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Due to the decrease of managers in Europe in recent years, the solution to improve 
this situation needs more focus. Many students are studying administrative pro-
gramme and practicing to become managers even though they have many doubts 
and misconceptions about the manager job. The study helps people acknowledge the 
practical value of middle management. And also help people understand how middle 
manager perceive their value in the organization.  

The thesis work utilized the deductive approach, and using the qualitative method to 
collect and analyze data. In the theoretical section, firstly, the definition of middle 
management provided the right conception and the misconception to understand logi-
cally. Besides that, there were secondary data which were collected about the chal-
lenges and opportunities of middle management, and managerial skills. 

Primary data in the empirical part was collected in the form of qualitative data from in-
terviews. Five managers from Finland, Germany, and the Czech Republic participated 
in the interviews.  

The results of the study indicate that middle managers should understand their role in 
the organization as a critical link between senior management and lower-level em-
ployees. And middle managers influence the effectiveness and productivity of the or-
ganization by the impact on upper management and their subordinates 

Keywords 

Middle manager, value, influence, managerial skills, challenges, opportunities 

 

  

 



 

 

Contents 

1 INTRODUCTION ....................................................................................................... 1 

1.1 Background ........................................................................................................ 1 

1.2 Thesis Objectives, Research Questions, and Limitations .................................... 2 

1.3 Theoretical Framework ....................................................................................... 3 

1.4 Research Methodology and Data Collection ....................................................... 4 

1.5 Thesis Structure ................................................................................................. 5 

2 MIDDLE MANAGER .................................................................................................. 8 

2.1 Definition of Middle Manager .............................................................................. 8 

2.2 Misconception About the Position Title ............................................................... 9 

3 CHALLENGES AND OPPORTUNITIES ...................................................................11 

3.1 Challenges as Opportunities ..............................................................................11 

3.2 The Pressure of Being Stuck in the Middle and the Benefits ..............................11 

3.3 Tasks and Relationships ....................................................................................12 

3.4 The Vision of the Middle Manager .....................................................................15 

4 MANAGERIAL SKILLS .............................................................................................18 

4.1 Self-Management Skills .....................................................................................18 

4.2 Priorities Management .......................................................................................19 

4.3 People Management ..........................................................................................20 

5 EMPIRICAL RESEARCH AND DATA ANALYSIS .....................................................22 

5.1 Data Collection ..................................................................................................22 

5.2 Interview Results ...............................................................................................23 

6 FINDINGS AND CONCLUSIONS .............................................................................28 

6.1 Answer to Research Questions ..........................................................................28 

6.2 Validity and Reliability ........................................................................................30 

6.3 Suggestion for Further Research .......................................................................31 

7 SUMMARY ...............................................................................................................32 

References ......................................................................................................................33 

 

 

 

 

 



 

 

Appendix 1. Introduction Message to the Interviewees 

Appendix 2. Interview Questions  

 

 



1 

 

1 INTRODUCTION 

1.1 Background  

Nowadays, in European Union, the total number of managers is 13.6 million (2019), which 

makes up 6% of the employed population. This amount of managers has gradually de-

creased over time since 2005. (CEC European Managers 2019.) The working time of man-

agers is increasing dramatically. Many students are studying administrative programme and 

trying to practice in order to become managers even though they have many doubts and 

misconceptions about the manager job. Furthermore, in the practical working environment, 

there are numerous causes for the decline in the number of managers in Europe. Therefore, 

this study may help business students and people who are preparing to become managers 

understand and acknowledge the right concept of a manager job.  

 

Figure 1: Development of manager population (CEC European Managers 2019) 

Every active working environment always has dynamic members who are full of ambition 

and motivation. One of the huge motivations in work life is a promotion (Herzberg 1987). 

People have their own positions and responsibilities in the organization which is appropriate 

to their competencies toward the given duties. The promotion is the reward for the people 

who perform not only excellently in this current position but also perform that their abilities 

are more than the requirements in this position. In this case, they deserve a higher position. 

Simultaneously, promotion is the time to accept more advanced responsibilities and tasks.  
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In this study, we are also going to look for the answer to the question: What is the appropri-

ate position? And the answers can be found when people understand themselves and un-

derstand their targeted positions. The top position is not always the best option for everyone 

but it is an ambitious goal to be on top of a team or an organization. Many people want to 

be CEO, leader, or manager. But, do they have the needed qualities to become one? De-

veloping a mindset is what successful people do continuously. Working life is competitive 

for everyone. Anyone who stops learning and gives up the effort will definitely have no more 

promotions.  When people define themselves correctly in their job, more international op-

portunities will be opened for them.   

The middle manager is a position that not many people clearly understand it. The study 

helps people to expand their vision through the middle manager’s perspective and identify 

themselves in the complex reality. Understanding which factors are needed to become a 

good middle manager.  

1.2 Thesis Objectives, Research Questions, and Limitations 

Thesis objectives 

The thesis specifically supports the people whose aim is to become middle managers and 

who are middle managers. It is also helpful for people who want to improve their managerial 

skills. Well-understanding of the middle manager position is an advantage for the candidate 

who is going to the interview for the middle manager position. The thesis will define the 

basic and advanced factors of good middle managers in order to help them perceive the 

effectiveness of middle management in the organization. Additionally, the thesis report will 

deeply illustrate the challenges and opportunities, and in the conclusion, the findings will 

show the value of the middle manager.  

Research questions  

The main research question is: 

 How do middle managers perceive their value for the organization and the commu-

nity? 

Before coming to a conclusion about this study, it is necessary to ask support questions. 

The following sub-questions are in support of the research question:  

 What are the challenges and opportunities of middle management (middle manage-

rial work)? 

 What kind of competencies are needed in middle management? 
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 How do middle managers perceive their role in the organization? 

Research limitations  

The study's limitations relate to potential flaws that are typically outside the researcher's 

control and are strongly related to the research design that was selected, restrictions on the 

statistical models that were used, financing restrictions, or other variables (Theofanidis et 

al. 2019). This topic is challenging the researcher with the multidimensional perspectives of 

middle managers.  

The focus of the research is particularly on Europe workplaces. The interviews will occur 

with international participants who are living and working in European countries. The par-

ticipants are the author’s networks in Europe. The meetings are both remote (via Zoom and 

MS Teams) and physical. The interviewees will receive the invitation links for the meetings 

before the appointments. The qualitative data from the interviews will be collected and an-

alyzed in order to discuss this research question.  

All of the documents used in this research are in the English language. 

1.3 Theoretical Framework 

The theoretical framework for the thesis will be a detailed examination of the middle man-

ager's managerial skills, challenges, and wide vision of the middle manager. These subjects 

lay the groundwork for the thesis and give the reader and the study a context. 

 

Figure 2: Theoretical framework  

The practical 
value of 
middle 

manager

Managerial 
skills

Challenges 
and 

Opportunities

Wide vision in 
leadership 

competence
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Initially, literature was employed to help define the definition of middle managers and also 

the misconception of position titles. The definition of middle managers will be provided in 

simple explanations. Then the misconception about position titles will be discussed.  

In the next chapter, the study provides the challenges and opportunities of middle manage-

ment. There are three subchapters in chapter 3 regarding the challenges and opportunities. 

Firstly, section 3.1, is about the pressure feeling when being stuck in the middle of the 

organization as well as the advantage when being in the middle level of the organization. 

Secondly, section 3.2 is about the challenges related to tasks and relationships in the com-

pany. Lastly, section 3.3 is about the vision of the middle manager. 

Chapter 4 of the thesis, provides the managerial skills needed for a good middle manager. 

Chapter 4 is the last chapter of the literature review. 

1.4 Research Methodology and Data Collection 

Research approach 

The method chosen by the researcher to gather, examine, and interpret data is known as a 

research methodology. There are three types of research methods: deductive, inductive, 

and abductive. The inductive method starts by observing the collected data. Once the evi-

dence has been analyzed, a theory is established. This approach is more inclusive and 

thorough. The deductive approach, in contrast, begins with a theory and uses it as a test to 

find data that either supports or contradicts it. Comparatively speaking, this method is more 

precise and quantitative. Abductive research, on the other hand, entails switching back and 

forth between theory and facts with the goal of offering an explanation (Saunders et al. 

2019). 

 

Theory Hypothesis Collect data
Observation/

Test

Confirmation/ 
Rejection

Figure 3: Deductive process (Streefkerk 2023) 

Collect data
Observation/

Test
Pattern Theory

Figure 4: Inductive process (Streefkerk 2023) 
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In the study, the deductive approach is applied to the research process. Since the research 

topic is based on the existing literature, the results from the interviews will be compared 

with the existing literature which is collected in the theoretical part. Formulating a new theory 

would require broader empirical evidence, therefore, the qualitative data from the interviews 

are the most essential chapter of the study. 

Research Methodology 

Quantitative methods and qualitative methods are the two basic types of research method-

ology. Quantitative approaches deal with numerical data, whereas qualitative methods deal 

with non-numeric data, such as words, photos, audio, and video. These two methods can 

be separated by the data collecting and analysis methods utilized. As a result, qualitative 

approaches are typically expressed in themes and generalizations while quantitative meth-

ods are typically expressed in variables. (Saunders et al. 2019, 175; Business Research 

Methodology 2021.) The methodology is known as mixed methods when both methodolo-

gies are applied to the same research project.  

This study employs the qualitative method as the research methodology. Therefore, this 

method will be used to analyze the complex data from interviews. The qualitative is used 

for gathering the managers’ answers who are working at the actual companies and organi-

zations. The target participants for the interviews are managers and middle managers who 

have at least 2 years of experience in this job. The conversations between the author and 

interviewees will be recorded and then transcribed. Those transcribed dialogues in text form 

will be collected for the study and then analyzed by qualitative method. 

Data collection 

The study uses both primary and secondary data collection methods. The primary data 

provides new information and it is collected for a specific purpose. Data from primary 

sources could be gathered through interviews. Secondary data is obtained and recorded as 

the primary data is made available for use. (Habib et al. 2014) 

1.5 Thesis Structure 

The thesis consists of seven chapters. Figure 5 below describes a short description of each 

chapter. 
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Figure 5: Thesis structure and short descriptions  

The first chapter is the introduction to the thesis about middle managers in the complex 

reality. It starts with the first section about the background of the study. In the next sections, 

the author provides the objective, research questions, limitations, theoretical framework, 

research methodology, data collection, and thesis structure. In this introductory chapter, the 

readers have overall information about the thesis direction. It helps the readers generally 

understand the outline of the study. 

The second chapter provides the definition of middle managers. There are public theories 

related to middle management which are cited from secondary sources. There is a section 

in this chapter that mentions the misconceptions about the position title. These explanations 

regarding the misconceptions may help people who are in the same situation can 

acknowledge the right concept. 

The third and fourth chapters are discussed based on the construction of the theoretical 

framework. They provide the challenges and opportunities of middle management. And the 

fourth chapter provides the needed managerial skills for management jobs. 

The fifth chapter presents the empirical study. The qualitative data are collected through 

interviews. After that, the data are analyzed to conclude the answers for the next chapter. 

Introduction to The Thesis

Definition of Middle Manager

Challenges and Opportunities

Managerial Skills

Empirical Research and Data Analysis

Findings and Conclusions

Summary of The Study
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The sixth chapter wraps up the study and provides answers to the research questions. Ad-

ditionally, the validity and trustworthiness of the study data are verified, and recommenda-

tions for future research are made. 

The seventh chapter is the last part of the thesis. In this chapter, the author summarizes the 

progress and ends up the research. 
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2 MIDDLE MANAGER  

2.1 Definition of Middle Manager 

Since at least a fundamental 1977 Harvard Business Review essay by Abraham Zaleznik, 

which highlighted a clear, explicit contrast between being a leader (an inspirational vision-

ary) and a manager. The image of middle managers as unexceptional, mediocre supervi-

sors, or strategic administrator have been around for decades. A middle manager is basi-

cally a manager. In a hierarchical organization, middle management is the intermediate 

management level that reports to executive management and is in charge of team leading 

and/or specialized line managers. Middle management is also responsible for junior staff 

performance and productivity. (Jaser 2021.) 

A good manager carries out both their own good competencies and specific managerial 

duties. A middle manager acts as a bridge between the company's higher levels of man-

agement and its lower levels. Because they are involved in a firm's daily operations, middle 

managers have the opportunity to give essential information and suggestions from within a 

company. They are in charge of putting into implementation the guidelines that had been 

previously established in the top-level management's strategic plans. Middle managers also 

act as a channel of communication inside the organization by explaining to lower-level em-

ployees the main goals of the organization and important management decisions (Margin-

son 2002). It also strengthens corporate cohesion by enabling staff to work more effectively 

together.  

Regarding the managerial skills of a good middle manager, there are many factors for the 

standard manager. The list includes, for example, the following: leadership skills, commu-

nication skills, problem-solving skills, decision-making skills, creativity skills, visioning skills, 

performance management skills, detailing skills, negotiation skills, and collaboration skills. 

Regardless of the functional department a manager is in charge of, there are common re-

quirements for excellent leadership. For quality managers in leadership positions, there are 

some particular prerequisites on the following: 

 Individual dedication to organizational, product, and process quality 

 A deep sense of respect for the efforts and leadership of others 

 Skillful integration of a broad base of quality knowledge and comprehension of how 

to apply this knowledge in functional domains 

 Wisdom of both people and things, as well as an awareness of how to combine them 

to complete tasks. 
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 Absence of (or control over) temperamental or emotional traits that could hinder the 

ability to collaborate with others (Westcott, 2014). 

In complex reality, within a group of people, leadership skill is performed when this person 

takes the responsibility for the progress of work, and productivity of team members, and 

also the final result. The responsibilities are assigned by the upper department or by the 

board of directors to these managers. Their duty is to deliver the information to their team 

and distribute the work efficiently. He has responsibility for the result when the tasks are 

completed. A good manager will know how to handle it by communicating with the team-

mate and understanding their capacities in order to assign the work to them. Expanding the 

vision to become wider and wiser to develop observation and the way to perceive value by 

themselves. (Buss & Kuyvenhoven 2011.) 

2.2 Misconception About the Position Title  

The top 1 misconception of people have about their position is the title. There’s a wrong 

myth in leadership: we can only lead when we are at the top (Chan 2019). The position 

must not be at the top of a department or a team to be the leader. In the modern working 

environment, people can be leaders from any position. The wrong conception is the thought 

that one must be at the top level to have the power and authority to lead people. In reality, 

the titles such as CEO, director, chairman, and president do not obviously empower a per-

son to be a leader. Though having a title typically meant more experience in leading and 

managing in that position, it does not necessarily mean that we require a title to lead (Chan 

2019). In a social sense, this happens as a result of a person actively claiming a leadership 

role through their words and actions, simultaneously, others also accept and grant it to him 

(Ashford & DeRue 2010). There are more measurements for people about leadership abil-

ity. However, it is undeniable that influence is the true measurement of leadership (Dr. Ed 

2021). 

There are people who always looking for promotion and recognition from their boss. Every-

thing is less important than a good position to them. To this mindset, even though this kind 

of person is skillful and experienced, if they do not receive a promotion over a long period, 

they hardly accept and contribute to the company anymore. 

Becoming a leader is a decision, not depending on the title. If the person is passionate 

about leadership, whatever his job in the company, for example, factory worker, seller, or 

assistant, … are able to develop to be a leader. (Sanborn 2008.) A low starting point is the 

same for everyone, the effort, and vision are what classify people. As a middle manager, in 
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order to improve himself, this person needs to acknowledge this misconception of the posi-

tion title and try to enhance the influence on people instead of ingratiating the superiors to 

promote himself. Acknowledging the factors that affect the influence make the potential 

leaders understand that position title and true leadership conception are mostly different 

(Sanborn 2008). There are many questions that middle managers have to answer them-

selves: Is it necessary to be in the top position of the organization to have respect from 

colleagues? Does that position make your colleagues feel happy to work with you? Does 

your position title make other colleagues productive in work? These questions help the mid-

dle manager develop the mindset of a leader. Helping the middle manager thinks and ob-

serves as a leader. 
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3 CHALLENGES AND OPPORTUNITIES  

3.1 Challenges as Opportunities 

The manager is a challenging job. Many middle managers are leaving this career because 

overwhelming by the challenges. Those challenges particularly happen to the middle man-

agers who are in the middle of the organization. Every middle manager is facing the same 

problem. Challenges and opportunities always go together. To become good middle man-

agers, they have to deal with the challenge and turn it into an opportunity. They must view 

the challenges as opportunities to grow. Since good leaders understand that trouble is ac-

tually an opportunity wrapped in ugly paper. (Johneades 2022.) The person who is out-

standing in the crowd can manage all the challenges in the most effective way. As a good 

manager, practicing and improving problem-solving skills is very important. In the practical 

working environment, there are loads of problems that happen every day. Do not hesitate 

to face and solve those problems.  

3.2 The Pressure of Being Stuck in the Middle and the Benefits  

One of the most difficult situations as a middle manager is not ensuring where you at in the 

organization. The middle manager has the power and authority in the hand such as making 

decisions, assigning the duty to team members, resources using, etc. Simultaneously, there 

is a limitation on the authority of the middle manager. The middle manager needs to 

acknowledge its limitation thoroughly and be wise in the middle position. It could be a huge 

caution to control itself and never do over the limit. The powerful feeling is very close to the 

line with the powerless feeling. Therefore, the middle manager usually feels pressure in this 

situation. Even though, the middle manager supposes that their vision and good competen-

cies are able to operate the company and help the organization more productive than the 

current CEO’s operation. That would be a wrong action when the middle manager goes 

over his authority limit. Regarding this situation, it causes stress for the middle manager 

always to be aware of the limitation before the action. (Aho & Bennet 2010.) 

Moreover, there are more factors that impact the middle manager’s pressure. The person-

alities and abilities of the middle manager who is trying to lead the organization from the 

middle level must be understood thoroughly because these might be advantages and dis-

advantages at the same time. (Aho & Bennet 2010.) Personality defines a person in a nat-

ural way. This person needs to know what his personality is and control it. Understanding 

the other is easier than understanding yourself very much. Besides that, the personal ability 

is different. It could be improved and developed by practicing and training day by day. The 

humble middle manager who is always willing to learn every day to improve themselves is 
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more helpful for the company than the lazy middle manager who thinks they have enough 

experience and no need to learn(Buss & Kuyvenhoven 2011). A highly experienced boss 

can easily rate the better one and definitely give the opportunity to the humble middle man-

ager.  

Middle managers usually do not have a reputation and well-evaluated than CEO. The more 

ambitious about reputation, the more disappointed. Being a leader in the middle of the or-

ganization always feels a lack of recognition. Therefore, there is no solution to this situation, 

there is a decision people have to make. Now, this middle manager has to consider whether 

to comfortably keep moving in this position or leave it without regret. Leaving the job is a 

bad sign for career development. A good leader figures out the problem and improves it. 

The best idea is to find out ways to ease the pressure on the following: 

 Feeling more comfortable with middle management: changing the thoughts that 

leading the people from the top position is easy. In reality, when the superiors are 

excellent and experienced, it is very simple for the middle managers to lead the team 

members from the middle. Good leaders assign work to people and give out moti-

vation to the whole organization. 

 Asking for authorization from superiors before doing something to make sure what 

to do and what not to do. Middle managers have to be responsible for their team 

members’ results.  

 Noting down 3-5 questions for the boss before the meeting and asking those ques-

tions at one time. Noting down those answers in order to respond to team members. 

Being productive and proactive in the work by having the questions and answers 

immediately (Aho & Bennet 2010). 

The fortune of a middle manager is working under a good CEO. This is the most ideal 

environment for the middle manager to develop himself. (Ou at el. 2014.) Middle managers’ 

strengths could be recognized by the CEO’s perceptive eyes. By completing all the tasks 

assigned by CEO, the middle manager can perform the best competence of himself. In this 

environment, there is significant potential to develop managerial skills and it is also the time 

to learn the leadership competencies from his good CEO.  

3.3 Tasks and Relationships 

In the complex reality, relationship in the office environment is not easy to verbally de-

scribed. Especially, the leader’s behavior is always at the attention of all team members. A 
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good middle manager needs to know how to assign tasks fairly, transparently, and appro-

priately regardless of the relationship. However, it needs to be carefully considered about 

the relationship before behaving any action. There are four situational leadership styles 

based on the link between task and relationship on the following: 

 High task, low relationship. There is a need for clear instructions and close perfor-

mance monitoring (a telling mode). For instance, a new or transferred employee 

may be given a duty for which he has not received any training and will require 

ongoing supervision until he masters it. 

 High task, high relationship. Decisions are explained, and a chance for clarification 

and questions is provided (a selling mode). For instance, a recently trained operator 

is attempting to put the training into practice for the task at hand but is unable to 

grasp the necessity of following the recommended order of actions and needs su-

pervisory guidance. 

 Low task, high relationship. Ideas are exchanged, motivation is given, and the leader 

takes on the role of a coach (a participating mode). For instance, a skilled operator 

requires encouragement to gain confidence before taking full ownership of the entire 

assignment given to them. 

 Low task, low relationship. The employee is given control over making decisions and 

carrying them out (a delegating mode). For instance, a skilled operator can handle 

any operation without direct supervision since they are knowledgeable about what 

to do, how to execute it, and how to fix a problem if it arises. (Westcott 2014.) 



14 

 

The last step in defining leadership is to make clear the relationship between leading and 

following. We should avoid overemphasizing the importance of leaders or undervaluing the 

contributions of followers by focusing on how leaders and followers work together toward 

common goals. Unfortunately, we tend to focus more on leaders than followers. (Hackman 

& Johnson, 2013.) The contribution needs to be recognized fairly and deservedly. One of 

the based elements in the relationship is communication. Communication is the biggest 

concern of a manager which is presented for his voice in the organization. This communi-

cation subject grows together with the position in the organization. The higher level of the 

leadership, the higher demand for the communication competence. Managers spend much 

of their time preparing messages for delivering the information to team members, other 

managers, the CEO, etc. The different ways of communication depend on the relationship 

in the workplace. The messages to CEO can not be the same as the messages to inferiority. 

Middle managers have the authority to assign tasks to their followers. However, middle 

managers could not do the same to the CEO. Communication impacts the efficiency and 

productivity of the work in every company. This is the reason people spend much time 

meeting every week to discuss plans and objectives. Improving communication skill 

changes the influence on people and create more opportunities for promotions. By improv-

ing communication skills, managers and leaders are developing self-value in the organiza-

tion.  

High task, 
High 

relationship

SELLING 
MODE

High task, 
Low 

relationship

TELLING 
MODE        

Low task, High 
relationship

PARTICIPATING 
MODE

Low task, low 
relationship

DELEGATING 
MODE

Figure 6: Task and relationship behavior (Westcott 2014) 
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3.4 The Vision of the Middle Manager 

There is a question for the middle manager about the vision: Do you prefer to see your 

vision be operated and successful, or to carry out others’ vision? Most of the managers’ 

answers are to do for their own vision. This feeling is due to the leading personality of the 

managers. They always desire to work for the success of their vision rather than for other 

people unless the others’ opinion is too persuasive and fascinating. (Kantabutra 2010.) 

However, middle managers usually have to follow and protect the strategy of the CEO or 

managing director. In the reality, except for the leaders of the organization, all people in the 

organization have to work for a strategic vision that was not defined by themselves. 

The challenge of the middle manager is about their own strategy and the leaders’ strategy. 

Middle management makes an important contribution both upward and downwards in stra-

tegic change implementations (Buss & Kuyvenhoven 2011). Sometimes middle managers 

have the feeling that their own strategy is more interesting and creative. But they have to 

understand that in order to chase their dream in this management career, the first step is 

definitely producing the best work results base on the CEO’s strategy. Making the CEO’s 

dream comes true is the very first essential success in the middle manager’s career. There 

are many different reactions of people when the CEO is presenting his strategic vision that 

the middle manager is able to observe from their position. The information provides on the 

following (Maxwell 2011): (the list starting from the most negative) 

 Attacking and criticizing the strategy: not all employees believe in the organization’s 

strategy. This happens in reality and the opposers are not the negligent employees. 

They are the valuable people in the organization who really want to develop the 

company. Besides that, there are also bad employees belonging to this group of 

people. The reason for not supporting the CEO’s strategy is that they did not partic-

ipate in the production of the strategy. Nobody likes changing. However, every time 

someone introduces a new strategic vision, change is unavoidable. If people distrib-

uted their opinions on the vision, their behavior becomes more positive. Participation 

increases trust and motivation. For example, no one washes the rental car and they 

do not even think about that. People concern about things and events related to 

themselves. In addition, some people criticize the leaders’ strategy just because 

they do not understand the strategy. People do not want to follow what they do not 

know. The presentative style of the CEO perhaps could not approach them. A smart 

leader always delivers their strategy in many different methods and repeats them 

many times until everyone understands and remembers it. 
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 Ignoring the strategy and doing their own thing: there are few people who do not 

show any emotion. They do not criticize or support the strategy at the same time. 

Instead, they suppose the strategy does not exist and do their own thing. This kind 

of people gradually destroys the organization. The product of the company will lose 

efficiency and productivity over time.  

 Do not believe in the strategy – leaving the organization: in case the company’s 

strategic vision violates his own principles, as a middle manager with a lack of influ-

ence on the company, he might decide to leave the company. This is not a bad idea 

for a middle manager when he can not show any effort toward the company’s vision. 

Perhaps, leaving with honor is sometimes better than staying suffering. This deci-

sion helps the middle manager gets rid of his unacceptable vision and also not stay 

in the organization and destroy the work of other people. However, the situation of 

leaving the company is also a caution for a manager's mindset. If a middle manager 

decides to leave the company for inappropriate reasons, he will be possibly faced 

with the same problem in the next company. Middle managers must make sure 

about the reasons that make them leave the company is not because of their own 

selfishness or ego.  

 Adapting to the strategy and figuring out the way to carry out the strategy: a good 

member of the organization has to figure out a way to adapt to the working environ-

ment and the company’s vision. The strategic vision might be created by one person. 

However, it needs to be carried out and completed with the effort of many people. 

An adaptive middle manager should be friendly and accept the company’s vision, 

and use managerial skills to contribute to the organization’s vision. Prioritizing the 

company’s demand, not the personal demand. They also let the work result benefit 

the company, not only thinking of how to benefit themselves. Adaptive middle man-

ager acknowledges their role of himself in the organization. He is a part of the or-

ganization, therefore, the value of the company also represents his value. 

 Adding more value to the strategy: the most positive reaction of employees toward 

strategy is not only to protect but also to add more value to make it more efficient. 

This action produces more value and opportunity for leaders, followers, and contrib-

utors. This is not always an available chance for a middle manager to add their 

opinion to the company’s strategy. The first requirement to have that chance is to 

protect it in advance. The moment he has the chance to add value to the strategy, 

he also eliminates the vision challenge of the middle manager that we mentioned 
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above because he is not protecting the other’s strategy anymore, he is protecting 

the strategy that he contributed.  
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4 MANAGERIAL SKILLS  

4.1 Self-Management Skills 

The manager is a difficult job. Starting point of every manager is always learning and prac-

ticing administrative skills. The academic literature in the institute is not sufficient to be a 

good manager. Besides that, there is so much training and accumulating over the project in 

school, training, and working in practical companies. There are various managerial skills 

such as business planning, decision-making, problem-solving, communication, delegation, 

time management, etc. They always connect together as a collection of competencies that 

make the managers qualified to handle the situation based on their role in the organization. 

The middle manager’s duties are managing the process of work, distributing the work to the 

followers, and observing and coordinating the team members to carry out their duties. More-

over, managing people is equally important as managing themselves. The middle managers 

have to acknowledge the importance of their attendance in the organization and try to im-

prove their self-management skills. Developing and practicing self-management skills can 

help middle managers improve their workplace performance and positively impact their ca-

reer development. The better behave of self-management skills, the better their perfor-

mance is. Before having good skills in managing people, it is necessary for middle manag-

ers to be good at managing themselves. Being self-aware and capable of managing them-

selves will make the middle manager an invaluable member of his team (MasterClass, 

2021). There are several core elements of self-management skills of a middle manager 

such as problem-solving, decision-making, resource utilization, time management, multi-

tasking, advancement, etc.  

To develop self-management skills, firstly, prioritize health and well-being in your daily rou-

tine (Luintel 2021). The manager performs at his best and interacts with his colleagues in a 

productive manner when he eats properly and gets enough sleep. Set aside time for self-

care and mental health to reduce stress, enhance well-being, and tackle each day's agenda 

with a fresh mind. While making a calendar for daily tasks, including health and wellness 

routines. This helps stay accountable and ensures middle managers make time for their 

health. Take regular breaks throughout the day to stretch, move around, or take a few deep 

breaths. This helps reduce stress and increase energy levels. Remember, prioritizing health 

and well-being is not a one-time event, but a continuous effort that requires commitment 

and dedication. By making small changes to their daily routine, people can take significant 

steps towards improving their overall health and well-being. 
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Secondly, knowing personal strengths and weaknesses is an important aspect of self-

awareness and personal growth (Holton 2021). Good middle managers have observation 

skills that are used for managing people. However, before assessing other people’s 

strengths, middle managers have to be able to assess and understand their personal 

strengths. There are several recommended online tools to take a personality or strengths 

assessment. They are including Myers-Briggs Type Indicator (MBTI), CliftonStrengths, or 

the VIA Character Strengths assessment, which can help understand personality type or 

highlight strengths. 

Moreover, management skills can be improved by developing the organizational system. 

Making a habit of organizing tasks by using a notebook, apps on the phone, or a to-do list 

to make sure all the tasks are noted down. This can help manage time, tasks, and resources 

more effectively. Besides that, setting short-term and long-term goals to make middle man-

agers’ life more organized. Establish goals and priorities, then break them into more achiev-

able tasks. Determine what a middle manager needs to accomplish in order to achieve the 

goals. And making sure that those goals are measurable, realistic, positive, and actionable. 

(McKay 2022.) 

Additionally, self-management skills also include emotional management (Holton 2021). 

Controlling emotion is difficult. It is important to middle managers because their actions are 

causing a significant influence on many other people. Good middle managers know the 

appropriate time to show or postpone the emotion. They sometimes spread out their emo-

tion for sympathy and trustworthy from others. This helps unite the people and contributes 

toward the organization’s orientation. Leaders can observe better than others and go 

through the emotion before others. When they spread out their feelings to people, they are 

helping others observe what they are observing. 

4.2 Priorities Management 

Middle managers are multi-talented people. They have extensive and diverse knowledge of 

many subjects. Since the challenges are diverse, middle managers usually manage those 

challenges at the same time. Middle managers are assigned tasks by their bosses so they 

have the duty to complete all of those tasks. Middle managers are working under the au-

thority of their superiors. They can not decide on the tasks or even the schedule of the work. 

Therefore, good middle managers have to manage the priorities for the tasks based on their 

and their followers' due dates and timetables. (Lovely & Dubowe 2006.) 

Middle managers can also learn how to prioritize their tasks by these steps on following: 

1. Compile a list of all tasks  
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2. Decide what is important: Knowing the ultimate objectives 

3. Highlight anything urgent 

4. Prioritize tasks based on importance and urgency 

5. Avoid competing priorities 

6. Consider effort 

7. Review constantly and be realistic ( Caitlin 2023). 

Perhaps, it is very challenging to apply the methods to work habits. If there are followers 

who are working under middle managers’ authority, good middle managers will distribute 

the task to their followers who can complete the tasks well. Good managers can assess the 

strengths of their followers and give them tasks. The followers sometimes can complete the 

tasks even better than their middle managers. Or the middle managers can exchange tasks 

with their colleagues if possible. (Lovely & Dubowe 2006.) This can change the efficiency 

and the final results if people can complete the tasks by using their strengths. Regarding 

the promotion in the career, the only way to be promoted from the middle level is by trans-

forming from multi-talented into a master of a skill. People always are productive and pro-

active when they have a chance to use their strengths to apply to the tasks.  

Middle managers have to be consistent when deciding to avoid useless activities (Lovely & 

Dubowe 2006). There are some useless activities that people enjoy doing them. But people 

should not list them on the to-do list. Only helpful activities which help people develop skills 

and abilities can be added to the to-do list. And also the tasks which must be handled by 

middle managers can be added to the to-do list. In these cases, the superiors do not want 

any other people to handle this task except the middle manager. Middle managers are on 

the duty to complete the tasks by themselves. Finally, all the remaining are added to the list 

of things not to do. 

4.3 People Management 

Generally, the manager’s job is known as managing people and work. Therefore, managing 

people is considered the most crucial activity of a manager or middle manager. Middle man-

agers have people in their team as their subordinates. The objectives of the team are always 

completed together by all team members. The middle managers lead their team members 

to work efficiently and productively. Moreover, middle managers have to know how to help 

their team members develop themselves. (Pendell 2022.) The value of the team is contrib-
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uted by every single individual's value. Good middle managers are able to build tight con-

nections with their subordinates. Middle managers should have empathy toward their team 

members. Showing an understanding of their needs and concerns to provide support and 

assistance when needed.  

Furthermore, coaching and mentoring are important skills that middle managers should 

have. They are able to provide guidance and support to help their subordinates achieve 

their goals and develop professionally (Pendell 2022). Since there are tasks that needed to 

be trained before practically carry out, middle managers usually have to pioneer in advance. 

After that, they have sufficient knowledge to coach and train their subordinates to do the 

tasks properly.  

Communication skills are also indispensable. Effective communication skills are essential 

for middle managers to clearly convey expectations, provide feedback, and ensure that 

team members understand their roles and responsibilities (Pendell 2022). If the information 

is still unclear to the people, middle managers have to quickly realize that and change to 

another communication method. They have to be flexible with their communication methods 

and also be patient when repeating the messages until people all understand the tasks. 

Middle managers have to make sure their information to people is fully understandable be-

fore the tasks are carried out. 

People management is not a single process. It is a collection of procedures that addresses 

the processes of talent acquisition, optimization, motivation, and retention, offering ongoing 

support for the company and direction for employees. (Kukhnavets 2020.) 
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5 EMPIRICAL RESEARCH AND DATA ANALYSIS 

5.1 Data Collection 

The process for the thesis report began in December 2022. After reading the public articles 

and news about the European manager situation, the author decided to conduct research 

about the decrease in managers and middle managers in European countries. Therefore, 

the author had full control of the research design and data collection. As mentioned in chap-

ter 1, using the qualitative method, interviews were conducted for the data collection. 

The purpose of the interviews in the study is to define the answer to the research questions 

through qualitative data. The participants in the interviews were picked based on strict re-

quirements such as two years of experience in a manager position, communication in Eng-

lish at work, and an international working environment. The interviewees are the author’s 

working relationships and acquaintances who were working in the manager position or are 

currently managers. 

The key stages of data collection are listed in the table below. 

Table 1: Timeline and process of the data collection 

TIMELINE ACTION CONTENT 

December 2022 to 

January 2023 

Building the theoretical frame-

work 

Acquiring the theoretical back-

ground of the thesis 

February 2023 Interview the participants sepa-

rately on the 3rd, 7th, 9th, 14th, 18th 

February 

Acquiring responses from the 

chosen managers 

March 2023 Analysis of the received results  Qualitative data analysis   

 Formulate the discussions 

and conclusion 

The interviews occurred via Zoom and MS Team meetings, and physical meetings at Lahti 

City library’s private meeting room. The orientation of the interviews was to have friendly 

conversations about managers’ jobs and also some deep questions about the value of the 

middle manager position. The meetings happened separately for each person and last for 

30-40 minutes. The links and the meetings were arranged and organized separately de-

pending on the locations of both author and interviewees.  
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5.2 Interview Results 

Five managers who are working at five different companies in Europe accepted my inter-

view invitations: Nokia Corporation in Finland, Herfinland company in Finland, DTH-Palvelut 

Oy in Finland, Braun company in Germany, and CS Link company in the Czech Republic. 

They are working in manager and middle manager positions in different departments in the 

company. The interviews were conducted separately for each individual. The participants 

have at least two years of experience in the manager job and one of them has seven years. 

There are males and females in this interview group. Each participant will be referred to as 

Manager 1, Manager 2, and so on throughout the study to preserve anonymity, avoiding 

references to their particular role, department, and gender pronoun. The interviews were 

recorded and then transcribed into text documents. Following that, an analysis was done to 

identify key ideas, themes, and thoughts among all interviewees.  

The challenges and opportunities of a middle manager 

In the first part of the interview, there are two questions about the challenges and opportu-

nities of middle managers. Five managers listed many challenges that they had been un-

dergoing. Among the responses, Manager 2 explained generally and sufficiently the chal-

lenges of middle managers. 

Manager 2: Managers face a bunch of challenges in their roles almost every day. 

Especially middle managers have to manage everything from the middle level of the 

organization. They must be able to manage people effectively, balance competing 

priorities, delegate tasks, drive change, and manage performance. Strong communi-

cation, interpersonal, and organizational skills are essential for success in this role. 

But, you know, if you face those problems, the other middle managers are also strug-

gling with them. Those problems frustrate every middle manager until they feel so 

discouraged. The way I dealt with the problem is always to be fearless and accept 

challenges every time they happen. Just don’t give up. 

Other answers added more problems to the list such as workload, multi-tasking, relation-

ships, leadership skills, etc. Nevertheless, all five participants agreed with the statement: 

Every challenge is an opportunity. It means encouragement for middle managers to take 

advantage of every challenge. The problem might be a chance for middle managers to 

develop and perform their competence. Manager 5 shared some experiences about how 

good to be in the middle. 

Manager 5: I strongly admit that the middle manager is the best position. I used to be 

there and developed myself a lot. All of my managerial skills were not excellent at the 
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beginning time, but I didn’t stop learning those skills from my boss and other leaders 

in the company. Of course, I made mistakes. But I had to correct them immediately 

by figuring out what were the main problems and fixing them properly. And don’t be 

shy to ask for support from your boss or give them questions about the problem. You 

can even ask your boss how to solve the problem when you are stuck and you don’t 

have any wise solution. Being honest and eager to learn is very important.      

What managerial skills are important to middle managers? 

In this part, participants with many years of experience in manager jobs were asked about 

the important managerial skills of a middle manager. Managers with different mindsets have 

a variety of viewpoints. This question collected many useful responses and learnable per-

spectives.  

Manager 1: In my opinion, I have spent about 5 years developing my communication 

skills. I think it is the most important skill that a manager needs. And I am still practic-

ing it day by day. The purpose is to have clear and effective communication with team 

members, and superiors. In the practical working environment, people have to com-

municate verbally, non-verbally, or in written forms such as email, messages, letters, 

fax, etc. Being well-communicated also makes your words more reliable. Besides that, 

a good manager has the ability to inspire, motivate, and guide teams toward achieving 

goals. 

Manager 2: Regarding middle managers, I would like to suggest them focus on their 

management abilities: leadership skills, time management, task management, dele-

gation skill, and teamwork. When you are starting at the middle manager job, you 

represent your team, and your team represents you. So the work results of your team 

perform the management ability of the manager. Delegation skill helps you assign 

tasks and responsibilities to team members based on their skills and abilities.  

In summary, the list of managerial skills was collected from the interviewees’ responses 

including communication skills, leadership, decision-making, time management, task man-

agement, delegation, teamwork, planning, problem-solving, motivating, performance man-

agement, adaptability, people management, self-management skills. 

What leadership competencies are needed to be a good middle manager? 

This question is more concrete about the job of the manager. And again, communication is 

the top 1 needed skill for a good middle manager. Besides that, the interviewees mentioned 

many other needed leadership competencies such as strategic thinking, emotional man-

agement, coaching and mentoring, and long-term vision.   
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Manager 5: As a middle manager, you play a critical role in bridging the gap between 

senior leadership and front-line employees. To be successful in this role, you need to 

have a variety of leadership competencies, not only focusing on one or two strengths. 

Being adaptive and flexible. Good leaders can command the tasks for the team. He 

can control the emotion to have appropriate behavior toward a particular person. 

The feeling when being in the middle level of the organization 

This part is mainly about sharing experiences as well as the point of view of middle manag-

ers. In this position, how do middle managers observe the company’s strategy, tasks, and 

other colleagues’ jobs? The responses from the interviewees are equally divided into two 

sides: positive and negative. Manager 3 and Manager 4 assumed that the middle manager 

position is a stressful job. They felt a lack of authority in many cases. The middle manager’s 

workload is too much while having the duty with the work result of the team and the tasks 

assigned by the superiors at the same time. Manager 1 had the opposite opinion. Manager 

1 assumed the middle manager position is a big advantage for junior managers. There are 

many opportunities to improve the weaknesses and received support from other colleagues 

and bosses. Meanwhile, Manager 2 and Manager 5 had neutral opinions.  

Manager 5: Being in the middle of an organization can be rewarding and stressful. On 

one hand, you are able to view and understand the organization's entire picture as 

well as the details of how things operate on a daily basis. Also, you can get the chance 

to communicate with people at all levels of an organization, from entry-level employ-

ees to senior executives. This might give you insightful knowledge about the organi-

zation's activities and assist you in gaining a comprehensive understanding of them. 

On the other side, it can also be difficult to be in the middle of an organization. You 

might have to balance conflicting requests from senior management and your subor-

dinates while leading a team or department. Also, you might have to deal with inter-

personal problems and office politics, which can be difficult and time-consuming. 

Manager 3: I am having many problems when being in the middle of the organization. 

My bosses urge me to work on progress almost every day. The deadline for the tasks 

is going to be due continuous. My team members give me a hundred questions related 

to everything happening in the company. My daily routine is to organize all the tasks 

to make sure they will be finished on time. Anyway, I believe that I will become more 

relaxed when I have well experience and get used to this job. Let’s keep moving for-

ward and be positive in the long-term career.   

The role of the middle manager in the organization 
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After sharing their feeling when being in the middle level of the organization, the interview-

ees mentioned both positive and negative emotions. In the next question, they were asked 

about their determination of the middle managers' role in the organization. The responses 

to this question are partly the final answer for the value of the middle manager in the com-

pany.  

Manager 1: Well. I suppose the work result of the company is impacted so much by 

the middle managers. Since their participation in the process is almost 100%, their 

effort deserves recognition. Although the team members are primarily doing the work, 

the middle manager is the one who assigned the duties to them. It’s called the dele-

gation skill of the manager.  

Manager 5: I have mentioned in the previous answers. Middle managers are the 

bridges in the organization. They are connecting the information to the people at dif-

ferent levels. They have to participate in the meeting with their bosses, receive the 

tasks, discuss and give questions about unclear things. After that, the second meeting 

is with their team. Middle managers have to deliver the information to the team and 

distribute the tasks to each member, reply to the questions from the team. Sometimes, 

they have one more meeting with the same level manager in the department.   

The idea of Managers 2, 3, 4, and 5 are in the same way regarding the impact of the middle 

managers is considered as the bridges in the company. Their contribution to connecting 

people helps the company's operation happens effectively. The tasks are managed by them 

to be completed in small pieces. Based on the delegation skill, middle managers assign 

small duties to the team and explain to people the meaning and the direction to solve the 

tasks. Meanwhile, middle managers have to outline the big picture of the tasks in their own 

minds.  

Communication with upper management 

Middle manager position requires them to build a relationship with people from all levels of 

the company. Since middle managers need to communicate with upper management and 

also the entry-level in the company, communication skills are important to the middle man-

ager. Depending on the person to whom the middle manager is talking, there are different 

factors that need to be concerned such as attitude, pronoun, age, job title, etc. The partici-

pant had questions about their feeling when communicating with their bosses.  

The author received 5 yes answers to the question: Do you feel pressure when communi-

cating with your boss? 



27 

 

Next question: How do you behave when communicating with your boss? All five interview-

ees expressed the same idea about this question. They behave calmly and formally even 

though they feel pressure when talking to their boss. However, they agreed and supposed 

that stressful feelings represent respect. This pressure can come from a variety of sources, 

including the need to demonstrate their competence and value to their superiors, the desire 

to avoid making mistakes or delivering bad news, and the fear of being perceived as weak 

or ineffective. The pressure that middle managers feel when communicating with their 

bosses is a natural part of their role. Therefore, that is not a big challenge when communi-

cating with upper management.  

Manager 2: Of course, I do feel pressure when talking with my boss. But I know that 

feeling is showing how much I respect them. So I always keep calm and formal every 

time I want to discuss a specific topic related to our work. Avoiding unnecessary jokes 

in any case, except in case I and my boss are having a small fun talk. 

Communication with followers 

In the last part of the interviews, 5 managers were asked about their behavior toward their 

followers. All responses are valued based on their practical experiences and personal opin-

ions. Communication skill is improved by learning and understanding its core factors such 

as adaptability, visibility, perception, etc. In this case, when communicating with people in 

lower positions, good middle managers know how to gain respect from their followers.  

Manager 5: Effective middle managers actively listen to their followers and seek to 

understand their perspectives. I usually ask questions, paraphrase, and summarize 

to ensure they have understood the message correctly. 

Manager 4: The most factor that makes the followers respect me is my full respect for 

them. Showing respect to my followers by treating them as valued members of the 

team. I provide constructive feedback, recognize their achievements, and show ap-

preciation for their contributions.  

Besides that, I think empathy helps people feel their thought are listened to by me. I 

am always trying to understand the emotions and feelings behind the message and 

respond with sensitivity and understanding. 

Manager 2: You know the behavior and attitude when communicating depend on the 

role of the listeners. I think adaptability is very important. Middle managers should 

adapt their communication style to suit the situations with their followers. They should 

be able to adjust their approach to suit the situation and the individual, considering 

factors such as personality, communication style, and cultural differences.  
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6 FINDINGS AND CONCLUSIONS 

6.1 Answer to Research Questions 

The objective of the thesis is to recognize how middle manager perceives their value for the 

organization and the community. To find out the answers to the main research question, 

many topics around middle managers were discussed. Firstly, the three sub-questions will 

be concluded, and the main research question will be addressed last. The findings are col-

lected and analyzed with qualitative data through interviews with reliable participants.  

What are the challenges and opportunities of middle management (middle manage-

rial work)? 

Based on the interview results, challenges and opportunities are considered to be together 

in any case. Every challenge is an opportunity.  

The challenges of middle managers are including managing people, balancing competing 

priorities, delegating tasks, driving change, managing performance, communicating with 

upper management, communicating with followers, interpersonal, and organizational skills, 

discouraging, workload, multi-tasking, relationships, and leadership skills. Following Man-

ager 2 statement: Strong communication, interpersonal, and organizational skills are es-

sential for success in this role. Communication skills based on the role of the listeners are 

the biggest challenge that middle managers must concern about. Besides that, the organi-

zational skills of the middle manager are needed to practice and develop.  

Manager 5 assumed middle manager is the best position to develop managerial skills even 

though it is a challenging position. There are plenty of advantages when being in the middle 

level of the organization. They have a chance to learn and also request support from col-

leagues at the same level and senior level. It is a comfortable situation when middle man-

agers receive comments from their superiors. And they have the chance to correct their 

shortcoming after the superiors’ comments.  

What kind of competencies are needed in middle management? 

Based on the responses of five managers, all of them agreed that communication skill is 

the most important competence of a middle manager. After that, managerial skills that are 

needed in a manager include inspiring, motivating, and guiding teams toward achieving 

goals, leadership skills, time management, task management, delegation skill, teamwork, 

decision-making, planning, problem-solving, performance management, adaptability, and 

self-management skills. They are the required abilities in a manager's job. When managers 

work with their teams, the team members and the leader is one unit. The work result of the 
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team is the responsibility of the manager. Therefore, teamwork and abilities related to team-

work are significant.  

Furthermore, middle managers need to develop these leadership competencies: strategic 

thinking, emotional management, coaching and mentoring, and long-term vision. Middle 

managers play a critical role in bridging the gap between senior leadership and front-line 

workers. They need to be multi-talented. Their leadership competencies need to be diverse 

due to the flexible situations they will face. And being adaptive in the different environment 

help middle managers be valued in the organization.  

How do middle managers perceive their role in the organization? 

Middle managers are the bridges in the organization. They connect the people, the infor-

mation, and the tasks for the fluent operation of the company. The participation of middle 

managers in the company’s work process is recognized as having a huge impact. The mid-

dle managers received a big task from the boss. After that, they split the task into small 

tasks for the team. In advance, middle managers have to give all the questions to the boss 

in order to fully understand the duty. The information will be delivered to the team members 

in clearer and simpler ways. The purpose is to keep the flow of information from the leaders 

to workers precise and easy to understand. Unless the tasks are managed by the middle 

managers, the work result of the company would be low efficiency.  

The feelings when being in the middle level of the organization are good and bad side at 

the same time. Managers 3 and 4 are feeling stressed in the middle manager position be-

cause they feel like the intermediate destination for people from different levels to come and 

ask for demand. The workload is overwhelming and upper management usually urges to 

speed up the progress. The followers request help and respond too much. And they feel 

their authority is limited by the job title. In some cases, they desire to have more power in 

their voice.  

On the other side, Manager 1 thinks the middle manager position is a big advantage for 

junior managers to learn and develop. It is a chance to acknowledge strengths and weak-

nesses. Looking for the missing competencies to fill them up.  

Managers 2 and 5 had neutral answers to the question about the feeling when being in the 

middle of the organization. This job is difficult but there are plenty of opportunities. Manager 

5 said Being in the middle of an organization can be rewarding and stressful. Middle man-

agers can view and understand the organization's entire picture as well as the details of 

how things operate. Middle managers can get the chance to communicate with people at 

all levels of an organization, from entry-level employees to senior executives. This might 
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give them insightful knowledge about the organization's activities and assist them in gaining 

a comprehensive understanding of the company. In contrast cases, middle managers might 

have to balance conflicting requests from senior management and their subordinates while 

leading a team or department. Also, they have to deal with interpersonal problems and office 

politics, which can be difficult and time-consuming. 

Main research question: How do middle managers perceive their value for the organ-

ization and the community? 

To be good middle managers, they are able to perceive and understand their value for the 

organization. Based on the qualitative data collected from the interviews, there are essential 

factors that provide the perception and perspective of experienced managers. Those factors 

are the perception of middle managers about their role in the organization, the perception 

of challenges and opportunities, and the impact of middle managers on upper management 

and their subordinates. 

The perception of middle managers about their role in the organization can be summarized 

as a critical link between senior management and lower-level employees who are respon-

sible for implementing the organization's strategies, managing resources, developing em-

ployees, and handling operational issues. 

The perception of challenges and opportunities in the middle management job helps the 

middle managers acknowledge the difficulties in this job. And also the valuable conse-

quences of the effort to consistently face the problems. There will be more opportunities 

when they believe in the long-term goal of the management career.  

The middle managers’ influence on the people in the organization is appreciated. They mo-

tivate the followers in the work and support their followers to complete the tasks. Middle 

managers manage their team toward the final goal of the team. Moreover, middle managers 

accompany the other leaders to participate in the organization’s strategy. 

6.2 Validity and Reliability 

A fundamental concept in every study is validity, which is defined as trustworthiness or 

credibility in a broad sense (Maxwell 2017). Regarding the validity of the study, all the ma-

terials are collected from the secondary data by the authors. They are public articles, books, 

and journals. So the information is valid and authentic. And they can be repeated in other 

researchers’ studies. There is extensive knowledge related to managerial skills and leader-

ship competencies in the study. 
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The author compiled a list of questions for the interviews. The interviewees are the manag-

ers who are working at companies or corporations in European Union countries. Due to the 

promised privacy between the participants and the author before the interviews, the per-

sonal identity of the participants remained anonymous. The names of the companies were 

accepted to be disclosed to raise the reliability of the research. They are listed at the begin-

ning of section 5.2. Therefore, the responses in the interviews are reliable. 

The objective of this thesis is to define answers to the research questions as well as 

subquestions. The findings and conclusions of the study are collected based on primary 

and secondary data. And the answers to the research question are conducted by using the 

qualitative method. They are proof of the reliability and validity of the thesis. 

6.3 Suggestion for Further Research 

In future research, regarding management and leadership topics, the research may en-

hance the target position in the organization such as Deputy CEO or CEO. What is the 

perspective of the leaders who operate a big system of people? The ways they perceive 

their value in the role of the core factors of the company. The study should target deep 

content insight the administrative jobs. Since the ambitious goal of many people is to pro-

mote themselves to those high-level job titles, the perception and knowledge in advance 

are extremely important to them.  

Besides that, executive leadership is also a group that is difficult to approach. Therefore, 

the studies which approach them to collect their visions and working habits are also inter-

esting topics in this field.  

In addition, the same topic of this thesis can be conducted in another area. The working 

culture in every nation or continent is different. The demand for the job is diverse as well. 

The researchers have similar ideas to this thesis may help the employment situation of their 

country improve very much.  
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7 SUMMARY 

The purpose of the thesis is to help people well understand middle managers’ jobs. The 

research questions were designed to contribute data for the objective of the thesis efficiently 

and logically. There are many findings had been found to help middle managers perceive 

their value in the organization as well as the required managerial competencies were col-

lected in the study.  

Furthermore, the theoretical framework, which formulated the content’s basement, dis-

cussed the concept of managerial work to give the reader an insightful perception of the 

value of middle managers. The thesis defined the basic and advanced factors of good mid-

dle managers in order to help them perceive the effectiveness of middle management in the 

organization. In the theoretical framework parts, the third and fourth chapters are formed by 

the compilation of secondary data regarding the challenges and opportunities of middle 

management and the needed managerial skills of a good middle manager. 

The empirical part includes the qualitative data from interviews. The author conducted in-

terviews with the participation of experienced managers. The research collected valuable 

data from the interviewees. Interviewees have more than two years of experience in man-

agement work. Interviewees received an introduction message from the author before the 

interview appointments to have an idea about the content of the interview as well as the 

preparation for the answers. The interviews occurred via Zoom (3 times), MS Team (1 time), 

and a physical meeting at Lahti City library’s private meeting room. The results of the qual-

itative data are then presented, and the findings provided answers to the research ques-

tions.  

The results of the study indicate that middle managers should understand their role in the 

organization is valuable as a critical link between senior management and lower-level em-

ployees. And middle managers influence the effectiveness and productivity of the organi-

zation by the impact on upper management and their subordinates 

In summary, the thesis has accomplished its objective by addressing all research questions.  
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Appendix 1. Introduction message to interviewees 

 

Hi, 

Thank you for your interest in the study! I am Tri Do, a final-year student at LAB University 

of Applied Sciences. I am writing this thesis about the value of the middle manager position 

in the organization. Which is focusing on European Union countries. 

The questions in the interview will be about sharing your experience and opinions on middle 

management jobs. How do you perceive your value as a middle manager while working in 

a community/ organization? 

Please note that by participating in the interview, you agree and consent to the following: 

 I understand that my participation is voluntary and that I am free to withdraw at any 

time without giving a reason.  

 I agree to take part in the study.  

 I agree to have audio recorded during the interview.  

 I agree to the use of anonymized quotes in publications. 

 I agree to disclose my company name in the study. 

 I confirm that I have read and understand the information for the above study and 

have had the opportunity to ask questions.  

Interview questions: 

 What challenges of middle management job? 

 What opportunities of middle management? 

 What managerial skills are important to a middle manager? 

 What leadership competencies are needed to be a good middle manager? 

 How do you feel when being in the middle level of the organization? 

 How do you feel about the middle manager’s role in the organization? 

 Do you feel pressure when communicating with your boss? Why?  

 How do you behave when communicating with them? 



 

 

 How do you behave when communicating with your subordinates? 

 

Looking forward to seeing you in the interview.  

 

With Kind Regards 

Tri Do



 

 

Appendix 2. All interview questions  

Interview questions: 

1. What challenges of middle management job? 

2. What opportunities of middle management? 

3. What managerial skills are important to a middle manager? 

4. What leadership competencies are needed to be a good middle manager? 

5. How do you feel when being in the middle level of the organization? 

6. How do you feel about the middle manager’s role in the organization? 

7. Do you feel pressure when communicating with your boss? Why?  

8. How do you behave when communicating with them? 

9. How do you behave when communicating with your subordinates? 
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