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1. INTODUCTION: 

 Management is the process of getting the things done by people. This is not possible unless specific functions 

or responsibilities are entrusted to the managers operating at different levels and the necessary authority is given to them 

to enable them to perform their functions to carry out their responsibilities. Authority is the key to the management job. 

Authority is a systematic concept, has found itself very recently in the annals of organization although its origin could 

be traced back to the several writing of the country.  

 Delegation is the cement of every organization. Delegation is a function of multiple of variables including the 

size of organization, its structure, objectives, internal and external environment,   the style of the delegator, his perception 

of the approach and attitude of his superior, social dynamics the competence of his subordinates, etc. 

 

2. OBJECTIVES: 

The objectives of the present study are as under 

 To study the role of delegation of authority in management, 

 To understand the essentiality of delegation, 

 To understands the reasons which require the managers to delegate their authority to their subordinates, 

 To study the objectives of delegation, 

 To aware about managers’ considerations in delegating authority, 

 To aware about the leadership style of the delegants 

 To understand the causes for inadequacy of delegated authority. 

 

3. RESEARCH METHODOLOGY: 

 This research paper aims at examine the practices of the professional managers in respect of delegation of 

authority. The data was collected by administering a structured questionnaire from 100 professional managers operating 

at top and middle level of big industrial undertakings, situated in all nine districts of Vidarbha region of Maharashtra 

State. In order to supplement the information collected through the questionnaire method, interview of 20 managers 

were conducted with the help of interview guide. The researcher has also collected the secondary data from various 

sources to supplement the primary data. The data collected with the help of questionnaire was tabulated and then 

analyzed with the help of some simple statistical tools. 

 

3.1 SAMPLE SIZE & METHOD 

Abstract: Authority cannot be effective unless it is used and it cannot be used unless it is properly delegated to 

others as per the requirements of their jobs and the responsibilities involved in their jobs, Delegation of authority 

is an administrative process of getting the work done through others by sharing the authority with them. Just as 

authority is key to manager’s job, delegation of authority is the key to the organization, the ability and skill of a 

manager to delegate his authority to his subordinates is one of the crucial factors that determine the operational 

efficiency of a manager and also his subordinates. Manager has to perform several functions of the management. 

Authority Delegation is an important function of management.  

In this research paper, researcher tries to get first hand information about how professional managers delegate 

authority, for what reason they delegate as well as the degree of authority they delegate. The researcher collected 

the data from 100 professional managers operating at middle and higher level of management in Vidarbha region 

of Maharashtra State.  

It is found that all the managers delegate the authority to their subordinates mainly because of nature of the 

subordinates work. The main objectives behind delegating the authority are to get work done expeditiously and 

to get work planned in a realistic way. Most of the managers delegate that much authority to the subordinates by 

which they can exercise their job efficiently. 
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For the present study the sample size was 100 Professional Managers of Vidarbha Region selected by using Random 

Sampling Method. Out of that 20 managers were interviewed.  

 

3.2 SCOPE OF THE STUDY 

The scope of the research is summarized as follows: 

 The scope of the present study is confined to the geographical limits of Vidarbha region of Maharashtra State. 

 A period of five years was selected for conducting the research  

 The researchers have selected a sample of 100 professional managers operating at top and middle level of 

industrial undertakings. 

 The researchers have selected the sample by random sampling method. 

 The findings of the study were based on the primary as well as secondary data. 

 This research study aims at examining the managerial function, delegation of authority of the professional 

managers operating at top and middle level management at big industrial undertakings. 

 

3.3 HYPOTHESIS 

The hypotheses of the present study are presented as follow: 

 Most of the professional managers are aware that they have to delegate their authority to their subordinates to 

achieve certain objectives. 

 Professional managers delegated adequate authority to their subordinates and then have periodically evaluated 

their performance. 

 Professional managers, however, have not received adequate authority from their superiors on account of several 

reasons. This inadequate authority delegation has led to certain serious consequences. 

 Superiors temperamental aversion to delegate is the main reason for lack of delegation of authority 

 

3.4 CONCEPT OF AUTHORITY DELEGATION 

 Authority is the power or the right to take decisions, to act, to command or to exact acting by others. According 

to Henry Feyol1, authority is “the right to give orders and power to exact obedience.” In the words of Allen2 “Authority 

is the sum of powers and rights entrusted to make possible the performance of the work delegated. It includes such rights 

or powers as, those of spending specified amounts of money, of using certain kinds and quantities of material, of hiring 

and firing people. It may involve the right to decide and act. However, authority fails short of decisions very often and 

actions may be limited to the power to advice, consult and provide service. Authority also implies the right not to act or 

decide”. 

 Authority has been characterized as the right or privilege to command action of others. Within an effective 

organization, everyone must possess some authority to do or command others to do.    According to Max Weber3 

“authority is willing and unconditioned compliance of people, resting upon their belief that it is legitimate for the 

superior to impose his will on them and illegitimate for them to refuse to obey”. Abraham kardiner4 has defined authority 

“as a behavioristic concept describing a relationship between subject and object in which the subject takes an acquiescent 

attitude to behavior prescribed by the object on the basis of power either possessed by or delegated to the object”. 

Herbert Simon5 has defined authority “as the power to make decision, which guides the action of another. It is a 

relationship between two individuals, one superior and other subordinate. The superior frame and transmits decisions 

with the expectation that they will be accepted by the subordinates. The subordinate expects such decisions and his 

conduct to determine by them”. Keneth Benne6, Erwin schell7, Keith Davis8, Ralph Davis9 have similarly defined the 

concept of authority. 

 Authority cannot be effective unless it is used and it cannot be used unless it is properly delegated to others as 

per the requirements of their jobs and responsibilities involved in their jobs. Delegation of authority is an important 

administrative process of getting the things done through others by sharing the authority with them. It is the process 

through which an executive vests in his subordinate authority to make decisions, to act himself and to command others 

to act as to make maximum contribution to the achievement of the organizational goals. Delegation of authority is 

legitimate authorization to an executive to act in specified ways. This enables him to function independently without 

reference to his superior, of course within the limits set by the superior. 

 As stated above delegation of authority is the process of distributing authority to the executives operating at 

different levels tills it is diffused completely throughout the organization. According to Tannenbaun10 delegation is ‘that 

part of the organization process by which an executive, administrator or manager makes it possible for others to share 

in the work of carrying out the company’s purpose. The concept of delegation of authority includes the additional idea 

of assigning duty and responsibilities to those whom the superior expects to aid him in doing the work together with the 

authority to act in such a way as to fulfill these responsibilities”. 
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 Delegation of authority is essentially downward process. It establishes superior – subordinate relationships in 

the organization and enables the managers operating at different levels to know their exact responsibility, to possess the 

required authority, to use it for fulfilling the responsibility and superior to evaluate the performance of the manager who 

has used his authority. It is through this mechanism that formal authority relationships are established in the organization 

of each enterprise and managers are allowed to operate independently within the prescribed limits. The main elements 

of this process are11 (1) the assignment of duties by a manager to his immediate subordinates, (2) the granting of authority 

to make commitments, use resources and take over necessary actions and (3) the creation of an obligation on the part of 

each subordinate to the executive for satisfactory performance of the duties. These elements are briefly discussed below. 

 

3.5 IMPORTANCE OF DELEGATION OF AUTHORITY: 

 Just as authority is the key to the manager’s job, delegation of authority is the key to organization. Since ability 

of a manager to delegate his authority to the subordinates is an important factor that determines his operational efficiency 

and success, it is necessary that every manager, irrespective of the size of the organization and the level at which he is 

working, should appreciate the importance of delegation of authority and master its art. The following points will briefly 

explain the importance of delegation of authority. 

1) The need for delegation of authority arises mainly from the natural limitations to the physical and mental ability of 

individuals. As E.F.L. Brech12 put it, “the task involved in the      management process of a particular enterprise or 

section thereof one too large for any one particular person to undertake single handed – too large either because the 

amount of responsibility of mental energy and so on, called for, are too big for one individual; or because the tasks 

entailed require rather more time than one individual can make available single – handed”. To quote Lounsbury Fish13, 

“an individual is only manpower. Single – handed he can accomplish only so much in a day. The only way he can 

achieve more is through delegation – through dividing his load and sharing his responsibilities with others”. Thus 

delegation of authority enables a manager to multiply himself through others, prevents him from being crushed under 

the weight of accumulated duties and time consuming details and enables him to concentrate on important functions like 

planning, leadership and control. 

2) These days modern business is not only large but extremely complex in character. Even if he has the time and energy, 

a single individual does not possess the knowledge or skill enough to do justice to all the diverse kinds of jobs, some of 

which are of the most intricate type. Through delegation of authority specialized service is secured to an organization. 

3) Through delegation of authority, the authority which is concentrated at the highest point of the organization is 

distributed at all managerial levels till it is properly diffused throughout the organization. This enables the subordinates 

to take the necessary decisions on the spot. Thus authority delegation speeds up the decision making process and 

precious time is saved in dealing with problems. As no cumber some information systems are involved. Delegation also 

improves the quality of decisions, since these decisions are taken by the persons who are well aware of all the 

complexities of the problem and are closest to the scene of action. 

4) It is through the authority delegation process that authority relationships, are established between the persons 

operating at different levels and a formal organization, which is a basic prerequisite for every business is created. 

Delegation of authority not only creates an organization, but it also helps that organization operate and achieve its 

ultimate goal. 

 Koontz and O’Donnell14 have observed, “The primary purpose of delegation of authority is clearly to bring 

about organization that is elective and efficient in accomplishing group objectives with the least cost in time, materials, 

and dissatisfactions. Thus the vesting of subordinate with a portion of his superior’s authority is necessary for the 

creation of managerial jobs: and the more the managerial jobs required because of the limitations of the span of 

management, the greater the task of delegation. Unless authority is effectively delegated, duties requiring coordination 

of group activities cannot be effectively assigned to a subordinate’s manager, since he must, of course, have adequate 

authority to accomplish these tasks and to assign them to those who necessarily look to him for management”. 

5) Delegation of authority enables the different executives to possess the requisite authority and use it to discharge their 

obligations. People are willing to give their best at work when they are given adequate authority. Delegation of authority 

satisfied the ego needs of the managers operating at all the levels and thereby motivates them to do their best for the 

attainments of the organizational goals. 

6) By giving executives at lower levels the authority and responsibility of important operations, the process of authority 

delegation enables them to act independently, take decisions on many vital issues and provides them opportunities for 

the unfolding of their capacities and talents. In this way, delegation of authority facilitates the manager development 

process, helps in the continuity of management and diversification of the enterprise. 

 

4. REVIEW OF LITERATURE : 

 Delegation of authority is the process through which a manager grants authority to his subordinates in order to 

accomplish certain assignments. Effective delegation of authority is an important managerial practice and it reflects a 
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manager’s ability to get results through other people. Here an effort is made to make a survey of the research carried out 

by the scholars in this specific area.  

 In a survey153 conducted in four major cities in India, the degree of delegation was determined in a Stratified 

Random Sampling of bank executives. These were the results – (a) 88% delegated the authority, (b) 48% of them 

delegated less than a quarter of authority, (c) 50% delegated more than half, (d) 25% delegated about 28% Easing work 

load and  developing subordinates were ranked as most popular factors of delegation and over work of subordinates was 

the most popular reason for not delegating. Kaushal16 focused attention on the basis of details from eight Governments 

companies, on two aspects namely, organization, delegation and control. Ishwar Dayal17 analyzed the tasks of 

Government and its industrial and commercial activities and suggested a feasible model of authority delegation.   

 The study conducted by Raymond18 is mainly concerned with the problems and barriers to the authority 

delegation process in India and concluded that these barriers were no doubt formidable but not insuperable. Mullick19 

in his study, examined the process of delegation, its necessity and the possibility of horizontal delegation though it is 

difficult in view of inter department jealousies and want of guts on the part of delegator. The study conducted by Kumar20 

has revealed that in India there is a tendency towards insufficient delegation and for the executive to surround himself 

with incompetent subordinates; least competent one should outshine them. He has also attempted to spell out the 

implications of authority and responsibility in the managerial context and the relationship between the two. Ganguli’s21 

study is mainly concerned with the practices and the problems faced by the supervisors vis-à-vis delegation of authority.   

 Fisch22 reviewed styles and axions of delegation and finally concluded that delegation demands a compromise 

between the delegant’s own needs, requirements for power, prestige, status and his perception of how he wants to do 

his job. Kotler’s study23 has revealed that the following factors ensure effective delegation of authority viz., proper 

understanding of the subject, understanding by subordinates of the goals and objectives to be attained, selecting the jobs 

to be delegated, selecting proper persons for delegation, agreement on performance standards, and maintenance of 

control and offer of suitable rewards. In his report S. P. Sharma24 has concluded that although delegation of authority 

flows from the organization charts, but they are conspicuous by their absence in most of the companies in India and at 

times they are not in actual use and serve only as an ‘exhibit’ or a prestige symbol. He further opined that in public 

undertakings, which are normally rule hidden, the lack of delegation of authority is frequently the cause of delay in 

decision making.  

 The considered opinion of Lotia25 is that in Public Sector enterprises, delegation of authority is not always for 

the whole job. In most of the enterprises, due to their bureaucratic or semi-governmental nature, delegation is not enough 

to enable the manager to execute his duties with confidence. In the private sector too, the position is not different except 

in few organizations where most of Indian managers and owners of the enterprises manage the affairs of their 

organizations in an authoritarian way. They rely more on personal whims prejudices and attitudes. They have always a 

habit of deciding the fate of their organizations and they have been rigid in their directions and instructions to their 

managers and workers. In such a case adequate delegation cannot be accepted. Moddie26 has also arrived at a similar 

opinion. His conclusion is that in the private and public sectors, the Indian manager favors delegation of authority to 

him, not so much from him to subordinates. Indian decision making is a process of much consultativeness in which 

decisions ultimately emerge at the top, seldom in the middle and ‘almost never’ at the bottom of private and public 

managements. The study conducted by Kakar27 revealed that there is high degree of control of subordinates task 

performance by superiors in Indian organizations. “This is complemented by the welcome accorded to close supervision 

and non-participation in policy formulation and planning by a substantial number of subordinates”. It is the parental 

type in general and authoritarian in particular which usually dominates superior-subordinates relationships in Indian 

firms. Consequently, there is inadequate authority delegation in the industrial organizations in our country.  

 D.R. Singh28 observed that in many public and private sector undertaking, the delegation of authority is 

increasing. This phenomenon is more common in case of big organization than in the case of small and medium sized 

companies. Diversification of business into different types of industries, increasing complexity and environmental 

situations, realization on the part of industrial houses regarding the effective contribution of professional managers as 

evidenced by the examples of Western countries, legal provisions of Indian Companies Act regarding the appointment 

of directors, abolition of managing agency system and other related factors should be considered responsible for this 

significant change. 

 In the study of delegation of authority covering two units in private sector and two units in public sector by 

Elhance and Agarwal29, it has been found that there is a moderate degree of delegation of authority both in private and 

public sectors, the degree of delegation is higher in the latter. Further, in both the sectors, there is the highest degree of 

technical delegation and lowest degree of financial delegation. In another study of a public sector unit, the same pattern 

was revealed regarding overall authority delegation and delegation in various matters30.  Mr. Mool Matihar31 has 

examined the problem of authority delegation in public sector with special reference to two big manufacturing public 

sector enterprises in U.P., namely  (1) The Triveni Structures Ltd. and (2) The Bharat Pumps and Compressors Ltd. The 

study identified various ramifications of the process of delegation and investigated into the objectives of delegation, the 
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process of delegation, various considerations involved in the process, different factors affecting delegation, degree and 

quality of delegation etc.     

 

5. RESEARCH GAP 

 Number of studies has been conducted by various researchers on delegation of authority. Some of the important 

studies are mentioned in the review of the literature. But these studies are not confined to a particular region or any 

specific state. Most of the studies are also not related to any particular industry or particular types of industries. 

 The process of industrialization of Vidarbha region is in progress. The operations of these old and new industries 

and their performance to a great extent is dependent on how these industries are actually managed and this to a certain 

extent depends on the professional managers who are managing these industries. Managers and their practices has been 

very interesting and important area which requires systematic and in depth study.  Delegation of authority is an important 

function of the managers operating from the top level. Therefore a study regarding delegation of authority of the 

professional managers that too of a developing area is essential. 

 

6. ANALYSIS OF DATA: 

 The findings pertaining to the authority delegation practices of the managers under study are indicated below. 

 

6.1. ESSENTIALITY OF DELEGATION 

 The study revealed that in respect of all the professional managers-delegation of authority is a common 

managerial practice and all the professional managers in Vidarbha have fully realized that delegation of authority is 

necessary for performing their duties. 

6.2. REASONS OF DELEGATION 

 What are the different reasons which prompt or require the managers to delegate their authority to their 

subordinates? The study revealed that managers delegate authority to their subordinates because they know that the 

nature of the work entrusted to subordinates is such that they have to delegate authority to the subordinates. Another 

reason is the realization of the managers about their subordinates need for authority. Thirdly, it is due to the official 

position of the subordinates that the managers have to delegate authority to them. Thus the main reasons which require 

the managers to delegate the authority to their subordinates are of an administrative nature. In case if most of the 

managers (93 percent) there was no pressure from their superiors for delegating authority to the subordinates.  

6.3. OBJECTIVE OF DELEGATION 

 Is authority delegation simply an administrative process mechanically carried out of or the managers while 

delegating their authority to the subordinates have some specific objectives in view? It was found that majority of the 

managers under study delegate their authority to the subordinates to achieve the twin objectives-  

1) To get work done expeditiously and  

2) To get work planned in a realistic way. 

 

 The objective like “developing subordinates decision making capacity”, motivating subordinates for higher 

responsibility and a giving subordinates a psychological recognition are not given careful consideration by most of the 

managers. It clearly implies that most of the managers in Vidarbha are reluctant to use delegation of authority as a means 

to develop the decision making capacity of the subordinates, motivate them for higher responsibility, and give them 

psychological recognition to satisfy their ego need. 

 One of the objectives of delegating authority to subordinates is to have greater decentralization of authority. 

The study revealed that this objective was not at all considered by the professional managers in Vidarbha, while 

delegating their authority to the subordinates. 

6.4. CONSIDERATION IN DELEGATING AUTHORITY 

 The process of authority delegation can achieve its objectives only when it is adequate and effective. Delegation 

of authority in an organization will be adequate and effective only when the different pertinent consideration are 

carefully examined, requirement of authority for different jobs is studied and the situation in which this exercise is to be 

carried out is correctly assessed. 

 The study revealed that 46 percent managers in Vidarbha delegate as much authority as the subordinates can 

exercise effectively, 26 percent managers confessed that in delegating authority the most important consideration before 

them was to part with minimum of authority, 14 percent managers stated that they delegated all the authority that the 

subordinates need to do their jobs, 5 percent of the managers admitted that they part with minimum authority and 9 

percent of the managers stated that they comply with the policy laid down by their superiors while delegating the 



INTERNATIONAL JOURNAL OF RESEARCH CULTURE SOCIETY          ISSN: 2456-6683        Volume - 3, Issue - 12, Dec – 2019 

Monthly, Peer-Reviewed, Refereed, Indexed Journal                                                                     Scientific Journal Impact Factor: 4.526 
Received on : 02/12/2019                                                     Accepted on : 14/12/2019                                                Publication Date: 31/12/2019 

 

Available online on - WWW.IJRCS.ORG Page 76 

authority. On the basis of these facts, it can be concluded that majority of the managers have no inclination to delegate 

adequate authority to their subordinates. This inadequacy of delegated authority is due to the several reasons, including 

the wrong perception about the extent of authority that the subordinates actually need and can exercise effectively. 

 

6.5. THE LEADERSHIP STYLE OF THE DELEGANTS 

 The effectiveness of delegation of authority is a function of several factors; the leadership style of the delegant 

is one of the important sectors. The leadership style of the delegants can be studied by knowing what exactly the 

managers do before delegating authority and also after authority has been delegated to the subordinates. 

 The study revealed that more than 60 percent of the managers checked performance of their subordinates 

periodically, supervised the work of their subordinates closely, made more that their decisions were implemented 

properly, called periodical meetings to review work problems and progress and encouraged the subordinates to approach 

them whenever they had any problems. 

 The authority delegation process essentially involves the setting of standards of performance for the 

subordinates. The study revealed that only 40 percent of the managers take due care of setting standards of performance 

before delegating authority to the subordinates, whereas more than 50 percent of the managers delegate authority to 

their subordinates without determining any standards of performance, it is obvious that without proper standards this 

performance of the subordinates cannot be correctly evaluated and consequently and sound conclusion whether the 

subordinates have succeeded in doing the work entrusted to them cannot be drawn. It can be safely concluded that such 

managers have allowed the authority delegation process to become a mechanical process. 

6.6. DELEGANT’S PERCEPTION OF THE SUBORDINATES   

 In every organization the extent of authority delegation is influenced by certain factors including delegants 

perception of the qualities and ability of their subordinates. The study revealed that most of the managers under study 

think that their subordinates take initiative (74 percent), they are competent (77 percent) they are committed to the 

organization (61 percent), they are capable of making decision independently (72 percent) and they are interested in the 

assignments entrusted to them (67 percent) on this background it is very interesting to note that only one third of the 

managers under study (35 percent) think that their subordinates possess the potential that is necessary for development 

for higher positions. To conclude, more than 60 percent of the managers consider that their subordinates possess different 

qualities, but at the same time most of them frankly express their apprehension about the ability of their subordinates to 

occupy higher managerial position. This contradiction in the assessment of the qualities and ability of the subordinates 

seems to be a peculiar psychological trait of the professional managers under study.  

6.7. INADAEQANCY OF DELEGATED AUTHORITY 

 Inadequacy of delegated authority adversely affects the operational efficiency of the managers. The concept of 

adequacy of delegated authority is related to its needs. Inadequacy of authority is obviously a gap between the extent of 

authority needed by a manager and the authority actually possessed by him. The study revealed that about three fifth of 

the manager (58 percent) under study felt that the authority delegated to them was inadequate in terms of responsibilities 

entrusted to them, only one third of the managers felt that they possess adequate authority. 

 

6.8. CAUSES RESPONSIBLE FOR INADEQUENCY OF DELEGATED AUTHORITY 

 Since inadequacy of delegated authority cripples the managers in all possible ways, it is very necessary to 

examine this problem seriously and identify the reasons that account for the inadequate delegated authority. The study 

revealed that in this case the most important reasons responsible for the inadequate authority delegations are: 

 Psychological love in supervisor for authority 

 Superior’s temperamental aversion to delegate 

 Sense of indispensability of supervisors 

 Lack of leadership ability to direct the activities of subordinates. 

 

 Thus, love of authority, ego of the managers and a skeptical attitude about the ability of subordinates are mainly 

responsible for inadequate authority delegation as experienced by the managers in Vidarbha.  

6.9. CONSEQUENCES OF INADEQUATE AUTHORITY DELEGATION  

 Inadequacy of delegated authority leads to serious consequences for the concerned individual, the group and 

ultimately the whole organization. The study revealed that a good number of managers felt that there is a situation where 

the authority delegated to the managers is not adequate in view of their responsibilities, they will lose interest in their 

job and their initiatives will also be killed. Losing interest in a job and losing initiative is the process that evidently 
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culminates in the feeling of frustration in the minds of manager and isolates them from organization to which they 

belong. 

6.10. PERCEPTION OF THE MANAGERS ABOUT THE POSSIBLE CONSEQUENCES OF ADDITIONAL 

AUTHORITY DELEGATION 

 Consequences of inadequate authority delegation are briefly discussed above, since the authority is the key of 

the job, it is but natural that the managers possessing inadequate authority are unable to show the desired results. It was 

from this view point that attempt was made to study to the possible consequence of additional authority delegation in 

the quantum as required by the managers as well as their subordinates. 

 The researcher examined the perception of the managers about the consequences of additional authority 

delegation to the managers and their subordinates. The managers felt that the delegation of additional authority will 

increase their involvement in their job, increase their initiative, increase their operational efficiency, increase their 

interest in the wellbeing of the company and also will partly satisfy their need for autonomy. To conclude, delegation 

of additional authority to the managers will certainly affect the motivation of the managers positively, improve their 

morale considerably and also raise the level of their operational efficiency. 

 

6.11.  NON – ACCEPTANCE OF AUTHORITY 

 The factors responsible for inadequate authority delegation in an organization can be identified in terms of 

delegator, delegant and the organization. The extent of the delegation of authority is also to a certain extent determined 

by the qualities of the subordinates, their ability, their willingness to assume authority, their readiness to accept 

responsibility and other related factors. There can be situations when managers may have their reservation or even 

indirectly indicate their reluctance to assume authority. Out of 100 managers, 18 managers frankly admitted that on 

some occasions they had shown their reluctance to assume authority, where as 73 managers stated that they never refused 

to assume authority. 

6.12. REASONS FOR NON-ACCEPTANCE OF AUTHORITY 

 In order to have a complete picture, the managers who, of course on some occasions, indicated their reluctance 

to assume authority from their superiors were requested to explain their behavior. It was found that the feeling nursed 

by the managers that there is no recognition of better work and heavy load of work-were the main factors that had 

prompted the managers to assume authority. 

 

6.13. EXCEEDING THE LIMITS OF AUTHORITY 

 The process of authority delegation always implies that authority has its limits and the managers have to exercise 

their authority within the limits, which are normally implied and may not be specifically mentioned. Only 11 managers 

stated that their subordinates occasionally exceeded the limits of authority, which was due to different reasons including 

ignorance of the subordinates, indifference of the subordinates, their over – enthusiasm and the tendency of taking the 

boss for granted. 

 

7. FINDINGS: 

 All the managers believe that delegation of authority is a common managerial practice and delegation of 

authority is necessary for performing their duties. 

 Majority of the managers delegate their authority to their subordinates because of nature of the subordinates 

work, Subordinate's need for authority followed by Subordinate's official position. 

 Majority of the managers delegating their authority to the subordinates do it to achieve the twin objectives a) to 

get work done expeditiously and b) to get work planned in a realistic way. On the contrary the objective like 

‘developing subordinate’s decision making capacity’, ‘motivating subordinates for higher responsibility’ and 

‘giving subordinates a psychological recognition’ are not given careful consideration by most of the managers. 

 Nearly half of the managers delegate that much the authority to the subordinates by which they can exercise 

their job efficiently. It means more than fifty percent of the managers do not delegate the authority which is 

required to the subordinates. This indicates inadequacy of delegated authority, which is due to several reasons, 

including the wrong perception about the extent of authority that the subordinates actually need and can exercise 

effectively. 

 More than 60 percent of the managers reported that they – checked performance of the subordinates periodically, 

supervised the work of their subordinates closely, made sure that their decisions were implemented in letter and 

spirit, called periodical meetings to review work problems and progress, and also encouraged subordinates. 
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 Only 40 percent of the managers take due care of setting standards of performance before delegating authority 

whereas more than 50 percent of the managers delegate authority without determining any standards of 

performance. 

 The study revealed that most of the managers under study think that their subordinates take initiative (74 

percent), they are competent (77 percent) they are committed to the organization (61 percent), they are capable 

of making decision independently (72 percent) and they are interested in the assignments entrusted to them (67 

percent) on this background it is very interesting to note that only one third of the managers under study (35 

percent) think that their subordinates possess the potential that is necessary for development for higher positions. 

More than 60 percent of the managers consider that their subordinates possess different qualities, but at the same 

time most of them frankly express their apprehension about the ability of their subordinates to occupy higher 

managerial position. This contradiction in the assessment of the qualities and ability of the subordinates seems 

to be a peculiar psychological trait of the professional managers under study.  
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