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CHAPTER I 

INTRODUCTION 

Background of the Study 

Employee performance is the crucial determinant to gain the competitive advantage in an 

organization. Those employees who are committed to the organization can help to achieve the 

organizational objectives through higher productivity and lower employee turnover (Al-Jammal, 

Al- Khasawpeh & Hamadat, 2015). As the organization has changed into the complex structure, it 

is essential for the manager to delegate authority to its employees in order to cope up with the 

changing scenario. The age demands the changes due to the growth in business and the value of 

the human beings. Traditionally the concept of delegation of authority arises in order to decrease 

the workload of the managers but recently the authority is delegated to motivate the employees. 

Several researches have been done which reveals the reason for the delegation of authority. 

According to (Muir, 1995), if the employees are accountable to answer on the task they have done, 

they will carry out the task efficiently without any error. Employees are empowered if they are 

responsible for their work, they will get empowered (Bass, 1990; Wagner, 1994; Konczack, 2000). 

On the level of manager, delegation of authority helps to decrease the burden, increase the 

cooperation with the employees and gives a time to focus on the top-level activities. On the level 

of employees, delegation helps to increase empowerment, leadership, increase confidence and 

motivation. Application of delegation of authority will help employee effectiveness to be 

enhanced, managers will be able to maintain their job position and preserve the process of 

facilitating business affairs, employees’ loyalty, and achieving performance efficiency (Al- 

Jammal et al, (2015), Kombo. Obonyo, & Oloko (2014) Kiiza & Picho (2014). 

 

Responsibility delegation indicates that high- or mid-level managers will share, assign or transfer 

the responsibility to employees (Hempel et al., 2012). Delegation of authority is inevitable 

irrespective of the private or the public organization because the size and the nature of the 

organization are increasing and there has been the expansion of the organizations in the different 

geographical zones. Managers who choose to do everything hamper their own productivity; limit 

their employee performance and any contribution they do make as managers is often accompanied 

by frustration and excessive personal effort (Koontz et al, 1983). As the delegation of authority 
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comes under the modern trend of the management, employees can impose their functional right 

and can enhance their professional efficiency and effectiveness.  

 

Statement of the problem 

If the authority is not delegated, the decision made by the superior might not address the concerns 

of the employees. Though the several researches have been done on the delegation of authority 

there is still paucity on how the delegation influences the job performance. We cannot neglect the 

fact that the lack of delegation of authority impacts the time and effort of the employees as well as 

the customers. 

The appearances of the concentration of control within the hands of a restricted number of senior 

supervisors leads to the event of bottlenecks in commerce administration and disturbs the interface 

of the recipients of the exercises of organizations or companies and contrarily influences the 

assurance of subordinates. As a result of this control of control by senior supervisors and the need 

of appointment of specialist to qualified subordinates, the organization's issues amass and the pace 

of work gets to be stagnant due to the disappointment to address the issues in a convenient way. 

In truth, the issue of the concentration of control within the hands of a little number of senior 

directors and officials is one of the most issues within the Nepal. 

 

In the context of Nepal’s public enterprises there is little known about the effect of delegation of 

authority in the performance of the employees. Thus, this study is necessary as it provides 

theoretical as well as practical platform to improve the employee performance through the 

delegation of authority of public enterprises.  

Hypothesis 

H1: There is a significant relationship between delegation of authority and performance 

efficiency 

H2: There is a significant relationship between delegation of authority and performance 

effectiveness 

H3: There is a significant relationship between delegation of authority and performance 

empowerment 
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Objectives of the Study 

The major objective of the study is to find out whether the delegation of authority has effect on the 

performance of employees or not. The specific objectives of the study are: 

1. To identify the contribution of delegation of authority on the employees’ efficiency. 

2. To examine the contribution of delegation of authority on the employees’ effectiveness. 

3. To identify the contribution of delegation of authority on employees’ empowerment. 

Rationale 

In the bureaucratic structure of the organizations of Nepal the power is vested in the center. Hence, 

the main purpose of the research will be clarifying the importance of the delegation of authority 

and how it contributes towards the efficiency and effectiveness of the employees. Delegation 

reflects positive return on the performance of employees which helps to create alternative 

leadership and trust between the superior and subordinates. The rationale of this study can be 

enlisted as under: 

1. It helps to identify the contribution of delegation of authority on employees’ efficiency 

2. It helps to determine the contribution of delegation of authority on employees’ 

effectiveness 

3. It helps to determine the contribution of delegation of authority on employees’ 

empowerment 

4. It helps to find out the gap between the theoretical and practical practices of the delegation 

Limitation 

The limitations of the study are: 

1. The study is limited to the efficiency, effectiveness and empowerment to measure the 

employees’ performance. 

2. The sample is taken from just four public enterprises. 

3. The reliability of the study is based on the opinion and the response only. 

Organization of the Study 

The overall study is organized into five chapters. Chapter one deals with the introduction part 

of this study. It contains the general background, statement of the problem, objectives of the 

study, limitation of the study and the organization of the study.  

The chapter two presents literature review which deals with the review of empirical studies 
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made on contribution of delegation of authority on the performance and the conceptual 

framework of the study. The review presented includes the definitions, related theories, different 

perspectives proposed by various scholars, along with the findings of previous research 

investigations. 

Chapter three discusses methodological approach employed in this study. Particularly it 

focuses on research design, nature and sources of the data, sample selection on which most of 

the analysis are conducted and method of analysis. 

The fourth chapter deals with the results of analyses using various statistical tools in order to 

provide answers to research questions that underpin the current research study.   

And lastly the chapter five consists of summary and conclusion of the study. A reference list 

and appendices follow chapter five.  
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CHAPTER II 

REVIEW OF LITERATURE 

Theoretical Framework 

Delegation is a process that involves assigning important tasks to subordinates, giving subordinates 

responsibility for decisions formally made by the manager, and increasing the amount of work-

related discretion allowed to subordinates, including the authority to make decisions without 

seeking prior approval from the manager (Hernandez, 2012; Yukl & Fu, 1999).  Delegation occurs 

when the manager gives an individual the authority and responsibility for making a decision of 

certain activities, where prior approval may not be required before the decision can be 

implemented (Yukl, 1998; Bass, 1990; Jha, 2004). 

 

Delegation is recognized as an indispensable component of efficient management (Joiner and 

Leveson, 2015). The purpose of delegation is to increase organizational performance (Venton, 

1997). According to (Sev, 2017), when a boss assigns the duty to employees in officialdoms, three 

main issues are understood; there occurs transfer of accountability, allocation of power and 

formation of accountability. Likewise, the study of (Morakel, Monobe and Mbulawa 2012), talks 

about responsibility, authority and accountability. They are of the view that delegation means 

assigning authority and responsibility to the people and hold them accountable for the desired 

outcomes. 

 

Authority can be defined as acquired right in issuing commands in which job grants for the 

employees (ALaqi, 1996). It was also defined as the right granting to an employee enabling him 

for directing the others and issuing rules and obligations that must be followed (Makawi, 1995). 

Al-Jammal et al, (2015); Fleith & Abd AL-Majeed, (2005) is of the view that authorization is the 

process in which subordinates are commissioned by the manager to perform speciic work in a way 

that it will not pose a risk to the organization. (Makawi, 2005) deined authorization as granting of 

right to an employee to enabling the employee to direct and control others and make rules and 

obligation that must be followed by others. Delegation of authority is a mechanism that builds and 

nourishes superior-subordinate relationships (Joiner, Bakalis & Choy, 2016). 
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(AL-Matouh, 2003) studied the role of the power of delegation of authority for achieving the goal 

of an organization. From the study it was concluded that delegation increases the morale of 

employees and helps to develop leadership and ability of them to manage the organizational 

activities. (Yukl, 1998) asserts that delegation of authority is one of the tool of organizational 

effectiveness which involves the assigning of important tasks to subordinates and giving them 

authority related to decisions if it is firstly approved by the managers, or even without any 

approval. (Leana,1987) concluded that managers are willing to delegate more authority to their 

employees only when they are under a greater workload and they need additional support and the 

organizational decisions are unimportant. 

 

(Conger and Kanungo, 1988) criticized the literature which described empowerment as authority 

delegation (Lee and Koh, 2001) and investigated the answers to questions such as “Are 

subordinates automatically empowered when authority is shared?” According to (Conger and 

Kanungo, 1998), if individuals feel the power, the need for power will be met. 

 

The study of (Joiner and Leveson, 2015) assert that delegation causes a major influence on the 

work gratification and job routine of the employees. Accordingly to (Bjornskov and Gur, 2017) 

are of the opinion that delegation increases productivity and job satisfaction. (Venton, 1997) says 

that delegation accountability and authority are enforced in an organization to augment the 

performance of the employees. Delegation of authority is a double-edged weapon because on one 

hand delegation it exposes the shortcomings and abilities of subordinates; on the other hand, it 

provides an opportunity to subordinates to showcase their talent.  

 

The study "Delegation of Responsibilities and Decision-Making Authority in Low Trust 

Countries" was carried out in 2017 by Andrei and Johanna. This report looked at delegation in a 

nation with low levels of trust. Since the goal of the study is to discover and comprehend the types 

of decisions managers make in low-trust countries, qualitative research is employed. Previous 

research on this topic was quantitative in nature and provided no precise details about what 

decisions are and are not delegated. Semi-structured interviews are the qualitative data collection 

method utilized. The bottom line is that in a low-income nation, tasks and responsibilities are 

primarily assigned but decision-making authority is relatively minimal.  
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Joseph (2017) did a study entitled:" Effective Delegation of Authority as a Strategy for Task 

Accomplishment and Performance Enhanced in Business Organization – an empirical Survey of 

Flour Mills of Nigeria plc, Lagos- Nigeria". The purpose of this study was to ascertain the effects 

of efficient delegation of authority as a tactic for task completion and performance improvement 

in business organizations. The study's population consisted of 2920 employees of Nigeria plc's 

flour mills in Lagos, Nigeria, as of 2016. 352 employees make up the study's sample size. The 

Flour Milles of Nigeria plc will improve high performance output if the concepts of delegation are 

properly used, according to the preliminary findings. The results of the second study showed that 

impediments and hurdles to delegation, if they are not properly managed, have a detrimental effect 

on performance output. The primary appropriate recommendations state that tasks should only be 

assigned to qualified subordinates in order to ensure a high-quality decision-making process. This 

means that Flour Mills of Nigeria plc must make an effort to train her subordinates' employees to 

carry out assigned tasks in a competent manner. 

 

The goal of Naji's study from 2005 was to look into how senior education administrators in Jordan's 

Ministry of Education assign authority to their subordinates and how this practice relates to 

effective managerial decision-making. The study's population comprised 576 education 

administrators working in the education directorates during the 2002–2003 academic year and 193 

education administrators at the Ministry of Education headquarters. Two hundred and nineteen 

administrators from the Ministry of Education's associated directorates and one hundred eighty-

eight administrators from the ministry's headquarters made up the random sample. The study's 

findings indicated that educators understood the advantages of authority delegation to a high 

degree and actively practiced doing so when giving their subordinates responsibility. The results 

also showed that the level of the efficiency of managerial decision-making was high. Results also 

revealed that there is a positive relationship of statistical significance between the understanding 

of administrators to delegate authority and their practices, and the efficient managerial decision-

making. Muneer Jaradat, et al. (2012) investigated the availability of accountability and 

responsibility in industrial companies in Aqaba City in Jordan. Findings of the study showed that 

most industrial companies in Aqaba have various delegations of authority centers where the 
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performance of every center is supervised by a senior staff member assigned with the task of 

supervision and ensuring quality assurance (25-26). 

 

(Musenze, Thomas and Lubega, 2014), state that assigning responsibility is an essential part of the 

delegation. When managers assign responsibility to subordinates, they essentially trust their 

employees and provide them with the opportunity to develop skills and prove their worth within 

the organization. (Kennedy and Keino, 2017) are of the view that delegation of responsibility to 

employees in organizations relieves managers from work stress. According to (Yukl, 2014), 

delegation means giving the new responsibilities to employees, and assigning extra authority to 

them perform satisfactorily. Study of (Njine, Nzulwa, Kamaara and Ombui, 2017) confirm that 

delegation of responsibilities and job performance are positively and significantly related. The 

study of (Mbunde, 2018) statistically proves that there is a considerable influence of the delegation 

of responsibility on the performance and job satisfaction of the subordinates. 

 

(Akhtar and Iqbal, 2017) define job performance means achieving more with fewer assets, making 

more than you have. (Joiner and Leveson, 2015) empirically prove that there exists an association 

between delegation and job performance. Study of (Ahmad, Iqbal, Javed and Hamad, 2014) assert 

that there exists strong association among job presentation and job gratification. Likewise (Al-

Jamal and Al-Khasawneh, 2015) statically show that there is stout and substantial association amid 

delegation of power and work presentation. Revision of (Obi, Okpara, and Lugard, 2018) say that 

allocation of power reasons great presentation of the staffs. (Latif, Ahmed, Qasim, Mushtaq, 

Ferdoos, and Naeem, 2013) empirically prove that job performance plays a crucial part in 

organizational growth. 

 

(Al-Jamal and Al-Khasawneh, 2015) statically prove that there exists a positive and considerable 

association between a delegation of authority and job performance. Further, that there is a 

constructive and considerable association among a delegation of authority and job concert and job 

satisfaction. The study of (Kennedy and Keino, 2017) shows that delegation of authority is also 

one of the ways to enhance organizational performance. (Venton, 1997) says that delegation 

accountability and authority are used in an organization so that the performance of the employees 

may be improved. (Bernard and Umar, 2014), state that power and authority may be judicially 
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exercised as they become instrumental to organizational goals. The study of (Noureen, Iqbal, 

Awan, and Azher, 2017) reasserts the claim of the other researchers that workplace empowerment 

is related to job satisfaction. 

Study Framework 

 

  

Independent Variable 

• Delegation of Authority 

Dependent Variable 

• Performance 

➢ Effectiveness 

➢ Efficiency 

➢ Empowerment 
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CHAPTER III 

RESEARCH METHODOLOGY 
Research methodology consists of overall design associated with a study. It provides a basic 

framework on which the study is based. Before presenting the analysis and interpretation of 

data, it is necessary that research methodology be described first. In the absence of 

methodology, it is likely that the conclusions drawn may be misunderstood.  This chapter, 

thus, deals with methodology used in this study. 

Research Design 

This study employed descriptive and causal comparative research design to deal with fundamental 

issues associated with delegation of authority and its contribution on performance of employees. 

The descriptive research design has been adopted for fact finding and search adequate information 

about delegation of authority and its contribution on performance of employees. The causal 

comparative research design has been used in order to observe the direction and magnitudes of 

dependent and independent variables.  

Nature and Sources of Data 

This study employed primary data. Primary data were collected through the structured 

questionnaire from the employees of sampled organizations. The questionnaires were 

distributed to employees through Google form via email in order to reach out to the larger pool 

of respondents. 

Population and Sample 

The population of this study comprises public financial institutions of Nepal. The sampled 

institutions are Rastriya Banijya Bank, Rastriya Jeevan Beema Sansthan, Employee Provident 

Fund and Securities Board of Nepal. The respondents for the study employees from these 

institutions. This study has adopted convenience sampling techniques which are one of the 

common non probability sampling techniques. The total population of the sampled institution is 

around 735. The sample size is 155 with 95% confidence level. 
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Selection of Sample 

Cooper & Schindler (2003) described the sampling frame as a list of all population units from 

which the sample is selected. The respondents are selected from employees working in the 

sample organizations from Class III officer to Class I officer and above on convenience basis. 

The larger sample size is, the more representative it can be; thus, the more reliable result is 

(Saunders et al., 2009, p.219). Nevertheless, the sample size depends on researchers’ available 

resources including time, finance and human (Saunders et al., 2009, p.212). The sample size 

used in this study was determined by following the Roscoe (1975) who suggested the sample size 

of minimum of 100 for quantitative is acceptable. Thus, this study determined the sample size of 

153 which is considered to be sufficient for quantitative analysis. 

Instruments 

Online survey was carried out to gather data on various issues under study from the employees 

of sampled public financial institutions. The main tool for data collection in this study was a 

structured close-ended questionnaire. Previous studies (Al-Helou 2010; Muhanna, 2006 and 

Rumman, M. A. A., & Alzeyadat, A. A, 2019) were use to design the items of questionnaire. 

The five-point Likert Scale was used to respond to the items of the questionnaire whereby the 

rating ranged from (5) which means (strongly agree) to (1), which means (strongly disagree). 

The questionnaire consists of personal information, delegation of authority and the 

contribution on return on employee’s performance.  

First section of the questionnaire comprises of demographic information of the respondents 

(9 items). Second section required respondents to provide their response on delegation of 

authority (8 items), performance efficiency (6 items), performance effectiveness (8 items) and 

performance empowerment (6 items).  

Data Collection Method 

This study has used a questionnaire survey method to collect data. Google Survey Form was used 

to distribute the questionnaire to the respondents. The link of Google survey form was sent to 

respondents using email. In the survey form, cover letter affixed to the questionnaire, explaining 

the nature of the study, as well as assuring respondents of the confidentiality of any information 

provided was included.  The survey was conducted from 2080/10/29 To 2080/11/25. 
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Method of Analysis 

The study aims at analyzing contribution of delegation of authority on performance of 

employees. The study used the statistical tools and techniques for the study.  

After the collection of data using Google Survey Form, the data were extracted from the excel 

sheet. The data were first examined and all the outliers were excluded from the data set. The data 

were then categorized, tabulated and coded to address the research objectives and the research 

questions using Ms excel. Descriptive statistics were computed to summarize, organize and 

simplify the data. The descriptive statistics for this study include the mean and standard deviation. 

Apart from the descriptive statistics, correlation and regression analysis were used. The 

collected data were statistically analyzed using Statistical Package for the Social Sciences 

Software-20 (SPSS) and Microsoft Excel.  
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CHAPTER IV 

RESULTS AND DISCUSSION 
 

This chapter presents the analysis of data to deal with the various issues on subject matter 

under study. Descriptive analysis, correlation analysis and regression analysis are carried out in 

order to analyze the relationship among dependent and independent variables.  

Demographic Characteristics of the Respondents 

Descriptive statistics presents the demographics characteristics of respondents and their responses. 

It provides the basic information of nature of data collected and used for analysis. The 

demographics characteristics section of the questionnaire consists of 5 items statement about the 

respondents. They are gender, age, education, working experience and level.  

The table 1 represents the demographics characteristics of the respondents. The table shows that 

there were 153 respondents in which 72.5 percent were male respondents and 27.5 percent were 

female respondents. This shows that majority of the respondents were male. 

The second part of table shows that 43.1 percent respondents were of the age from 26-35, 34 

percent were between the age of 26-45, 18.3 percent were between and 46-55 and 4.6 percent of 

respondents were 55 above. 
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Demographic variables 

Table 1 

 

Descriptive Statistics of Variable under Study 

Delegation of Authority 
 

Table 2 shows the descriptive statistics of delegation of authority. The table shows that there 

are 8 items measuring of delegation of authority. The items have a mean value ranging from 

3.52 to 3.80. 

The table reveals that the highest mean value of 3.80 (Manager make sure of the ability of 

subordinate before delegating) while the lowest is 3.52 (Manager trains subordinate to perform the 

delegated task before starting work). The average mean score obtained for delegation of authority 

is 3.67 with standard deviation 1.03 which indicates that respondents have agreed that delegation 

of authority have impact on employee’s performance. The mean score of 8 items are above 3.50 

indicating high impact in performance of employee.  

 

Demographic Variables Categories Frequency Percentage 

Gender Male 111 72.5 

Female 42 27.5 

Age 26-35 66 43.1 

36-45 52 34.0 

46-55 28 18.3 

55 above 7 4.6 

Education Masters Level 145 94.7 

Master above 8 5.2 

Years of experience Less than 5 39 25.5 

5-10 years 45 29.4 

10-20 years 50 32.7 

20 above 19 12.4 
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Descriptive statistics: Delegation of Authority 

Table 2 

   

  

N Mean Std. 

Dev. 

Mini Max 

Valid Miss

ing 

DA1 Powers are delegated to 
subordinates in conformity with 
their capabilities 

153 0 3.6013 1.02174 1 5 

DA2 

Manager gives the subordinate 

freedom to perform the task assigned 

to him 

153 0 3.6471 1.01612 1 5 

DA3 

Manager trains subordinate to 

perform the delegated task before 

starting work 

153 0 3.5294 1.08251 1 5 

DA4 

Manager allows a subordinate to 

exercise initiative and innovation in 

the completion of tasks delegated to 

him 

153 0 3.6275 1.05058 1 5 

DA5 

Manager specifies the expected 

objectives and results for the 

subordinate delegated with powers 

153 0 3.6275 0.97253 1 5 

DA6 

Manager clarifies the limits of the 

powers delegated to a subordinate 
153 0 3.8627 0.93934 1 5 

DA7 

Manager takes responsibilities of the 

work assigned to subordinate 
153 0 3.6797 1.12772 1 5 

DA8 

Manager make sure of the ability of 

subordinate before delegating 
153 0 3.8039 1.03275 1 5 

 

Performance Efficiency 
 

Table 3 shows the descriptive statistics of performance efficiency. The table shows that there 

are 6 items measuring of performance efficiency. The items have a mean value ranging from 

3.92 to 4.13. 

The table reveals that the highest mean value of 4.13 (Delegation accelerates decision making process) 

while the lowest is 3.92 (Delegated time can ideally be invested in achievement process of 

organization.). The average mean score obtained for performance efficiency is 4.01 with standard 

deviation 0.79 which indicates that respondents have agreed that performance efficiency is 
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impacted by delegation of authority. The mean score of 4 items are above 4 and 3 items are above 

3.90 indicating high impact in performance efficiency.  

Descriptive statistics: Performance Efficiency 

Table 3 

   

  

N Mean Std. 

Dev. 

Mini Max 

Valid Miss

ing 

PE1 Delegation increases level of positive 

relations among different jobs 
153 0 4.0065 0.77372 1 5 

PE2 

Delegation upgrades level of job 

performance. 
153 0 4 0.8507 1 5 

PE3 

Delegated time can ideally be 

invested in achievement process of 

organization. 

153 0 3.9281 0.7531 2 5 

PE4 

Delegation instills loyalty and 

belonging to the organization 
153 0 3.9673 0.78152 1 5 

PE5 

Delegation accelerates decision 

making process. 
153 0 4.1373 0.77848 1 5 

PE6 

Delegation creates principle of 

entrepreneurship in employee’s 

performance. 

153 0 4.0261 0.81068 1 5 

 

Performance Effectiveness 
 

Table 4 shows the descriptive statistics of performance effectiveness. The table shows that 

there are 8 items measuring of performance efficiency. The items have a mean value ranging 

from 3.64 to 4.06. 

The table reveals that the highest mean value of 4.06 (Delegation increases degree of effort and 

interest in achieving the objectives at the organization) while the lowest is 3.64 (Delegation makes me 

accept overtime positively). The average mean score obtained for performance effectiveness is 3.94 

with standard deviation 0.85 which indicates that respondents have agreed that performance 

effectiveness is impacted by delegation of authority. The mean score of 3 items are above 4 and 5 

items are above 3.60 indicating high impact in performance effectiveness.  
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Descriptive statistics: Performance Effectiveness 

Table 4 

   

  

N Mean Std. 

Dev. 

Mini Max 

Valid Miss

ing 

PEF1 Delegation makes me accept 

overtime positively. 
153 0 3.6405 0.88566 1 5 

PEF2 

Delegation raises amount of work 

achieved. 
153 0 3.9608 0.82623 1 5 

PEF3 

Delegation gives me a chance to 

adopt with different conditions at 

organization. 

153 0 4 0.77799 1 5 

PEF4 

Delegation makes me aware all the 

time of work. 
153 0 3.9804 0.88459 1 5 

PEF5 

Delegation improves the perspective 

from employer to employee. 
153 0 3.9542 0.77238 1 5 

PEF6 

Delegation helps me to achieve my 

work in limited time. 
153 0 3.902 0.88678 1 5 

PEF7 

Delegation gives me a chance to 

depend on myself in achieving work. 
153 0 4.0196 0.94222 1 5 

PEF8 

Delegation increases degree of effort 

and interest in achieving the 

objectives at the organization. 

153 0 4.0654 0.84817 1 5 

 

Performance Empowerment 
 

Table 5 shows the descriptive statistics of performance empowerment. The table shows that 

there are 6 items measuring of performance empowerment. The items have a mean value 

ranging from 4.00 to 4.16. 

The table reveals that the highest mean value of 4.16 (Delegation reduces the level of centralism 

in decision-taking) while the lowest is 4.00 (Delegation strengthens self-confidence of 

subordinate’s level). The average mean score obtained for performance effectiveness is 4.06 with 

standard deviation 0.77 which indicates that respondents have agreed that performance 

empowerment is impacted by delegation of authority. The mean score of 6 items are above 4 

indicating high impact in performance empowerment.  
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Descriptive statistics: Performance Empowerment 

Table 5 

   

  

N Mean Std. 

Dev. 

Mini Max 

Valid Miss

ing 

PE1 Delegation increases initiative to 

prove oneself and excellence in 

performance 

153 0 4.0196 0.8068 1 5 

PE2 

Delegation strengthens self-

confidence of subordinate’s level. 
153 0 4.0065 0.78218 1 5 

PE3 

Delegation increases degree of 

satisfaction on job needs. 
153 0 4.0131 0.79461 1 5 

PE4 

Delegation leads to building 

institutional work within the 

organization 

153 0 4.0915 0.72873 1 5 

PE5 

Delegation leads to offer 

opportunities of discover creative and 

effective managerial leads 

153 0 4.1176 0.73396 1 5 

PE6 

Delegation reduces the level of 

centralism in decision-taking 
153 0 4.1699 0.80941 1 5 

 

Correlation Analysis 

The correlation analysis of the dependent and independent variables has been calculated. The 

correlation analysis between the dependent variable; performance efficiency, performance 

effectiveness and performance empowerment and independent variables delegation of authority 

has been carried out to show the degree and direction of relationships among the variables. A strong 

correlation shows high explanatory power of the independent variable. 

The table 6 reveals correlation coefficient among independent variable (Delegation of Authority), 

dependent variable (performance efficiency, performance effectiveness and performance 

empowerment). The table shows that performance efficiency is significantly and positively 

impacted by delegation of authority (r = .0.466,  p< .01). Performance effectiveness is also 

significantly and positively impacted by delegation of authority (r = .579,  p< .01). likewise 

Positive and significant relationship is also found between performance empowerment and 

delegation of authority (r = .535,  p< .01). Since the correlation value of each dependent variables 

is less than .6 we can conclude that it is moderately correlated. The table also shows that all the 
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dependent variable i.e. performance efficiency, performance effectiveness and performance 

empowerment have positive and significant relationship with each other. 

Table 6 

Variables PE PEF PEM DA 

PE 

P-value 

1    

PEF 

P-value 

0.769** 

0.000 

1   

PEM 

P-value 

0.806** 

0.000 

0.840** 

0.000 

1  

DA 

P-value 

0.466** 

0.000 

0.579** 

0.000 

0.535** 

0.000 

1 

 

Regression Analysis 

Regression analysis has been conducted to identify the strength of relationships between variables 

under the study. 

The model summary of regression result is presented in table 7. R-Square is the proportion of 

variance in the performance efficiency, effectiveness and empowerment which can be predicted 

from the independent variables that is Delegation of Authority. It indicates the proportion of 

variance in the performance efficiency, effectiveness and empowerment is predictable from the 

delegation of authority, adjusted for the number of predictors. The table shows that R square of 

0.212, .330 and .282. With the beta coefficients we can observe that for every unit change in 

delegation of authority there is an increase of 0.466, 0.579 and 0.535 performance respectively. It 

indicates the strength and direction of relationship between the dependent and independent 

variables, standardized for comparison.  

Table 7 

Factor Adjusted 

R Square 

Unstandardized 

Coefficient 

Standardized 

Coefficient 

Beta 

Sig 

B Std. Error 

Performance Efficiency .212 .356 .055 .466 0.00 

Performance Effectiveness .330 .478 .055 .579 0.00 

Performance Empowerment .282 .412 .053 .535 0.00 

Independent Variable: Delegation of Authority 
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CHAPTER V 

CONCLUSION AND DISCUSSION 
This section is the final part of the study and includes conclusion and discussion of the study. The 

research data, results obtained, their interpretations and findings have led to this section of the 

report. It draws inferences and conclusion from the findings.  

Summary and Conclusion 

Employees are foundation of an organization as they contribute to the formation of company’s 

reputation and image (Ageeva, Melewar, Foroudi, Dennis & Jin, 2018; Del -Castillo-Fieto, Blanco 

-González & González-Vázquez, 2019). Hence, interaction of employees by maintaining the 

organization’s image pushes the organization to achieve its goals and objectives which proves the 

performance of an employee.  

Delegation of authority plays a big role for impacting the performance of employees. To 

understand and provide an appropriate explanation for the delegation of authority, this study was 

carried out to examine the contribution of delegation of authority on the performance of employees 

of public financial institutions. Literature of various scholars was reviewed to know about their 

research relating to this topic and to find out the research gap. 

In this study the performance of employees was measured through performance efficiency, 

performance effectiveness and performance empowerment. This study employed descriptive and 

causal comparative research design to deal with fundamental issues associated with delegation of 

authority and employee’s performance. This study employed primary data. Primary data were 

collected through the structured questionnaire and the Google form was used to collect the 

response and reach out to the employees of the sampled organizations. The questionnaire was 

divided into 2 parts: personal information and the questions of performance efficiency, 

effectiveness, empowerment and delegation of authority. The 5-point Likert scales were used 

to assess the degrees of employee’s agreement with the impact of delegation of authority on 

performance. 153 responses were collected from the respondents. Apart from the descriptive 

statistics, correlation and regression analysis were used. The correlation analysis was carried 

out to investigate the interrelationship between the variables under the study.  
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The collected data were statistically analyzed using Statistical Package for the Social Sciences 

Software-20 (SPSS). Through the calculation and analysis of the data it was found that there 

is contribution of delegation authority on the performance efficiency, performance 

effectiveness and performance empowerment of employees. 

Discussion 

The contribution of Delegation of Authority in performance of employees of public financial 

institutions was studied with the use of correlation and regression analysis between the various 

determinants of performance (performance efficiency, performance effectiveness and performance 

empowerment) and delegation of authority. From the analysis we concluded that there is significant 

relationship between the delegation of authority and performance efficiency, performance 

effectiveness and performance empowerment. In comparison to the 3 dependent variables, the 

result shows that the delegation of authority have more contribution on the performance 

effectiveness than the performance efficiency and performance empowerment.  

The findings of our study relate to the study of (Joiner and Leveson, 2015) which says that 

delegation causes a major influence on the work gratification and job routine of the employees. 

(Venton, 1997) says that delegation accountability and authority are enforced in an organization to 

augment the performance of the employees. Delegation of authority is a double-edged weapon 

because on one hand delegation it exposes the shortcomings and abilities of subordinates; on the 

other hand, it provides an opportunity to subordinates to showcase their talent.    

The literature of (Muneer Jaradat, et al. 2012) supports our research as the findings of the study 

showed that most industrial companies in Aqaba have various delegations of authority centers 

where the performance of every center is supervised by a senior staff member assigned with the 

task of supervision and ensuring quality assurance. (Al-Jamal and Al-Khasawneh, 2015) statically 

prove that there exists a positive and considerable association between a delegation of authority 

and job performance. Further, that there is a constructive and considerable association among a 

delegation of authority and job concert and job satisfaction. 

Delegation of Authority not only increases the level of motivation of employees but also helps to 

achieve the positive return for both employees and organization. The result of positive relationship 

between the dependent and independent variable shows that the in order to increase the 



22 
 

performance of the public financial institutions of Nepal, it is essential to delegate certain level of 

authority to the employees. Even though this research is carried out on the sampled public financial 

institutions, this research can be important to other institutions too in order to know the impact of 

delegation on the performance of employees.  

This study recommends that the further research can be done by analyzing the different financial 

measures that helps to know impact on the performance. The study can be done on the two phases 

i.e the performance of the institutions can be measured before delegating the authority and after 

delegating the authority which helps to compare the performance of the employees which can be 

impacted before and after the delegation. The researchers recommend that senior managers need 

to realize the importance of delegating powers to their subordinates and its effect on improving 

work performance and the need to use various forms of management control to achieve the desired 

objectives of the organization. 
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Appendixes 

 
Dear Sir/Ma’am,  

We are (Aashma Adhikari and Bikash Neupane) employee of Nepal Administrative Staff College, 

Jawalakhel, Lalitpur. As a part of internal research of our organization we are undertaking a 

Research Project in “The Delegation of Authority and its Contribution on the Employees’ 

Performance at Public Enterprises”. The following questionnaire consists of 33 questions and 

should take about 10 to 15 minutes to answer. In each question, choose the alternative that best 

reflects your own experiences. Your answers will be of great help in contributing to the research. 

All answers will be handled anonymously and confidentially. Thank you for volunteering in this 

survey.  

 

A. Personal Information 

Name of Organization : ……………………………………………………….. 

1. Gender:  

a) Male                          b) Female  

 

 

2. Please choose your relevant age group (in years):  

 

a) 18-25                 b) 26-35               c) 36 – 45               d) 46-55                e) 55 above  

 

 

3. Level of Education  

 

a) Masters Level                               b) Masters above 

 

4. Years of Experience 

a) Less than 5                  b) 5-10 years                      c) 10-20 years                 

d) 20 above 

 

5. Level 

a) Officer class III                    c) Officer class II                   

d) Officer class I and above 
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B. General Questinnaire 

Please tick the response that you think is most appropriate to each of the following 
statement. The statements are presented in Likert scale of 5 points. The explanation of 
the points is as follows: 

1= Strongly Disagree 2= Disagree 3 = Neutral 4= Agree 5= Strongly Agree 

S.N. Delegation of Authority 1 2 3 4 5 

1 Powers are delegated to subordinates in conformity with 

their capabilities 

     

2 Manager gives the subordinate freedom to perform the 

task assigned to him 

     

3 Manager trains subordinate to perform the delegated 

task before starting work 

     

4 Manager allows a subordinate to exercise initiative and 

innovation in the completion of tasks delegated to him 

     

5 Manager specifies the expected objectives and results 

for the subordinate delegated with powers 

     

6 Manager clarifies the limits of the powers delegated to 
a subordinate 

     

7 Manager takes responsibilities of the work assigned to 
subordinate 

     

8 Manager make sure of the ability of subordinate before 
delegating 

     

 

S.N. Performance Efficiency 1 2 3 4 5 

1 Delegation increases level of positive relations among 

different jobs. 

     

2 Delegation upgrades level of job performance.      

3 Delegated time can ideally be invested in achievement 

process of organization. 

     

4 Delegation instills loyalty and belonging to the 

organization 

     

5 Delegation accelerates decision making process.      

6 Delegation creates principle of entrepreneurship in 
employee’s performance. 

     

 

S.N. Performance Effectiveness 1 2 3 4 5 
1 Delegation makes me accept overtime positively.      
2 Delegation raises amount of work achieved.      
3 Delegation gives me a chance to adopt with different 

conditions at organization. 
     

4 Delegation makes me aware all the time of work.      
5 Delegation improves the perspective from employer 

to employee. 
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6 Delegation helps me to achieve my work in limited 
time. 

     

7 Delegation gives me a chance to depend on myself in 
achieving work. 

     

8 Delegation increases degree of effort and interest in 
achieving the objectives at the organization. 

     

 

S.N. Performance Empowerment 1 2 3 4 5 
1 Delegation increases initiative to prove oneself and 

excellence in performance 
     

2 Delegation strengthens self-confidence of 
subordinate’s level. 

     

3 Delegation increases degree of satisfaction on job 
needs. 

     

4 Delegation leads to building institutional work 
within the organization 

     

5 Delegation leads to offer opportunities of discover 
creative and effective managerial leads 

     

6 Delegation reduces the level of centralism in decision-
taking 

     

 


