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الظاظنلاذل التق  الال النا الاونراح ةذئ ذب  للى  ل   يحظل هثذا البحث  دتتل 
لاظو ثثثثث  وهظثثثثث  رنر ثثثثثذدال لةثثثثثنذلا  اتاةثثثثثذتل  ردتتل و  رثثثثث  لوبثثثثثذيتن  الظهاظثثثثثن  

 ةظاغن ال البح ح
 حالاونرا الولذق     ذل اتاةذتل ةاظهنرر  وة  الل م   :الكلمات المفتاحية

Abstract:   

This research aims to investigate significant correlation between employees' 

personal characteristics and their perception towards barriers of effective 

delegation and investigate significant differences between the three groups 

that hinder delegation in the field of application which is Telecom 

Companies' employees in The Arab Republic of Egypt. The research adopted 

the philosophy of positivism, the deductive approach, and the method of 

quantitative and qualitative analysis as the research methodology. The 

instrument utilized for data collection was the questionnaire. Consequently, 

(400) usable questionnaires were collected electronically through social 

media channels from employees of Telecom Companies in The Arab 

Republic of Egypt. In addition, Using SMART PLS V4.0 to explore the 

causal relationships between the research variables. The findings reveal that 

there is statistical correlation between employees' personal characteristics and 

their perception towards barriers of effective delegation and there aren't 

significant differences between the means of the three groups that hinder 

delegation. In addition, this research also has significant practical 

implications and guidelines for the Telecom industry, and theoretical 

implications for researchers who are interested in research variables. 

Keywords:  

1. Effective Delegation. 

2. Telecom Companies. 
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Introduction 

Delegation is defined as transferring of responsibility and authority to 

a competent individual for the performance of activity or task in a selected 

situation with the formal retention of accountability for the outcome to the 

delegating person (American Nurses Association & National Council of State 

Boards of Nursing, 2006). In other way, Clement (2016) defined delegation 

as not only the process by which authority passes from one managerial level 

to another but also the process of assigning responsibility and authority to co-

workers and ensuring their accountability. So, delegation may be "downward, 

upward, and sideward (Harris, 2015). 

A good delegation leader will provide their team members the 

freedom to decide what falls within their own purview while also offering 

them the chance to hone their talents through assigned work. This growth in 

abilities and independence is a reflection of the team leader's ability to enable 

team members' professional development. 

Therefore, this research studies the significant correlation between 

employees' personal characteristics and their perception towards barriers of 

effective delegation 

Exploratory research 

1. Pilot study & practical problem 

In the Arab Republic of Egypt, until this research is performed, there 

are (4) licensed telecom companies. Researchers performed a pilot study to 

explore the research problems and questions. Structured interviews were held 

with (40) employees at these companies. 
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Researchers asked (1) question, while interviewees were required to 

choose one of two alternatives. interviewees were allowed to interpret their 

answers and tell more detailed information about their preferences.  

Question was as follows:  

Which option do you prefer when doing tasks? 

1- Delegating tasks to superiors  (  ) 

2- Doing the tasks myself    (  ) 

Obtained answers to these questions were as follows: 

• 20% of respondents prefer delegating tasks to superiors. 

• 80% of respondents prefer doing the tasks themselves. 

2. Academic Gap 

In the study of Zhang et al. (2017),assure that a genuine leader should 

promote positive leadership, delegating power and authority to their 

employees so they have more freedom to work autonomously, directing to 

greater job satisfaction, organizational obligation, and innovative 

behaviors. 

(Murphy, 2016) investigated improving the overall performance of a 

team, group, or organization, and assure that delegation can play a critical 

role in staff development. By delegating the implementation of a task to 

another person, that individual is presented with a growing opportunity to 

enhance their skills and competency in a specific area. In doing so, that 

person may escalate their sense of self-confidence, which then transfer over 

into other situations. Along these lines, when a leader delegates an important 

mission to another, the leader is sending the message that the team member is 

valued and respected. By delegating an important task, the leader can also 
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encourage on greater alignment and commitment to the overall goals of the 

organization.  

The study of (Wulandari & Wulantika, 2019) stated Indicators 

contained in effectiveness of delegation leadership include: Rapid and 

Appropriate Decision Making: The leader's capacity for prompt and 

appropriate decision making is another indicator of how well they delegate 

leadership. When a leader delegate effectively, they provide team members 

the freedom to decide what to do within the parameters of their respective 

roles. One measure of a leader's successful delegation is how well team 

members are aligning their decisions with the organization's goals and vision. 

The study of (Pamungkas etal., 2024) concerned with The ability of a 

leader to assign duties, responsibilities, and authority to team members or 

subordinates in an effective and efficient way is known as delegation 

leadership effectiveness. With this strategy, team members are empowered, 

leaders may divide the responsibility, and more time can be dedicated to 

activities that need extra care.  

Accordingly, researchers conclude that previous studies have overlooked -

within the limits of researchers' knowledge- the relationship between 

employees' personal characteristics and their perception towards barriers of 

effective delegation  

Research problems & questions 

Based on the academic gap, the practical gap, and researcher's 

observations, the problem of the current research was stated as follows:  
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The current research problem is to investigate the relationship 

between employees' personal characteristics and their perception towards 

barriers of effective delegation 

In order to address the research gap, the following Two questions are 

asked: 

Q1.  What is the nature of the correlation relationship between employees' 

personal characteristics and their perception towards barriers of 

effective delegation among employees of telecom companies in the 

Arab Republic of Egypt? 

 Q2.  What is the significant differences between the three groups that hinder 

delegation.  

Research Objectives 

By investigating the research gap and its questions, this research 

embraces the following objectives: 

O1. Investigate the groups of reasons that hinder the delegation in the sector 

of field of application. 

O2. Arranging that groups according to the extent of their strong influence on 

the presence of the phenomenon under study. 

Research Hypotheses 

This research develops Two central hypotheses based on previous 

studies in order to answer the research questions. These hypotheses are as 

follows: 

H1. There is no significant statistical correlation between employees' 

personal characteristics and their perception towards barriers of effective 

delegation. 



 ( 2024) يوليو  12عدد  4مجلد                                                      المعهد العالي للدراسات النوعيةمجلة   

 

 

 نظر العاملين بشركات الاتصالات  ةمعوقات التفويض الفعال من وجه

 بجمهورية مصر العربية

 

 599 

H2. There is no significant differences between the three groups that hinder 

delegation. 

Theoretical framework 

The concept of Effective Delegation: 

Nwachukwu (2007) assumed that Delegation is an organizational 

process that allows the transfer of power from a superior to a subordinate. It 

empowers subordinate to make dedication, use resources and take action in 

relations to duties assigned to him. 

Delegation can be defined as a process by which a leader transfers 

responsibility for successfully executing a task to another person or persons. 

(Murphy, 2016) 

Effective delegation is the process of entrusting tasks or 

responsibilities to others, ensuring they have the necessary resources and 

authority to complete the task successfully, while maintaining accountability 

for the overall outcome. (Harvard Business Review, 2011) 

Effective delegation involves not only assigning tasks to others but 

also providing the guidance, support, and feedback necessary to ensure that 

those tasks are completed to the required standard (Yukl ,2013). 

Effective delegation is the act of assigning tasks to subordinates, 

giving them the necessary authority, and holding them accountable for the 

completion of those tasks (Daft, 2018). 

Characteristics of principles of delegation :  

Nwachukwu (2007) emphasized that, one major state that, “for 

effective delegation, authority granted to a subordinate must be equal to the 

responsibility assigned to him- no more no less”. That is, authority delegated 



 ( 2024) يوليو  12عدد  4مجلد                                                      المعهد العالي للدراسات النوعيةمجلة   

 

 

 نظر العاملين بشركات الاتصالات  ةمعوقات التفويض الفعال من وجه

 بجمهورية مصر العربية

 

 600 

to an individual manager should be adequate to assure the ability to 

accomplish results expected. Although responsibility may be assigned and 

authority may be delegated to subordinates, accountability to one’s superior 

can neither be assigned nor delegated). When one delegates one’s assigned 

responsibility to someone else, one is still fully accountable to one’s superior 

for its execution. When the chief executive officer of an organization 

delegates to the production manager, for instance, and the production 

manager to his plant supervisor; if the production quota is not met, the 

manager director’s accountability to his superior cannot be delegated or 

assigned. 

 Top management has responsibility for sound administrative 

performance it can delegate some authority to employees and retain overall 

control as a modern means of achieving organizational success, too.  

Delegation of responsibility can be effective only if the person to whom it is 

delegated is given full authority to carry out his or her responsibility to a 

logical conclusion. Therefore, for delegation to be effective it must come with 

authority. 

Effective delegation permits subordinates to exercise self-direction 

and control, provides employees with a sense of duty on measure of 

comprehension of Self-efficiency and self-determination, as well as strength 

and perseverance to enable them make influence on overall organizational 

success. (Kastelle ,2013) 

As shown in table 1 the researchers suggest dividing barriers of delegation 

into 3 groups: 
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Table (1): Barriers of effective delegation, developed by the investigators 

Barriers related to 

delegator 

Barriers related to 

delegatee 

Barriers related to situational 

barriers of delegation 

• Lack of Trust 

• Delegator's 

personality 

• Fear of criticism 

• Fear of  lack of 

authority 

• Fear of liability 

• Wish to perform tasks 

personality 

• Fear of Failure 

• Lack of manager 

experience in 

delegation 

• Incompetent 

personnel 

• Fear of  criticism 

• Lack of self-

confidence 

• Fear of 

accountability 

• Poor ability 

• Fear of failure 

• Non-supportive environment 

• Workload and understaffing 

•  Inadequate incentives 

• Lack of development 

opportunities 

• Degree of centralization or 

decentralization 

• Resistance to change 

• Degree of elasticity 

in organization chart 

Source: Prepared by researchers based on Literature. 

Research Significance 

Telecom plays a significant role in providing the necessary 

technology for social communications. It's imperative to the success of 

organizations. The findings of this research will benefit both the development 

of the science and the development of the field of application. 

1. The Development of The Science: 

          This research provides a wider investigation of delegation. Also, it 

highlights new gaps that motivate researchers to investigate further studies. 
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Delegation is strongly linked to empowerment, as this concept is also 

linked to self-efficacy. Employees feel empowered and responsible when they 

participate in decision making on issues that may affect their performance. 

Delegation fosters feelings of trust and recognition in employees, improving 

the relationships between leaders and followers. (Zhang et al. ,2017) 

2. The Development of the Field of Application: 

It establishes a new deeper understanding of the professional 

framework for top management to apply the aspects of Delegation  In the era 

of Industry 4.0, Service providers must be aware of the relationships 

discussed in this research and be able to use them to maintain an elevated 

level of competitive advantage. 

Population and Sample Size 

1. Population and Sampling 

The population of the current research are the employees of the 

telecom companies in Egypt. 

In the Arab Republic of Egypt, until this research is performed, there 

are (4) licensed telecom companies, which are: Etisalat Misr, Telecom Egypt 

(We), Vodafone Egypt, and Orange Egypt. 

2. Sample Size 

The sample size required to be large enough to generalize the findings 

to a population. According to Sample Size Calculator, a sample size of 384 is 

required if the margin of error is 5%, which is the proportion utilized in 

social research, the confidence level is 95%. 

Data Analysis, Results, and Interpretations 
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Research data was collected during the period from April 2024 to June 2024. 

Using Google Form, the researchers designed an electronic version of the 

questionnaire which was published to Customers at telecom companies 

through social media channels like Facebook Pages, Facebook Groups, and 

WhatsApp Groups interested in telecom companies in Egypt. Total responds 

were (415), while accepted responds were (400). Researchers exported the 

collected data from Google Form to Google Sheet then to Excel Sheet in 

which items were coded and formatted to be ready for Smart PLS. The 

researchers depend on the questionnaire created by (Atta et al.,2019) 

Sample Description 

Accepted responses to the questionnaire were (400), described as follows: 

1. Sample distribution according to Education Level 

As shown in figure 1, the number of segment (less university degree) 

was (70) Responses, while the number of segment )university degree) was 

(266), and the number of segment (postgraduate) was (64), as shown in the 

next figure: 
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Figure (1): Sample distribution according to education level 

Source: Prepared by researchers according to statistical analysis 

2. Sample distribution according to Gender  

As shown in figure 2, the number of males was (236) Responses, while 

number of females was (164) Responses:  
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Figure (2): Sample distribution according to Gender 

Source: Prepared by researchers according to statistical analysis 
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1. Test H1 :Direct relationships between research variables  

Table (2): Correlation among employees' personal characteristics & 

barriers of delegation 

Variables 

Barriers of delegation 

r p 

 Spearman- test 

Education Level -.080 .166 

Gender -.028 .634 

Source: Prepared by researchers according to statistical analysis 

As shown in table 2, there is no significant correlation between employee’s 

personal characteristics and their perception towards barriers of effective 

delegation, and all correlation coefficients are moderately significant at the 

0.01 significant level. 

2. Test H2. There is no significant differences between the three groups that 

hinder delegation. 

Table (3): Mean and standard deviation of employees' attitudes towards 

barriers of delegation related to delegator (n= 400) 

Statements Mean SD 

1- Delegator does not have sufficient skills and experiences 

for the delegation process. 

3.69 1.35 

2- Delegator lacks confidence in the competence and 

experience of delegatee to carry out the tasks effectively. 

4.05 1.17 

3- Delegator may feel loss of control over the work when 
4.25 1.01 
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delegating part of his responsibility. 

4- Delegator is usually forced to return delegated tasks when 

the results are unsatisfactory. 

2.2 1.50 

5- Delegation does not exempt the delegator from liability or 

accountability for the errors of the delegatee. 

2.37 1.42 

Overall mean 3.31 1.29 

Source: Prepared by researchers according to statistical analysis 
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Table (4): Mean & standard deviation of employees' attitudes towards 

barriers of delegation related to delegatee (n= 400) 

Statements Mean SD 

1- Absence of positive incentives in recognition of the 

delegatee's effort. 

3.00 1.40 

2- Delegatee will feel more burdened with delegated 

tasks. 

3.15 1.59 

3- Delegatee is not sufficiently active and accurate to 

carry out delegated tasks as required. 

4.03 1.11 

4- Delegatee is afraid of criticism and blame if he does not 

perform tasks as expected. 

2.65 1.34 

5- Delegatee does not have sufficient freedom to 

complete delegated tasks. 

3.32 1.29 

Overall mean 3.32 1.35 

Source: Prepared by researchers according to statistical analysis 

Table (5): Mean and standard deviation of employees' attitudes 

towards situational barriers of delegation (n= 400) 

Statements Mean SD 

1- Lack of standards and policies for the delegation 

process. 

3.43 1.066 

2- Lack of adequate resources to implement 

delegated tasks in an effective manner. 

3.93 .999 

3- Some tasks are difficult to be delegated 
3.82 .888 
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because they are very important and require 

special skills to be implemented. 

4- Some tasks cannot be delegated in critical situations. 3.26 1.091 

5- Delegation does not save any time for the 

delegator or the delegatee. 

2.99 1.100 

Overall mean   

Source: Prepared by researchers according to statistical analysis 

As shown in table 3,4 and 5 there is no significant differences in means 

between the three groups that hinder delegation. 
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Findings and Recommendations 

Research Questions Revisited 

Table 6 below shows the overall view for Research Questions, Objectives, 

Hypothesizes, and Results of Testing hypotheses as follows: 

Table (6): Research Questions, Objectives, Hypothesizes, and Results 

Research Questions  
Research 

Objectives 

Research 

Hypothesizes 

Results of Testing 

Hypothesizes 

Q1.  What is the 

nature of the 

correlation 

relationship 

between 

employees' 

personal 

characteristics 

and their 

perception 

towards barriers 

of effective 

delegation  

among 

employees of 

telecom 

companies in 

the Arab 

Republic of 

O1. Investigate the 

groups of 

reasons that 

hinder the 

delegation in 

the sector of 

field of 

application. 

 

H1. There is no 

significant 

statistical 

correlation 

between 

employees' 

personal 

characteristic

s and their 

perception 

towards 

barriers of 

effective 

delegation. 

. 

Rejected 
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Research Questions  
Research 

Objectives 

Research 

Hypothesizes 

Results of Testing 

Hypothesizes 

Egypt? 

Q2.  What is the 

significant 

differences 

between the 

three groups 

that hinder 

delegation. 

 

O2. Arranging that 

groups 

according to 

the extent of 

their strong 

influence on 

the presence 

of the 

phenomenon 

under study. 

H2. There is no 

significant 

differences 

between the 

three groups 

that hinder 

delegation. 

 

Accepted 

Source: Prepared by researchers  based on Literature, Data, and Statistical 

analysis outputs. 
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Research Findings and its Interpretations 

Table 7. below shows the summary of research findings compared to 

literature: 

Table (7): Research Findings compared to Literature 

Research Findings Compared to literature 

There is statistical correlation 

relationship between employees' 

personal characteristics and their 

perception towards barriers of effective 

delegation  

Within the researchers' knowledge, 

there are no previous studies that have 

previously investigated this relationship 

 There aren’t significant differences 

between the mean of the three groups 

that hinder delegation. 

Within the researchers' knowledge, there 

are no previous studies that have 

previously investigated this relationship 

Source: Prepared by researchers  based on Literature. 

Theoretical Implications 

Based on current research, researchers recommend these topics for future 

research: 

1. Study the effects of research variables applied on other Sectors, such 

as Banks. 

2. Study the role of leadership styles in reducing barriers of delegation. 

Practical Implications 

Based on the results of the current research, researchers summarized the 

practical recommendations in Table 8 as follows: 

Table (8): Research recommendations for the field of practice 
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Practical Recommendations  Notes for application 

1. Telcom companies should  

Provide regular training on 

delegation skills 

Who? Human Resource department. 

How? 

 Organize monthly workshops and 

training sessions focused on effective 

delegation 

When? 
Along the service cycle: Before, During, 

and Post-Purchase Stages. 

2. Telcom companies should  

Develop a regular 

evaluation system for 

delegation tasks 

Who? Human Resource department. 

How? 

 Organize monthly workshops and 

training sessions focused on effective 

delegation 

When? 
Along the service cycle: Before, During, 

and Post-Purchase Stages. 

 who Human Resource management 

3. Telecom companies should 

Implement an incentive 

system to encourage 

effective delegation 

How 

Define clear standards and goals for 

successful delegation, such as completing 

tasks on time and meeting quality 

benchmarks. Offer incentives such as 

financial bonuses, recognition awards. 

 
When 

Along the service cycle: Before, During, 

and Post-Purchase Stages 

Source: Prepared by the researchers  based on Literature. 
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