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Abstract 
 From a legal point of view, the delegation consists of the temporary exercise by the employee, at 

the employer's disposal, of certain jobs or tasks corresponding to his / her job duties outside his / her place 

of work. 

 From a managerial point of view, delegation means sharing projects with your team members by 

giving them the opportunity to finalize these projects effectively with minimal intervention. It is also one of 

the best known methods of efficient time management, being also an effective tool for employee motivation 

and development. 

 Delegation is therefore the process that gives employees at all levels the authority to make 

decisions as well as the responsibility for the results. The most important aspect of the delegation is that it is 

an important motivating factor because it is associated with giving confidence from the manager / 

entrepreneur. 
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1. INTRODUCTION  
 

Delegation = Responsibility + Authority + Liability for results 

 When is delegation required? When: 

 Entrepreneur's tasks are too many and complex, and the dead-line does not allow them 

to be completed on time; 

 The roles of the manager are routine, and their delegation gives him the opportunity to 

focus on the company's strategic issues; 

 The manager wants to increase the level of trust and involvement of team members, 

because delegation is a factor of maximum motivation for those who are assigned tasks. 

 When the manager decides to delegate certain activities, he must take into 

account whether: 

 The person who intends to delegate his / her activities has the ability, training and 

experience necessary to carry out the task, otherwise the delegation could have a negative 

effect, namely the demotivation of the person concerned; 

 The person wants to get involved in those activities. 
 

 

2. DELEGATION AS A MANAGEMENT METHOD 
 

 Steps to be taken in the delegation of activities: 

1. It will explain in detail the desired result. 
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2. Check whether the interlocutor understands the outcome. 

3. Track what resources are needed to carry out the activities and whether the person has 

access to them. 

4. Any contingencies and unexpected situations that may arise will be discussed. 

5. Progress will be monitored. 

6. The final result will be evaluated and credit will be given for your success. 

 One of the reasons why entrepreneurs avoided delegating from their activities and 

assuming to work a lot over their powers is that they want to avoid certain real or imagined 

risks. 

 What are the risks arising from the delegation of responsibilities: 

 Loss of authority. Many entrepreneurs feel that if they delegate some of their attributions 

they will lose the authority they have on the firm and the employees will perceive them 

differently. 

 Loss of control. Once the manager has become accustomed to agreeing to any product or 

promotional material coming out of the business, delegation is perceived as a form of loss 

of control over the firm's business. In fact, focusing on micro-management details makes 

the manager lose the very strategic dimension of the firm. 

 Delegation is the best way to change the perspective of "doing" to "driving." 

 Depending on the form of authority transmission, delegation can be: regulated 

and unregulated. 

 Regulated Delegation is recorded in a written document, circulated to all 

subordinates (managers who are tangent to delegation issues) in order to know who the 

person should address if needed. 

 Unregulated delegation is established by simple agreement, without being 

recorded in an organizational document. The lack of a written document detailing 

delegation issues, subordinate action limits, etc. may create confusion and dispersal of 

responsibility, and the system of rewards and sanctions can not be applied with the 

necessary accuracy. Due to these difficulties it is recommended to use regulated 

delegation. 

 To ensure the desired effects by applying the delegation method, it is necessary to 

observe the following rules: 

 Not to be subject to the delegation process tasks that define the authority of the 

manager or concern the development strategy of the sector to which the performer 

belongs; 

 Delegated tasks and limits of action of the executor should be clearly stated in an 

organizational document to be authenticated by the two parties; 

 The entire delegation activity will be carried out with the consent of the parties, 

ensuring a climate of mutual cooperation and trust; 

 Establishment of a system of appropriate indicators or parameters meant to 

ensure the correct evaluation of the obtained results, according to which the 

subordinate will be rewarded or sanctioned; 

 The control should be oriented on the results obtained and not on the ways to 

solve the tasks that have been delegated. 

 An important role in achieving the results achieved by practicing the method is to 

observe the following principles: the exceptions, the decisional level, the limits of the 

control and the unit of management. 

 Based on the principle of exceptions, the manager who delegated the authority 

and responsibility of an activity will only have to intervene if significant deviations occur 

and the subordinate to whom the task has delegated can not resolve them. Deviations 
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appreciated by less important manager are to be resolved by subordinate, representing the 

initiative and its results. 

The decision-making principle requires a thorough analysis of the decisions that 

may be taken by the subordinate. Within the scope of these concerns, it will also be 

necessary to analyze the information available to the subordinate. Compliance with this 

principle implies that the activities covered by the delegation are reflected by a complete 

information system, so only the subordinate can take the necessary decisions. The principle 

of control limits presupposes that it is performed only at certain key points, of carrying out 

the tasks, without a total control. According to the requirements of the principle of 

management unit, each subordinate can not have the hierarchical superiority but the one 

who has given him the delegation of authority, to whom he is responsible for his entire 

activity. In the implementation of the method, difficulties may arise from managers and 

subordinates. The difficulties of the managers are mainly related to: fear of diminishing 

their formal authority and competition over their position; the fear of limiting the 

information process on the processes and economic phenomena in their sphere of activity, 

etc. Difficulties generated by the subordinates consist of: feeling distrust in their own 

forces, fearing that they will not cope with the tasks that are the object of the delegation 

and who demand increased accountability, etc. These difficulties are of a psychological 

nature, and by overcoming them, a system of delegation of authority on hierarchical levels 

can be achieved, so that each manager can benefit from the benefits of this method. 

Delegation is a managerial activity just as important as teamwork. It is very important that 

the authority is delegated, not the responsibility. The ultimate responsibility for any task 

lies with the manager. Unfortunately, managers tend to delegate tasks of minor importance 

(repetitive tasks, gathering information, details of things, etc.) or quite technical tasks. 

 However, delegation should not be limited to this level. Since delegation also 

means a partial transfer of responsibility, there is a risk that the manager assumes. 

 An inappropriate delegation can lead to wasting time with activities that only a 

manager can solve. Let's not forget that time is money, and efficient use of time has an 

impact on planning effectiveness. If a manager does not delegate, he gets to "go 

operational": he will not have time for organizing and planning, which leads to a 

significant diminishing of his manager role. If I do not delegate, the weight of multiple 

unfulfilled requests and overdue terms will kiss me. My motto is, "Do not let time drive!" 

 The process of delegation starts from the chief executive of an organisation who 

has the total responsibility for the achievement of goals. In order to share the responsibility 

of accomplishing goals, he further delegates the work to his subordinates. 

These subordinates, finding the work assigned to them by their superior exceeds 

their “Span of Control” assign a portion of their works to their own subordinates. This 

process continues till all the tasks and activities are assigned to those who have the 

appropriate physical, psychological and professional abilities to do it. 

Delegation is the downward transfer of formal authority from one person to 

another. Superiors delegate authority to subordinates to facilitate the accomplishment of 

the assigned work. 

According to Koontz and O’Donnell, “The entire process of delegation involves 

the determination of results expected, the assignment of tasks, the delegation of 

authority for accomplishment of these tasks, and the exaction of responsibility for 

their accomplishment.” 

The following three elements are in the scheme of delegation: 
1. Assignment of duties or tasks. 

2. Delegation of authority. 

3. Accountability for performance of duties and exercise of authority. 
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1. Assignment of Duties or Tasks: 
A manager has to assign a part of his duties to others under him or her because he cannot 

himself perform all the work. So, when assigning duties he should ensure that the 

subordinates, to whom work is assigned, perform their tasks sincerely and competently. 

Even after that a manager assigns duties and tasks to his subordinates; he continues to be 

ultimately responsible for the proper performance of these duties and tasks. 

2. Delegation of Authority: 
While the duties and tasks are entrusted to the subordinates by the superior, the authority 

should be granted them to perform those duties and tasks well. It is called as “delegation of 

authority”. This delegation of authority is considered as an essential to take all actions, 

which lead to accomplish their duties successfully, and the organisational goals. 

3. Accountability for Performance of Duties and Exercise of Authority: 
The person to whom any responsibility is assigned and authority is delegated should also 

be made accountable or answerable for the proper performance of the assigned 

responsibility and for proper exercise of the delegated authority. 

The following principles that serve as guidelines for effective delegation of 

authority are given below: 

1. Functional Clarity: 
The functions to be performed, the methods of operations and the results expected must be 

clearly defined. The authority delegated must be adequate to ensure that these functions are 

well performed. 

2. Matching Authority with Responsibility: 
Generally authority and responsibility are highly interconnected. So, authority should be 

delegated as to be equal to responsibility, consigned to the worker. Authority should be 

adequate and should not only match the duties to be performed but also the personal 

capabilities of the subordinate. 

3. Unity of Command: 
The “Unity of Command” means a subordinate should be commanded by one superior 

only. In this connection a subordinate should be assigned duties and delegated authority by 

only one superior and he should be accountable for the performance of the assigned duties 

and exercise of the delegated authority. 

In other words, a subordinate should be responsible to only one superior who is delegating 

the authority to the subordinate. 

4. Principle of Communication: 
A misunderstood responsibility can be very dangerous. A general authority can be easily 

misused. Accordingly, both the responsibility and authority must be clearly specified, 

openly communication must be continuously kept open for issuing directions as well as for 

receiving feedback. 

5. Responsibility not Delegatable: 
Authority can be delegated, but responsibility cannot be delegated. A manager cannot turn 

a blind eye to how the assigned duties are performed, and how the delegated authority is 

exercised. The ultimate responsibility for the performance of duties and exercise of 

delegated authority remains with him. 

6. Limits to Authority to be Well Defined: 
A manager cannot properly delegate authority unless he fully knows what his own 

authority is. To avoid confusion in this respect, there should be written manuals and orders 

to indicate the limits of authority and area of operations of each manager. 

7. Principle of Management by Exception: 
Management should delegate the authority and responsibility for routing operations and 

decision making to subordinates, but must retain such tasks for themselves for which they 
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alone are uniquely qualified. On the other hand, the subordinates must make decisions and 

take actions wherever they can and should only refer matters of such nature to their 

superiors, which are unique, and outside their domain of authority. 

This practice saves valuable time of top management, which can be utilised, for 

more important policy matters. Also by trying to solve most of the problems by 

themselves, the subordinates prepare themselves for higher challenges and responsibilities. 

Process of Delegation: 

The step, which is followed when delegating authority, is the process of delegation. 

Normally four steps are used in the process of delegation. It can be shown in the form of 

diagram. 

 
 

The following are the advantages of delegation: 

1. It Helps for Effective Functioning: 
Delegation helps the executive to apportion that part of his work to his subordinates. So 

that he can devote his time to more important areas of his duties like leadership, 

organisation planning and coordination. 

2. It Results in Quick Decisions: 
The process of delegation makes it possible to push decision. Making to the lowest level 

where information, competence and willingness to make decisions are available. Decisions 

can be made right away at or near the centre of operations as soon as a deviation occurs or 

the situation demands. 

3. Reduction in Managerial Load: 
Delegation relieves the manager of the need to attend to minor or routine types of duties. 

Thus, he is enabled to devote greater attention and effort towards broader and more 

important responsibilities. 

4. It leads for Specialised Service: 
Since the work is assigned to the persons who have specialised knowledge and expertise, it 

helps for specialised services. For example, sales may be delegated to the sales manager, 

marketing-to-marketing manager, finance-to-finance manager. 

5. Delegation is a Motivational Factors: 
Delegation may also be used as a device to motivate the subordinate. Subordinates usually 

respond to delegated authority with favourable attitude. They become more responsible 

and more dedicated to their work and they feel proud of being given such authority and 

responsibility, this in turn boosts their morale. 

6. Aid to Employee Developments: 
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Delegation ensures the employees in the organisation to develop their capabilities to 

undertake new and more challenging jobs and also it promotes job satisfaction. 

7. It can be a Training Ground for Executive Ability: 
Subordinates, when given control over the problems they face are able to analyse the 

situation and make decisions accordingly. This continuous involvement prepares them for 

problem solving process when they reach a higher executive level. This process will also 

screen out those from the executive level who have proved to be less successful in 

handling problems at the lower level. 

Disadvantages of Delegation: 

1. Central management is far removed from the actual operations where the decisions are 

made so that it becomes difficult to pinpoint major problems when they occur because 

decisions are made by many subordinates. 

2. The second problem may lie in the area of coordination. If coordination among these 

many subordinates is not adequate, then confusion may result and it may become difficult 

to exercise control over procedures and policies. 

3. It may be difficult to perfectly match the task with the capability of the subordinate. 
 

CONCLUSIONS 
 

 As I have already said, when transferring a task, I not only transfer the activity 

itself but also a part of the assumed responsibility, that is, I entrust the authority necessary 

for its realization in a correct and complete manner. Here I can recall the three basic 

methods of delegating activities in any type of organization: incremental, sequential and 

functional. 

 Most managers have realized that it is not enough to solve a task so that it can be 

done well and in a timely manner. That is why managers sometimes refuse to delegate. I 

think some of them fear the loss of control; I am afraid that employees will reject 

delegation; think that delegation is time-consuming or not trust enough employees to 

delegate; fear that delegation will be considered a sign of weakness or inability to control 

due to failed previous delegations. Many managers are opposed to delegation because they 

create a sense of insecurity. 
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