendations that may help decision 

makers in improving senior managers' effectiveness. 
 

1.7. Research Importance: 

1.7.1. Importance to scientific research:  

In spite of the great attention given to the effectiveness of managers worldwide in 

the last few decades, to the researcher's knowledge, few research,  have addressed the 

managerial effectiveness in Palestine and less attention has been paid by the 

Palestinian researchers to the managerial effectiveness of the Police. This research 

attempts to shed lights on the dimensions of managerial effectiveness of senior 

managers within the context of Police in Gaza Strip, and helps in filling the literature 

gap in this field. This research could be a reference for future researchers concerned 

in this topic. 

1.7.2. Importance to Community: 

The importance of this research arises from the fact that it deals with one of the 

most important organizations in the society, namely the police. The performance of 

police managers has a great, either positive or negative, effect on the community. The 

research will also help in providing better understanding of the managerial 

effectiveness of senior managers in Police, and providing recommendations that may 

help decision makers in improving senior managers' effectiveness. 

1.7.3. Importance to the Researcher: 

This research develops the researcher's writing and researching skills. It also 

provides him with chance to increase his knowledge and experience in the field of 

management especially managerial effectiveness. 

The researcher's job as the manager of the Planning and Development Unit in the 

General Directorate of Supplies and Logistics within the Ministry of Interior (MOI) 

reflects the importance of this research for him to gain knowledge about the 

dimensions of managerial effectiveness of managers within MOI. 
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Chapter 2: 

THE RESEARCH THEORETICAL FRAMEWORK 

Section One 

Managerial Effectiveness Concept and Definition  
 

2.1.1 Introduction. 

Managerial effectiveness is very important for the survival and growth of the 

organization in the contemporary business arena specially in the case of increasing 

competition for resources. Managers need to develop more effective processes and 

strategies not only to compete but also to survive. (Banerjee, 2012; Hamlin et al., 

2011). 

Effectiveness is the foundation of success. Frankly, the principle of good 

performance is commonly described as an expression of efficiency and effectiveness 

(Comite, 2011). Regardless of its increasing importance, managerial effectiveness has 

been neglected as compared to other issues of management (Bamel et al., 2011). 

Effectiveness of senior managers is significant for the success of the of the 

organization because of the critical role of senior managers in the formulation and 

implementation of company goals and strategies. Despite of this, the effectiveness of 

senior managers has not been fully explored (Analoui, 1999; Analoui et al., 2010). 

In this chapter, the researcher aims to: review the literature regarding to the 

concept of managerial effectiveness, distinguish between effectiveness and efficiency, 

review factors favoring managerial effectiveness, explore Analoui's model of eight 

parameters of managerial effectiveness, and finally, explain each parameter of 

Analoui's model.    

2.1.2 Managerial Effectiveness Definition: 

Managerial effectiveness has been defined differently over the past decades, 

different authors, each gave a different definition in their works, and there have been 

numerous attempts to arrive at one single definition of this variable (Buter, 2012; 

Wang, 2011; Analoui et al., 2010). Consequently, there is still little clarity about is 

generally meant by the term managerial effectiveness (Hamlin et al., 2011) due to the 
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complexity and illusive nature and  Managerial effectiveness which is difficult to 

quantify and even more difficult to measure (Analoui et al., 2010). 

There is agreement that managerial effectiveness occurs when a manager’s effort 

results in the ongoing satisfying of organizational goals (Buter, 2012). Therefore, 

many writers defined managerial effectiveness as the extent to which the stated goals 

of an organization are achieved (Hatten, 2012; Certo and Certo, 2012; Abdul-Azeem 

and Fatima, 2012). Consequently, managerial effectiveness is a measure of the match 

between stated goals and their achievement (Hamlin et al., 2011). Bennett and 

Langford’s (1983 cited in Wang, 2011) described managerial effectiveness as the 

relationship between the managers performance and their organizations goals. 

Effectiveness is concerned with the ends, results, consequences  or attainment of 

organizational goals (Robbins and Coutler, 2012;  Bao, 2009).  The Managers are said 

to be effective if they use and manage their resources in  different and difficult 

situations appropriately and select the correct approaches to achieve the goals of their 

jobs (Rana et al., 2011). Reddin (1970 cited in Analoui et al., 2010) argued that the 

effectiveness of a manager should be defined by what the manager achieves. 

Consequently, the more effective managers are those whose organizations are the 

closest to achieve its various goals (Certo and Certo, 2012). 

Effectiveness is commonly defined as doing the right things to create the most 

value for the company (Robbins and Coutler, 2012; David, 2011). This means doing 

the activities that will help the organization to reach its goals (Robbins and Coutler, 

2012). Drucker (1967 cited in Analoui et al., 2010) defined effectiveness as a set of 

skills required to get the right things done and he considered managerial effectiveness 

to be a function of a manager’s competences including: time management, result-

orientation, building on strength, concentrating on a few major areas and making 

effective decisions. 

Based on the existing literature, managerial effectiveness can be defined as the 

ability of managers to achieve organization goals by managing resources effectively, 

making decisions, and doing the right actions that contribute to achieving 

organization's goals and strategies. 
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2.1.3 Difference Between Efficiency and Effectiveness: 

Early writers, by a large degree,  were concentrating on efficiency and 

effectiveness to review the performance of managers. Generally, managerial 

performance has been discussed in terms of efficiency and effectiveness by many 

authors. It is necessary for a managers to be both efficient and effective in doing his 

job. (Analoui et al., 2010; Daft and Marcic, 2009). 

Efficiency concerns the relationship between input and output. In other words, 

achieving high levels of output from the given input and  minimize the cost of the 

resources needed to achieve goals (Analoui et al., 2010; Abdul-Azeem and Fatima, 

2012). Consequently,  efficiency refers to the amount of resources used to achieve the 

organization’s goals (Daft, 2007). Efficiency can be calculated as the amount of 

resources used to produce a product or service. Therefore, the more resources wasted 

or unused during the production process, the more inefficient is the manager (Certo 

and Certo, 2012; Daft and Marcic, 2009).   

Efficiency is commonly described as doing things right. This means doing 

something at the lowest possible cost. In the organizations, the inputs refer not only to 

raw materials used in manufacturing, but also include human, physical, and financial 

resources available to the manager. (Certo and Certo, 2012; Abdul-Azeem and 

Fatima, 2012). 

Effectiveness is a broader term, meaning the degree to which an organization 

achieves its goals. Efficiency is a more limited concept that concerns with internal 

workings of the organization (Daft, 2007). David (2011) claims that effectiveness is 

more important than efficiency. But in fact, it is necessary that a manager be both 

effective and efficient in his job. Thus, both effectiveness and efficiency are essential  

to maximize organizational success (Hatten, 2012;  Robbins and Coutler, 2012; Certo 

and Certo, 2012). 

Manager must balance between effectiveness and efficiency (Hatten, 2012). In 

many cases, maximizing effectiveness and efficiency simultaneously creates conflict 

between the two goals. For example, at the customer service counter at bank, being 

efficient imposes using the fewest possible number of accountants at the counter, 

which may hurt customer service and satisfaction. Being effective means reducing the 
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waiting time of customers in the queue  as possible. It requires increasing the number 

of lines or accountants in the bank which  increase the cost for the bank. (Daft and 

Marcic, 2009; Jacobs and Chase, 2008). 

Efficiency often leads to effectiveness. This is not always the case. Sometimes, 

efficiency and effectiveness are not related (Daft, 2007). As shown in figure (2.1),  a 

manager could be relatively ineffective and inefficient. This may happen when  

managers fail to attain the  organization's goals because of poor utilization of 

resources during the production process. 

Figure 2.1 Various combinations of managerial effectiveness and efficiency 

 

Source: Certo and Certo, 2012, p.10 

 

 In contrast, a manager could be both efficient and effective if he achieves high 

levels of outputs from minimum resources resulting in attaining the goals of his job. 

Sometimes a manager could be effective despite being inefficient. An example is 

when the demand for the finished goods is so high resulting in high price and high 

profit which cover inefficiency costs (Certo and Certo, 2012). Another example of 

being effective but inefficient mentioned  by Hatten (2012) is when a manager uses a 

helicopter to fly everywhere he intends to go is an effective way to travel but 

inefficient way in case of limited resources. In contrast, a manager could be high 

efficient but not effective  when   the organization  fails to achieve its goals. For 
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example, when it makes a product for which there is no demand. (Certo and Certo, 

2012; Daft, 2007). 

Briefly,  In order for managers to succeed, high efficiency and high effectiveness 

must go side by side. By itself, neither efficiency  nor effectiveness is enough to 

ensure success. Resources must be used in an efficient and effective way in order to 

achieve the organizational goals.    

 

2.1.4 Indicators (Factors) of Managerial Effectiveness. 

Many writers have conducted managerial behavior studies to identify the 

significant components for the effectiveness of the managers. The managerial 

effectiveness has been measured by experts in several different ways at different 

times. Although there is no definite model which could be used to measure the 

managerial effectiveness, many researchers, such as Analoui, Hamlin, Bao, Patel, 

Wang, and others sought to find universal criteria of managerial effectiveness by 

conducting cross-case and cross-nation studies. 

A review of literature shows that managerial effectiveness has been studied with 

three perspectives:  

1) Traditional/Conventional perspective, 

2) Organizational level competency based perspective, and 

3) Individual level competency based perspective.  

The traditional model emphasizes the ability to set and achieve goals where it is 

implicitly assumed that managerial effectiveness leads to organizational effectiveness. 

The organizational competency based approach explains that internal and external 

factors have a strong influence on the long term future orientation of the organization. 

This approach implies that  an organization's mission, vision, and strategic plan play a 

vital role in achieving future goals. Thus, the organization tries to create the system 

and environment with the help of skills and characteristics of managers that lead them 

to achieve strategic goals. The individual competency based approach to managerial 

effectiveness focuses upon the individual rather than the organization. The purpose of 

this approach is to develop management skills and tactics that are applicable across 

different contexts and situations. These skills and tactics can be learned, practiced, 
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trained, and attained (Bamel et al., 2011; Rana et al. 2011; Rastogi and Dave, 2004; 

Srivastava and Sinha, 2007). 

     There are numerous studies which dealt with the issue of managerial 

effectiveness studies, for instance, Drucker (2006 cited in Analoui et al. 2010) 

claimed that effective managers have eight common practices. They:   

1) recognize what needs to be done. 

2) understand the nature of the enterprise. 

3) develop action plans. 

4) take responsibility for decisions. 

5) take responsibility for communicating. 

6) focused on opportunities rather than problems. 

7) run productive meetings.  

8) think and say “we” rather than “I”. 

  

Abdul–Azeem and  Fatima (2012) conducted a study to identify the factors that 

favor managerial effectiveness in public and private sector organizations. They found 

that the most important factors that influence the managerial effectiveness in public 

sector are: leadership, attrition management, image building, delegation and 

decentralization, job enrichment, entrepreneurship, resource management, relationship 

management, management by change, satisfaction and creativity, and controlling and 

boundary spanning. Whereas, the most important factors of managerial effectiveness 

in the private sector are: pioneering management, image building, corrective and 

innovative management, welfare, high commitment, employee centered leadership, 

employee security and welfare, customer relationship, efficiency and effectiveness, 

esteem need orientation, high order needs, and motivation. 

Wang (2011) revealed that a Chinese manager is characterized effective when 

he/she: 

1) Cares about employees. 

2) Leads by example. 

3) Does not act selfishly. 

4) Is accountable for mistakes. 

5) Focuses on performance instead of personal relationship. 

6) Involves employees in decision making and conflict resolution. 

7) Keeps open communication with employees. 

8) Treats employees fairly and equally. 

9) Provides job coaching to employees. 

10) Empowers and delegates employees. 



12 
 

11) Provides education and training opportunities to employees. 

12) Socializes with employees in the non-work setting. 

13) Demonstrates knowledge and strong leadership skills. 

14) Provides positive reinforcement to employees. 

Bamel et al. (2011)  conducted a study to explore the dimensions of managerial  

effectiveness of Indian managers at senior, middle, and junior level. Results 

highlighted that Indian managers perceive effectiveness as a function of productivity, 

adaptability, and quality and flexibility. Indian Managers perceived productivity as 

the most important constituent of effectiveness, followed by adaptability, quality and 

flexibility. According to the study, productivity includes four variables: 1) production 

output of products and services, 2) optimum utilization of resources, 3) problem 

anticipation, and 4) adoption of new method of production. While adaptability 

includes two variables: 1) acceptance of changes, and 2) adjustment to the new 

situations. Finally, quality and flexibility include two variables: 1) quality of services 

and products, and 2) copes with new emergencies readily and successfully.  

Hamlin et al. (2012) conducted a multiple cross-case and cross-nation 

comparative  study to search for evidence of universalistic behavioral criteria of 

managerial and leadership effectiveness. The study has implemented within seven 

various organizations in Canada, China, Egypt, Germany, Mexico, Romania, and the 

United Kingdom. The result of the study has claimed that managers within different 

types of organizations, organizational sectors and national contexts perceive the 

behavioral determinants of effective and ineffective managerial performance in much 

the same way. Further analysis led to the emergence of a "universalistic taxonomy of 

perceived managerial and leadership effectiveness" constructed of eight  effective and 

six ineffective generic behavioral criteria. According to the universalistic taxonomy, 

managers are perceived managerially effective when they:  

1) plan ahead, organize, monitor,  and proactively control performance. 

2) support their staff actively. 

3) delegate well and empower their staff. 

4) show care and concern for other people. 

5) address the training and development needs of their staff. 

6) adopt an open and personal approach. 

7) involve employees in planning, decision making and problem solving.  

8) communicate with staff regularly and keep them informed. 



13 
 

Conversely, managers are likely to be perceived least effective when they: 

1) pursue Inappropriate autocratic, dictatorial, and non-consultative managerial 

approach. 

2) conduct Unfair, inconsiderate, inconsistent, selfish behavior. 

3) Active intimidating or undermining behavior. 

4) ignoring problems, decelerate in decision making, and abdicate from 

responsibilities. 

5) Deprive and/or withhold  behavior.  

6) Exhibit parochial behavior, and a negative approach. 

 

Srivastava and Nair (2010) sought to explore the influence of both emotional 

intelligence and rational emotive behavior on managerial effectiveness. Results assert 

that emotional intelligence and rational emotive behavior are significant predictors of 

managerial effectiveness. In addition, rational emotive behavior was found to 

moderate the relationship between emotional intelligence and managerial 

effectiveness. Thus, high level of emotional intelligence could lead to high managerial 

effectiveness. This is what has been emphasized earlier by Coleman (1995; 1998; 

2000 cited in Buter, 2012) who argued that ninety percent (90%) of the difference 

between average and exceptionally effective managers is due to emotional 

intelligence. 

Hamlin et al. (2011) aimed to investigate the managerial effectiveness within a 

UK third sector (non-profit) organization. The study identified forty two indicators of 

effective manager, and  thirty four indicators of ineffective manager. A managers is 

perceived  effective when he/she cares for others, interests with others, recognizes 

good performance, involves others in decision making, chooses the right people to the 

right position, acknowledges achievements, interacts with others, provides teams with 

information, does not delay tasks, respects values, performs what he promises, 

expresses clearly, supports team members, encourages participation, immediately 

responds to shortfalls, provides clear and constructive feedback, solves problems 

positively, induces thinking, creates a vision of the bigger picture, identifies priorities 

and tasks, manage meetings effectively, listens to customers complaints and staff 

issues, verifies the understandings of messages, directs others kindly, builds strong 

relationships with customers and staff, communicates well, allocates resources 

appropriately, demonstrates attention to details, enthuses others, reflects deeply, 

flexible, receives feedback positively, endures stresses, uses language positively, 
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explains and clarifies standards and responsibilities, empowers and delegates staff, 

reinforces others, responds quickly to requests for help, shares broad knowledge with 

others, fractionalize tasks into parts, helps others to set realistic and achievable goals, 

and supports team members’ decisions and judgments.  

Gates (2004) provided  ten top qualities that managers need to consider to be 

effective. These qualities are: choosing a field thoughtfully, hiring carefully, creating 

a productive environment, defining success, linking people and being a good 

communicator, developing workers to do their jobs better, building moral, taking 

projects themselves, not making the same decision twice, and letting people know 

whom to please.   

Briefly, It can be concluded that there is a high degrees of similarity among 

managers' perception toward the main factors of  managerial effectiveness. But it is 

somewhat difficult to arrive at one unified model to measure the managerial 

effectiveness due to the differences among managers attributed to the organizational 

context, environment, culture, nature of the work, and responsibilities.  
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Section Two 

Analoui's Model of Managerial Effectiveness. 
2.2  

2.2.1 Introduction. 

As previously stated, many writers have attempted to explore the concept of 

managerial effectiveness in several different ways at different times. Analoui  sought 

to investigate the concept of managerial effectiveness in the public sector in the 

international context. He has conducted multinational research within the public 

sector of different countries including Zimbabwe (1990), India (1995), Romania 

(1997), Ghana (1999), Oman (2010) etc.  

Analoui’s (1999) research in the Ministry of Environment and Science and 

Technology in Ghana is a major contribution to the study of management and 

leadership effectiveness in the public sector. He identified eight managerial 

parameters which led to the emergence of the model “Eight Parameters of Managerial 

Effectiveness”. These parameters are: 

1) perception senior managers’ of their own effectiveness. 

2) managerial skills or lack of them which attributes to their effectiveness/ 

    ineffectiveness. 

3) organizational criteria for effectiveness. 

4) motivation of senior managers’ effectiveness. 

5) the degree of "demands" and "constraints" senior managers are confronted with. 

6) presence of "choices" and "opportunities" available to senior managers. 

7) nature of inter- and intra-organizational relationships.  

8) dominant managerial philosophy. (Analoui, 1999; Analoui  et al., 2010). 
 

These parameters will be explained in details as follows:  

 

2.2.2 Perception Senior Managers’ of Their Own Effectiveness (1
st 

Parameter). 

This parameter is intended what is the senior managers’ perception of their own 

effectiveness, and how they describe an effective manager. In addition, exploring 

senior managers’ perception of the required characteristics they should possess to 

work effectively (Analoui, 1999; 2010). 

Perception is the way people interpret their experiences.  Perceptions of leaders, 

managers, and employees affect the climate and working environment. Therefore, 

having the right perception is significant skill for any effective leadership because 
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perception not only creates peoples' experience of the world around them, it allows 

them to act within their environment. What distinguishes managers from each other is 

their ability to manage perceptions in the process of handling people and 

organizational issues. The main factors that influence perceptual process are: habits, 

motivation, learning, specialization, and social background (Otara, 2011). 

Analoui (2010) argued that managers perceive that an effective manager should: 

1) Being a good motivator. 

2) Have the ability to supervise/lead. 

3) Allocate resources efficiently. 

4) inspire people to perform beyond their contractual responsibilities. 

5) making people work to their contract. 

6) meet deadlines, perform tasks satisfactorily. 

7) being responsible. 

8) being conscientious and focused. 

9) being able to solve problems.  

10) encouraging staff at work. 

 

Patel and Hamlin (2012) conducted a multiple case cross-sector/cross-nation study 

carried out within three EU countries across the two organizational sectors (public and 

private sectors) to explore how managers perceive as effective and ineffective 

managerial behavior .Further analysis led to the emergence of a behavioral taxonomy 

of perceived managerial and leadership effectiveness consisting of ten effective and 

nine ineffective behavioral criteria that are generalized across the two organizational 

sectors and three countries. The Effective behavioral criteria, as perceived by 

managers, are: helping and supporting the staff, Giving recognition and praise, 

Delegating staff, being responsive and sensitive, fighting for the interests of staff, 

developing relationships with others,  involving staff in decision-making, planning 

effectively, possessing personal skills, and keeping staff informed on organizational 

changes. The ineffective criteria are showing lack of care and concern for staff, 

making decisions without consulting or involving staff, acting in unfair, inconsiderate, 

and inconsistent way, engaging in activities and behavior that undermine staff, 

showing lack of ownership and accountability, hiding important information from 

staff, exhibiting negative approach, acting in intimidates ways, and depriving staff of 

praise, encouragement, support, and training. 
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Hamlin et al. (2011) conducted at three stage study to identify how managers from 

different levels (senior, middle, and first-line managers) working within Mexican 

public sector hospitals perceive effective and ineffective managerial behavior. From 

data analysis, eighteen effective and eighteen ineffective behavioral statements were 

identified as the behavioral indicators of perceived managerial and leadership 

effectiveness. Managers are perceived and judged effective when they: 

1) Support employees and Show care and concern for them. 

2) Protect staff from becoming overloaded  

3) Supports employee education, training, and development. 

4) Proactively solve problems. 

5) Understand  the personal needs of employees. 

6) Are flexible with employees. 

7) Available to staff and listen to their ideas or concerns. 

8) Involve staff in decision making. 

9) Delegate fairly and protects employees from being overloaded with excess 

work. 

10) Recognize and reward employees for doing well 

11) Give feedback to staff and provide them with support  

12) Provide technical advice and helpful answers to employees’ questions. 

13) Help employees to process their petitions and do not delay an employee’s 

petition. 

14) Make corrections to do better work. 

15) Show concern for providing good values and services to customers. 

16) Make sure that employees always have the necessary equipment and supplies 

to do the job. 

17) Show concern for providing a safe and good working environment. 

18) Allow employees free and fast access to services  provided by own and other 

departments. 

 

2.2.3 Managerial Skills (2
nd

 Parameter). 

Analoui (1999) found that the most ten important managerial skills needed by 

managers to ensure effectiveness are: planning skills, effective communication, 

human relations skills, organizing ability, supervisory skills, delegation, time 

management, leadership skills, analytical skills, loyalty, and  ability to motivate 

others. He argued that People-related and analytical skills seem to be the most 

important skills required by managers for their effectiveness at work.  

Analoui et al. (2010) aimed to consider the importance of a set of three managerial 

skills categories (functional skills, human skills, and self-related skills). Results 
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showed that self-related skills are more important to a senior managers compared with 

human skills and functional skills.  

It is believed that  managerial skills needed by managers are perceived to vary 

according to organizational level because roles and expectations of managers at 

different organizational levels often vary (Tonidandel et al., 2012). Furthermore, 

Anka (2006 cited in Syed et al., 2012) examines the essential skills needed by 

managers in different organizational levels to work efficiently and effectively. He 

revealed that at lower level, technical and human skills are strongly needed. While at 

higher level managers’ effectiveness depends largely on human and conceptual skills. 

At top level conceptual skills becomes the most important for managers.  

Scullen et al. (2003) conducted an in-depth construct validity study to 

investigation managerial skills across multiple rating sources and different 

instruments. They identified four managerial skill dimensions: 

(1) technical skills. 

(2) administrative skills. 

(3) human skills.  

(4) citizenship behavior. 

Technical skill refers to a manager’s proficiency, techniques, or expertise which are 

needed to perform a certain job or task. Administrative skills are those skills that are 

needed by managers to be functional such as planning, organizing, delegating, and 

coordinating. Human skill is concerned with a manager’s ability to interact and work 

well with others. Citizenship behavior attempts to capture other beneficial aspects of 

work  beyond the normal duties of the position such as being cooperative, loyal, and 

persistent. 

Tonidandel et al. (2012) examined the relative importance of the aforementioned 

four skill dimensions for predicting managerial effectiveness. Results revealed that all 

four of the managerial skill dimensions identified by Scullen et al. (2003) were 

significant predictors of  managerial effectiveness. It also revealed that administrative 

skills were the most important overall and Human skills are more important than 

technical skill and citizenship behavior skills. In the same context, Davoudi and 

Rahbar (2012) carried out a study to examine the relationship between the three 

managerial skill dimension  (cognitive, technical, and human) with the effectiveness 

of intramural activities in Islamic Azad university, Iran. The results showed that 
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increasing conceptual and human skills would end up with effective performance. But 

there was no significant relationship between managers' technical skills and the 

effectiveness of intramural activities on the contrary to what has been proved by 

Scullen et al. (2003) and Tonidandel et al. (2012). 

 

2.2.4 Organizational Criteria for Effectiveness (3
rd

 Parameter). 

Organizational effectiveness is very important for the survival and growth of the 

organization. Organizational effectiveness is defined as the extent to which an 

organization achieves its objectives (Daft and Marcic, 2009). Because effectiveness is 

multidimensional (Matthews, 2011), organizational effectiveness cannot be assessed 

objectivity without identification of a set of criteria by which the achievement of the 

operational objectives may be evaluated (Dimofte et al. 2012).  

Organizational criteria can be defined as sets of organizational standards, rules 

and principles for judging, evaluating, and testing  different organizational issues. The 

literature reveals that there is a little agreement about the exact nature of 

organizational  effectiveness. For example, economists define organizational 

effectiveness in terms of profits or return on investment. Production managers see it in 

terms of quality or quantity of outputs. And for social scientists, effectiveness is 

viewed in terms of the quality of working life. Despite these differences in the point 

of view, different models with different criteria have been developed to measure the 

effectiveness of  the organization, managers, and employees (Santra and Giri, 2008). 

One of the most widely used tools for assessing organizational effectiveness, the 

Malcolm Baldrige Quality Award which  is a formal recognition of the performance 

excellence of both public and private sectors. It includes the following seven 

performance criteria for effectiveness: 1)leadership, 2) strategic planning, 3)customer 

and market focus, 4) information and analysis, 5) human resource focus, 6) process 

focus, and 7) business results. (Baker and Branch, 2002). 

Hamlin and Cooper (2004) aimed to identify the criteria of managerial and 

leadership effectiveness applying within the Birmingham Women’s Healthcare Trust. 

They identified seven positive and nine negative criteria of managerial and leadership 

effectiveness. These criteria revealed that for managers to be perceived as effective 

they need to: 
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1) Exhibit strong skills in organizing and planning. 

2) Respect for staff, appreciate, promote, and look after the staff. 

3) Leads by example and gives positive feedback. 

4) Support and empower the staff. 

5) Approachable and supportive management style. 

6) Include staff in decision making.  

7) Gives active support and encourages staff to make effective changes to working 

practice. 

 

Analoui et al. (2010) revealed  that the most important top five criteria for 

effectiveness, from an organization’s point-of-view, were: 1) increased productivity,  

2) being competitive, 3) and being self-motivated, 4) time management, and 5) 

achieving targets and goals. 

2.2.5 Motivation at Work (4
th

 Parameter): 

Motivation refers to the desire or the forces within a person causing that person to 

do the best possible job or to exert the maximum effort to perform assigned tasks 

(Mathis and Jackson, 2011; Mejia et al., 2012; Daft, 2010). The term "motivation  "  is 

derived from the Latin word "movere" meaning "to move" (Reece, 2011). Motivation 

can be thought of as the set of forces that motivation energizes, directs, and sustains 

behavior toward attaining goals (Hitt, 2012). Studies have found that high employee 

motivation goes hand-in-hand with high organizational performance and profits (Daft, 

2010). 

   It is, therefore, essential for managers to understand the importance of 

motivation because fostering motivation can: 

1) improve performance and can reduce turnover (Mathis and Jackson, 2011). 

2)increases perseverance to use talent to the maximum (Mejia and Balkin, 2012). 

3) affects productivity (Daft, 2010). 

4) lead to behaviors that reflect high performance within organizations(Daft, 2010). 

5) contribute to exceptional performance (Gibson et al., 2012). 

 

   Employee motivation is affected by several key factors, such as work design, 

matching of employee and job requirements, rewards, and due process. (Mejia et al., 

2012).  

There are two types of motivation, intrinsic and extrinsic. Intrinsic motivation, 

which is defined as an internal sense of satisfaction derived from the work itself or the 
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desire to engage in activities in order to feel a sense of satisfaction, to use or improve 

one’s abilities, or to learn. Examples of intrinsic motivators include: interesting and 

appropriately challenging work, the opportunity to learn, the satisfaction of doing 

something well, Autonomy/empowerment, and contributing to others in a meaningful 

way. Extrinsic motivation is the forces or attractions outside of the self, such as 

material rewards, social status, or avoidance of unpleasant consequences. Examples of 

extrinsic motivators at work include pay, benefits, and job security, people’s approval, 

social status, and fame (McKee, 2012).   

Analoui (2010) discussed the main motivating factors that motivate managers 

toward managerial effectiveness, arranged according to their importance, are: 

remuneration, recognition from superiors, job satisfaction, training, provision of 

resources, promotion, good teamwork, contribution to development of institute, 

reward for good work, and achieving set goals. 

Lee and Wilkins (2011) found  that there are significant  differences between 

public and nonprofit  sectors'  motivational factors. Therefore, the significant 

motivational factor for managers in the public sector are: the opportunity for 

advancement within the organization’s hierarchy, pension and retirement plan, and the 

ability to serve the public and the public interest. Meanwhile, Nonprofit sectors 

managers are more motivated by salary, increased responsibility, and family-friendly 

policies. 

The literature suggests that both public and nonprofit managers are more 

motivated by intrinsic factors, and less motivated by extrinsic factors (Lee and 

Wilkins 2011). Park and word (2009) suggests that the most significantly motivational 

factors in both sectors included the overall reputation of the organization, ability to 

serve the public, and a desire for less bureaucratic red tape. 

Bao (2009) revealed that remuneration, recognition from superiors, job 

satisfaction, and training  were considered to be the main motivational factors for 

managers in the public sector. Where, the main motivators for managers in the private 

sector are: good teamwork, achieving set goals, promotion, and training. 

Wziątek-Staśko (2010) sought to check what factors mostly motivate managers in 

Polish enterprises according to different factors, such as: gender, age, level of 
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education, and experience. Results showed that most important motivational factors 

for women managers were: 1) stability, 2) satisfactory salary, and 3) good relations 

with co-workers. While the most important factors for men managers were: 1) 

satisfactory salary, 2) bonuses, 3) searching for challenges, and 4) possibility of 

conscious carrier building. However, the most important factor motivating the 

youngest managers was stability. Managers at the age between forty one and sixty 

mostly appreciated satisfactory salary and stability. Consequently, the most important 

motivational factors for of managers with higher education were: satisfactory salary 

and stability. At highest level management, the most important factors were: 1) 

satisfactory salary, 2) stability, 3) certainty of employment, and 4) being successful, 

meeting defined targets. At  medium level management  managers preferred: 1) 

satisfactory salary, 2) stability, and 3) good relations with co-workers. Managers of 

the lowest level appreciated: 1) satisfactory salary, 2) bonuses, rewards, 3) stability, 

and 4) possessed authority, respect among employees. Managers with experience 

under five years considered the following factors as most important: 1) satisfactory 

salary, 2) bonuses, awards, 3) possessed authority, and 4) stability. The most 

important factors pointed by managers with over fifteen years of experience were 1) 

satisfactory salary, 2) stability, and 3) bonuses and rewards.  

Seiler and others (2012) developed an integrated model of motivators for project 

managers namely "Motivational Factor Inventory". They revealed that the most 

important motivators for project managers are: interesting task, a cohesive goal 

oriented team, receiving the necessary resources, and the possibility to influence 

important decisions. 

    

2.2.6 The Degree of Demands and Constraints (5
th

 Parameter). 

It is agreed that managerial work can be characterized by three dimensions of 

managerial jobs. These dimensions include demands, constraints, and choices allowed 

by the job (Analoui et al., 2010;  Lowe, 2003). 

Demands refer to the work that any holder of a particular managerial position 

must do. Demands consist of  responsibilities, activities or duties to carry out and the 

standards, objectives, deadlines, or levels of minimum performance that must be met. 

Demands come from several sources, such as the organization, direct managers, staff, 

peers, and work activities (Hitt et al., 2012; Wisdom, 2007).  
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Constraints are those factors, both internal and external, that limit what a manager 

can do. Therefore, constraints have an inverse effect on managers' behavior towards 

their effectiveness at work. All managerial jobs have constraints and managers are 

required to identify these constraints and understand how to minimize or overcome 

constraints. Constraints involve limited resources, demand for services, political /legal 

regulations, union constrictions, technological limitations, geographic restrictions, 

policies and procedures, and finally economic condition (Hitt et al., 2012; Bao, 2009;  

Wisdom, 2007). 

The theory of constraints which was introduced by Eliyahu M. Goldratt in 1984 

assumes that the performance of any system is limited by its constraints. These are 

restrictions that prevent an organization from maximizing its performance and 

reaching its goals. The theory says that every system has at least one constraint that 

limits the ability of achieving higher levels of performance relative to its goal. 

Therefore, the attention of management should be focused on the few constraints 

which prevent the organization from achieving its goal. The theory develops a 

specific approach to identify the constraints, to manage and reconstruct the way of 

work to overcome the constraint, and support the objective of continuous 

improvement. The theory of constraints uses a five-steps method to identify and 

eliminate constraints, these steps are (Aryanezhad et al., 2010; Hansen et al., 2009): 

1) Identify the constraints. 

2) Exploit the constraints. 

3) Subordinate everything else to the above decisions. 

4) Elevate the organization’s binding constraints.  

5) Repeat the process as a new constraint emerges to limit output.  

Choices  refer the opportunities for a job holder to do the job differently from 

another, in the light of job demands and constraints. Thus, a manager regularly makes 

choices and decisions to carry out their roles effectively. (Hitt et al., 2012). For more 

clarification, figure 2.2 illustrates the demands, constraints, and choices for a project 

team manager in a manufacturing company. 

All managerial jobs have constraints. Thus, the main responsibilities of a manager 

are to understand how to minimize or overcome those constraints. Stewart claimed 

that effectiveness can be understood only through an analysis of the constraints, 

demands, and the choices that managers make (Lowe, 2003). 

http://en.wikipedia.org/wiki/Eliyahu_M._Goldratt
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Figure 2.2 Demands, constraints, and choices for a project team manager 

 

 

 

 

 

 

 

 

 

 

Source: Hitt, 2012, p.18 

   

According to Analoui et al. (2010), the major constraints as perceived by senior 

managers are: inappropriate training, lack of communication, unrealistic targets, 

shortage of appropriate staff, lack of relevant task skills and competencies, lack of 

resources, ineffective leadership, lack of relevant people skills, lack of motivation, 

and lack of teamwork. 

According Bloom et al. (2011), the main constraints managers face while trying to 

improve their firm’s management practices are: 1) Hiring managers with the right 

skills, 2) Hiring employees with the right skills, 3) Employment laws and regulations, 

4) Trade unions, 5) Knowing what new management practices to introduce, and 6) 

Obtaining cost-effective management consultancy. 

Kim and Hong (2013) claimed that the major constraints confronting the 

effectiveness of management in the public sector are: the competitive environment, 

incentives and discipline, management governance, value orientation, and the time 

frame of the performance process. 

Bao (2009) revealed that the main constraints confronted by public sector 

managers are:  lack of time, work overload, inappropriate resources, poor 

remuneration, lack of funding, and shortage of appropriate staff. While, lack of 

teamwork, ineffective leadership, lack of relevant people skills, lack of resources, lack 

of communication, and shortage of appropriate staff are indicated to be the main 

constraints faced by private sector managers. 

Demands Choices Constraints 

 Maintain attractive 

appearance of restaur-

ant. 

 Keep employee costs 

as low as possible. 

 Meet standards for 

speed of service. 

 

 Most employees have 

limited formal education. 

 Few monetary incentives 

to reward outstanding 

performance. 

 Federal and state health 

and safety regulations. 

 

 Selection of employee to 

promote to supervisor. 

 Scheduling of shifts and 

assignments. 

 Local advertising promo- 

tions. 
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In summary, to be effective, managers are needed to work successfully within the 

relevant constraints while meeting the demands of their jobs.  

 

2.2.7 Presence of "Choices'' and "Opportunities" for 

Effectiveness (6
th

 Parameter). 

Choices refer to the opportunities for managers to exercise discretion (Hitt et al., 

2012). They are defined as the opportunities which allow the manager to do 

something different from what other managers are doing (Analoui et al., 2010). 

Managers regularly make myriad choices about what to do or not do, how to perform 

tasks, and which employees will participate in projects. Furthermore, Choices are 

dynamic, changing over time according to the conditions, and limited by the demands 

and the constraints (Analoui et al., 2010). 

Opportunities are those choices that are available to assist managers in achieving 

organizational goals and satisfying their own needs (Bao, 2009).  

Analoui et al., (2010) revealed that the most important choices available for 

managers as the key opportunities to develop effectiveness are: training, achievable 

targets, motivation, career succession plan, teamwork,  necessary resources, 

appropriate staff, effective communication, and being able to set their own targets. 

According to Bao (2009), the key opportunities to develop the effectiveness of  

public sector managers are: setting of realistic targets, training, necessary resources, 

appropriate staff, teamwork, and better remuneration. While the key opportunities in 

the private sector are: teamwork, effective communication, necessary resources, 

training, motivation, and appropriate staff.  

It can be said that the choices managers make and the quality of the judgments of 

these choices are largely determine the effectiveness of those managers. 

 

2.2.8 Nature of Inter- and Intra-Organizational Relationships 

(7
th

 Parameter). 

Organizational relationships management plays a key role in the success of the 

organization. Thus, no organization can live without relationships with the 

surrounding environment. Its survival and performance depend on the relationships 
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with other organizations. Implementing and maintaining effective inter-organizational 

relationships are prerequisite and the key for organizations to gain success (Gondal 

and Shahbaz, 2012).  

An inter-organizational relationship refers to two or more organizations coming 

together to achieve common goals, perform tasks, and receive mutual benefits. 

Organizations depend on each other when an organization finds it difficult to achieve 

an objective alone. They coordinate, cooperate, collaborate, and  share resources, 

expertise, experiences, and synchronize activities to achieve higher levels of 

performance (Panday and Jamil, 2011; Carr et al., 2008). The need for resources in 

scarce environments, the need for knowledge sharing, the need to develop competitive 

advantages, and the need to address complex problems all make inter-organizational 

relationships an important part of today’s organizational world (Koschmann et al., 

2009). Therefore inter-organizational relationships enable firms to acquire resources, 

Eliminate waste, improve performance, manage uncertainty, reduce transaction costs, 

promote innovation, provide competitive benefits, acquire legitimacy, deal with 

intractable social problems, and help firms survive and grow (Dutta, 2012; Panday 

and Jamil, 2011; Carr et al., 2008). 

Inter-organizational relationships have explicit and implicit forms. Explicit form is 

the formal contract for the transaction, such as supply contracts, sell contracts, 

licensing and commissioned research. Implicit form reflects emotional, cultural, 

friendship, genetic, geographical and other relations, such as the personal 

relationships, family relationships, hometown ties and so on (Huanrong, 2007). Inter-

organizational relationships also involve cooperation with non-corporate 

organizations, such as nonprofits, government agencies, and local community groups. 

Coordination between different government departments and autonomous entities is 

significant for providing better facilities for the residents (Panday and Jamil, 2011). 

With regard to intra-organizational relationships, the term "intra-organizational" 

relationships refers to the relationships within one organization. It denotes the existing 

relationships among different departments within the organization. These departments 

need to coordinate their activities to achieve organizational objectives. Lack of 

coordination among departments creates serious problems, such as failure in meeting 

project deadlines, complication of processes, overlap and duplication of activities 
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(Panday and Jamil, 2011). Communication within organizations has the potential to 

impact the ability of an organization to accomplish its goals. With different modes of 

communication, the availability of information within an organization is considered to 

be one of the determining factors in assessing organizational effectiveness (Santra and 

Giri, 2008). 

Mintzberg (1979 cited in Panday, 2007) argues that when organization becomes 

complex, there is a need for different modes of intra-organizational coordination i.e., 

mutual adjustment, direct supervision, standardization of work, standardization of 

outputs, and standardization of skills.  

Panday (2007) highlighted the fact that success of an organization deepens on the 

extent of its intra-organizational relationships, and argued that intra-organizational 

coordination is inevitable for the effective implementation of any policy.  

Analoui (2010) claims that senior managers’ effectiveness is influenced by: 

1) The overall effectiveness of the organization. 

2) The degree of intra-connection with other departments within the organization. 

3) Their organization's  relationships with other organizations nationally and 

internationally.  

4) Their relationships with others outside organizations. 
 

In summary, In order for an organization to be effective, it must implement and 

maintain effective intra-organizational relationships within the organization, and build 

strong relationships with other organizations as necessary mean of managing a 

volatile landscape. 

 

2.2.9 Dominant Managerial Philosophy (8
th

 Parameter). 

Organizational philosophy has become one of the issues that have captured the 

attention of some researchers. The rise of corporate scandals in the past decade has 

incited business and to re-emphasize the significance of management philosophy 

(Wang, 2009). 

The term "philosophy" comes from the roots "philos" meaning to love, and 

"sophia" meaning wisdom (Fairholm, 2009). The Florida State University’s 

Department of Philosophy defined philosophy as “an activity people undertake when 
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they seek to understand fundamental truths about themselves, the world in which they 

live, and their relationships to the world and to each other” (Florida State University, 

n.d.). Garner (2012) suggests that a philosophy is a mental process of self-assessment  

and self-evaluation during which individuals examine their beliefs and values, and 

how they manage individuals and situations. 

Organizational philosophy refers to the systems of concepts, beliefs, principles, 

and attitudes of an organization that determine how a mission or a purpose is to be 

achieved. Managerial/leadership philosophy is a set of beliefs and principles, that 

strongly influence how to interpret reality, how to understand the way the world 

works, and affects how we react to people, events and situations around us (Ambler, 

2012; Wang, 2011). 

Organizational management philosophy is essential in formulating management 

vision, strategies, plans, norms, and the formation of corporate culture. Articulated 

organizational philosophy could provide direction for individuals, set constraints on 

employee behavior, and enhance individual motivation (Wang, 2009, 2011). 

Consistent managerial performance requires a clear leadership philosophy because 

the underlying philosophy of leaders has a significant impact on how they relate to 

others, respond to situations, judge the actions of others, and make decisions. Thus, 

the way we see ourselves as leaders guides our actions, our behaviors, our thoughts, 

and  determines how we deals with others (Garner, 2012; Ambler,2012). 

It can be concluded that effective managerial philosophy helps managers to make 

high performance and positive relationships with others, and ultimately affects their 

managerial effectiveness because effective managerial philosophy helps manager to 

understand their own effectiveness, to explore their view of effectiveness, and to 

adopt the appropriate leadership style to become most effective.  

 

 

 

 

http://www.georgeambler.com/author/GeorgeAmbler/
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Section Three 

Palestinian Police Force. 

2.3  
2.3.1 Introduction.  

Police are the most accessible and ever-present organization of the society. In 

times of crises and difficulty, help always comes when the police are asked for it. This 

makes citizens feel safe and secure and creates an atmosphere of tranquility and 

stability in the society. The police' roles and responsibilities are various and vital in 

any given society.  They are tasked with the reinforcement of the law,  preservation of 

tranquility and order, protection of persons and property, prevention of crime, and 

detection and punishment of law breakers. 

2.3.2 Definition of The Palestinian Civil Police Force:  

    The Palestinian Civil Police Force is a civil police organization  which is 

headed by the Palestinian president and which works under the direct supervision of  

The Minister of Interior and National Security. It plays a vital role in the Palestinian 

society which include enforcing the law,  maintaining order, investigating crimes, and 

protecting the Palestinian citizens (Alhetta, 2009; Kalloub, 2006). 

2.3.3 The Historical Evolution of The Palestinian Police. 
2.3.3.1 The Palestinian Police During the British Mandate. 

After World War I and the Ottoman government collapse, Palestine came under 

the rule of the British Mandate. The British High Commissioner Herbert Samuel 

passed a resolution to established a police force in Palestine  in 1920 in order to 

prevent and detect crime, guard prisoners, and protect persons and priorities. British, 

Palestinians, and Jews worked for The Palestinian Police Force according to the 

Ottoman law and British legislations. This force lasted till the end of the British 

Mandate for Palestine in 1940. In November, 1947, a few months before the end of 

the mandate, the members of the Police Force numbered 8928. According to the Law 

of Police, the police responsibilities at that time were:   

1. To take necessary measures when a crime is committed.   

2. To maintain order in public places and roads. 

3. To facilitate the movement in public roads.  

4. To regulating assemblies and processions. 

5. To stop and search anyone who is suspected of having stolen money. 

(Kalloub, 2006) 

http://en.wikipedia.org/wiki/High_Commissioner
http://en.wikipedia.org/wiki/Herbert_Samuel,_1st_Viscount_Samuel
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2.3.3.2 The Palestinian Police after 1948 

After the end of the British Mandate for Palestine, the Jewish leadership 

declared the establishment of a Jewish state in all the Palestinian land except for Gaza 

Strip and the West Bank. The Arab League commissioned the governing of each  of  

Gaza Strip And the West Bank to Egypt and  Jordan; thus, there were two Police 

forces in Palestine: the first was in Gaza Strip and was administered by the Egyptian 

police department, and the other was in the West Bank and was part of the Public 

Security Force  of Jordan (The Independent Commission for Human Rights, 1998).  

 

2.3.3.3 The Palestinian Police after 1967.  

In 1967, the Israeli Occupation Forces occupied the rest of Palestine (the West 

Bank and Gaza Strip). The two forces were disbanded. While most of the police 

officers in the West Bank migrated to Jordan, some police officers remained in Gaza 

Strip. The Israeli Occupation called the Palestinian police "the local police"  and 

assigned them the policing of specific areas in the West Bank and Gaza Strip. The 

Israeli police was responsible for the security in these area while the local police was 

responsible for the criminal issues, the regulation of traffic, the investigation of 

crimes, the protection of persons and property,  and the preservation of order (The 

Independent Commission for Human Rights, 1998).   

During the course of the First Intifada, most of the members of the Palestinian 

Police Force quitted their jobs  and left their positions which shocked and confused 

the Israeli Occupation Forces (Kalloub, 2005). 

 

2.3.3.4 The Birth of the Palestinian Civil Police Force. 

After the Oslo Accords and signing the Gaza–Jericho Agreement, the 

Palestinian Police Force in its current form (The Palestinian Civil Police Force)  was 

established to enforce the law and keep order in the Palestinian parts that were 

administrated by The Palestinian National Authority in the West Bank and Gaza Strip 

(Al-Tannani, 2010).  

 The establishment of the Palestinian Civil Police Force didn't actually start 

until the arrival of The Palestinian National Authority to Palestine. Police stations 

were established, applicable police officers who served during the British Mandate 

http://en.wikipedia.org/wiki/Oslo_Accords
http://en.wikipedia.org/wiki/Gaza%E2%80%93Jericho_Agreement
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were summoned, and new policemen were recruited in order to realize the Palestinian 

Police on the ground. Many police members were sent abroad for training in order to 

develop their skills while local training programs were initiated to train policemen 

under very difficult circumstances and with very limited resources  (Alhetta, 2009). 

  The establishment of the Police Force was confronted with many challenges 

such as (Kalloub, 2006) : 

- The Israeli Occupation Army's control over some areas in Gaza Strip and 

the West Bank and its control of boundaries and ports . 

- The geographic separation between Gaza Strip and the West Bank. 

- The existence of settlements inside Gaza Strip and the West Bank. 

- The chaos that the Israeli Occupation left behind in these areas. 

- The rise of crime rate due to the lack of policing. 
 
 

 

2.3.3.5 The Palestinian Police During the Second Intifada. 

   The Palestinian Civil Police Force has suffered constantly at the hand of the 

Israeli Occupation. During the course of the Second Intifada, police stations and 

prisons became  regular targets to the Israeli F16 planes. Police infrastructure were 

destroyed and their resources confiscated. A great number of policemen were arrested 

or killed for no particular reason (Kalloub, 2006). 

    During the Forqan war (2008/2009) and Hejarat-Alsejeel war (2012), dozens of 

police stations and training sites were attacked and bombarded by the Israeli 

Occupation Forces and hundreds of policemen were killed. 

2.3.4 Change in the Number of Policemen Over the Past Seven Years. 

Table 2.1 illustrate the change in the number of  policemen in Gaza Strip between 

2007 and 2013. It seems that there is no fundamental changes in the number of 

policemen during the last seven years. 

  

Table 2.1: Police numbers from 2007 to 2013 

year 2007 2008 2009 2010 2011 2012 2013 

number 8725 9241 8507 8530 8471 8118 8204 

 

Source: An interview with the director of management and administration of the Police 

Force in Gaza Strip (October 2013) 
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2.3.5  The Responsibilities of the Palestinian Police Force. 

   According (Siam, 2007; Hamdan, 2010; Kalloub, 2006), The responsibilities of 

the Police have four dimensions as follows:  

2.3.5.1 Administrative Responsibilities.  

This function is purely precautionary.  It is meant to prevent the crime before it 

occurs in order to maintain public order. This can be achieved when the police take 

some precautionary measure that include: 

- Maintaining order  at public meetings, social events,  assemblies , processions, 

and elections.  

- Guarding and securing important institution and buildings. 

- conducting patrol duties on foot, by car or motorcycle. 

- Executing all orders, Regulations and warrants issued by the authorities. The 

law gives the police an Executive power. They have the right to  use force and 

weapons so that they  can force the citizens to abide to the law. 

- Regulating traffic and facilitating movement of people and vehicles. 

- Licensing the public assemblies and processions that don’t violate the law and 

Dispersing unlawful ones. 

- Fighting health disasters that arise after natural disasters such as : cyclones, 

floods, earthquakes, and volcanoes. 

- Guarding the prisons and escorting prisoners to and from court. 

 

2.3.5.2 Judicial Responsibilities 

Despite the precautionary measures that the police take, accidents and crimes 

usually occur. When crime are committed, the police take measures to detect the 

offenders and hand them to justice. The police don’t have the right to accuse or 

imprison, but since they  are the first to arrive in the crime scene, their job highly 

affect both. The police judicial responsibilities include: 

- Responding immediately to calls or complains about crimes or accidents. 

- Obtains witnesses. 

- Taking necessary measures to protect and record evidence. 

- Preparing police reports. 

- Arresting criminals and suspects. 

- Escorting suspects to court for trial. 
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2.3.5.3 Social Responsibilities 

The police job is not only about preventing, detecting and punishing crime. This 

part of the job is about being human. It includes dealing with the citizens and helping 

them in order that they feel safe and secure. This includes: 

- Providing advice about crime prevention. 

- Raising awareness among the citizens about the dangers of drugs. 

- Protecting and promoting the rights of those who cannot care for themselves 

such as the mentally or physically disables the children and the vulnerable. 

- Assisting and comforting the victims of accidents and crimes.  

- Making reconciliation between disputing families, groups or people. 

- Dealing with lost or found property 

 
2.3.5.4 Economical Responsibilities.  

    The police responsibilities include protecting state property, fighting 

economical crime such as counterfeiting of currency, smuggling, and tax evasion; as 

well as inspecting on the theft of basic services such as water, electricity and 

telephone. 
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CHAPTER 3: 

PREVIOUS STUDIES 

3.1 Introduction: 

The objective of this chapter is to present different studies that support and 

discuss the concept of managerial  effectiveness with its various aspects and 

dimensions. Twenty two studies and articles published in different journals were 

reviewed and cited within this research. However, there was a clear shortage in the 

local and Arabic studies that discuss this topic. 

The following studies have a direct relationship to this research topic, matching 

its purpose and objectives, and they help in setting its dimensions  and highlighting 

research variables. 

 

3.2 Local Studies: 

3.2.1 (Abu-Sharikh, 2009): 

"The Degree of Effectiveness of the Performance of the UNRWA School 

Managers in the Governorates of Gaza, in the Light of Modern Management 

Technology". 

The study aimed to identify the degree of effectiveness of the performance of the 

UNRWA  school managers of the governorates of Gaza Strip, in the light of modern 

technology and means of administrative development. The study used the descriptive 

analytical approach to the relevance of such studies, and developed a questionnaire 

consisting of (41) item  distributed to the three fields (cognitive, technical, social). 

The population of study consist of all UNRWA schools managers in the governorates 

of Gaza Strip (221 managers) of the academic year (2008/2009). (191) questionnaires 

were distributed and (187) was recovered, which equal (84.6%) of the whole 

population. 

The study showed that UNRWA school managers have a good degree of effectiveness 

with a rate of (78.8%). The fields of the questionnaire have the following weights: 

cognitive = 84.4%, technical = 82.7%, social = 70.7%. There was no statistically 

significant differences among respondents toward managers' effectiveness due to level 

of education, specialization, and years of service. The study recommended to join the 

managers with regular training to develop their skills, and to activate the use of 



35 
 

computers in the planning process by designing an effective information systems and 

linking them via networks to all schools. 

3.2.2  (Abu-Haseera, 2008): 

The Effectiveness of School Managers in the Light of Total Quality Standards in 

the UNRWA Schools in Gaza From the Supervisors Point of View. 

The study aims to study the effectiveness of school managers by applying the 

standards of total quality on the functions of planning, organizing, supervision, 

evaluation, and relations with community,  from the supervisors point of view.  

Descriptive analytical methods were utilized. A structured questionnaire was 

specially designed for this study. The sample included (73) supervisor who work in 

UNRWA schools in Gaza Strip. Results showed the following: first, the effectiveness 

of school managers, from supervisors point of view, is medium. Second, the 

effectiveness of managers' abilities of planning equal (71.5%), the effectiveness of 

managers' abilities of supervision equal (64.1%), the effectiveness of managers' 

abilities of evaluation equal (61.1%), of the effectiveness managers' abilities of 

organizing equal (60.9%) and the effectiveness of managers' relations with 

community equal (55.7%). Last, no statistically differences among respondents 

toward the effectiveness of school managers due to sex, qualification, and experience. 

The study recommended to spread the culture of total quality, and adherence to 

teamwork and decentralization.  

 

3.2.3  (Sarhan & Alshanti, 2007): 

Management Effectiveness of the Directors of the Ministry of Youth and Sport in 

North Palestine Area from the Point View of Subordinates: a Case Study. 

The study attempted to explore the managerial effectiveness of Ministry of Youth 

and Sport directors in north Palestine areas as perceived by employees . Also, the 

research aimed to explore whether management effectiveness varies as a function of 

gender, years of experience, qualification, and job title of the employee.  

The study used the descriptive analytical approach, they developed a 

questionnaire for the study purpose which included (65) items. Survey data were 
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collected from (191) employee who completed on year of service at least within the 

Ministry of Youth and Sport in north Palestine area.  

Results revealed that the directors had a medium degree of management 

effectiveness, managerial effectiveness of the directors differs due to gender, years of 

experience, qualification, and job title of the employee.  

The study recommended to take advantage of the study in order to measure the 

managerial effectiveness of the ministry as a whole, and to give directors the chance 

to increase their level of education, expertise, and efficiency.  

  

3.3 Arab Studies: 

3.3.1 (Houriah, 2013) 

"The Managerial and Leadership Effectiveness of Public Schools' Managers 

within the Department of Education in Al-Medina Al-Munawarah". 

The study is aimed to assess the degree the managerial and leadership 

effectiveness of public Schools' managers within the department of education in Al-

Medina Al-Munawarah, and to check whether there are statistically differences 

between the levels of effectiveness  due to variables of the study. 

The sample of the study consisted of randomly selected (86) managers including 

(51) male and (35) females. The results of the test indicated that managers, male and 

female, of public schools are perceived to have a medium degree of effectiveness. 

However, the managers' perceptions of the degree of effectiveness in the various five 

fields included in the test showed that the field of "understanding others" ranked first, 

followed by the field of "objectivity", then "use of authority", " communication," and 

finally the field of "flexibility". The results also indicated that there was no significant 

differences in the opinion of the managers due to variables such as the length of 

service, qualifications and field of specialization. 

The study recommended the following: 1) increasing the effectiveness of the 

managers through well designed training programs, and 2) developing managers' 

skills  in the areas of understanding others, work objectively, proper use of authority. 
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3.3.2  (Analoui et al., 2010) 

"Parameters of Managerial Effectiveness: the Case of Senior Managers in the 

Muscat Municipality, Oman". 

The study aimed to explores the factors which determine the managerial 

effectiveness of senior managers in the Muscat Municipality, Oman. The study has 

utilized a combination of qualitative and quantitative methodologies. The study was 

applied on (48) managers. A total of (16) manager of them were selected to enter the 

interview by using systematic sampling. Analoui’s model of "eight parameters of 

managerial effectiveness" has been used as a basis for the study. 

The study revealed that, firstly,  that Analoui’s model is applicable to the public 

sector in Oman. Second, senior managers are aware of their own effectiveness. Third, 

little attention has been paid to their management development. Fourth, senior 

managers require: the ability to communicate effectively with other People, the ability 

to manage one’s own time ,the ability to make decisions and resolve problems, and 

the ability to lead and motivate employees at work. Fifth, the main obstacles to the 

management development of the senior managers are: inappropriate appraisal system, 

pressure of work, inappropriate human development policies, lack of career planning, 

Sixth, The reward system adversely affects managers’ effectiveness at work. Finally, 

the degree of impact of environmental factors on effectiveness according to its 

priority are: political factors, economic factors, legal factors, social and cultural 

trends. The study recommended to formulate and implement human resource 

development and management development strategies on a regular basis within the 

public sector in general and Muscat Municipality in particular. 

 

3.3.3  (Alkahtany, 2006): 

Improvement Ways of Effectiveness of Field Leadership in Borders Guard 

Centers: a Study on the Workers at Aseer Border Guard Region. 

The study seeks to assess the effectiveness of  leadership in Borders Guard 

Centers at Aseer Region, Saudi Arabia . It also seeks to identify the obstacles 

confronted by leaders.  Furthermore, to investigate how to improve the leadership 

effectiveness. Descriptive analytical methods were utilized. A structured 
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questionnaire was specially designed for this study. It applied on (249) soldiers, 

noncommissioned officers, and officers with different ranks.  

The study reached a lot of results as follows: first, leadership in Borders Guard 

Centers have medium effectiveness. Second, the most important ways to increase 

effectiveness are: provision of modern equipment, good selection of leaders, and 

development of work methods. Last, the main obstacles of field leadership 

effectiveness are: the difficulty of provision of housing for the leaders, low assurance 

of leaders, and far distance between border centers and cities. 

The study recommended to motivate leaders and convince them to motivate 

subordinates, persuade leaders to involve staff in decision making, persuade leaders to 

empower and develop their staff, train leaders to deal with modern equipment, and 

select leaders on the basis of merit and qualification.  

 

3.3.4  (Al-Ropaiq, 2004): 

Factors Contributing to the Effectiveness of the Job Performance of the Security 

Elite: an Applied Study on the Installations Security Forces and Special Forces 

for Roads Security in the Kingdom of Saudi Arabia. 

The study aimed to identify the factors that contribute to the effectiveness of job 

performance of security leadership, and to recognize of the level of the effectiveness 

that the security leadership practice towards their job performance. The study design 

was descriptive analytical method. The study used a questionnaire which contained 

(60) phrases. It applied on (323) officials of the two Forces (Roads security, and 

Installations Security) in Saudi Arabia. 

The findings from the study indicated the following: firstly, both incentives and 

organizational climate have higher degree of impact on the effectiveness of job 

performance of the security leadership. Second, no significant variance exists between 

levels of impact of administrative factors in the effectiveness of job performance of 

the security leadership attributed to their personality characteristics. Third, the level of 

practice of the security leadership towards organizational functions, administration of 

individuals, and planning has very high degree of effectiveness. But the level of 

practice of job coordination and decision-making is maintains high effectiveness only. 
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Fourth, no significant statistical variance exists between levels of effectiveness of 

security leadership towards job performance attributed to their personality 

characteristics. Last, positive correlations exist between the effectiveness of the job 

performance of the security leadership and military rank, educational qualifications, 

experience in job, and training. 

 

3.4 Foreign studies: 

3.4.1  (Abdul-Azeem and Fatima, 2012): 

"Factors Favoring Managerial Effectiveness: a Study of Select Public and 

Private Sector Organizations" 

The study aimed to examine the factors that favor managerial effectiveness in 

select public and private sector organizations. It also aims to study the perceptions of 

managers towards those factors by comparing select public and private sector 

organizations. This study is a descriptive analytical one and applied on random 

sample consisted of (140) managers at three different levels: top, middle, and lower 

level. Data was collected by administering a structured questionnaire. The study 

found that the most important factors that influence the managerial effectiveness in 

public sector are: leadership, attrition management, image building, delegation and 

decentralization, job enrichment, entrepreneurship, resource management, relationship 

management, management by change, satisfaction and creativity, controlling, 

boundary spanning. On other hand, the most important factors that influence the 

managerial effectiveness in private sector are: pioneering management, image 

building, corrective and innovative management, welfare management, high 

employee commitment, employee centered leadership, employee security and welfare, 

customer relation, efficiency with effectiveness, esteem needs orientation, high–order 

needs, and motivation.  

The study revealed that there is a difference in the perception of public and private 

sector organizations towards factors that favor managerial effectiveness. Though, both 

the organizations have the common perception regarding the factor "Image Building". 

The study also found that perception of top level managers and lower level 

managers with respect to factors that favor managerial effectiveness in public and 
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private sector organizations is found to be significant. Contrary, perception of middle 

level managers are found to be not significant.   

 

3.4.2 (Tonidandel et al.,2012) 

"Relative Importance of Managerial Skills for Predicting Effectiveness". 

The study sought to examine the relative importance of four managerial skill 

dimensions (technical skill, administrative skill, human skill, and citizenship 

behavior) for predicting managerial effectiveness. These dimensions were identified 

by Scullen et al. (2003). Also, the study aimed to explore whether the relative 

importance of these dimensions varies as a function of gender or organizational level. 

Data were collected from (733) managers working in the US, most of them work in 

the private sector. The study used moderated multiple regression and relative weight 

analysis to test the study’s hypotheses. Managers' skill were judged by peers using a 

well-validated 360-degree assessment instrument. Simultaneously, managers' overall 

effectiveness was assessed by supervisors.  

Results showed the following: first, all four of the managerial skill dimensions 

were significantly important predictors of managers' effectiveness. Second, 

administrative skills were most important overall. Third, human skills were 

significantly more important than technical skill and citizenship behavior. Fourth, 

gender was not a significant moderator of the skill-effectiveness relationship. Finally, 

the relationship between managerial skill and managerial effectiveness was moderated 

by organizational level. 

 

3.4.3 (Hamlin et al., 2012): 

"Towards a Universal Taxonomy of Perceived Managerial and Leadership 

Effectiveness: a Multiple Cross-case/Cross-nation Study of Effective and 

Ineffective Managerial Behavior". 

The study aimed to investigate managers' perception of the behavioral 

determinants of managerial effectiveness across a sample of organizations, 

organizational sectors and nations. The empirical source of  data used for the derived 

etic study were obtained from (14) emic studies conducted within Canada, Egypt, 

Germany, Mexico, Romania and the United Kingdom respectively, plus Wang’s 
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(2011) equivalent replication study in China.  The results of the study claimed that 

managers within different types of organizations, organizational sectors, and national 

contexts perceive the behavioral determinants of effective and ineffective managerial 

performance in much the same way. Further analysis led to the emergence of a 

"universalistic taxonomy of perceived managerial and leadership effectiveness" 

constructed of (8) effective and (6) ineffective generic behavioral criteria. According 

to the universalistic taxonomy, managers are perceived managerially effective when 

they: 1) plan ahead, organize, monitor,  and proactively control performance, 2) 

support their staff actively, 3) delegate well and empower their staff, 4) show care and 

concern for other people,  and 5) address the training and development needs of their 

staff.  

Conversely, managers are likely to be perceived least effective when they: 1) pursue 

inappropriate autocratic approach, 2) conduct inconsiderate behavior, 3) active 

intimidating behavior, and 4) ignore problems and abdicate from responsibilities. 

 

3.4.4 (Davoudi &  Rahbar, 2012): 

"Relationship Between Managers Skills and the Effectiveness of Intramural in 

Islamic Azad University in District 8-Tehran, Iran". 

The study aimed to determine the relationship between three managers' skills 

(cognitive, technical, and human) with the effectiveness of intramural activities in 

Islamic Azad university. Descriptive analytical methods were utilized.. Survey data 

were collected from (26) managers from all intramural departments in academic year  

2009-2010. Two questionnaires were specially designed for this study, one for 

management skills, and the other for effectiveness. 

The results showed that  increasing conceptual and human skills lead to effective 

intramural activities. And there is no significant relationship between managers' 

technical skills and the effectiveness of intramural activities. The study suggested 

managers to identify their work environment, the inter-relationships between various 

working elements, and set the priorities and have the remarkable conceptual skills. 
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3.4.5  (Islam &  Zhang, 2012): 

"Influence of Information Asymmetry, Culture and Religion on Managerial 

Effectiveness: Evidence from Banks in Bangladesh". 

The study aimed to examines the association between culture values, religion 

values, and managerial effectiveness of the Islamic and non-Islamic banks managers 

in Bangladesh. Samples were randomly selected from (250) bank managers in 

Bangladesh. Descriptive analytical methods were utilized. The study indicated that 

both cultural and religious values have significant positive relationship with 

managerial effectiveness. Results also indicated that religious values influence the 

relationship between internal contingency factors and managerial effectiveness. 

 

3.4.6  (Patel, & Hamlin, 2012): 

"Deducing a Taxonomy of Perceived Managerial and Leadership Effectiveness: 

a Comparative Study of Effective and Ineffective Managerial Behavior across 

Three EU Countries". 

The study aimed to explore how managers perceive as effective and ineffective 

managerial behavior by conducting a multiple case cross-sector/cross-nation study 

carried out within three EU countries (Germany, UK, Romania) across the two 

organizational sectors (public and private sectors). The study adopted "empirical 

generalization replication", and derived etic approach based on "replication logic" and 

"multiple cross-case analysis". Further analysis led to the emergence of a behavioral 

taxonomy of perceived managerial and leadership effectiveness consisting of (10) 

effective and (9) ineffective behavioral criteria that are generalized across the two 

organizational sectors and three countries. The Effective behavioral criteria, as 

perceived by managers, are: supporting the staff, giving recognition and praise, 

delegating staff, being responsive and sensitive, fighting for the interests of staff, 

developing relationships with others,  involving staff in decision-making, planning 

effectively, etc. The ineffective criteria are: showing lack of care and concern for 

staff, making decisions without involving staff, acting in unfair and inconsistent way, 

engaging in activities that undermine staff, showing lack of ownership and 

accountability, hiding important information from staff, etc. Lastly, the study found 

that managers in British and Romanian public-sector hospitals, and in British and 
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German private-sector companies, perceive effective and ineffective managerial 

behavior in much the same way. 

 

3.4.7 (Rana et al., 2011): 

"Effect of Justice Perception on Managerial Effectiveness". 

The study attempted to examine the effect of organizational justice on managerial 

effectiveness. The study examined the effect of the distributive justice, procedural 

justice, and interactional justice on managerial effectiveness. The sample consisted of 

200 respondents working in different organizations. Stepwise multiple regression 

analysis is used to find out the results. The study used several scales to measure the 

managerial effectiveness and the dimensions of organizational justice. Managerial 

effectiveness of managers was measured by the managerial effectiveness scale which 

developed by Gupta (1996). Otherwise, distributive justice was measured with the 5-

item scale index, developed by Price and Muller (1986). While perceptions of 

procedural justice were measured by using a 15-item scale developed by Niehoff and 

Moorman (1993). Perception of interactional justice was measured by using a 9-item 

scale developed by Moorman (1991). The findings from the study indicated that all 

the dimensions of organizational justice are significantly positively correlated with 

managerial effectiveness. Moreover, all the dimensions of organizational justice are 

significant predictors of managerial effectiveness. Finally, results found that 

distributive, procedural and interactional justices are the three key elements for 

improving manager’s effectiveness at workplace. 

 

3.4.8 (Singh, 2011): 

"HRD Practices & Managerial Effectiveness: Role of Organization Culture". 

The study aimed to understand the effect of human resources development (HRD) 

practices and organizational culture on managerial effectiveness. HRD practices 

included in the study are: planning, recruitment, selection, performance evaluation, 

training and development, career management, and rewards. While, culture is 

presented by: self-realization, status enhancement, sophistic values, and socio 

economic support. The sample consisted of (214) managers from public and private 

sector organizations in India. A questionnaire consists of (121) items was used. The 
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study revealed that the HRD practices and organizational culture were strong 

predictors of managerial effectiveness both in private sector and public sector 

organizations. Furthermore, Career management and self-realization were found to be 

most significant predictors of managerial effectiveness both in public and private 

sector organizations. The study indicated that HRD practices along with organization 

culture play a significant role and do affect the Managerial effectiveness of the 

organization. 

 

3.4.9 (Bamel et al., 2011):  

"Managerial Effectiveness in Indian Organizations: Reexamining an Instrument 

in an Indian Context". 

The purpose of this study was to understand the managerial effectiveness 

perception of executives in Indian organizations by reexamine a western instrument, 

developed by Mott in 1971 in an Indian context. Mott grouped eight items in three 

factors (productivity, adaptability, and flexibility). Productivity includes three items 

(production output, optimum utilization of resources, and adoption of new method of 

production). Adaptability includes three items (quality, problem anticipation, and 

acceptance of changes. Flexibility includes two items (adjustment to the new 

situations, and copes with emergencies readily and successfully). The study targeted 

all levels of managers (senior, middle, and junior level) in large public and private 

sector companies in India. A total of 207 responses was collected from Indian 

organizations. A self-administered questionnaire was employed. 

Results revealed that Indian managers perceive effectiveness as a function of 

productivity, adaptability, and flexibility. Indian Managers perceived productivity as 

the most important constituent of effectiveness, followed by adaptability, and 

flexibility. The study showed that these three dimensions alone cannot sufficiently 

explain the nature of managerial effectiveness as there are so many parameters 

available in the literature that can be considered. 
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3.4.10  (Hamlin et al., 2011): 

"Perceived Managerial and Leadership Effectiveness in a Non-profit 

Organization: an Exploratory and Cross-sector Comparative Study" 

The study aimed to investigate the managerial effectiveness as perceived senior 

management levels within a UK third sector (non-profit) organization. Consequently, 

researchers also compared the results with equivalent studies in the UK public and 

private sector organizations. Data were collected from a sample of senior and middle-

level managers of the collaborating registered charity. The researchers adopted a 

realist (post-positivist) paradigmatic stance and used sang and Kwan’s notion of 

"empirical generalization replication" and Berry’s "derived etic" approach to applied 

research. The study was conducted in two stages. The study identified (42) indicators 

of an effective manager, and  (34) indicators of an  ineffective manager. A managers 

is perceived  effective when he/she cares for others, interests with others, recognizes  

good performance, involves others in decision making, chooses the right people to the 

right position, acknowledges achievements, interacts with others, provides teams with 

information, does not delay tasks, respects values, performs what he promises, 

expresses clearly, supports team members, encourages participation, solves problems 

positively, induces thinking, creates a vision of the bigger picture, identifies priorities 

and tasks, manage meetings effectively, listens to customers complaints and staff 

issues, directs others kindly, and builds strong relationships with customers and staff. 

The study also revealed that the perceptions of  effective and ineffective senior 

management in a UK third (non-profit) sector-registered charity are much the same as 

have been found in  UK public and private sector organizations. Specifically (69.7% ) 

of the behavioral statements were either the same or similar. 

 
 

3.4.11  (Wang, 2011): 

"Understanding Managerial Effectiveness: a Chinese Perspective" 

This study aimed to examine the effective managerial behavior of Chinese 

managers as perceived by their superiors, subordinates, and peers.  An explorative 

qualitative design was adopted. Data were collected from (35) managers of one large 

state-owned telecommunication company in China. Results of the analysis lead to the 

emergence of (31) positive and negative themes (behavioral statements of managerial 
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effectiveness). The study revealed that a Chinese manager is characterized effective 

when he/she: 1) cares about employees, 2) leads by example 3) does not act selfishly, 

4) is accountable for mistakes, 5) focuses on performance instead of personal 

relationship, 6) involves employees in decision making, 7) keeps open communication 

with employees, 8) treats employees fairly and equally, 9) provides job coaching to 

employees, and 10) empowers and delegates employees. 

The study also revealed the following: 1) paternalistic and transformational 

leadership are perceived as effective approaches to manage people in china, 2) 

western managerial values appear to have a stronger impact on Chinese managerial 

behaviors than traditional Chinese values, and 3) effective Chinese managers are 

challenged to assume a set of roles different from their traditional responsibilities. 
 

 

3.4.12 (Wziątek-Staśko, 2010): 

Manager’s Motivation as a Way to Motivate Employees  

The study aimed to identify what motivators are mostly important for managers in 

Poland according to different factors, such as: gender, age, level of education, and 

experience. The study was carried out on (60) manager including (30) women, and 

(30) men of different age, level of education and experience. A self-administered 

questionnaire was employed.  

Results showed that most important motivational factors for women managers 

were: 1) stability, 2) satisfactory salary, and 3) good relations with co-workers. While 

the most important factors for men managers were: 1) satisfactory salary, 2) bonuses, 

3) searching for challenges, and 4) possibility of conscious carrier building. However, 

the most important factor motivating the youngest managers was stability. Managers 

at the age between 41 and 60 mostly appreciated satisfactory salary and stability. 

Consequently, the most important motivational factors for of managers with higher 

education were: satisfactory salary and stability. At highest level management, the 

most important factors were: 1) satisfactory salary, 2) stability, 3) certainty of 

employment, and 4) being successful, meeting defined targets. At  medium level 

management  managers preferred: 1) satisfactory salary, 2) stability, and 3) good 

relations with co-workers. Managers of the lowest level appreciated: 1) satisfactory 

salary, 2) bonuses, rewards, 3) stability, and 4) possessed authority, respect among 

employees. Managers with experience under 5 years considered the following factors 
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as most important: 1) satisfactory salary, 2) bonuses, awards, 3) possessed authority, 

and 4) stability. The most important factors pointed by managers with over 15 years 

of experience were 1) satisfactory salary, 2) stability, and 3) bonuses and rewards.  
 

3.4.13 (Bao, 2009): 

"Comparison of Public and Private Sector Managerial Effectiveness in China: A 

Three-parameter Approach".  

This study aimed to explore the similarities and differences regarding managerial 

effectiveness between public- and private-sector organizations based on the 

parameters developed by Analoui by investigating the dimensions of motivation, 

constraints and opportunities. Data were collected through survey and semi-structured 

interviews targeting senior managers in four multinational corporations’ Chinese 

subsidiaries.  A total of  (70) senior managers in these four companies were included 

in the survey. The study found that, firstly, the main motivational factors for managers 

in the private sector are: remuneration, recognition from superiors, job satisfaction, 

and training. While the main motivators for managers in the private sector are: good 

teamwork, achieving set goals, promotion, and training. Second, the main constraints 

confronted by managers in the public sector are:  lack of time, work overload, 

inappropriate resources, poor remuneration, lack of funding, and shortage of 

appropriate staff. While, lack of teamwork, ineffective leadership, lack of relevant 

people skills, lack of resources, lack of communication, and shortage of appropriate 

staff are indicated to be the main constraints faced by managers in the private sector. 

Last, the key opportunities to develop the effectiveness of  public sector managers are: 

setting of realistic targets, training, necessary resources, appropriate staff, teamwork, 

and better remuneration. While the key opportunities for managers in the private 

sector are: teamwork, effective communication, necessary resources, training, 

motivation, and appropriate staff. The study recommended to address the financial 

consideration for the public sector because it is obviously appeared as a limiting 

factor in the public sector. 
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3.4.14  (Rastogi & Dave, 2004): 

"Managerial Effectiveness: a Function of Personality Type and Organizational 

Components". 

This study attempted  to study the relationship between managerial effectiveness 

and  both personality type and position of top and lower level managers in production 

and marketing departments. A sample of 80 managers from various private sector 

organizations in northern India were selected for this study. A total of 170 

questionnaires were distributed. Managerial Effectiveness was  measured by 

"Managerial Effectiveness Questionnaire" developed by Gupta in 1996. Further, 

personality type was classified in terms of (Type A and Type B) according to Bortner 

(1985). The results indicated that management position and personality type are 

associated with self-perceived managerial effectiveness. Furthermore, top-level 

managers and Type B managers have been found higher on managerial effectiveness 

as compared to lower level managers and Type A managers. 

 

3.4.15 (Analoui, 1999): 

"Eight Parameters of Managerial Effectiveness: a Study of Senior Managers in 

Ghana". 

The study aimed to identify the behavioral variables which necessary to determine 

the managerial effectiveness of senior managers in the public sector, and was carried 

out in the Ministry of Environment and Science and Technology in Ghana, The study 

has utilized a combination of qualitative and quantitative methodologies, he 

developed a questionnaire and conducted semi-structured interviews. A total of (129) 

of the senior managers and executives of the entire Ministry were included in the 

survey. Nearly (30%) of the respondents were executive directors, directors, assistant 

directors, and heads of departments.  The results pointed to the presence of factors 

which constitute "parameters'' of effectiveness  namely: the senior managers' 

perception , skills and knowledge, organizational criteria for effectiveness, motivation 

for effectiveness, constraints and difficulties, choices and opportunities, inter-

organizational relationships, and finally, dominant managerial philosophy. The study 

concluded that a better understanding of managerial effectiveness requires attention to 

the senior managers' choice and meaningful actions within an open system context.  

 

http://en.wikipedia.org/wiki/India
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3.5 Comments on the Previous Studies: 

This research has reviewed twenty two studies; three  local studies, four Arabic 

studies, and sixteen foreign studies. These studies covered the issue of managerial 

effectiveness from different perspectives and approaches. Fourteen studies were 

conducted in a period from 2010 to 2013, seven studies were conducted between 2004 

and 2009, and only one study was conducted before 2000s. 

These studies have been carried out in different countries such as: UK, China, US, 

Germany, Romania, India, Bangladesh, Iran, Canada, Egypt,  Mexico, Ghana, Oman, 

Poland, Palestine,  and Saudi Arabia. Some of them focused on public sector, and the 

others focused on private sector. Some studies aimed to explore the similarities and 

differences regarding managerial effectiveness between public- and private-sector 

organizations (Bao, 2009; Abdul-Azeem and Fatima, 2012).   

One study explored Analoui's model itself (Analoui, 1999). Two studies were 

based on Analoui's model to investigate the effectiveness of managers in public sector 

(Bao, 2009; Analoui et al., 2010) and proved that Analoui's model is applicable to the 

public sector in Oman and China. 

Some studies aimed to explore the perception of managers towards managerial 

effectiveness (Patel, 2012; Bamel et al., 2011; Hamlin et al., 2011; Hamlin et al., 

2012). Other studies sought to assess the effectiveness of  managers (Alkahtany, 

2006; Sarhan and Alshanti, 2007; Abu-Haseera, 2008; Abu-Sharikh, 2009; Houriah, 

2013). While other studies aimed to specify the determinant factors of managerial 

effectiveness (Analoui, 1999, Analoui  et al.,2010; Abdul-Azeem and Fatima, 2012; 

Wang, 2011). 

Some studies concerned the effect of justice perception (Rana et al., 2011), 

organization culture (Singh, 2011), culture and religion values (Islam and   Zhang, 

2012), motivation (Wziątek-Staśko, 2010) on Managerial Effectiveness. While other 

studies attempted  to study relationship between managerial effectiveness and  both 

personality type and position (Rastogi and Dave, 2004).   

The majority of the studies used the descriptive analysis methods, and most of 

them used the questionnaire. Moreover, all the previous studies have targeted the 

managers.  
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The previous studies helped the researcher in building the general framework and 

literature review of the research, designing the questionnaire, and analyzing the 

results of the research.  

All the previous studies are in agreement with this research on the importance of 

the managerial effectiveness, and that managerial effectiveness is affected by the 

organizational climate, culture, philosophy, and leadership style.  

The main distinction of this research from other research is that it is conducted 

within the context of Police in Gaza Strip, this  research has targeted the senior 

managers of Police, and it is -to the researcher's knowledge- is the first to discuss this 

issue in Gaza strip. This research provided conclusions and recommendations based 

on the findings of the research which might contribute to the development of the 

managerial effectiveness of the Police in Gaza Strip.   
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CHAPTER 4: 

RESEARCH METHODOLOGY 

4.1 Introduction: 
This chapter describes the methodology that was used in this research to achieve 

the research objectives. It illustrates the adopted methodology to accomplish this 

research, including information about research design, research population, 

questionnaire design, pilot study, and the statistical analysis tool for the questionnaire.    

4.2 Research Methodology  
The research follows the analytical descriptive method, because it is suitable and 

widely used in analyzing such this topic.  

4.2.1 Primary Data:  
A structured questionnaire have been developed for this research to collect 

primary data to study and explore the managerial effectiveness of senior managers. 

Research methodology depend on the analysis of data on the use of descriptive 

analysis, which depends on the poll and use the main program (SPSS). 

4.2.2 Secondary data: 
To introduce the theoretical literature of the research, the researcher has used 

books, periodicals,  and articles related to the study. In addition, internet web sites and 

electronic links have been used. 

4.3 Research Design: 
Designing a research study involves the development of a plan that will guide and 

govern the data collection and its analyses . 

The following phases represent the steps of the research design:    

1. The first phase of this dissertation was the proposal which included identifying 

and defining the problems and establishment objective of the research and 

development research plan. 

2. The second phase of the research included a summary of the comprehensive 

literature review.    

3. The third phase of the research included a field survey which was conducted with 

the senior managers of Police. 

4. The fourth phase of the research focused on the modification of the questionnaire 

design, through distributing the questionnaire to pilot study, The purpose of the 
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pilot study was to test and prove that the questionnaire questions are clear to be 

answered in a way that help to achieve the target of the study.  

5. The fifth phase of the research focused on distributing questionnaire. This 

questionnaire was used to collect the required data in order to achieve the research 

objective. 

6. The sixth phase of the research was data analysis and discussion. Statistical 

Package for the Social Sciences, (SPSS) was used to perform the required 

analysis. 

7. The final phase includes the conclusions and recommendations that based on the 

data analysis.  
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Figure 4.1  Flowchart  of the methodology  
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4.4 Research Location  
The research was conducted in Gaza Strip, Palestine, and targeted the senior 

managers of Police in Gaza Strip. 

4.5 Research Period: 
The literature review was completed on the end of November 2013. Questionnaire 

design, pilot study, questionnaire distribution and data collection completed on the 

end of December 2013. The analysis and results were completed on January 2014. 

4.6 Population and Sample Size: 
The research population consists of all senior managers of Police in Gaza Strip, 

they are about (249) managers with the following job titles: 

 Administration managers. 

 Administration vice managers. 

 Department managers. 

 

The sample of the research consisted of randomly selected (200) senior managers 

of Police in Gaza Strip. A total of (200) questionnaire were distributed. Specifically 

(164) questionnaires were received, the response rate was (82%). See table (4.1). 

Table 4.1: classification of sample size. 

Position Number 
Number of 

distributed 

questionnaires 

Number of 

respondents 
Response 

Rate 

Administration manager 36 36 25 69.4% 

Administration vice manager 24 24 21 87.5% 

Department manager 189 140 118 84.3% 

Total 249 200 164 82% 

 
All members of the targeted sample are holding executive and highly senior 

positions. For example, "Administration manager" is  the first level in the hierarchy, 

the holder of this position is responsible for managing his administration which 

consists of many departments or units. While "Department manager" is the second 

level in the hierarchy, the department consists of many divisions. Sometimes, the 

"Administration vice manager" holds a department, and sometimes doesn't.  
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4.7 Questionnaire Design and Contents: 

A survey questionnaire was designed to collect the research's primary data. The 

questionnaire included close-ended questions to facilitate the data collection process. 

The questionnaire was designed based on the research questions, objectives, 

hypotheses, variable, the literature review, and Analoui's model. Drafts and ideas 

were prepared to be discussed with the supervisor for his advice. The questions were 

formulated in a way that introduces the concept to participants simply and smoothly 

in order to gain the needed responses to answer the main research questions and to 

achieve the research objectives. 

First copy of the questionnaire was designed in Arabic language (appendix B), 

and distributed to the targeted sample and collected again for analysis. After that the 

researcher translated the questionnaire to English (appendix C). The questionnaire 

was distributed with a covering letter explaining the purpose of the research, the way 

of responding, the aim of the research and the security of the information in order to 

gain high response rate.  

  questionnaire composed of two main parts to accomplish the aim of the research, 

as follows: 

1. The first part includes the general information about the population and 

contains (5) questions. 

2. The second part includes eight main fields as follows: 

a. Field one: It concerns with  the perception senior managers’ of their own 

effectiveness, it includes (10) questions. 

b. Field two: It concerns with  the managerial skills needed by managers, it 

includes (10) questions. 

c. Field three: It focuses on the adopted organizational criteria for 

effectiveness within Police context, it includes (8) questions. 

d. Field four: It focuses on what motivate managers at work, it includes (8) 

questions. 

e. Field five: It concerns with  the constraints managers face at work, it 

includes (11) questions. 

f. Field six: It concerns with  the available opportunities for managers to 

develop their effectiveness, it includes (7) questions. 

g. Field seven: It concerns with the Nature of inter- and intra-organizational 

relationships within police context, it includes (4) questions. 

h. Field eight: It concerns with  the Dominant managerial philosophy, it 

includes (9) questions. 
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4.8 Data Measurement 
  

In order to be able to select the appropriate method of analysis, the level of 

measurement must be understood. For each type of measurement, there is/are an 

appropriate method /s that can be applied and not others. In this research, numerical 

scale 1-10 is used, where "1" indicates a weak answer while "10" indicates a strong 

answer. 

 

4.9 Pilot Study  

A pilot study for the questionnaire was conducted before collecting the results of 

the sample. Thirty (30) questionnaires was distributed on a random sample from the 

study population. It provides a trial run for the questionnaire, which involves testing 

the wordings of question, identifying ambiguous questions, testing the techniques that 

used to collect data, and measuring the effectiveness of standard invitation to 

respondents.  Frankly, the questionnaire was appropriate to collect data, so that the 

Thirty (30) questionnaires which have been used as a pilot study were added to the 

remained questionnaires. 

 

4.10 Arbitration From Experts: 

The questionnaire was evaluated by 14 experts including Farhard Analoui, the author 

of the applied model in this research. They also include three experts from the 

Ministry of Interior. The final copy of the questionnaire was modified according to 

the experts’ recommendations (see Appendix D). 

 

4.11 Test of Normality for Each Field: 

Table (4.2) shows the results for Kolmogorov-Smirnov test of normality. From Table 

(4.2) the p-value for each field is greater than 0.05 level of significance, then the 

distribution for each field is normally distributed. Consequently, Parametric tests will 

be used to perform the statistical data analysis. 
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Table 4.2: Kolmogorov-Smirnov test 

Field 
Kolmogorov-Smirnov 

Statistic P-value 

Perception senior managers’ of their own 

effectiveness 

Managerial skills 

Organizational criteria for effectiveness 

Motivation at work 

The degree of demands and constraints 

Presence of "choices'' and "opportunities" for 

effectiveness 

Nature of inter- and intra-organizational 

relationships 

Dominant managerial philosophy 

All paragraphs of the questionnaire 

 

4.12 Statistical analysis Tools  

The researcher would use data analysis both qualitative and quantitative data analysis 

methods. The Data analysis will be made utilizing (SPSS 20). The researcher would 

utilize the following statistical tools: 

1) Kolmogorov-Smirnov test of normality. 

2) Pearson correlation coefficient for Validity. 

3) Cronbach's Alpha for Reliability Statistics. 

4) Frequency and Descriptive analysis. 

5) Parametric Tests (One-sample T test and Analysis of Variance). 

 

T-test is used to determine if the mean of a statement is significantly different 

from a hypothesized value 6 (Approximately the middle value of numerical scale 1-

10). If the P-value (Sig.) is smaller than or equal to the level of significance, 0.05  , 

then the mean of a statement is significantly different from a hypothesized value 6. 

The sign of the Test value indicates whether the mean is significantly greater or 

smaller than hypothesized value 6. On the other hand, if the P-value (Sig.) is greater  

than the level of significance, 0.05  , then the mean a statement is insignificantly 

different from a hypothesized value 6. 

The One- Way Analysis of Variance (ANOVA) is used to examine if there is a 

statistical significant difference between several means among the respondents toward 

the managerial effectiveness due to (Position, Rank, Age, Work experience and 

Qualification). 
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4.13 Validity of Questionnaire 

refers to the extent to which an empirical measure adequately reflects the concept it is 

intended to measure (Babbie, 2010). Validity has a number of different aspects and 

assessment approaches. Statistical validity is used to evaluate instrument validity, 

which include internal validity and structure validity.  

 

4.13.1 Internal Validity                     

Internal validity of the questionnaire is the first statistical test that used to test the 

validity of the questionnaire. It is measuring the correlation coefficients between each 

paragraph in one field and the whole field.  

Table (4.3) clarifies the correlation coefficient for each paragraph of the " 

Perception senior managers’ of their own effectiveness " and the total of the field. The 

p-values (Sig.) are less than 0.05, so the correlation coefficients of this field are 

significant at α = 0.05,  so it can be said that the paragraphs of this field are consistent 

and valid to be measure what it was set for.  

 

Table 4.3: Correlation coefficient of each paragraph of " Perception senior 

managers’ of their own effectiveness " and the total of this field 

No. Paragraph Pearson  Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  Being a good listener 

2.  Being responsible, conscientious and 

focused 

3.  Being able to solve problems and make 

decision. 

4.  Inspire people to perform beyond their 

contractual responsibilities. 

5.  Being a good motivator. 

6.  Have the ability to supervise/lead others. 

7.  Allocate resources efficiently. 

8.  Have the ability to organize and achieve 

tasks within time limit 

9.  Encouraging teamwork/participation at 

work.  

10.  Plan work, schedule, organize, execute to 

perfection. 

* Correlation is significant at the 0.05 level  
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Table (4.4) clarifies the correlation coefficient for each paragraph of the " 

Managerial skills " and the total of the field. The p-values (Sig.) are less than 0.05, so 

the correlation coefficients of this field are significant at α = 0.05,  so it can be said 

that the paragraphs of this field are consistent and valid to be measure what it was set 

for. 

Table 4.4: Correlation coefficient of each paragraph of " Managerial skills " and 

the total of this field 

No. Paragraph Pearson  Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  Good planning skills 

2.  Effective communication 

3.  Good human relations skills 

4.  Supervisory skills  

5.  Delegation 

6.  Time management 

7.  Teamwork/participation. 

8.  Ability to motivate others. 

9.  Analytical skills 

10.  Leadership skills 

* Correlation is significant at the 0.05 level  

 

Table (4.5) clarifies the correlation coefficient for each paragraph of the " 

Organizational criteria for effectiveness " and the total of the field. The p-values (Sig.) 

are less than 0.05, so the correlation coefficients of this field are significant at α = 

0.05,  so it can be said that the paragraphs of this field are consistent and valid to be 

measure what it was set for.  

Table 4.5 : Correlation coefficient of each paragraph of " Organizational criteria 

for effectiveness " and the total of this field 

No. Paragraph Pearson  Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  Increased productivity 

2.  Meeting targets and goals 

3.  Being self-motivated 

4.  Time management 

5.  Employee satisfaction. 

6.  Good achievement 

7.  Self-discipline 

8.  Respect for staff, appreciate, promote, and 

look after the staff. 
* Correlation is significant at the 0.05 level  
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Table (4.6) clarifies the correlation coefficient for each paragraph of the " 

Motivation at work " and the total of the field. The p-values (Sig.) are less than 0.05, 

so the correlation coefficients of this field are significant at α = 0.05,  so it can be said 

that the paragraphs of this field are consistent and valid to be measure what it was set 

for.  

Table 4.6 : Correlation coefficient of each paragraph of " Motivation at work " 

 and the total of this field 

No. Paragraph Pearson  Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  Recognition from superiors 

2.  Job satisfaction 

3.  Training 

4.  Provision of resources 

5.  Promotion 

6.  Good teamwork 

7.  Contribution to the development of the 

community. 

8.  Achieving set goals 

* Correlation is significant at the 0.05 level  

 

Table (4.7) clarifies the correlation coefficient for each paragraph of the " The 

degree of demands and constraints " and the total of the field. The p-values (Sig.) are 

less than 0.05, so the correlation coefficients of this field are significant at α = 0.05,  

so it can be said that the paragraphs of this field are consistent and valid to be measure 

what it was set for.  

Table 4.7 : Correlation coefficient of each paragraph of " The degree of demands 

and constraints " and the total of this field 

No. Paragraph Pearson  Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  Lack of communication 

2.  Shortage of appropriate staff 

3.  Unrealistic targets 

4.  Lack of motivation 

5.  Lack of teamwork 

6.  Lack of resources  

7.  Lack of funding 

8.  Inappropriate training 

9.  Poor remuneration 

10.  Ineffective leadership 

11.  Inadequate data/information flow 
* Correlation is significant at the 0.05 level  



61 
 

Table (4.8) clarifies the correlation coefficient for each paragraph of the "Presence 

of "choices'' and "opportunities" for effectiveness " and the total of the field. The p-

values (Sig.) are less than 0.05, so the correlation coefficients of this field are 

significant at α = 0.05,  so it can be said that the paragraphs of this field are consistent 

and valid to be measure what it was set for.  

 

Table 4.8: Correlation coefficient of each paragraph of " Presence of "choices'' 

and "opportunities" for effectiveness " and the total of this field 

No. Paragraph Pearson  Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  Training 

2.  Effective communication 

3.  Teamwork /co-operation 

4.  Necessary resources/equipments. 

5.  More appropriate staff 

6.  Better remuneration 

7.  Visit other establishments to  

* Correlation is significant at the 0.05 level  
 

Table (4.9) clarifies the correlation coefficient for each paragraph of the " Nature 

of inter- and intra-organizational relationships " and the total of the field. The p-

values (Sig.) are less than 0.05, so the correlation coefficients of this field are 

significant at α = 0.05,  so it can be said that the paragraphs of this field are consistent 

and valid to be measure what it was set for.  

Table 4.9: Correlation coefficient of each paragraph of " Nature of inter- and 

intra-organizational relationships " and the total of this field 

No. Paragraph Pearson  

Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  I believe that my effectiveness is influenced by the 

overall effectiveness of my organization. 

2.  I believe that my effectiveness influenced by the degree 

ofintra-connection with other administrations and 

departments in my organization. 

3.  I believe that my effectiveness influenced by my 

organization's degree of connection with other 

organizations nationally and internationally. 

4.  I believe that my effectiveness is influenced by my 

relationship with others outside my organization. 
* Correlation is significant at the 0.05 level  
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Table (4.10) clarifies the correlation coefficient for each paragraph of the 

"Dominant managerial philosophy" and the total of the field. The p-values (Sig.) are 

less than 0.05, so the correlation coefficients of this field are significant at α = 0.05,  

so it can be said that the paragraphs of this field are consistent and valid to be measure 

what it was set for.  

 

Table 4.10 : Correlation coefficient of each paragraph of " Dominant managerial 

philosophy " and the total of this field 

No. Paragraph Pearson  Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  Centralization of authority and decision 

making. 

2.  The adopted leadership style.  

3.  Adherence to delegation. 

4.  Promotion on the basis of merit and 

qualification. 

5.  Prevailing of trust between the subordinate 

and the superior. 

6.  Absence of favoritism and victimization. 

7.  Belief in the importance of training  

8.  Commitment to the principles of integrity, 

transparency, justice, and equity. 

9.  Adoption of the principle of quality 

management. 

* Correlation is significant at the 0.05 level  

 

 

4.13.2 Structure Validity of the Questionnaire                          

Structure validity is the second statistical test that used to test the validity of the 

questionnaire structure by testing the validity of each field and the validity of the 

whole questionnaire. It measures the correlation coefficient between one field and all 

the fields of the questionnaire that have the same level of liker scale.  

Table (4.11) clarifies the correlation coefficient for each field and the whole 

questionnaire. The p-values (Sig.) are less than 0.05, so the correlation coefficients of 

all the fields are significant at α = 0.05, so it can be said that the fields are valid to be 

measured what it was set for to achieve the main aim of the research.  
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Table 4.11: Correlation coefficient of each field and the whole of questionnaire 

No. Field Pearson  Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  Perception senior managers’ of their own 

effectiveness 

2.  Managerial skills 

3.  Organizational criteria for effectiveness 

4.  Motivation at work 

5.  The degree of demands and constraints 

6.  Presence of "choices'' and "opportunities" 

for effectiveness 

7.  Nature of inter- and intra-organizational 

relationships 

8.  Dominant managerial philosophy 
* Correlation is significant at the 0.05 level  

 

4.14 Reliability of the Research 

The reliability of an instrument is a matter of whether a particular technique, 

applied repeatedly to the same object, yields the same result each time (Babbie, 2010). 

The less variation an instrument  produces in repeated measurements of an attribute, 

the higher its reliability. Reliability can be equated with the stability, consistency, or 

dependability of a measuring tool. The test is repeated to the same sample of people 

on two occasions and then compares the scores obtained by computing a reliability 

coefficient (Polit and Hunger, 1985). 

 

4.15 Cronbach’s Coefficient Alpha                            

This method is used to measure the reliability of the questionnaire between each 

field and the mean of the whole fields of the questionnaire. The normal range of 

Cronbach’s coefficient alpha value between 0.0 and + 1.0, and the higher values 

reflects a higher degree of internal consistency. The Cronbach’s coefficient alpha was 

calculated for each field of the questionnaire. 

Table (4.12) shows the values of Cronbach's Alpha for each field of the 

questionnaire and the entire questionnaire. For the fields, values of Cronbach's Alpha 

were in the range from 0.848 and 0.955. This range is considered high; the result 

ensures the reliability of each field of the questionnaire. Cronbach's Alpha equals 

0.954 for the entire questionnaire which indicates an excellent reliability of the entire 

questionnaire. 
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Table 4.12: Cronbach's Alpha for each field of the questionnaire 

No. Field Cronbach's Alpha 

1.  Perception senior managers’ of their own effectiveness 

2.  Managerial skills 

3.  Organizational criteria for effectiveness 

4.  Motivation at work 

5.  The degree of demands and constraints 

6.  Presence of "choices'' and "opportunities" for 

effectiveness 

7.  Nature of inter- and intra-organizational relationships 

8.  Dominant managerial philosophy 

 All paragraphs of the questionnaire 

 

Finally, it can be said that the researcher proved that the questionnaire was valid, 

reliable, and ready for distribution for the population sample. 
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CHAPTER 5: 

DATA ANALYSIS AND DISCUSSION 

5.1 Introduction: 

The aim of this chapter is to analyze the empirical data which was collected 

through the questionnaire in order to provide a real picture about the managerial 

effectiveness of senior managers of Police in Gaza Strip. This chapter presents the 

results, interpretations, and discussions of the study outcomes.  

 

 

5.2 Personal data  
 

5.2.1 Position 

 
Table 5.1: Position 

Position Frequency Percent 

Administration manager 

Administration vice manager 

Department  manager 

Total 

 

The research mainly targeted the senior managers of Police, the researcher has 

selected the top three job titles within Police context. Results show that the number of 

police managers increases in each category as the organizational level  decreases and 

that is a natural phenomenon within any organization’s hierarchy.  It is noticed that 

the percentage of Administration vice managers is less than the percentage of 

Administration manager on the contrary to what has been assumed and that is because 

nearly one third of the administrations within the Police context in Gaza Strip have no 

vice managers.   

5.2.2 Rank 

 
Table 5.2: Rank 

Rank Frequency Percent 

Colonel 

Lieutenant colonel 

Major 

Captain 

Total 
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The number of Police managers in each category increases as the military rank 

decreases similar to any organization's hierarchy. These military ranks are equivalent 

to the top three positions within police context in Gaza Strip. Being an 

"Administration manager" requires having a rank of Lieutenant Colonel or higher. 

Likewise, having a position of  "Department  manager" requires a rank not less than 

Captain. It is recognized that the precedency of  leading is given to whom hold the 

higher military rank.     

5.2.3 Age 

 
Table 3.5: Age  

Age  Frequency Percent 

30-< 35 

35- < 40 

40- < 45 

45- < 50 

50 years and more 

Total 

 
 

It is noticed that the majority of the respondents are young. Approximately,  

(63.4%) of the respondents have ages less than 40 years, and only (3%) have ages 50 

years and more. That is because most members of  the Police Force joined the Police 

after the control of  Hamas on Gaza Strip and the abstain of regular Police Force from 

work by order of the Palestinian President in 2007. Those members had been chosen 

from the youth category and they are the most suitable for the Police work.  

 

5.2.4 Work experience 

 
Table 5.4:Work experience 

Work experience Frequency Percent 

<5 years 

5- <10 

10- <15 

15 years and more 

Total 

 
 

It is clear that 84.1% of the respondents have experience less than 15 years, and 

only  15.9%  have experience "15 years and more ". Furthermore, most of the 

respondents don't have much experience. That is because most members of  the Police 
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Force joined the Police after the control of Hamas on Gaza Strip in 2007 as mentioned 

above. As for those managers who have years of experience of 15 years and more, 

they are members of the old Police Force, they had not leave their work and continued 

working with Hamas's Government.  

A small percentage of the respondents having experience less than five years 

because there is little opportunity for them to lead  due to their little experience.   

  

5.2.5 Qualification 

 

Table 5.5: Qualification 

Qualification Frequency Percent 

General Secondary School Certificate 

Diploma 

Bachelor 

Master 

PhD 

Total 

 
It is noticed that 90.2% of the respondents hold  Bachelor's degrees or higher. This 

indicates that most of the respondents are well educated, whereas being a senior 

manager of Police necessitates being well educated. 

There is a high percentage of Master degree holders, which reflects the extent of 

managers' interest  in developing their knowledge and performance. Simultaneously, 

none of the respondents have PhD because none of the local universities grant it, and 

therefore, it requires travelling abroad which is very difficult due to the high expenses 

and the imposed siege on Gaza Strip. 

Few of the respondents have only General Secondary School Certificate. Most of 

them were detainees and did not get the chance to complete their education. They 

were employed within the Police Force because of their high security expertise. 
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5.3 Research Hypothesis:  

  
1. There is a statically significant effect of senior managers' perception of their 

effectiveness on the managerial effectiveness of senior managers at α =0.05 

level. 

 

Table (5.6) shows the following results: 

 The mean of paragraph #2 “Being responsible, conscientious and focused” 

equals  ( %), Test-value = , and P-value = 0.000 which is smaller than 

the level of significance 0.05  .  The sign of the test is positive, so the mean of this 

paragraph is significantly greater than the hypothesized value 6 . It can be concluded 

that the respondents agreed to this paragraph. 

 The mean of paragraph #4 “Inspire people to perform beyond their contractual 

responsibilities” equals   ( %), Test-value = , and P-value = 0.000 

which is smaller than the level of significance 0.05  . The sign of the test is 

positive, so the mean of this paragraph is significantly greater than the hypothesized 

value 6. It can be concluded that the respondents agreed to this paragraph.  

Table 5.6: Means and Test values for “Perception senior managers’ of their own 

effectiveness” 
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1.  Being a good listener 

2.  Being responsible, conscientious and focused 9.01 

3.  Being able to solve problems and make 

decision. 

4.  Inspire people to perform beyond their 

contractual responsibilities. 

5.  Being a good motivator. 

6.  Have the ability to supervise/lead others. 

7.  Allocate resources efficiently. 

8.  Have the ability to organize and achieve tasks 

within time limit 

9.  Encouraging teamwork/participation at work.  

10.  Plan work, schedule, organize, execute to 

perfection. 

 All paragraphs of the field 
* The mean is significantly different from 6 
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 The mean of the field “Perception senior managers’ of their own 

effectiveness” equals  ( %), Test-value = , and P-value =0.000 which is 

smaller than the level of significance 0.05  . The sign of the test is positive, so the 

mean of this field is significantly greater than the hypothesized value 6. It can be 

concluded that the respondents agreed to the field of “Perception senior managers’ 

of their own effectiveness ". 

Senior managers were asked to describe how they perceive an effective manager, 

and  to determine what characteristics and qualities they think an effective manager 

should possess. It is obviously clear that the managers have a clear vision of the 

concept of managerial effectiveness, that is due to their interest in accomplishing their 

work effectively. They know that effectiveness means achieving organization's goal 

and they perceive that an effective manager should be responsible, conscientious and 

focused, that is because senior managers of police possess a great responsibility 

requiring continuous efforts to develop, and inspire others to work to their greatest 

potential toward preventing crime, protecting life and property, and ensuring 

professional and satisfactory service to the public. Furthermore, they perceive that an 

effective manager should: have the ability to lead others towards achieving 

organization's goals, be a good listener to others and gives feedback , have the ability 

to organize and achieve tasks within time limit, and able to solve problems and make 

decision.  

Based on the answers of the participants, it can be stated that the senior managers 

of Police recognized and agreed that their perception of their own effectiveness is a 

significant factor of managerial effectiveness. That is because Peoples' actions 

interpret their perception, and the  perceptions of leaders and managers affect the 

climate and working environment and therefore affect performance.  

The results agreed with Analoui (1999) who argued that the perception of the 

managers of their own effectiveness is related to the skills and abilities of the effective 

manager.  In addition, the results also agreed with Analoui et al. (2010) who stated 

that the awareness of senior managers has become increasingly significant because of 

its role in improving their own managerial effectiveness. 
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2. There is a statically significant effect of managerial skills on the managerial 

effectiveness of senior managers at α = 0.05 level. 

Table (5.7) shows the following results:  

 The mean of  paragraph #10 “Leadership skills” equals  ( %), Test-

value =  and P-value = 0.000 which is smaller than the level of significance 

0.05  .  The sign of the test is positive, so the mean of this paragraph is 

significantly greater than the hypothesized value 6 . It can be concluded that the 

respondents agreed to this paragraph. 

 The mean of paragraph #5 “Delegation” equals  ( %), Test-value = 

, and P-value = 0.000 which is smaller than the level of significance 0.05  .  

The sign of the test is positive, so the mean of this paragraph is significantly greater 

than the hypothesized value 6 . It can be concluded that the respondents agreed to this 

paragraph. 

Table 5.7: Means and Test values for “Managerial skills” 
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1.  Good planning skills 

2.  Effective communication 

3.  Good human relations skills 

4.  Supervisory skills  

5.  Delegation 

6.  Time management 

7.  Teamwork/participation. 

8.  Ability to motivate others. 

9.  Analytical skills 

10.  Leadership skills 

 All paragraphs of the field 
* The mean is significantly different from 6 

 

 The mean of the field “Managerial skills” equals  ( %), Test-value = 

, and P-value =0.000 which is smaller than the level of significance 0.05  . 

The sign of the test is positive, so the mean of this field is significantly greater than 
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the hypothesized value 6. It can be concluded that the respondents agreed to field of 

“Managerial skills ".  

The results show that the senior managers of Police considered the importance of 

the managerial skills to ensure their  effectiveness, and  agreed that leadership skills, 

supervisory skills, communication skills, time management, and planning skills are 

the most important skills needed by managers to perform their task effectively.  

Police managers like other managers need these managerial skills to adequately 

perform their tasks. But the answers of the participants identified leadership skills as 

the most skills required for them, that is because leadership means, for them, more 

than engaging themselves in the various managerial functions, it also means giving 

complete attention and effort towards the important public issues such as preventing 

crime, gun control, the drug problem, and the role of the police in the society. Leaders 

are required to develop, train, motivate, and inspire employees to perform beyond 

their contractual responsibilities towards providing good services to the community 

and managing the relationship between the police and the community.    

In this regard, the organizational nature of Police which is controlled by military 

discipline where the leader have more control on his follower who are imposed to 

obey the leader without discussion. That necessitate that Police senior managers 

should possess leadership skills to drive the organization towards its objectives. 

It can be stated that the senior managers of Police are greatly aware of the need 

and necessity of the managerial skills which enable them to perform their tasks 

effectively. Furthermore, they agreed that managerial skills are considered a 

significant parameter of managerial effectiveness.  

The results agreed with Wang (2011) who claimed that managers are considered 

effective when they: empowers and delegates employees, treats employees fairly and 

equally, keeps open communication with employees, leads by example, and cares 

about employees. 

The results in terms of the important of leadership skills are consistent with the 

results of Abdul–Azeem and  Fatima (2012) who argued that the first important factor 

that influence the managerial effectiveness in public sector is leadership skills.  
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3. There is a statically significant effect of organizational criteria for effectiveness 

on the managerial effectiveness of senior managers at α = 0.05 level.  

Table (5.8) shows the following results:  

 

 The mean of paragraph #8 “Respect for staff, appreciate, promote, and look 

after the staff” equals  ( %), Test-value = , and P-value = 0.000 which 

is smaller than the level of significance 0.05  . The sign of the test is positive, so the 

mean of this paragraph is significantly greater than the hypothesized value 6 . It can 

be concluded that the respondents agreed to this paragraph. 

 The mean of paragraph #5 “Employee satisfaction” equals  ( %), 

Test-value = , and P-value = 0.000 which is smaller than the level of 

significance 0.05  . The sign of the test is positive, so the mean of this paragraph is 

significantly greater than the hypothesized value 6 . It can be concluded that the 

respondents agreed to this paragraph. 

Table 5.8: Means and Test values for “Organizational criteria for effectiveness” 
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1.  Increased productivity 

2.  Meeting targets and goals 

3.  Being self-motivated 

4.  Time management 

5.  Employee satisfaction. 

6.  Good achievement 

7.  Self-discipline 

8.  Respect for staff, appreciate, promote, and 

look after the staff. 

 All paragraphs of the field 
* The mean is significantly different from 6 

 

 The mean of the field “Organizational criteria for effectiveness” equals  

( %), Test-value = , and P-value = 0.000 which is smaller than the level of 

significance 0.05  . The sign of the test is positive, so the mean of this field is 
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significantly greater than the hypothesized value 6. It can be concluded that the 

respondents agreed to field of “Organizational criteria for effectiveness ". 

The responses of the participants indicates that there are specific criteria for 

effectiveness within the context of Police in Gaza Strip. The most used criteria for 

effectiveness are: respect for staff, self-discipline, meeting targets and goals, good 

achievement, and time management. 

Managers are expected, by a large degree, to respect for staff, appreciate, promote, 

and look after the staff because employees are more likely to be productive if they are 

satisfied in their jobs, and get the respect and recognition from superiors. 

It could be argued that all managers were aware of what was expected from them, 

and they agreed that organizational criteria are considered a significant Parameter of 

managerial effectiveness. 

The results agreed with Analoui et al. (2010) who revealed  that the most 

important top five criteria for effectiveness, from an organization’s point-of-view, 

were: increased productivity, competitively and self-motivation, time management, 

and achievement of targets and goals. 

The results also agreed with Hamlin and Cooper (2004) who claimed that the 

applied  criteria for effectiveness within the Birmingham Women’s Healthcare Trust 

are: Respect for staff, Support and empower the staff and Exhibit strong skills in 

organizing and planning.    

 

4. There is a statically significant effect of motivations on the managerial 

effectiveness of senior managers at α = 0.05 level. 

Table (5.9) shows the following results:  

 The mean of paragraph #1 “Recognition from superiors” equals  

( %), Test-value = , and P-value = 0.000 which is smaller than the level of 

significance 0.05  . The sign of the test is positive, so the mean of this paragraph is 

significantly greater than the hypothesized value 6 . It can be concluded that the 

respondents agreed to this paragraph. 
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 The mean of paragraph #4 “Provision of resources” equals  ( %), 

Test-value = , and P-value = 0.000 which is smaller than the level of 

significance 0.05  .  The sign of the test is positive, so the mean of this paragraph 

is significantly greater than the hypothesized value 6 . It can be concluded that the 

respondents agreed to this paragraph. 

 The mean of the field “Motivation at work” equals  ( %), Test-value 

= , and P-value=0.000 which is smaller than the level of significance 0.05  .  

The sign of the test is positive, so the mean of this field is significantly greater than 

the hypothesized value 6. It can be concluded that the respondents agreed to field of 

“Motivation at work ". 

 

Table 5.9: Means and Test values for “Motivation at work” 
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1.  Recognition from superiors 

2.  Job satisfaction 

3.  Training 

4.  Provision of resources 

5.  Promotion 

6.  Good teamwork 

7.  Contribution to the development of the 

community. 

8.  Achieving set goals 

 All paragraphs of the field 
* The mean is significantly different from 6 

 

Based on the answers of the participants, it can be stated that the main motivating 

factors for senior managers towards managerial effectiveness are recognition from 

superiors, achieving set goals, job satisfaction, contribution to the development of the 

community, promotion, good teamwork, training, and provision of resources.  

Senior managers of police are more motivated by Intrinsic motivation such as 

recognition from superiors, achieving set goals, contribution to the development of 
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the community, etc.  because of the lack of remuneration within Police context in 

Gaza Strip.. The reward system within the Police context is completely absent 

because the current payroll is devoid of monetary motivation and bonuses. Intrinsic 

factors can motivate the senior managers of Police more than extrinsic factors because 

those senior managers possess a high degree of loyalty, conscience, commitment, and 

faithfulness. Those managers consider their work within the Police Force as a service 

to the government's Islamic project.  

The results agreed with Lee and Wilkins (2011) who claimed that both public and 

nonprofit managers are more motivated by intrinsic factors, and less motivated by 

extrinsic factors.  

The result partially disagreed with Bao (2009) and Analoi et al. (2010) who 

revealed that the first motivator for managers in the public sector is remuneration, but 

agreed with them in terms of  the importance of recognition from superiors, job 

satisfaction, and training as main motivational factors.  

The results partially agreed with Wziątek-Staśko (2010) who argued that meeting 

defined targets and being successful are most important motivational factors at 

highest management level, disagreed with it that Wziątek-Staśko argued that  the most 

important motivational factors is satisfactory salary. 

 

 

5. There is a statically significant effect of demands and constraints on the 

managerial effectiveness of senior managers at α = 0.05 level. 

Table (5.10) shows the following results:  

 The mean of paragraph #2 “Shortage of appropriate staff” equals  

( %), Test-value = , and P-value = 0.000 which is smaller than the level of 

significance 0.05  . The sign of the test is positive, so the mean of this paragraph is 

significantly greater than the hypothesized value 6 . It can be concluded that the 

respondents agreed to this paragraph. 

 The mean of paragraph #5 “Lack of teamwork” equals  ( %), Test-

value = , and P-value = 0.000 which is smaller than the level of significance 

0.05  .  The sign of the test is positive, so the mean of this paragraph is 
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significantly greater than the hypothesized value 6 . It can be concluded that the 

respondents agreed to this paragraph. 

 The mean of the field “The degree of demands and constraints” equals 7.65 

(76.46%), Test-value = 13.95, and P-value=0.000 which is smaller than the level of 

significance 0.05  .  The sign of the test is positive, so the mean of this field is 

significantly greater than the hypothesized value 6. It can be concluded that the 

respondents agreed to field of “The degree of demands and constraints ". 

 

Table 5.10: Means and Test values for “The degree of demands and constraints” 
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1.  Lack of communication 

2.  Shortage of appropriate staff 

3.  Unrealistic targets 

4.  Lack of motivation 

5.  Lack of teamwork 

6.  Lack of resources  

7.  Lack of funding 

8.  Inappropriate training 

9.  Poor remuneration 

10.  Ineffective leadership 

11.  Inadequate data/information flow 

 All paragraphs of the field 
* The mean is significantly different from 6 

 

Results show that the main constraints facing senior managers within Police 

context are: shortage of appropriate staff, lack of resources, ineffective leadership, 

lack of funding, and poor remuneration.  

It is obviously clear that the Police in Gaza Strip suffer from shortage of 

appropriate staff in terms of quantity and quality, that is due to several reasons, first, 

there is a large percent of Police officers have little experience, they joined the Police 

Force after the control of Hamas on Gaza Strip in 2007. Second, most of Police 

officers were not graduated in Police colleges, and there is no chance to join them into 

training courses abroad because of the siege. Last, there is a shortage of the number of 
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employees within Police context in Gaza Strip, since the of police to civilian  ratio in 

Gaza Strip equals  1/208 (1 Police member per 208 citizens) which is considered 

inadequate (Azzam, 2013). Furthermore, it is difficult to employ new members 

because of the weak economy. 

It is not surprising that the Police Force suffer from lack of resources and logistics 

because of siege, closure, weak economy, instable economic conditions, instable 

political conditions, successive crises, and continuous Israeli attacks. Frankly, salaries 

are not regularly paid because the  Palestinian government in Gaza Strip find it 

difficult to pay the salaries because of the political boycott and siege. 

Most Police stations have been targeted and destroyed by the Israeli Occupation 

Army during the Forqan war (2008-2009) and Hejarat-Alsejeel war (2012). That has 

hampered the work of the police. 

But in spite of all these difficulties, the Police Force have succeeded in prevailing 

security. It is still doing its duties effectively and progressing rapidly towards 

perfection and high quality.  

It can be argued that the senior managers of Police in Gaza Strip agreed that the 

demands and constraints significantly affect their effectiveness. 

The results agreed with Bao (2009) who claimed that the main constraints that 

confront  public sector managers are: inappropriate resources, poor remuneration, lack 

of funding, and shortage of appropriate staff. 

The results also agreed with Al-Ropaiq (2004) who found that the main 

constraints that struggle effective performance are: lack of material resources, lack of 

motivations.   

 

6. There is a statically significant effect of choices and opportunities on the 

managerial effectiveness of senior managers at α = 0.05 level.  

Table (5.11) shows the following results:  

 The mean of paragraph #5 “More appropriate staff” equals  ( %), 

Test-value = , and P-value = 0.000 which is smaller than the level of 

significance 0.05  . The sign of the test is positive, so the mean of this paragraph is 
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significantly greater than the hypothesized value 6 . It can be concluded that the 

respondents agreed to this paragraph. 

 The mean of paragraph #7 “Visit other establishments to” equals  

( %), Test-value = , and P-value = 0.000 which is smaller than the level of 

significance 0.05  .  The sign of the test is positive, so the mean of this paragraph 

is significantly greater than the hypothesized value 6 . It can be concluded that the 

respondents agreed to this paragraph. 

 

Table 5.11: Means and Test values for “Presence of "choices'' and 

"opportunities" for effectiveness” 
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1.  Training 

2.  Effective communication 

3.  Teamwork /co-operation 

4.  Necessary resources/equipments. 

5.  More appropriate staff 

6.  Better remuneration 

7.  Visit other establishments to  

 All paragraphs of the field 
* The mean is significantly different from 6 

 

 The mean of the field “Presence of "choices'' and "opportunities" for 

effectiveness” equals  ( %), Test-value = , and P-value=0.000 which is 

smaller than the level of significance 0.05  .  The sign of the test is positive, so the 

mean of this field is significantly greater than the hypothesized value 6. It can be 

concluded that the respondents agreed to field of “Presence of "choices'' and 

"opportunities" for effectiveness ". 

It is obviously clear that the senior managers of Police are aware of the 

opportunities to develop their effectiveness. The majority of the respondents 

considered the availability of appropriate staff, provision of necessary resources, 

teamwork, training, and better remuneration as the most important opportunities to 

increase managers' effectiveness.  
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Police managers considered the provision of the required human and material 

needs is the first opportunity to achieve effectiveness because Police Force greatly 

suffer from shortage of appropriate staff, resources, and logistics, that was diffusely 

explained in the previous hypothesis (hypothesis no. 6). Police managers also 

emphasized the importance of teamwork which is very necessary for Police work to 

ensure integration at work. They also emphasized the importance of training which 

has recently became more appropriate and based on real training need assessment.  

Results agreed with Bao (2009) who argued that the key opportunities to develop 

the effectiveness of  public sector managers are: setting of realistic targets, training, 

provision of necessary resources, appropriate staff, teamwork, and better 

remuneration. And agreed with Analoui (2010) who revealed that key opportunities to 

develop effectiveness are: training, achievable targets, motivation, career succession 

plan, teamwork,  necessary resources, appropriate staff, and effective communication. 

 

7. There is a statically significant effect of the nature of inter- and intra-

organizational relationships on the managerial effectiveness of senior managers 

at α= 0.05 level. 

Table (5.12) shows the following results:  

 The mean of paragraph #2 “I believe that my effectiveness influenced by the 

degree of intra-connection with other administrations and departments in my 

organization” equals  ( %), Test-value = , and P-value = 0.000 which is 

smaller than the level of significance 0.05  . The sign of the test is positive, so the 

mean of this paragraph is significantly greater than the hypothesized value 6 . It can 

be concluded that the respondents agreed to this paragraph. 

 The mean of paragraph #3 “I believe that my effectiveness influenced by my 

organization's degree of connection with other organizations nationally and 

internationally” equals  ( %), Test-value = , and P-value = 0.000 which 

is smaller than the level of significance 0.05  .  The sign of the test is positive, so 

the mean of this paragraph is significantly greater than the hypothesized value 6 . It 

can be concluded that the respondents agreed to this paragraph. 

 The mean of the field “Nature of inter- and intra-organizational 

relationships” equals  ( %), Test-value = , and P-value=0.000 which is 
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smaller than the level of significance 0.05  .  The sign of the test is positive, so the 

mean of this field is significantly greater than the hypothesized value 6. It can be 

concluded that the respondents agreed to field of “Nature of inter- and intra-

organizational relationships ". 

 

Table 5.12: Means and Test values for “Nature of inter- and intra-organizational 

relationships” 
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1.  I believe that my effectiveness is 

influenced by the overall effectiveness of 

my organization. 

2.  I believe that my effectiveness influenced 

by the degree of intra-connection with 

other administrations and departments in 

my organization. 

3.  I believe that my effectiveness influenced 

by my organization's degree of connection 

with other organizations nationally and 

internationally. 

4.  I believe that my effectiveness is 

influenced by my relationship with others 

outside my organization. 

 All paragraphs of the field 
* The mean is significantly different from 6 

 

Based on the answers of the participants, it can be stated that senior managers of 

Police perceive that their effectiveness is significantly affected by the degree of intra-

connection with other administrations and departments of Police, the overall 

effectiveness of the Police Force, their relationship with others outside the Police 

Force, and the connection with other organizations nationally and internationally. 

It is agreed that intra-connections within the Police context of Police are strongly 

needed to perform tasks effectively, that is due to the magnitude of the organizational 

structure of the Police. Approximately there are (36) administrations, (189) 

departments, and (913) divisions, which necessitate complete connection, 

communication, and coordination among different administration and departments 
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within the Police Force to ensure adequate data flow, sharing knowledge and 

expertise, synchronizing activities, and full  integration.  

No doubt, intra-organizational relationships within Police context  has become 

more significant because  most police administrations rely on each other to 

accomplish tasks, This is evident because of the multiple functions and 

responsibilities of the Police Force.  

In addition, maintaining effective inter-organizational relationships with other 

organizations nationally and internationally is significant  to achieve  targets and 

goals. Cooperation with local organizations, such as government agencies, local 

community groups, mass media, academies and colleges, NGOs, charity organization, 

and social reform committee surely improve the power of Police to prevent crime, 

protect the innocent, ensure security, fight against drugs and provide better services to 

the community.  

Likewise, cooperation with international organizations, such as the Red Cross, 

International Police, Human Rights organizations, the Red Crescent, Police 

academies, etc. help the Police in protecting the innocents and preventing organized 

crime. 

The results agreed with Giri (2008) who claimed that the availability of 

information within an organization is considered to be one of the determining factors 

of organizational effectiveness, Panday (2007) who argued that the success of an 

organization depends on the extent of its intra-organizational relationships, and 

Gondal and Shahbaz (2012) who stated that implementing effective inter-

organizational relationships are prerequisite and the key for organizations to gain 

success. 

8. There is a statically significant effect of the dominant managerial philosophy 

on the managerial effectiveness of senior managers at α = 0.05 level. 

Table (5.13) shows the following results:  

 The mean of paragraph #8 “Commitment to the principles of integrity, 

transparency, justice, and equity” equals  ( %), Test-value = , and P-

value = 0.000 which is smaller than the level of significance 0.05  . The sign of the 
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test is positive, so the mean of this paragraph is significantly greater than the 

hypothesized value 6 . It can be concluded that the respondents agreed to this 

paragraph. 

Table 5.13: Means and Test values for “Dominant managerial philosophy” 
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1.  Centralization of authority and decision 

making. 

2.  The adopted leadership style.  

3.  Adherence to delegation. 

4.  Promotion on the basis of merit and 

qualification. 

5.  Prevailing of trust between the subordinate 

and the superior. 

6.  Absence of favoritism and victimization. 

7.  Belief in the importance of training  

8.  Commitment to the principles of integrity, 

transparency, justice, and equity. 

9.  Adoption of the principle of quality 

management. 

 All paragraphs of the field 
* The mean is significantly different from 6 

 

 The mean of paragraph #2 “The adopted leadership style” equals  

( %), Test-value = , and P-value = 0.000 which is smaller than the level of 

significance 0.05  .  The sign of the test is positive, so the mean of this paragraph 

is significantly greater than the hypothesized value 6 . It can be concluded that the 

respondents agreed to this paragraph. 

 The mean of the field “Nature of inter- and intra-organizational 

relationships” equals  ( %), Test-value = , and P-value=0.000 which is 

smaller than the level of significance 0.05  .  The sign of the test is positive, so the 

mean of this field is significantly greater than the hypothesized value 6. It can be 

concluded that the respondents agreed to field of “Nature of inter- and intra-

organizational relationships ". 
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It is obviously clear that the senior managers of Police agreed that their 

effectiveness is significantly affected by the Dominant managerial philosophy. They 

perceive that their effectiveness is influenced by commitment to the principles of 

integrity, transparency, justice, and equity. Belief in the importance of training, 

adoption of the principle of quality management, promotion on the basis of merit and 

qualification, prevailing of trust between the subordinate and the superior, absence of 

favoritism and victimization, centralization, delegation, and leadership style.   

Fostering the principles of integrity, transparency, justice, and equity is crucial to 

Police members because the Police Force is a tool to achieve justice and maintain 

order, and they deal with sensitive and thorny issues. These principles are clearly 

stated in the mission statement and the values of the Police Force, without adopting 

these principles, there would be a lack of trust between managers and employees or 

between the Police and citizens which will adversely affect the performance of the 

Police. 

Training builds high morale in employees and leads to higher productivity and 

better quality of work and makes the employees feel more satisfied. The appointment 

and promotion of managers must be based on merit and qualification in order to be 

trusted by employees. A strong sense of trust between the subordinate and the 

superior encourages loyalty and persuade employees to do beyond her job duties and 

to exert extra effort. The centralization of authority is applied within Police context in 

Gaza Strip, it has many advantages and disadvantages, frankly, it is more suitable for 

the nature of Police activities, but combination of the centralization and 

decentralization is more recommended in order to get the benefits of both  systems. 

Delegation is more useful for the police context, it minimizes work load of 

managers and let them focus on the most important tasks, relieve stress on managers 

by letting go of doing everything, train the next generation and let employees feel 

inspired and confident. 

It can be said that the senior managers of Police agreed that organizational 

philosophy is considered a significant Parameter of managerial effectiveness. 

Results agreed with (Garner, 2012) and (Ambler,2012) who emphasized that 

managerial philosophy has a significant impact on how leaders relate to others, 

http://www.georgeambler.com/author/GeorgeAmbler/
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respond to situations, judge the actions of others, and make decisions. Results also 

agreed with Wang who claimed that managerial philosophy provides direction for 

employees, enhance their motivations, and helps managers to make high performance. 

Results in terms of the importance of the organizational justice  are consistent 

with the results of Rana et al. (2011) who argued that all the dimensions of 

organizational justice (distributive, procedural, and interactional) are significant 

predictors of managerial effectiveness, and considered to be are the three key 

elements for improving manager’s effectiveness at workplace. 

  
9. There is significant differences among respondent towards managerial 

effectiveness due to personal characteristics (position, rank, age, experience, and 

qualifications) 

Table 5.14 shows that the p-value (Sig.) is greater than the level of significance  = 

0.05 for each personal characteristics, then there is insignificant difference in 

respondents' answers toward managerial effectiveness. It can be concluded that the 

personal characteristics have no effect on managerial effectiveness. This means that 

managerial effectiveness of senior managers of Police is not affected by managers' 

position, rank, age, experience, and qualifications. 

 

Table 5.14:Analysis of Variance for personal characteristics  

No personal characteristics Test Name Test Value 
P-

value(Sig.) 

1.  Position Analysis of Variance  

2.  Rank Analysis of Variance  

3.  Age Analysis of Variance  

4.  Work experience Analysis of Variance  

5.  Qualification Analysis of Variance  

 

It is clear that managerial effectiveness of senior managers of Police is not 

affected by managers' position, this is logical because the researcher selected only 

three position which are close to each other, moreover, all respondents are senior 

managers and working in the same conditions. 
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The managerial effectiveness of senior managers of Police in Gaza Strip is not 

affected by managers' rank, that can be referred to the fact that all of the respondents 

are senior  managers and hold similar ranks i.e. department manager may hold the 

ranks of Captain, Major, or Lieutenant Colonel.  

The managerial effectiveness of senior managers of Police is not affected by 

managers' age, that can be attributed to the fact that the majority of the respondents 

are young, and most of them (83.5%) have ages less than 45 years.  

The managerial effectiveness of senior managers of Police is not affected by 

managers' experience, that is because most of the respondents have similar years of 

service, since they  joined the Police Force after 2007.  

The managerial effectiveness of senior managers of Police is not affected by 

managers' qualification that can be attributed to the fact that the majority of the 

respondent have similar qualification, more than 90% of them are holding bachelor's 

degree or above. 

The results agreed with Abu-Sharikh (2009), Abu-Haseera (2008), Houriah (2013) 

who claimed that the managerial effectiveness of managers is not affected by personal 

characteristics such as  position, age, experience, and qualifications.  

The results disagreed with Sarhan and Alshanti (2007) who found that managerial 

effectiveness of the managers  differs due to years of experience and qualification, 

Alkahtany (2006) who argued that there are insignificant differences in respondents' 

answers toward research variables attributed to personal data such as place of work, 

qualification, and Al-Ropaiq (2004) who claimed that there are positive correlations 

exist between the effectiveness of the job performance and  military rank, 

qualifications, and experience. 
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CHAPTER 6: 

CONCLUSION AND RECOMMENDATIONS 

6.1. Introduction. 

After presenting and discussing the findings of the research, this chapter reviews 

the key finding and recommendations that the researcher suggests depending on the 

obtained results. The research aimed to study and to explore the managerial 

effectiveness of senior managers of Police, to determine the factors of managerial 

effectiveness, to determine the needed skills for managers to be effective, to explore 

what motivate managers toward effectiveness, to study the obstacles that managers 

face, to determine the opportunities for managers to increase their effectiveness, and 

to study the effect of the dominant managerial philosophy on managerial 

effectiveness. 

6.2. Conclusion: 

The overall conclusions that can be drawn out of this research are that the Senior 

managers of Police in Gaza Strip are aware of their own effectiveness and are aware 

of what is expected from them. And Analoui's model of eight parameter of managerial 

effectiveness is applicable to the Police context in Gaza Strip.  

The following is a summary of the conclusions that can be drawn from this 

research: 

6.2.1. Conclusion about the perception senior managers’ of their own 

effectiveness 

  The researcher assumed that there is a statically significant effect of senior 

managers' perception of their effectiveness on the managerial effectiveness of 

senior managers. The results proved that a positive relationship exists, and 

clearly indicates that the hypothesis is statically valid and the data compiled 

from respondents through the questionnaire revealed that: the main 

characteristics of an effective managers as perceived by senior managers of 

police are: Being responsible, conscientious and focused, the ability to lead 

others towards achieving organization's goals, Being a good listener to others 

and gives feedback, the ability to organize and achieve tasks within time limit, 

and the ability to solve problems and make decision.  

 

6.2.2. Conclusion about the managerial skills needed by managers. 

  The researcher assumed that there is a statically significant effect of 

managerial skills on the managerial effectiveness of senior managers. The results 

proved that a positive relationship exists, and clearly indicates that the 
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hypothesis is statically valid and the data compiled from respondents through the 

questionnaire revealed that the most important skills needed by managers to 

perform their task effectively  are: leadership skills, supervisory skills, 

communication skills, time management, and planning skills. 

 

6.2.3. Conclusion about the organizational criteria for effectiveness 

The researcher assumed that there is a statically significant effect of 

organizational criteria for effectiveness on the managerial effectiveness of senior 

managers. The results proved that a positive relationship exists, and clearly 

indicates that the hypothesis is statically valid and the data compiled from 

respondents through the questionnaire revealed that: the most used criteria for 

effectiveness within Police context are respect for staff, self-discipline, meeting 

targets and goals, good achievement, and time management.  

 

6.2.4. Conclusion about the motivation at work 

The researcher assumed that there is a statically significant effect of motivations 

on the managerial effectiveness of senior managers. The results proved that a 

positive relationship exists, and clearly indicates that the hypothesis is statically 

valid and the data compiled from respondents through the questionnaire revealed 

that: the main motivating factors for senior managers towards managerial 

effectiveness are recognition from superiors, achieving set goals, job satisfaction, 

contribution to the development of the community, promotion, good teamwork, 

training, and provision of resources. 

 

6.2.5. Conclusion about the degree of demands and constraints 

The researcher assumed that there is a statically significant effect of demands 

and constraints on the managerial effectiveness of senior managers. The results 

proved that a positive relationship exists, and clearly indicates that the hypothesis 

is statically valid and the data compiled from respondents through the 

questionnaire revealed that: main constraints facing senior managers within 

Police context are: shortage of appropriate staff, lack of resources, ineffective 

leadership, lack of funding, and poor remuneration. 

 

6.2.6. Conclusion about "choices'' and "opportunities" for effectiveness 

The researcher assumed that there is a statically significant effect of choices 

and opportunities on the managerial effectiveness of senior managers. The results 

proved that a positive relationship exists, and clearly indicates that the hypothesis 
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is statically valid and the data compiled from respondents through the 

questionnaire revealed that: the most important opportunities to increase 

managers' effectiveness are more appropriate staff, provision of necessary 

resources, teamwork, training, and better remuneration.  

 

6.2.7. Conclusion about the nature of inter- and intra-organizational 

relationships  

The researcher assumed that there is a statically significant effect of the nature 

of inter- and intra-organizational relationships on the managerial effectiveness of 

senior managers. The results proved that a positive relationship exists, and clearly 

indicates that the hypothesis is statically valid and the data compiled from 

respondents through the questionnaire revealed that: the senior managers of 

Police perceive that their effectiveness is significantly affected by the degree of 

intra-connection with other administrations and departments of Police, the overall 

effectiveness of the Police Force, their relationship with others outside the Police 

Force, and the connection with other organizations nationally and internationally. 

6.2.8. Conclusion about the dominant managerial philosophy 

The researcher assumed that there is a statically significant effect of the 

dominant managerial philosophy on the managerial effectiveness of senior 

managers. The results proved that a positive relationship exists, and clearly 

indicates that the hypothesis is statically valid and the data compiled from 

respondents through the questionnaire revealed that: the senior managers of 

Police perceive that their effectiveness is influenced by commitment to the 

principles of integrity, transparency, justice, and equity, belief in the importance 

of training, adoption of the principle of quality management, promotion on the 

basis of merit and qualification, prevailing of trust between the subordinate and 

the superior, absence of favoritism and victimization, centralization, delegation, 

and leadership style.  

 

6.2.9. Conclusion about the personal characteristics   

The researcher assumed that there is significant differences among respondent 

towards managerial effectiveness due to personal characteristics (position, rank, 

age, experience, and qualifications). The results proved that there is insignificant 

difference in respondents' answers toward managerial effectiveness. Therefore, 

the personal characteristics have no effect on managerial effectiveness. This 
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means that managerial effectiveness of senior managers of Police is not affected 

by managers' position, rank, age, experience, and qualifications. 

 

6.3. Recommendations 

Based on the findings and results of the research, the researcher recommends the 

following: 

6.3.1. Recommendations concerning the perception senior managers’ of their 

own effectiveness. 

 More attention should be paid to develop the managerial effectiveness of 

senior managers of Police through lectures, workshops, seminars, conferences 

etc. 

6.3.2. Recommendations concerning the the managerial skills needed by 

managers. 

 Provide the senior managers of Police with regular training to develop their 

skills in the fields of leadership, supervisory, communication, time 

management, and planning skills. And to increase managers' abilities in 

solving problems, decision making, human resources management. 

6.3.3. Recommendations concerning the organizational criteria for effectiveness   

 Paying attention to the factors of managerial effectiveness when evaluating the 

performance of the police managers. 

 Developing written criteria for managerial effectiveness, and emphasizing on 

these criteria: respect for staff, self-discipline, meeting targets and goals, good 

achievement, and time management. 

6.3.4. Recommendations concerning the motivation at work 

 Developing written reward and motivation system. 

 Enhancing the working conditions.   

6.3.5. Recommendations concerning the demands and constraints 

 Increasing number of employees with good skills and qualification.  

 More attention should be given to the provision of the necessary resources. 

6.3.6. Recommendations concerning "choices'' and "opportunities" for 

effectiveness. 

 Emphasis on the importance of teamwork and cooperation.  

 Training should be given to the managers regularly.  
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6.3.7. Recommendations concerning the nature of inter- and intra-

organizational relationships.  

 Special attention should be devoted for the intra-connection among 

administrations and departments within Police context. 

 More attention should be given to the connection with other organizations 

nationally and internationally such as: Red Cross, NGOs, mass media, local 

community groups etc. 

6.3.8. Recommendations concerning the dominant managerial philosophy. 

 Commitment to the principles of integrity, transparency, and equity. 

 More attention should be given to the appointment and  promotion on the basis 

of merit and qualification.  

 Adherence to the principle of quality management. 

 Pursuing the delegation policy. 

 It is important to strengthen the trust between the subordinate and the superior, 

and  to fight favoritism and victimization.  

 

6.4. Future direction in the research: 

1. Assessing the managerial effectiveness of Police managers in Gaza Strip. 

2. Studying the organizational effectiveness of Police context in Gaza Strip. 

3. Investigating the role organization's culture on the managerial effectiveness of the 

Police managers  in Gaza Strip.  

4. Suggestion a suitable  reward system/incentives for the Police in Gaza Strip.  

5. Studying the managerial effectiveness of the managers in other sectors, i.e. NGOs, 

private sector. 
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 غضح -اٌدبِؼخ الإسلا١ِخ 

 و١ٍخ اٌذساسبد اٌؼ١ٍب

 لسُ اداسح الأػّبي

 

 

 أخٟ اٌىش٠ُ: 

اٌفبػ١ٍخ الإداس٠خ ٌّذساء الإداسح اٌؼ١ٍب فٟ  اٌزؼشف ػٍٝ ٚالغ ِّبسسخاٌٝ  اٌجحث اٙذف ٘ز٠

 Eight parameters of managerialّٔٛرج أٔبٌٛٞ ) ثبسزخذاَخٙبص اٌششؽخ اٌفٍسط١ٕ١خ 

effectiveness ِٓ ٚرٌه اسزىّبلاً ٌّزطٍجبد اٌحظٛي ػٍٝ دسخخ اٌّبخسز١ش فٟ اداسح الأػّبي ،)

 اٌدبِؼخ الإسلا١ِخ ثغضح.

ٚرٌه ثبلإخبثخ ػٓ أسئٍخ ٘زٖ الاسزجبٔخ ثىً دلخ ا اٌجحث دبص ٘ززا ٔشخٛ رؼبٚٔىُ ِؼٕب لإٌٔ 

ِٚظذال١خ، ػٍّبً ثؤْ اٌّؼٍِٛبد اٌزٟ س١زُ خّؼٙب ٟ٘ لأغشاع اٌذساسخ ٚاٌجحث اٌؼٍّٟ فمؾ، 

 ٌٚٓ ٠زُ اسزخذاِٙب لأٞ أغشاع أخشٜ.

 

 شاكرين لكم حسن تعاونكم معنا
 اٌجبحث:

 ربِش ر١س١ش ِؼشٚف

 7300445خٛاي: 

 

 

 ث١بٔبد ػبِخ:أٚلاً: 

 أِبَ الاخز١بس اٌزٞ رشاٖ ِٕبسجبً. ( √ ) ػلاِخ ػغ

   ِذ٠ش دائشح  ِذ٠ش اداسحٔبئت  ِذ٠ش اداسح  اٌّسّٝ اٌٛظ١فٟ

 ٔم١ت سائذ ِمذَ  ػم١ذ  ػ١ّذ  اٌشرجخ اٌؼسىش٠خ

 فؤوثش 59 59ألً ِٓ  -45 45ألً ِٓ  -49 49ألً ِٓ  -35 35ألً ِٓ  -39 اٌؼّش

سٕٛاد اٌخذِخ ػذد 

 فٟ خٙبص اٌششؽخ
  سٕخ 03أوثش ِٓ   سٕخ ألً ِٓ -00 سٕٛاد 00ألً ِٓ -3 سٕٛاد 3ألً ِٓ  

 دوزٛساٖ ِبخسز١ش  ثىبٌٛس٠ٛط  دثٍَٛ  ثب٠ٛٔخ ػبِخ  اٌّئً٘ اٌؼٍّٟ
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 ثب١ٔبً: الاسزجبٔخ: 

 

 ادسان اٌّذساء ٚرظٛسُ٘ ٌّفَٙٛ اٌفبػ١ٍخ الإداس٠خ:  .0

 وّذ٠ش؛ اٌٝ أٞ ِذٜ ٠دت أْ رزٛافش اٌخظبئض اٌزب١ٌخ فٟ اٌّذ٠ش اٌفؼبي؟ِٓ ٚخٙخ ٔظشن 

 ( إلى أدنى درجة.1( إلى أعلى درجة، ويشير الرقم )11في المربع مقابل كل عبارة، بحيث يشير الرقم ) 11إلى  1ضع رقماً من 

 العبارة م
 التقييم

 (11إلى  1)من 

  الاستماع إلى الآخرين بشكل جيد.  .1

  الولاء والإخلاص للعمل.   .2

  القدرة على حل المشكلات واتخاذ القرارات.  .3

  القدرة على وضع أهداف عالية وتحميس الآخرين لتحقيقها  .4

  القدرة على تحفيز الآخرين.  .5

  القدرة على قيادة الآخرين والإشراف على أعمالهم.  .6

  توزيع الموارد داخل المؤسسة بشكل جيد.  .7

  تنظيم الأعمال وإنجازها في الوقت المطلوب.القدرة على   .8

  تشجيع المشاركة والعمل الجماعي.  .9

  القدرة على تخطيط العمل وجدولته زمنياً.  .11
 

 اٌّٙبساد الإداس٠خ: .2

 ؟ِب أ١ّ٘خ اٌّٙبساد الإداس٠خ اٌزب١ٌخ ثبٌٕسجخ ٌٍّذ٠ش ١ٌزّىٓ ِٓ ِّبسسخ ػٍّٗ ثفبػ١ٍخ

 ( إلى أدنى درجة.1( إلى أعلى درجة، ويشير الرقم )11كل عبارة، بحيث يشير الرقم ) في المربع مقابل 11إلى  1ضع رقماً من 

 العبارة م
 التقييم

 (11إلى  1)من 

  اٌمذسح ػٍٝ اٌزخط١ؾ اٌد١ذ ٚط١بغخ الأ٘ذاف.  .1

  اٌزٛاطً ِغ ا٢خش٠ٓ ثشىً فؼبي.  .2

  زؼبًِ ِغ ا٢خش٠ٓ.ارمبْ فْٕٛ اٌ  .3

  اٌفؼبي. ِٙبساد الإششافاِزلان   .4

  الاردبٖ ٔحٛ رف٠ٛغ ثؼغ اٌظلاح١بد اٌٝ اٌّسبػذ٠ٓ ٚإٌٛاة.  .5

  اٌسؼٟ لاسزغلاي ٚرٕظ١ُ اٌٛلذ لإٔدبص اٌّٙبَ فٟ اٌٛلذ اٌّحذد.  .6

  اٌّشبسوخ ٚاٌؼًّ اٌدّبػٟ. رشد١غ  .7

  .اٌّشرفغ الأداءٔحٛ  ا٢خش٠ٓ ٌزحف١ض خذ٠ذح أسب١ٌتاثزىبس   .8

  ٚاٌّؼٍِٛبد اٌّزبحخ.اٌمذسح ػٍٝ اٌزح١ًٍ ٚالاسزٕزبج ِٓ اٌّٛالف   .9

  اٌمذسح ػٍٝ اٌزؤث١ش ػٍٝ ا٢خش٠ٓ ٚرٛخ١ُٙٙ ٔحٛ رحم١ك أ٘ذاف اٌؼًّ.  .11

 

 معايير الفاعلية الإدارية داخل المنظمة:  .3

 ِب ِذٜ اػزّبد اٌجٕٛد اٌزب١ٌخ وّؼب١٠ش ٌلأداء اٌفؼبي فٟ خٙبص اٌششؽخ؟

 ( إلى أدنى درجة.1( إلى أعلى درجة، ويشير الرقم )11الرقم )في المربع مقابل كل عبارة، بحيث يشير  11إلى  1ضع رقماً من 

 العبارة م
 التقييم

 (11إلى  1)من 

  .الأزبخ١خ ص٠بدح  .1

  .رحم١ك أ٘ذاف اٌؼًّاٌمذسح ػٍٝ   .2

  .اٌذافؼ١خ ٌٍؼًّ  .3

  .اٌٛلذٚرٕظ١ُ اداسح   .4

  رحم١ك سػب اٌّٛظف١ٓ  .5

  .أدبص اٌّٙبَ ثشىً طح١ح  .6

  .الأؼجبؽ اٌزارٟ  .7

  احزشاَ ؽبلُ اٌؼًّ ٚرؼض٠ضُ٘ ٚاٌؼٕب٠خ ثُٙ.  .8
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 :الحوافز .4

 اٌٝ أٞ دسخخ رسبُ٘ اٌجٕٛد اٌزب١ٌخ فٟ رحف١ضن لأداء ػٍّه ثفبػ١ٍخ أوجش؟

 ( إلى أدنى درجة.1( إلى أعلى درجة، ويشير الرقم )11في المربع مقابل كل عبارة، بحيث يشير الرقم ) 11إلى  1ضع رقماً من 

 العبارة م
 التقييم

 (11إلى  1 )من

  اٌزمذ٠ش ِٓ لجً اٌّسئ١ٌٛٓ.  .1

  .اٌشػب اٌٛظ١فٟرحم١ك   .2

  .ٚاٌجشاِح  اٌزذس٠ج١خالاٌزحبق ثبٌذٚساد   .3

  .رٛفش اٌّٛاسد اٌلاصِخ  .4

  .اٌشغجخ فٟ اٌحظٛي ػٍٝ اٌزشل١خ  .5

  .اٌؼًّ اٌدّبػٟ  .6

  ش اٌّدزّغ.٠اٌشغجخ فٟ اٌّسبّ٘خ فٟ خذِخ ٚرطٛ  .7

  اٌّئسسخ.أ٘ذاف اٌشغجخ فٟ رحم١ك   .8

 

 عوائق العمل: .5

 اٌٝ أٞ ِذٜ رسبُ٘ اٌجٕٛد اٌزب١ٌخ فٟ اػبلخ ِّبسسخ ػٍّه ثطش٠مخ فؼبٌخ؟ 

 ( إلى أدنى درجة.1( إلى أعلى درجة، ويشير الرقم )11في المربع مقابل كل عبارة، بحيث يشير الرقم ) 11إلى  1ضع رقماً من 

 

 العبارة م
 التقييم

 (11إلى  1)من 

  ٚاٌزٛاطً.ػؼف الارظبي   .1

  ٔمض فٟ اٌىبدس اٌلاصَ ٌٍؼًّ.  .2

  ٚػغ أ٘ذاف غ١ش ٚالؼ١خ.  .3

  .لٍخ اٌحٛافض   .4

  .غ١بة اٌؼًّ اٌدّبػٟ  .5

  .لٍخ رٛفش اٌّٛاسد اٌلاصِخ  .6

  .ػذَ رٛفش اٌز٠ًّٛ اٌلاصَ  .7

  ػذَ ِلائّخ اٌذٚساد ٚاٌجشاِح  اٌزذس٠ج١خ ٌلاحز١بج اٌفؼٍٟ.  .8

  .)سٚارت، ِىبفآد، رؼ٠ٛؼبد ... اٌخ(ػذَ وفب٠خ اٌؼٛائذ اٌّب١ٌخ   .9

  ػؼف اٌم١بدح.  .11

  رذفك غ١ش فؼبي ٌٍّؼٍِٛبد ٚاٌج١بٔبد.  .11

 

 

 الفرص لزيادة الفاعلية: .6

 اٌٝ أٞ ِذٜ ٠ّىٓ أْ رسبُ٘ اٌفشص اٌزب١ٌخ فٟ ص٠بدح ٚرط٠ٛش فبػ١ٍزه الإداس٠خ؟

 ( إلى أدنى درجة.1إلى أعلى درجة، ويشير الرقم )( 11في المربع مقابل كل عبارة، بحيث يشير الرقم ) 11إلى  1ضع رقماً من 

 العبارة م
 التقييم

 (11إلى  1)من 

  اٌزذس٠ت )اٌذٚساد ٚاٌجشاِح  اٌزذس٠ج١خ(.   .1

  الارظبي اٌفؼبي ٚإٌّزظُ.  .2

  اٌؼًّ اٌدّبػٟ ٚاٌزؼبْٚ.   .3

  رٛفش اٌّٛاسد ٚالاخٙضح اٌلاصِخ.  .4

  رٛفش ؽبلُ اٌؼًّ إٌّبست.  .5

  ٚاٌحٛافض اٌّب١ٌخ.اٌؼٛائذ   .6

  ص٠بسح ِئسسبد ِشبثٙخ ٌلاسزفبدح ِٓ ردشثزٙب.  .7
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 :جهاز الشرطةطبيعة العلاقات داخل وخارج  .7
 ِب ِذٜ طحخ اٌؼجبساد اٌزب١ٌخ؟     

( إلى 1( إلى أعلى درجة، ويشير الرقم )11كل عبارة، بحيث يشير الرقم )مقابل في المربع  11إلى  1ضع رقماً من 

 أدنى درجة.

 العبارة م
 التقييم

 (11إلى  1)من 

 رزؤثش ثبٌفبػ١ٍخ الإداس٠خ اٌى١ٍخ ٌدٙبص اٌششؽخ. -وّذ٠ش-أػزمذ أْ فبػ١ٍزٟ الإداس٠خ   .1
 

اٌذٚائش ٚ رزؤثش ثمٛح الارظبي ٚاٌزٛاطً ِغ الإداساد -وّذ٠ش-أػزمذ أْ فبػ١ٍزٟ الإداس٠خ   .2

 الأخشٜ داخً خٙبص اٌششؽخ.

 

رزؤثش ثمٛح الارظبي ٚاٌزٛاطً ِغ إٌّظّبد الأخشٜ  -وّذ٠ش-أػزمذ أْ فبػ١ٍزٟ الإداس٠خ   .3

 داخً ٚخبسج اٌٛؽٓ. 

 

رزؤثش ثمٛح ػلالبرٟ ِغ ا٢خش٠ٓ خبسج خٙبص  -وّذ٠ش-أػزمذ أْ فبػ١ٍزٟ الإداس٠خ   .4

 اٌششؽخ. 

 

 

 الفلسفة الإدارية:  .8

 فبػ١ٍزه الإداس٠خ؟اٌٝ أٞ ِذٜ رئثش اٌفٍسفبد الإداس٠خ اٌزب١ٌخ ػٍٝ 

( إلى 1( إلى أعلى درجة، ويشير الرقم )11كل عبارة، بحيث يشير الرقم )مقابل في المربع  11إلى  1ضع رقماً من 

 أدنى درجة.

 العبارة م
 التقييم

 (11إلى  1)من 

  ِشوض٠خ اٌسٍطخ ٚارخبر اٌمشاساد.  .1

  ّٔؾ اٌم١بدح اٌّزجغ ِٓ لجًِ ل١بدح اٌدٙبص.  .2

  اٌزف٠ٛغ. اػزّبد س١بسخ  .3

  اٌزشل١خ ػٍٝ أسبط اٌىفبءح ٚاٌدذاسح.   .4

  .اػزّبد اٌثمخ ث١ٓ اٌشإسبء ٚاٌّشإٚس١ٓ  .5

  .غ١بة اٌّحبثبح ٚاٌزح١ض  .6

  .الإ٠ّبْ ثؤ١ّ٘خ اٌزذس٠ت  .7

  ٚاٌّسبٚاح.اٌزضاَ ِجبدئ إٌضا٘خ ٚاٌشفبف١خ   .8

  .اٌزضاَ ِجذأ اداسح اٌدٛدح  .9

 
 
 
 

 شاكرين لكم حسن تعاونكم معنا
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Appendix C: 

 English Questionnaire 
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The Islamic University Gaza 

Deanery of Postgraduate studies 

Faculty of Commerce 

Master of Business Administration 

 
Managerial Effectiveness of Senior Managers of Police 

 

A Study of Police Managers in Gaza 

 

Dear sir, 

This research aims to explore the managerial effectiveness of senior managers of 

Police in Gaza by applying Analoui's model of "Eight Parameters of Managerial 

Effectiveness" . 

We hope to cooperate with us to accomplish this research by answering the 

questionnaire’s questions accurately and credibly. We promise to keep the data we get 

and not to be used except for research purposes. 

Thanks for your time 

 
Best wishes 

Tamer T. Marouf 

 

Part One: Tick ( √  )in the box that reflects your answer 

Department  manager 
 Administration 

vice manager 

 Administration 

manager 
Position: 

 Captain  Major  Lieutenant colonel  Colonel Rank 

 - < 50 
- < 

45 
- < 40 -< 35 Age 

 15 years and more  10- <15  5- <10   <5 years 
Work 

experience 

 PhD  Master  Bachelor  Diploma 
 General Secondary 

School Certificate 
Qualification 
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Part Two : On a scale of 1 to 10, with 10 being  very high and 1 being very low, 

rate the following areas.    

1. Perception senior managers’ of their own effectiveness 

What characteristics and qualities do they think an effective manager should possess?  

1.  Being a good listener 

2.  Being responsible, conscientious and focused 

3.  Being able to solve problems and make decision. 

4.  Inspire people to perform beyond their contractual responsibilities. 

5.  Being a good motivator. 

6.  Have the ability to supervise/lead others. 

7.  Allocate resources efficiently. 

8.  Have the ability to organize and achieve tasks within time limit 

9.  Encouraging teamwork/participation at work.  

10.  Plan work, schedule, organize, execute to perfection. 

2. Managerial skills 
What is the importance of the following managerial skills for Police managers 

to ensure effectiveness? 

1.  Good planning skills 

2.  Effective communication 

3.  Good human relations skills 

4.  Supervisory skills  

5.  Delegation 

6.  Time management 

7.  Teamwork/participation. 

8.  Ability to motivate others. 

9.  Analytical skills 

10.  Leadership skills 

3. Organizational criteria for effectiveness 
To what extent do the following items are adopted of as criteria for effectiveness in 

the police context? 

1.  Increased productivity 

2.  Meeting targets and goals 

3.  Being self-motivated 

4.  Time management 

5.  Employee satisfaction. 

6.  Good achievement 

7.  Self-discipline 

8.  Respect for staff, appreciate, promote, and look after the staff. 

4. Motivation at work 
To what extent do the following items motivate you to perform your job more 

effectively? 

1.  Recognition from superiors 

2.  Job satisfaction 

3.  Training 

4.  Provision of resources 

5.  Promotion 
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6.  Good teamwork 

7.  Contribution to the development of the community. 

8.  Achieving set goals 

5. The degree of demands and constraints 
To what extent do the following constraints contribute to hinder your performance in 

an effective way? 
1.  Lack of communication 

2.  Shortage of appropriate staff 

3.  Unrealistic targets 

4.  Lack of motivation 

5.  Lack of teamwork 

6.  Lack of resources  

7.  Lack of funding 

8.  Inappropriate training 

9.  Poor remuneration 

10.  Ineffective leadership 

11.  Inadequate data/information flow 

6. Presence of "choices'' and "opportunities" for effectiveness 

To what extent can the following items develop your effectiveness? 
1.  Training 
2.  Effective communication 
3.  Teamwork /co-operation 
4.  Necessary resources/equipments. 
5.  More appropriate staff 
6.  Better remuneration 
7.  Visit other establishments to  

7. Nature of inter- and intra-organizational relationships 
     Please, rate the following items. 
1.  I believe that my effectiveness is influenced by the overall effectiveness of my 

organization. 
2.  I believe that my effectiveness influenced by the degree of intra-connection with 

other administrations and departments in my organization. 
3.  I believe that my effectiveness influenced by my organization's degree of 

connection with other organizations nationally and internationally. 
4.  I believe that my effectiveness is influenced by my relationship with others 

outside my organization.  

8. Dominant managerial philosophy 
To what extent do the following philosophies affect your managerial effectiveness? 

1.  Centralization of authority and decision making. 

2.  The adopted leadership style.  

3.  Adherence to delegation. 

4.  Promotion on the basis of merit and qualification. 

5.  Prevailing of trust between the subordinate and the superior. 

6.  Absence of favoritism and victimization. 

7.  Belief in the importance of training  

8.  Commitment to the principles of integrity, transparency, justice, and equity. 

9.  Adoption of the principle of quality management. 

Thank You 
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Appendix D: 

 

Referees 
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List of referees names and place of work 

 

No. Name Work 

1.  Prof. Farhard Analoui University of Bradford, UK. 

2.  Prof. Maged Al-Farra The Islamic University of Gaza. 

3.  Prof. Yusuf Ashour The Islamic University of Gaza. 

4.  Dr. Yousuf Bahar The Islamic University of Gaza. 

5.  Dr. Samir Safi The Islamic University of Gaza. 

6.  Dr. Samy Abo El-Rous The Islamic University of Gaza. 

7.  Dr. Wasim Al Habil. The Islamic University of Gaza. 

8.  Dr. Nafez Barakat The Islamic University of Gaza. 

9.  Dr. Yaser El-Shorafa The Islamic University of Gaza. 

10.  Dr. Colonel. Emad Lubbad. General Administration of Training, MOI. 

11.  Dr. Lieutenant colonel. Ibrahim Habib Police College, MOI. 

12.  Colonel. Ayed Hamada. General Administration of Police, Gaza. 

13.   Dr. Radwan Baroud. Al-Quds University. 

14.  Dr. Ahmed Al Mashharawi Management and Politics Academy. 

 

 

 

 

 


