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ABSTRACT The purpose of the study was to examine tfec@feness of delegation as a management process in primary
schoolsA random sample of 10 schools was seleételf-administered written questionnaire was designed and given to fifty

(50) school teachers in Central South Regions (Serowe schbmésjesults of the study were analysed through the use of

tables showing frequency distribution and percentages. Major findings of this study revealed that there is usually delegation of
tasks to subordinates. School managers together with their subordinates share the workload. Furthermore, the study also revealed
that school managers are faced with some personal problems that need to be adthiestady recommends regular in-

service training for both school management team and tea€heyrsvill guard against any transfer or absorption of a teacher

who is fully skilled in a particular subject or activity

INTRODUCTION egation of authority always entails the creation
of accountabilitySubordinates become account-
Delegation refers to the process of entrust-able to the supervisor for the tasks assigned to
ing authority and responsibility to other people.them particularly if things go wrong.
In its strictest form, the person to whom author ~ According to $oner andVankel (1986) and
ity is delegated acts on behalf of the one fromChapman (2012), delegation is a two-way pro-
whom authority is delegated. More generally cess by which a manager gives some of his or
delegated authority gives the recipients fairly her workload of teaching and learning to oth-
wide powers to act as they consider it appropri-ers. In this process, the principal gives teachers
ate (Farrant 1980T.he main reason for delega- the authority to carry out the task of teaching
tion in schools emanates from the fact that theand learningAccountability is thus created,
task of running a school is too broad a responwhereby stdf members assume responsibility
sibilty for one person to manage alone. Regardfor completing the teaching and learning tasks
less of the number of hours one may invest ineffectively. Delegation saves time, develops
ones work, one cannot succeed in completingpeople, grooms successors and motivates sub-
the work alone. Howeveno matter how many ordinates. In this mannethey answer to the
hours one puts into orework. There are too person who delegates the task. In education
many tasks and too many people to deal withmanagement, teaching, learning, extracurricu-
so the workload has to be shared (Musaazlar and administrative tasks or activities are en-
1982). trusted to teachers by the principal in the hope
Educational managers should strive to strikethat they will carry out the work or task that
a balance between giving up total control to athey have been delegated to do (Allen 1997).
group and holding too tightly to the reins. Del- Johhnson and Packer (2000) see delegation as
egation means initially setting the parameter the “accomplishment of work through others.”
and then staying involved through co-ordina- Therefore delegation ddrentiates managers
tion of resources, reviewing progress report, androm those who are not considered managers
being able to meet with teams at critical junc- (2000).
tures (Jones et al. 1989). Dessler (2001) states Van deMesthuizen (2004) believes that del-
that while authority can be delegated, responsiegation is so important in management that he
bility cannot.Though educational managers canrefers to it asthe cement of the ganizations”.
assign certain responsibilities to their subordi-Since when a single person is in @&roga-
nates, they are expected to ensure that these reizational goals and objectives may hardly be
sponsibilities are carried out properfhis is  achieved, therefore, delegation is a necesgity
because they are ultimately accountable. Delreduce the heavy workload associated with man-
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agement managers have to transfer or delegateonsisted of closed-ended and open-ended ques-
certain duties and responsibilities to their sub-tions, which requested the respondents to give
ordinatesThis will ensure that they have more their opinion on their practical use of delega-
time to concentrate on other critical issuds. tion as a management process in schools. Lit-
the saying goes,many hands make a load erature review was used as one the methods of
lighter”. collecting data on the fefctiveness of delega-
According to Musaazi (1982), there are threetion. The researcher consultedfdiient sources
methods, which are followed when delegatingsuch as books, journals, internet, newspapers
work. These methods are formal, informal andand magazines and otheffie study was con-
implied. The methods are not mutually exclu- ducted in the South Central Region primary
sive, but are used concurrently in mogjami-  schools of Botswana, which comprises twenty-
zations.The formal method of delegation is the five primary schoolsA random sample of ten
common method followed in most institutions. (10) schools was chosen of which fifty (50) re-
Here detailed written instructions are issued,spondents were selectedl.questionnaire was
outlining the scope of the delegated wdrkis  developed and administered with the aim of
method is particularly useful as misunderstand-gathering information from teachers on the pro-
ings are avoided and subordinates know exactlyess of delegation in primary schools in South
what is expected of them. Moreoydr facili- Central Region of Botswana.
tates matters when someone else takeggehar  This study was guided by the following criti-
of the particular job. Informal delegation is more cal questionsWhy are some principals unwill-
complicated as it requires a greater degree oing to delegate duties to their subordinai&$®
understanding between superior and the suborsome principals who delegate duties do do not
dinates. Informal delegation is carried out orally plan their delegation&re principals aware of
and is therefore swift. It is howeyerot always the importance of delegation?
safe, as the subordinates may most likely not
clearly understand all that their managers trieObjectives of the Sudy
to convey In a school this kind of delegation
takes place when the principal orally delegates The objectives of the study were to find out:
certain duties to a teacher (Musaazi 1982 1. Why some principals were unwilling to
primary purpose of delegation is to make the  delegate duties to their subordinates?
organization more &ctive. Determination of 2. Whether managers plan their delegation?
delegation is part of the art of managem@st. 3. To investigate whether principals are aware
Peter et al. (1999) narrate, most managers and of the importance of delegation?
supervisors have heard about delegafidrey
know it is important for supervisors to practice CONCEPTUAL GROUNDING
it. But, like many of the skills, very few manag-
ers or supervisors take time to study and pracEffective Delegation
tice how to be déctive delegatorsto be suc-
cessful in their job, the concept ‘delegation’ must ~ This is the process of delegation that is per
be understood by them. ceived by stakeholders as constructive and can
Terre Blanche and Durrheim (1999), define produce positive results when appliédcord-
research design as a strategic framework foing to Goodworth (1986), fdfctive delegation
action that serves as a bridge between a researcloes not exist merely for the purpose of getting
qguestion and the execution of researthis  things done. It is a prime process by which a
means that a research design is a plan that dimanager exercises and developd stethe sen-
rects where the research is heading in order tgible limits of individual capacity and poten-
answer the research question. Both qualitativdial. Effective delegation is about encouraging
and quantitative approaches were used in thisreativity This involves welcoming new ideas,
study The questionnaire was used as the maimot telling the delegate how to do the tasks; dis-
research instrument with the aim of gatheringcouraging ill-considered imitation of the previ-
information from teachers’ views on the pro- ous post-holder or of you; supporting new ideas
cess of delegation in primary schools in Southwith resources and training; and creating a
Central Region of Botswan#@he questionnaire match between responsibility and scope in line
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with the demand for teachers’ professional de-
velopment and growth.

often surrenders things that she or he enjoys the
most and accepts that the job will be done dif-
ferently from how she/he would do it her/him-
self. S/he should be willing to accept failure as

well as succesccording to Nathan (2000),
careful planning is the source ofegdtive del-

egation. Nathan further suggests that defining
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The Principle of Wlingness and Pofi-
ciency

In effective delegation, the delegator quite According tovan deMesthuizen (2004), a task

should not be delegated to a person who is
unwilling or not qualified to complete it suc-
cessfully If there is no alternative, the nec-
essary training and motivation should be
provided together with the necessary guide-
lines.

Apply Adequate Contil Measues

clearly and precisely areas of responsibility toAccurate reports should be issued to teachers

be delegated is the first tadihe second one is

the authority to do the job; that is signing let-

ters, using dfce, taking decisions without re-
ferring back to the principallhirdly, the del-

egated stdfmembers need to be clear on how

the performance will be judged. Finallffec-
tive communication is a critical aspect ofeef

tive delegation that helps the principal. It is vi-
tal for the success offettive delegation.

Principles of Effective Delegation

The following are some of the principles of

delegation that may be taken into account when
delegating:

Set fandads and Outcomes

This is part of a planning process wherefstaf

Ensure that educators are clear about the task

Managers should motivate stahembers by

members participate in the process of for

mulating outcomes and agreed criteria for
measuring performance. If teachers are part
of the planning team for setting higher stan-e«

on a regular basighis will enable them to
compare their performance with predeter
mined standards and to overcome their
shortcomingsThe principal should not,
therefore, wait for the end of year examina-
tions before controlling the academic work
of teachers, but should rather do so after
each test or examination cycle (Deventer
and Kruger 2003).

Principles ofApplicableAuthority

When the principal delegates duties and tasks

to teachers the responsibility and authority
associated with the task must also be del-
egated.Through the delegation of author
ity, teachers are given the power they need
to carry out their assigned responsibilities.
By accepting responsibility and authoyity
teachers also agree to accept credit or blame
for the way in which they carry out their
tasks.

Principle of Unity of Command

dards with regard to academic achievementd/an deMVesthuizen (2004) gues that if a per

they will comply with the criteria (Deventer
and Kruger 2003).

Ensue Clarity of Authority and Responsi-
bility

son is responsible to or has to report back
to more than one person, confusion arises.
It is preferable to have only one direct head
to whom to report to.

of teaching and learning and their author The Five Components of Effective
ity to carry out the tasks assigned to themDelegation

as well as aganizing their responsibilities

for achieving better academic results and Salinas-Maningo (2005) narrates that the
their accountability for the results that they right task, right circumstances, right person,

achieve (Deventer and Kruger 2003).
Involve $aff Members

right direction and communication and right
supervision and evaluation are the components
of an efective delegationThese are explained

including them in the decision-making pro- as follows:

cess, informing them whenever the neede
arises, and improving their skills.
Ensue the Completion ofaBks

By providing the necessary direction and assis-

tance, the managers can see to it that teach-
ers complete the tasks assigned to them.

Determine which routine tasks could be
delegated to someone el§dis involves
any oganizational policies that set stan-
dards and limitations for stafluties.
Consider oganizational needs, sfafg
needs, and stiig mixes, and then choose
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tasks for delegation according to those
circumstances.

e Evaluate all stdfmembers who qualify to
take responsibility for the task in question.
After assessing their skills, work styles,
personalities, background, andganiza-
tional experience, choose the most appro-
priate employee.

» Explain exactly what you want the em-
ployee to do, and do not fpet to describe
the background and overall scope of the
task.

» Describe an optimal outcome or output, and
identify the measurements you will use to
determine if the delegated task was com-
pleted successfully .

Recognizing the Barriers to Effective Use of
Delegation

If supervisors are reluctant to delegate work,e
it does not only show lack of trust in the compe-
tence and abilities of their subordinates, but
could also result in bottlenecks in the workflow
Furthermore, subordinates will not receive the
necessary training but remain permanently
trapped in the humdrum of routine task, while
their supervisors are overburdened with too
much work. Efective delegation is the key to
increasing personnel performance and public
sectots productivity (Hillard 1995). .

Barriers Caused by ManagersThemselves

Stalk and Flaherty (1999) advise that when
managers decide to delegate, there are often
mistakes made that can negatively impact on
the employee ability to do the jobl'he follow-
ing are common mistakes in delegation and how
to avoid them: .
» Failure to keep employees informed about

plans the supervisor has for the operation.
It is therefore important that employees
must be fully informed to make the best
possible decisions for theganization.

» Failure to require, receive and /or utilize
progress reportshis is when you do not
have a method to check employe@ro-
gress. It is important to set specific times
to check progress from the beginning of
delegation through completion.

« Unwillingness to let employees supply their
own ideas.When you do not ask for
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employee$ opinion it shows you do not
value them.Therefore encourage emp-
loyees to be creative and give their ideas
about ways to complete the task.

Dumping projects usually occurs when the
supervisor has not taken time to plan the
delegation properlywithout thinking the
supervisor assigns the project to the emp-
loyee.

Failure to give the employee credit for
shouldering responsibilitpupervisors who
do not delegate like to take all the credit in
their area of influence. Give credit where
credit is due and by this you gain enthu-
siastic and loyal employees.

Not recognizing a projec’completion will
practically guarantee that the next project
delegated will not be completed on time.
Take a moment to acknowledge task com-
pletion and to praise a job well done.

Lack of respect for the employseambi-
tions. Supervisors who do not delegate
usually do not have an interest in devel-
oping their employees and as such the em-
ployees will feel that the supervisor does
not care about thertheir respect for their
supervisor decreases. So, get to know your
employees and find out their strengths,
weakness and their ambitions, and possibly
support their ambitions.

Managers who are status sensitive will
hang on to the tasks and responsibilities
because they convey to colleagues, govern-
ors and parents significant symbol of power
and authority in school.

Managers who demonstrate lack of confi-
dence and trust in colleagues, when they
are perceived to be incompetent and poorly
motivated.

Managers who are workaholic and want
all the work they can hold on to.

Managers who are unwilling to reduce their
workload, they believe they should know
everything and should have a finger in
everything that is happening in the school.
They also display an attitude to the work-
force of “I can do it better myself”.
Managers sometimes unddelegate
because they are afraid of being superseded
and others ovedelegate because they lack
knowledgeThey lack functional and gene-
ral management knowledge for managing
the 3 Ms (Men, Money and Materials).
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Barriers Caused by $aff Members Syle 2 (S2): Coaching

There are subordinates who believe that se- A good leader sets examples, provides guid-
niors earn their salary by doing the work them-ance and encouragememhe S2 model indi-
selves, thusmanagers ae paid to manage” cates that the leader still directs, but explains
There are sthfmembers who, because of their the parameters of the decision being made and
exposure to an autocratic style of managemenasks the followers for input and reactions.
for a long time, see delegation as weakness, lacoaching is when school managers allow his/
ziness or incompetence (Davis et al. 1990). her subordinates to design a plan and procedure

to carry out his/her delegated tagkhen coach-
MODELS OF DELEGATION ing is applied professionally and in good faith,
many school disputes and problems could be

We select for a brief discussion in this papereasily eliminated. Howevemanagers who are
two dominant models for understanding delega+eluctant in their day-to-day professional man-
tion applied in the context of this studthese agement have a tendency of handing something
models include KerBlanchard$ Situational in its totality to subordinates without any real
Leadership modelfannenbaum and Schmidt direction, coaching, support, and discussion and/
Continuum-model of delegation as well as teamor setting parameter$his becomes a setup for
development model. Quite often managers wanen upset because there are so many hidden cri-
to delegate responsibilities but are hesitant tderia that only come to light when a lot of work
release an important task to someone &lkat  has already been covered. It can be discourag-
being the case, the following model which in- ing to subordinates, who develop the impres-
volves directing, coaching, supporting and del-sion that the manager wants to find fault with
egating is outlined and suggested that by usingvhat they consider their besfats.
it as a basis, school managers will adjust the
degree to which they provide direction and /orStyle 3 (S3): Suppotive
support based on the developmental level of the
person to whom they are delegatiAgcording In Blanchard$ situational leadership, man-
to Blanchard (2005) this model is made up ofagers and their subordinates share the respon-
four styles which are matched to the folloiger sibility of professional management in devel-
level of knowledge, skills, confidence and mo- oping their oganizationsThe goals and objec-
tivation specific to the task they are asked totives of the school are achieved only when prin-

accomplish. Following is its discussion: cipals, school management teams, teachers and
learners work collectivelyrhe S3 model is char
Syle 1 (S1): Directing acterized by high supportive and low directive

behaviour in the ganization.

This is something all of us do throughout The goal is to work with people in such a
our lives.The school managers define goals andway that their development level improves,
roles, provide instructions, and closely super while an individual might not like certainga-
vise.When it comes to directing, we continue nizational responsibilities, he or she may be
to motivate, influence, guide or stimulate the prepared to carry them out and continue work-
actions of people towards the attainment of theng within the oganization. In this style of
desired oganizational objectives. It is impor management, managers are pillars of tlygz.or
tant to note that every directive or instruction nizations.They support the employeeéforts
should have certain characteristics. Directivestowards accomplishing goals.
should be reasonable, complete and clear and
preferably be in writing. In the model S1, the Style 4 (S4): Delegating
high directive and low support behaviour are
manifested.This means that the manager de- Before determining the style of delegation,
fines goals and roles, provides specific instruc-the skill and level of maturifya “high maturity
tions and closely supervis@sis therefore sug- high skill’, would lead to delegation. Delegat-
gests that low skills with low maturity lead to ing to “low skill/low maturity” will only frus-
directing, and trying to direct “high skill/high trate the subordinate. Managers must consider
maturity” will de-motivate him/her delegation as a development process. Delega-
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tion underpins a style of management, whichcides the actions and informs the team of the
allows delegates (subordinates) to use and dedecision.The manager will probably have con-
velop their skills and knowledge to the full po- sidered how the team will react, but the team
tential.Without delegation school managers mayplays no active part in making the decisidhe

lose subordinates’ full value. Maddux supportsteam may well perceive that the manager has
Blanchard$ Situational Leadership and there- not considered the teamivelfare at allThe
fore outlines some very practical steps, whichteam sees this as purely a task-based decision.
are consistent with this model. School manag- ]

ers turn over to their subordinates, fully and The Manager Decides and Then “Sells” the
specifically describe the desired results; agredXecision to the Group

on measurement criteria and timetables; define . ,

all the parameters familiar with and including _The manager makes the decision as in the
resources and constraints; and clarify the levefPove explanation, and then explains reasons
of authority they delegate and how this will be for the decision to the team, particularly the
communicated to other§hese models are rel- Positive benefits that the team will enjoy from

evant as they have influenced the choice of facthe decision. In so doing the manager is seen by
tors studied in this study the team as recognizing the tearimportance,

and to have some concern for the team.

Tannenbaum and Schmidt Continuum
Model of Delegation andTeam
Development

The Manager Preseistthe Decision with
Background Ideas and Invites Questions

. . . The manager presents the decision along

TheTannenbaum and Schimdt continuum isyith some of the background, which led to the
a simple model, which shows the relationshipyecision. The team is invited to ask questions
between the levels of freedom that a managepnq giscuss with the manager the rationale be-
chooses to give to a team, and the level of auping the decision, which enables the team to
thority exercised by the managés the teans | nqerstand and accept or agree with the deci-
freedom is increased, so the managauthor — gion more easily in the 2 explanations above.
ity decreasesThis is a positive way for both - thig more participative and involving approach
teams and managers to develdp.a manager gpaples the team to appreciate the issues and
one of his/her responsibilities is to develop therea50ns for the decision, and the implications
team.TheTannenbaum and Schimdt continuum ¢, 5| the optionsThis will have a more moti-
ague that over time, a manager should aim tq,4tional approach than in the first 2 explana-

take the team from one end to the otmrthe  ong ahove because of the higher level of team
scale, at which point he or she should aim t0,olvement and discussion.

develop one or a number of potential successors

ager This process can take a year or two, everynd |nvites Discussion on it

longer so a manager need to be patient, explain

what he or she is aiming at and be aware con- The manager discusses and reviews the pro-
stantly of how his or her team is respondingyisjonal decision with the team on the basis that
and developing. Delegating freedom and decithe manager will take their views and on board
sion-making responsibility to a team absolutelyfinally decide.This enables the team to have
does not absolve the manager of accountabilitysome real influence over the shape of the
If everything goes well, the team must get credit; managets final decisionThis also acknowl-

if it all goes horribly wrong, the manager must edges the fact that the team has something to
take the blame. contribute in the decision-making process,

The following are some added explanationwhich is more involving and therefore motivat-
of the Tannenbaum and Schimdt Continuum: ing than in the previous level.

The Manager Decides andnnounces the The Manager Presestthe Situation or
Decision Problem, Ged Suggestions, and then Decides

The manager reviews options in the light of The manager presents the situation, maybe
aims, issues, priorities, timescale, etc., then desome options, to the teaifhe team is encour
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aged and expected tofed additional options, RESULTS
and discuss implications of each possible course
of action.The manager then decides which op- The main aim of this section was to find out
tion to take.This level is one of high and spe- if different teachers including school managers
cific involvement for the team, and is appropri- view and understand the purpose deetive
ate particularly when the team has more detaile@dielegation and are aware that this is a normal
knowledge or experience than the managermanagerial functionTeachers were asked to
Being highly involved and highly influenced for respond to eight (8) items and this is summa-
the team this level provides more information rized hereunder:
and freedom than any previous level.
) o Unwillingness of Principals to Delegate
The Manager Explains the Situation,
Defines the Parameters ankisks the am The main aim of this study was find out from
to Decide teachers and school managers the barriers that
. , might hinder the delegation process. Reluctance
At this level the manager hadesdtively del- g delegation could result in teachers not receiv-
egated responsibility for the decision to the teaming the necessary training and could remain
albeit within the manages stated limitsThe ermanently trapped in the humdrum of rou-
manager may or may not choose to be part 0ﬁne tasks, while supervisors might be overbur
the team, which decidevhile this level ap-  jened with too much work. Managers and teach-
pears to give a huge responsibility to the teameg,g \yere asked to respond to eight questions and
the manager can control the risk and outcomefsjl summary of these is discussed hereunder
to an extent, according to the constraints that’ “\janagers are status sensitive, they hang on
he stipulatesThis level is more motivational , 3515 and responsibilities because they con-
than any previous level, and requires a matur ey to governors, colleagues and parents a sig-
teargl ready or prepared for any eventuality Omhificant symbol of power and authority in school.
probiem. Sixty percent of the teachers who responded
indicated that managers were status sensitive.
This then implies that they hang on to tasks and
responsibilities as a sign of power and author
ity in schools.About fifty-four percent of the
respondents agreed that some managers are
afraid that others might out-perform them. On
; : ; the other hand, forty-six percent disagreed with
dom, whereby the team idettively doing what the statement his indicates that there are man-

the manager did in the first explanatidrhe . . -
team is given an opportunity to identify and 29€rs in schools who are still afraid of delegat-

analyze the situation or problem; the procesdnd for fear of being supersedetbout fifty-

for resolving it; developing and assessing op-€i9ht percent of the respondents agreed that
tions; evaluating implications, and then decid-School managers showed a lack of confidence
ing on and implementing a course of actibine and trust toward colleagues. Fifty-eight percent
manager also states in advance that s/he wilpf the respondents indicated that they percel_ved
support the decision and help the team impleihe attempt by managers to delegate as an indi-
ment it. The manager may or may not be part of¢ation of weakness and incompetence. Forty-
the team, and if so then s/he has no more adour percent of the teachers agreed that school
thority than anyone else in the teafme only ~ Managers should earn their salary by doing the
constraints and parameters for the team are th&/ork themselves while fifty-eight percent were
ones that the manager had imposed on himseRf the view that managers are paid to manage
from above.This level is potentially the most and therefore they should not over delegEités
motivational of all, but at the same time poten-means that when managers delegate there are
tially the most disastrous. Not surprisingly the some negative opinions that can impact badly
team must be matured and competent, and caen the process.

pable of acting at what is genuinely a strategic In some cases managers believe that they
decision making level. know everything and should have a finger in

The ManagerAllows the Bam to Identify
the Problem, Develop the Options, and
Decide on theAction, within the Manageis
Received Limi

This is obviously an extreme level of free-
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everything that is happening in the sch&@dy-  for delegationThe implication is that most of
enty-six percent of the respondents indicatedhe respondents understand that delegation is
that managers believe that they know every-necessary and its purpose is to aid in task ac-
thing. This implies that managers display an complishment. Most respondents (ninety-eight
attitude of “I can do better myself to the work percent) strongly agreed that delegation helps
force about forty two percent agreed that del-SMT to control activities to ensure that school
egation means someone did not want to delegatebjectives are fulfilled and only two percent
because they did not want to take riSksere is  strongly disagreed.he route to success in man-
a slight diference between those who are againsaigement begins with meeting objectives but goes
and those who agree with the statemé&his  far beyond, and goal setting gives direction to
implies that school managers as pillars of thethe work of an individual employee as well as a
organization are fully aware of their role and department and /or anganization. Ninety- six
responsibilities and therefore know exactly whatrespondents agreed that delegation permits the
tasks to delegate, and which not to delegate. decision making with least delajhis implies
that about ninety-eight percent of the respon-
Planning of Delegation dents indicated that the subordinates are in-
cluded in the decision-making process of the
Ninety-five percent of the respondents saidschool.
that principals involve sthimembers in deci- Eighty-one percent of the respondents agreed
sion makingThis implies that principals share that delegation gives subordinates freedom to
management duties with their supervisditis  direct their own activitiesThis indicates the
therefore indicates that an overwhelming ma-trust and confidence supervisors have on subor
jority of school managers do delegate duties tadinates. They allow and give the delegates an
their staf membersAbout half of the respon- opportunity to perform the given task without
dents (forty-eight percent) indicated that tasksundue interference. Eighty-two percent agreed
are not delegated to qualified and willing per that delegation helps to restructure the job and
sons. only eighteen percent disagreédbout ninety-
Seventy percent of the respondents agreeéight percent of the respondents agreed that
that training and guidance is given to delegatesdelegation provides training opportunities.
This shows that the majority of respondentsEighty-eight percent agreed that delegation
know that delegation includes the opportunity motivates subordinates by providing opportu-
for testing employes’skills and for providing nities and challenges. Fifty- two percent agreed
any necessary traininghis implies that school that delegation raises the problem of responsi-
managers are aware that by delegating tasks toility and accountabilityThis means that forty-
their subordinates they are able to identify po-eight percent do not agree that delegation raises
tential talents and find it easier to identify the the problem of responsibility and accountabil-
necessary skills needed for developing their subity. Effective delegation means developing a task
ordinates. as a head teacher or head of department or even
Eighty-four respondents agreed that commu-teachers, is entrusting duties, with their atten-
nication is paramount to the smooth running ofdant responsibilities, to others (teachers), and
any oganization and that principals communi- has to divide the work meaningfullgnd to en-
cated all aspects related to delegation tof stafsure its dective execution by making people
members. Howevemrbout sixty percent of the responsible for the results or achievements of
respondents said that principals did not issueobjectives. In this regard, school managers and
detailed instructions outlining the scope of theteachers were asked to indicate the extent to
delegated workThis shows that some manag- which they delegate such tasks.
ers lack general management knowledge while Eight-two percent of the respondents agreed
others simply lack experience in managementthat school managers encourage new ideas by
making certain resources availabl@is means
Awareness of the Impotance of Delegation that school managers are more supportive to
teachersinitiatives.About seventy-two percent
About ninety-six percent of the respondentsof the respondents recognize success with pub-
agreed that they know and understand the neelic praise and 28 percent of the respondents did
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not agree with the statemeiitis implies that reducing the workload by delegating tasks to
the majority of teachers receive the necessarypthers.This was not necessarily planned.
recognition for work well doné\bout sixty-four
percent of the respondents believe that delegaFindings Pertaining to Reseach Question
tion is a means of internalized motivation. Number Three: (WhetherPrincipals are

Aware that Delegation is Impotant?)

DISCUSSION
About ninety-six percent of the respondents
Findings Pertaining to Reseach Question agreed that they know and understand the need
Number One (Why are Some Principals for delegationThe implication is that most of
Unwilling to Delegate Duties to their the respondents understand that delegation is
Subordinates?) necessary and its purpose is to aid in task ac-

complishment. It is for this reason that school
The findings pertaining to research questionmanagers understand the need for delegation.
number one indicate that; some managers aréccording to Johnson and Packer (2000) the
afraid that others might outperform them; some-practicality of the situation should be the guid-
one did not want to take risks. Managers be-ng principle.A manager should delegate when
lieve that they know everything and should havesuch action makes a practical contribution to
a finger in everything that is happening in thethe oganization.There are tasks that are fit to
school. Managers are status sensitive, they hanige delegated and there others which delegation
on to tasks and responsibilities because thewill not be viewed as appropriate while there is
convey to governors, colleagues and parents siga set of responsibilities which might be impos-
nificant symbol of power and authority in school. sible to delegate.
For some managers delegating means losing
control and, to many it means reduced control CONCLUSION
(Johnson and Packer 2000). Howe\his is a
very narrow view of looking at delegation as  Delegation of tasks must be seen as an im-
refusal to delegate does mean that it will com-portant tool for manager$he management of
promise the ability to serv8eachers believe today is shared with the help of democratic lead-
that their senior colleagues earn their high salaership and sound management, which is open,
ries by doing work themselveSeachers per flexible, and transparent and allow for the-par
ceive the attempt by managers to delegate ascipation of school structures. Managers should
way to shirk responsibility a weakness, incom-be aware that for them to delegate properly there
petency and lack of confidence to do their work.is a dire need for thorough training. Overall
delegation should be done because it is an in-

Findings Pertaining to Reseach Question dispensable aspect of management.
Number Two (Why Some Principals who
Delegate do not Plan their Delegation?) RECOMMENDA TIONS

The findings regarding research aim num-Recommendation Pertaining to Finding
ber two, was to determine from literature andNumber One
empirical data why some school managers do
not plan their delegation. It was evident from  Those who are doubtful in mastering these
the data analysis that school managers are facezkills must understand and know that delega-
with some personal problems that needed to b&on is aimed at developing and empowering
addressedd manager must be a good planner their subordinates to help theganization ac-
organizer communicator and coordinator and complish its stated goals said objectivie=sach-
this means that s/he should have well-develope@rs in particular must continue to accept and
interpersonal skills (Johnson and Packer 2000)welcome delegated tasks from their supervisors
The results showed that some managers lacknd they must consider it a privilege and op-
general management knowledge while othergortunity School managers should also be firm
have no experience in management skillswhen delegating tasks to their subordinates by
School managers saw delegation as a way ofetting the best out of people. Managers should
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also recognize the need of subordinates to battitude as delegation is not an end in itself but
valued and the need to achieve. Rewards and means for teachers to develop both as admin-
promotions can give teachers the necessary regstrators and professional leaders that they are.
ognition of their achievementeachers as well
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