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. INTRODUCTION
Authority delegation is a crucial part of the management process. It is one of the methods used
to create the network of official role relationships. It is also the process by which a manager
grants his subordinates the authority to take initiative, work with others to take initiative, and
use organisational resources to accomplish established goals. Here, we attempt to study the
development of winning approach to delegation of authority in public and private sector
organisation of Uttar Pradesh. The idea of delegation of authority is fundamental to the
literature on management. Researchers need to give delegation fair consideration given its
importance to managerial success. Public-sector organisations and private-sector organisations
both exist in India. Profit-making is typically the primary objective of private sector
organisations. The primary objectives of public sector entities are infrastructure growth and
development and surplus production. There are also numerous other objectives. It is necessary
to delegate authority in order to accomplish these objectives. In organisations operating in the
public sector, improper delegation of responsibility may make it more difficult to accomplish
objectives. So, an effort is being made to research these elements. The ability of a person to
command others and direct their behaviour is more accurately described by the word authority.
According to Henri Fayol, authority is "the right to give orders and the power to exact
obedience. The process of organising is not complete without delegation. Since the manager is
accountable for carrying out a vast array of tasks, activities, and functions because he cannot
complete them all by himself, he delegated a portion of his tasks to his assistants to command
and the authority to demand submission. It is "the total of the powers and rights entrusted to
enable the performance of the work delegated,” according to Allen. Giving away power gives
a manager the ability to multiply himself. It is an art form to delegate authority to subordinates
in order to achieve organisational goals. In order to address different organisational issues,
delegation enhances empowerment. He no longer must worry about making decisions that
others can make effectively. This enables him to concentrate on important management-related
concerns.
1. MATERIAL AND METHODS

According to Simon (1960), the sort of decision being made and its context are the primary
factors in determining the number of delegates. He thinks about whether the Whether a decision
is programmed or not. Thompson, in his studies of organisation in action (1967), came to a
similar conclusion. According to Burns and Stalker (1961), organisations with non-routine
technology and organic structures exhibit higher levels of delegation than other types of
organisations with customary tools and mechanical constructions. In hisarticle, Harman (1963)
discovered that interactions between environmental influences and the organisational system
can have an impact on delegation. The level of delegation may be influenced by factors in the
external environment, such as social, cultural, legal, political, and economic factors. For
instance, when an organisation is faced with a crisis due to an abrupt shift in its environment,
it tends to tighten control and delegating. According to Woodward's research from 1965, the
nature of the company and the senior management's guiding principles both moderate the
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delegation. Some top management promote delegation throughout the company because they
think it is an effective technique to complete tasks. This suggests that technology has an impact
on delegating.

Lawrence and Lorsch point out in their study (1967) that "The delegation also considers the
cost factors in the decisions relative to the company's prestige, competitive strength, employee
morale and performance”. They reported that production departments, characterised by high
certainty of tasks, established routines and tighter controls, are more prone to formalising of
the structure. Sales departments are next. Chandrakant Loti a (1967) observed that, in India,
delegation of authority not always for whole job. In most of the stat e enterprises, due to
bureaucratic e or semigovernmental nature, delegation is not enough to enable a manager to
execute his duties with confidence and convenience. Fear and frustration are an environment a
rule in almost all | the stat e enterprise s in India. A manager in an Indian enterprise e has no
feeling of confidence (which is so necessary for the efficient running of a business). In Some
of the Indian state enterprises, powers are delegated to undesirable men due to political
obligation or social pressure. Maier and Thurber (1969) repeated the experiment with
undergraduate arts students. Again, the result showed no difference for the two experimental
conditions. It was suggested that only the granting for delegation was not enough. If
subordinates are to respond and to solve problems, training must accompany the delegation
process. These studies illustrate that the delegation must have the requisite attitudes, abilities,
knowledge, and skills to use the delegated authority for problem solving. These are developed
over a period. The consequences of delegation are thus contingent on other factors. Kakar
(1972) opines that there is a high degree of control of subordinate's task performance by the
superior in India organisations. This is complimented by the close supervision and non-
participation in policy formulation and planning by substantial number of subordinates. It is
the parental type in general and authoritarian which usually dominates superior subordinate
relationship in Indian firms. Dr. R.D. Agrawal (1985) concludes that delegation is a function
of variable s related to the superior, the subordinate and other contextual factors. A manager
has available to him several delegation choices. His perception of delegated authority is
influenced by decision type and its context as well as his perception of his subordinate's
characteristics. This perceived need of delegation is moderated by several situational variables
including delegant's unit size, functions, span, tasks, his own leadership style, as well as his
perception of his superior's leadership style. Macro-organisational and environmental variable
s also have impact on delegation. The subordinate also has his views of delegation needed by
his job performance is influenced by his perception of decision type and context, his own
characteristic s and his referent others. The "fit ' between emergent delegation and subordinate's
perceived need for delegation has correlated consequences. Feedback on these consequences
provide the due for modification of emergent delegation as well as subordinate' s perception of
needed delegation, resulting in better "fit".

I1l.  RESEARCH GAP
This study compares how authority is delegated in Uttar Pradesh State's public and private
sector organisations. Investigation is its main preoccupation. The factors to be considered when
delegating authority include the level of delegation, the need for additional authority, the
adequacy of the delegation, the informal use of authority resting with the boss (implied
authority), its cause, and its effects.
IV. RESEARCH OBJECTIVES

The study's main goal is to examine how much authority is delegated in organisations in the
public and commercial sectors. Major objectives of the study are as follows:



1. To establish the elements to be considered while distributing authority throughout the
structure.

2. To determine the authority needed for various executives from various organisations.

3. To determine the extent of authority delegation considering the situation.

4. To examine the appropriateness or inadequacy of authority delegation based on business
needs and actual delegation.

V. RESEARCH METHODOLOGY

The explanation of the process used to conduct the study is covered in this section of the
chapter. It includes research issues, are a part of the study, and the sample, data gathering
techniques, statistical tools utilised for analysis, and the interpretation of statistical data, as well
as the type of the discovery.

A. Research Hypotheses

The hypothesis is crucial in directing research in an objective manner and in keeping it going.
Following hypotheses are framed based on comprehensive review of literature.

Ho. The delegation of authority and capacity is positively correlated with the delegant's view
of his subordinate.

Hoi. The top level of management delegate the most authority, followed by middle and lower
levels of management.

Hoo. Delegation is to a greater extent in matters involving administrative authority and to a
lesser extent in matters involving financial authority.

Hos. Shortly after, the subordinate who has the employer's trust exercises his authority
informally, and the supervisor is unconcerned.

B. Coverage of The Study

Since the issue is broad, it is impractical for a researcher to cover all area of the study, especially

if rigour is to be upheld. Consequently, the following restrictions on coverage apply to the

current study:

1. Only six public sector entities and six commercial sector organisations operating in Uttar
Pradesh State are covered by the study.

2. In such a department, the delegation of authority to the division/department head and his

next subordinate has been covered.

3. In such an organisation, it covers primarily eight departments comprising of delegation of

authority.

4. The official assignment of jobs, the corresponding authority, and the informal use of the

implied delegation were the main points of attention.

C. Sources of Data Information

Based on the well specified research problem and associated hypothesis, a questionnaire was
created. Before its use, the questionnaire instruments' validity was evaluated. administration.
Two organisations participated in the schedule testing as responses. The goal of the study was
stated to the responders. The phrasing of the questions and statements was revised and altered
based on the experience gathered to create the schedule's final format. Information was
gathered from some of the respondents in the organisation via a questionnaire and through
chats. Executives were given questionnaires to complete at their discretion. Questionnaires for
the following conference were gathered. All the questions were developed using a rational
construct criterion, i.e., using the body of information already available in the fields of
management theory and organisational conduct and theory. With the intention of gathering
information to test hypotheses in the study's predetermined regions, the objectives of the study
were translated into questions.



D. Research Instruments and Tools
The following types of questions were included in the questionnaire:
a) Choosing inquiries pertaining to the tasks of the respondent and responsibility, age,
experience, etc.
(b) Multiple-choice questions, in which the respondent is presented with several options and
asked to select the set that most closely matches the operating conditions.
situation. Such inquiries were made in order to identify policies, tactics, and behaviours as well
as the causes, relationships, and effects of each.
(c) A question was created using a Likert-type summarised scale to collect data on attitudes,
perceptions, and other topics that might be measured in terms of degree, such as the degree of
delegation or the demand for more authority.
(c) Questions with a 'Yes' or 'no' response option were used to gauge the respondent's leadership
style.

VI. STATISTICAL ANALYSIS AND INTERPRETATION OF DATA
Editing and codification were done on the filled questions. The qualitative elements were put
into numbers. The data was then processed and added to a master table. Various tables used in
this study were created using the master table as a base. In order to make conclusions, the
information in these tables was investigated using appropriate statistical methods, such as the
T test and X test to test the statistical significance. For the analysis purpose the following details
were presented of respondents working in selected public and private organisations of Uttar
Pradesh:
1. General information of the respondents.
2. Delegation of authority.
2.1 Considerations in delegation of authority.
2.2 Authority relating the distribution of job.
2.3 Superior's expectation to consult him before making decisions.
2.4 Degree of authority.
2.5 Lack of adequate delegation of authority.
2.6 Informally use of authority.

General information of the respondents: age, level of education, number of years of service,
current position, management development programme involvement is regarded as crucial
elements in the authority-delegation process. Delegation of authority: The following
subsections make up this part: the expectation that the superior will consult him before making
decision, factors should be considered when delegating authority, authority level, insufficient
authority delegation, inadvertent use of authority. The analysis shows that out of 192 responses
from both sector executives/ in public sector organisation 43.75% (42 responses) and private sector
organisations 46.75% (45 responses) given as much authority to their subordinates as their
(subordinates) can exercise effectively (Rank-1). This follows the consideration of requirement of the
subordinates needs to decide the extent of degree of delegation (Rank-2). The third rank gets the
complying with their (executives) superior's policy about delegation, while in private sector
organisations this factor compliance with executive’s superior's policy is considered by 18.25% of
respondent (Rank-2). The executives’ subordinates need to do subordinates job is considered by 14,58%
and gets Rank-3, The feeling of part with minimum of respondent’s authority and retain enough
authority for control finds Rank-4 and Rank-5 respectively.

Significance of differences in detailed instruction s by the superior to the subordinates has been
shown below in the table 1:



Table- I:
Significance of differences in detailed instruction s by the superior to the subordinates

Kind of activities Difference in mean | Std.Er of differences Xi1-X2 Significance at 95%
values x1- x2
Major Activities 0.08 0.094 0.085 Not Significant
Secondary 0.99 0.314 3.152 Significant
Activities
Routine Activities 0.12 0.346 0.346 Significant

Table I represents to determine whether there is a statistically significant difference in detailed
instructions given by superiors to subordinates in public and private sector organisations
Significant differences between the two-sample means were evaluated using the standard
deviation of the difference. It appears from this that variations in the level of detail with which
the superior instructs the subordinates in public and private sector organisations are statistically
significant at 95% of the time.

Significance of Difference s in Authority Relating the Distribution of Jobs Among Subordinates
has been shown below in the table 2:

Table- I1:
Significance of Difference s in Authority Relating the Distribution of Jobs Among
Subordinates
Kind of authorities X1-X2 Std.Er of differences Xi1-X2/Std.Er of Significance at
differences 95%

Financial 0.57 0.75 0.76 Significant

Personnel 0.61 0.78 0.78 Significant
Administrative 0.31 0.556 0.557 Not significant

Production 0.48 0.692 0.693 Significant
Marketing 0.26 0.509 4.406 Not significant
Purchase 0.30 547 0.548 Not significant
Technical 0.33 574 0.574 Not significant

Other 0.47 685 0.686 Significant

Table II shows the significance of differences in authority relating the distribution of jobs
among subordinates. Different authorities have been shown, their difference of sample mean,
standard error, and significance at 95 percent.

Superior's Expectation in Approval Before Finalising Decisions in Respondents Jurisdiction of
Authority has been shown below in the Table 3:

Table-111:
Superior's Expectation in Approval Before Finalising Decisions in Respondents Jurisdiction of
Authority
Public Sector Private Sector
YES NO TOTAL | YES NO TOTAL
RESPONSES 36 80 116 46 70 116
PERCENTAGE 37.08 | 62.92 100 47.50 52.50 100

The null hypothesis, which states that "the two sectors do not differ with respect to the superior
expectation in approval before finalising decisions in respondent jurisdiction of authority," has been put
to the test using the x test. It has the null hypothesis has been accepted because the value of the test
statistic, has been determined to be negligible for 3 degrees of frequency up to the level of significance.

Before making final decisions in the respondent jurisdiction of authority, the superior expects approval.
The analysis has shown that in both sectors public as well as private sector organisation, there are



superiors who expect of approval before finalising decisions in respondent jurisdiction of authority only
in policy and other important matters.

Significant differences exist in the levels of decision-making authority that relate to respondent
responsibilities. The analysis has shown that there are discrepancies in the amount of decision-making
power in topics pertaining to respondent obligations at a 95% level of trust, both organisations place
importance on both persons and production.

Inadequacy of Authority in both the sectors has been shown below in the table 4.

Table- IV:
Inadequacy of Authority
SECTOR WEIGHTED MEAN
PUBLIC 4.90
PRIVATE 5.34

The table IV shows that there is a greater lack of authority in private sector organisations than
in public sector ones.

Significant of Difference in Degree of inadequate Delegation of Authority has been shown
below in the table V.

Table- V:
Significant of Difference in Degree of inadequate Delegation of Authority
Kind of authorities Xi1-X2 Std.Er of differences Xi-X2/Std.Er of Significance at
differences 95%

Financial 0.55 741 74 Significant

Personnel 1.35 1.16 1.1 Significant
Administrative 0.50 707 0.70 Not significant

Production 0.34 .583 0.58 Significant
Marketing 0.44 .663 0.66 Not significant
Purchase 0.35 591 0.59 Not significant
Technical 0.62 787 0.78 Not significant

Other 0.72 .848 0.84 Significant

We used the 't' test to determine whether variations in the level of insufficient delegation of
authority in organisations from the public and private sectors are statistically significant. The
pertinent information is provided in Table V. It demonstrates how disparities in the improper
delegation of authority affect financial, personnel, administrative, technological, and other
matters in organisations in the public and private sectors.

Informal Use the Authority has been shown below in the table VI.

Table- VI:
Informal Use the Authority
Sectors
Public Private
Response % Responses %
Almost 04 40 03 .30
Mostly 09 .90 07 .70
Generally 25 25 22 22
Rarely 50 .50 60 .60
Almost Never 42 42 52 52




VII. RESULT AND DISCUSSION
Executives in both the public and private sectors of organisations examined how far authority
should be delegated based on compliance with superior policy, but the public sector had more
executives. Both sectors typically provide their employees with thorough instructions regarding
daily tasks. Executives in the public sector are more aware of secondary and executives in the
private sector are more aware of significant and secondary operations than routine ones. A
comparison of the level of authority in the public sector and the distribution of jobs among
subordinates reveals that it is higher in the finance, production, and marketing sectors and
procurement problems.
It suggests that public sector CEOs have more discretion when making decisions than their
counterparts in the private sector. The expectation of superiors in private sector firms while
in public sector organisations, superiors want you to consult him before making decisions
in just policy-related subjects. to consult him before making decisions in policy and other
critical matters.
Comparing the level of decision-making authority in matters pertaining to respondents’
obligations in both public and private sector entities are superior in other areas. In private
sector enterprises, it is lower in people matters whereas it is lower in financial matters in
the public sector. Public sector entities have greater overall authority to decide on issues
relating to respondents' obligations than do private sector organisations.
Comparing the two sectors reveals that the highest percentages in the public sector are for
almost fully adequate responses, while in the private sector, it is for almost wholly
inadequate significantly insufficient. If we look at that level of virtually entirely and
considerably deficient, it shows that the private sector has a higher level of insufficiency
than the public sector.
When comparing organisations in the public and private sectors, the degree of improper
delegation of authority is highest in the area of marketing.
It is high in public organisation whereas in private sector organisations, production issues
are the most pressing. Inadequate authority delegation is more prevalent overall in private
sector organisations than in public sector organisations.
A comparison of two industries reveals that neither industry frequently uses informal
authority. However, when compared to two other sectors, this casual use was high when
compared to the private sector.

VIII. CONCLUSION

Authority delegation is a crucial part of the management process. It is one of the methods
used to create a network of official role relationships. It is also the process by which a
manager grants his subordinates the authority to take initiative, work with others to take
initiative, and use organisational resources to accomplish established goals. Management
theorists have unconsciously paid little attention to the idea of delegation of authority, even
though it is fundamental to management literature and essential to practitioners' daily lives.
Researchers need to give delegating their fair consideration given its importance to
managerial success. There are two different sorts of organisations in India: public sector
and private sector organisations. Profit-making is typically the primary objective of private
sector organisations. The primary objectives of public sector entities are infrastructure
growth and development and surplus production. There are also numerous other objectives.
It is necessary to delegate authority in order to accomplish these objectives.
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