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CHAPTER ONE
INTRODUCTION
1.5 BACKGROUND TO THE STUDY
Delegation of authority is one of modern trends practiced by managers. It is function stands out contributing and increasing the level of motivation of employees and achieving positive returns for (an organization with a manager) and (an employee with a customer) both. On the level of an organization, it achieves competitive advantage, knowledge inventory, increases the level of productivity and speed in finalizing tasks effectively. On the level of manager, it alleviates functional burdens, gains employees' satisfaction and builds cooperation and trust between manger and employees giving a chance for manger to have full-time for realization more important work. So, it reduces physical and intellectual efforts exerted by manager and other employees. On the level of an employee, it works on achieving functional empowerment, constructing alternative and administrative leadership, making employees feel self-confidence and motivation for Excellency in performance. On the level of customer, it meets the needs of customers rapidly, delivering or providing the service will not be delayed due to delegation authority. Giving the customer a higher level of care and attention, building customer's perceived and creating loyalty and mutual respect for an organization and production in which the organization produced.
It can be said that method of delegation authority becomes inevitable issue for every organization whether in public or private sector. It is not optional due to many reasons has connected and brought developments and changes to the organizations including that (increasing its size and diversity of its products, multiplicity of its products and spread of its branches in different geographical zones and different local, regional and international levels. Managers have been imposed for the necessity to have a way for helping them in facilitating business affairs and alleviating the burdens in which they aren’t tolerated, implemented and controlled by a manger. From other hand, different social and environmental transformations at organization have been changed since of classical school that was differentiated by centralism and subjecting to orders of mangers without reluctance. Implementing processes and procedures become more flexible, and free due to employees. The results of applying this principle has helped employees to be enhanced, imposed different functional rights for them, and necessity to transform from dictatorship to democracy associates with modern trends of management and employees' desires and wishes. In addition, managers will be able to maintain their job position and preserve the process of facilitating business affairs, employees' loyalty, enabling to be remained and achieving performance efficiency.
1.6 STATEMENT OF THE PROBLEMS
It stands out reality of phenomenon of delay in delivery of services to citizens, reviewers and routines from perspective of researchers based on thoughts of customers in order to obtain variety services, functional job methods and technical tasks done by employees of Great Irbid Municipality (GUARANTY TRUST BANK), which leads the capacity to absorb a long time with customers and reviewers to obtain the required services. The results will be accumulation of business affairs on citizens and wasting time and effort of employees and customers. The question of what is the impact of authority delegation on employees' performance due to efficiency, effectiveness and empowerment has been emerged.


1.3 RESEARCH QUESTIONS
The following are the questions at which this research work possess to provide answer to in this study
i. Is there any statically significant method of delegation of authority on employees’ performance?
ii. Is there any significant method of delegation authority on functional effectiveness performance of employees’?
iii. Does delegation of authority have any impact on functional empowerment of the employees? 
1.4 OBJECTIVES OF THE STUDY 
The present study aims at identifying the impact of the delegation of authority on employees' performance at great Irbid municipality. It has constructed on measuring the impact of delegation on efficiency, effectiveness and empowerment. So therefore the basic objectives are:
i. To know if there are any statically significant method of delegation of authority on employees’ performance.
ii. To analyse if there are any significant method of delegation authority on functional effectiveness performance of employees’.
iii. To know if delegation of authority have any impact on functional empowerment of the employees.
1.5 RESEARCH HYPOTHESES
The following hypothesis will be tested for this research work validity 
i. There is no statically significant for the method of delegation authority on functional efficiency of employees.
ii. There is no statically significant for the method of delegation authority on functional effectiveness performance of employees.
iii. There is no statically significant for the method of delegation authority on functional empowerment of employees.
1.6 SIGNIFICANCE OF THE STUDY 
It lies on the importance of the topic related to delegation authority from high management to lower managerial levels of employees at Great Irbid Municipality. Studying such phenomenon discovers the level of centralism and decentralism applied in management of municipality affairs in which a lot of work and different services are implemented for local community and citizens due to increasing the level of service, performance and speed. 
This matter is going to achieve a higher level of satisfaction and loyalty to customers. Delegation authority reflects positive returns achieving efficiency, effectiveness and empowerment. In addition creating alternative leadership, trust, cooperation between functional high and medium levels or between employer and employees.
1.7 SCOPE OF THE STUDY
This study is based on the topic “effect of delegation of authority on employees’ performance”. The scope of this study will be particularly on Guarantee Trust Bank, Ilorin Branch. 
1.8 OPERATIONAL DEFINITIONS
Delegation Authority: Waiving some administrative levels on powers and authorities for lower functional levels to help them in completing quests in order to providing services easily and rabidly for customers and benefices. 
Employees' Performance: Level of efforts and achievements exerted by employees. It can be measured through following elements:
Functional Efficiency of Employees: Employees' capability on completing quests authorized perfectly guarantee speed and accurate in addition, it saves time and efforts. Moreover, it increases level of quality in performance.
Effectiveness Performance of Employees: Employees' capability on completing quests authorized creatively guarantee increasing in level of performance and cooperation among job levels in completing quests and adopting with conditions of different at organization.
Functional Empowerment of Employees: Acquisition the skills and additional knowledge for employees in order to increase and raise levels of self-trust. It gives them capability to complete quests authorized and customers' services directly without asking the director.


CHAPTER TWO
LITERATURE REVIEW
2.1 INTRODUCTION
Delegation of authority is a must in succeeding the operations of the management to grantee the outcomes. So, in this case high management authorizes some of its responsibility to executives in the fields of human resources. Furthermore, necessity of authority delegation has appeared due to the reasons of development in technology, its reflection to managerial developing, and business diversity of an organization. Also, it is hard to implement all tasks and whole business by employees without taking support and encouragement from high management. In this case authority delegation is considered a response for requirements of democratic system allowing to managers in all levels to participate in decision-making to perform managerial business and division of work. 
Perhaps the most important point should be taken into consideration is that administrative work focuses on defining the responsibility of an employee before the employer while using authority delegation. An employer cannot evade his responsibility related to organizational activities despite of Responsibility isn’t able to be authorized (AL-Shrqaui, 2002). The right of dispose and take decisions in a specified range extent required to accomplish certain tasks. Dent has entrusted with certain administrative powers for some of aides who trust them and delegated authorities that enable them to act for the performance of these terms of reference efficiently and effectively (Hashim, 2001).
2.2 CONCEPTUAL FRAMEWORK
It also means that the manager determines tasks that have to be implemented by one of his employees and given necessary authority to do this work. In this case employer is still responsible on decision-taking, issuing rules, instructions and regulations. Dessler (2006) has defined it as "it is an authority transportation form high management to executives". Lutgans & Hodgetts (2004) said about it “it is a process of distributing tasks and authorities". Authorization is the process in which manager is commissioned his staff to perform some work that related to his liability and perform some tasks that aren’t embedded by risk effect on the institution (Fleih & Abd AL-Majeed, 2005). 
Authorization can be defined as a distribution right of dispose and make decisions in a specified range and to the extent necessary to accomplish certain tasks entrusted manager has some powers to his assistants and give them the necessary authority to perform these tasks (AL-Ali & Mosawi, 2001). From mentioned above, authorization is granting a part of authority for specific employee or teamwork to perform particular tasks. They also take into consideration the responsibility of implementing the work. On the other hand, authority can be defined as acquired right in issuing commands in which job grants for the employees (ALaqi, 1996). It was also defined as the right granting to an employee enabling him for directing the others and issuing rules and obligations that must be followed (Makawi, 1995). 
Authorization is a permit to perform the work and the employer has ensure that authorization includes achieving the work needed and committing mistakes because the employee is responsible to perform work and achieve it correctly and appropriate way. In this case, many managers prevent authorization for many reasons including employees distrust, knowing the way to achieve work and perform it effectively. They are seeking to satisfy managers by feeling that management desires from the to perform the work and control on all matters.

2.2.1	TERMS OF AUTHORIZATION
1. Authorization shall be partly not total for all kinds of authority whether the multiplicity of commissioner.
2. Authorization decision shall be declared.
3. Authorization shall not be occurred with delegated authorized.
4. Authorization shall be expressed as situated by the law, if not authorization may be expressed verbally or by telephone.
5. Authorization is prohibited in the text which should not be authorization in particular competence it has been explicitly or implicitly prohibited by constitutional or legislative text (Dorah, etal, 2002).
2.2.2	PRINCIPLES OF AUTHORIZATION
Many authors such as AL-Helou (2010)., Al-Sheikh, etal (2009) stated that authority involves main principles, which are:
1. Tasks and duties authorized shall be determined, particular, clear, and explicit. In addition, authorizations are able to achieve the outcomes.
2. Effectiveness of communications means between employee and employer by keeping means online among them.
3. Selecting the employee correctly. Ability and sufficient of an employee are considered the requests of effective authorization.
4. Not to criticize employees, Criticism makes subordinate resist accepting authorization for additional work. If error has occurred, the imbalance should be explained in the same way that improves performance in long-run outcomes.
5. Granting an employee sufficient power and authority to perform these duties, as well as giving him the right to make decisions and issue instructions to carry out the duties and tasks.
6. Be aware from transforming work between employee and employer.
2.2.3 TYPES OF AUTHORIZATION
There are different types for the authority such as (Aboqahv, 2003):
Delegated Authorization: it means transmitting the power from high authority to low authority. In addition, disgorged powers from among the elements of authorization. Either the party or the authorized person to exercise powers delegated to the other throughout the duration of the authorization gives the center Position of the higher authority to the lowest power regardless of the incumbent or the supreme authority or minimum.
Signature authorization: it is commissioned by the authority of the supreme authority lower than the signing of some business or administrative decisions on its behalf. Delegation of signature does not mean giving up the powers.
2.2.4 ELEMENTS OF AUTHORIZATION
a. Tasks and duties: the manager authorizes a person or a group particular duties and tasks. These ask may be as image of an activity in which an individual assigned or objectives have to be achieved by employees. These tasks are established by the manager in order to authorize the work perfectly.
b. Authority: the legal right in issuing commands to be achieved and carried out by employees.
c. Responsibility: Vowing and commitment of the employee to carry out specific tasks and duties.
d. Efficacy: capability to use sources to achieve particular objective (Longenecker and Pringle, 1984).
This means if the manager owned power, he could give a part of his powers to one of the workers to perform the functions and duties that are part of its terms of reference to be completed and when the Commissioner has therefore accepted it becomes responsible for undertaken and accomplished. Adding to that, Commissioner remains responsible in before superiors. When the manager authorizes one of the workers, he must interest in capability of employee to perform the work and ensure if he desires or not.
2.2.5 ADVANTAGES OF AUTHORIZATION
1. Authorization achieves significant return of the organization with little cost. It saves time in all management levels, achieves speed in performing managerial work, managerial flexibility, adopting with different conditions and develop entrepreneurship of the employees. It also brings new idea and creates wider area of thinking where the more than one level takes place in achieving business collectively. So, the outcomes will be improved.
2. Preparing future leaders to motivate the employees authorized on objective reasoning, compering and showing results and outcomes. It allows selecting future managers by conducting appropriate level test for a job vacancy.
3. Equity and social justice where authorization one of factors of achieving social justice in which power becomes an element of democracy (Al-Sheikh, etal, 2009).
2.3 THEORETICAL  FRAMEWORK 
Awawdeh (2014) conducted study on the regulatory factors affecting the administrative authority: the perceptions of staff (managers) in Jordanian ministries centers. The study found that there were no statistically significant differences at (α ≤ 0.05) in perceptions about the administrative authority attributed personal and functional for the following variables (gender, age, years of experience), while there is statistically significant at (α ≤ 0.05) for perceptions of staff of the factors affecting the administrative authority in the ministries centers Jordan attributed to the educational qualification variable and vary with it for the rest of demographic factors. The study recommended the importance of diagnosis Regulatory barriers that may limit the dissemination of culture and policy mandate and on two levels: the first regards as element manager’s Influential industry in this culture and its pro source or vice versa, and the second related to staff delegation and awareness of their culture and environment. 
The study of Darwish (2010) on the delegation of authority to the best method to raise the efficiency of job performance. The research aims to diagnose the actual reality of the exercise of the powers delegated by the organization research sample and its impact on the performance efficiency and identifying the concept of delegation of authority as an act of administrative and positive role functionality in the efficiency of organizations in general, and in particular, the organization surveyed among the most important results of the research is to follow the tide of revelation inaccurate for people and committees that have been delegated authority resulting in some of the directions that do not serve the administrative work in the surveyed Organization, and the method adopted version in organizational units is weak, due to the weakness of directors informed of the latest developments that rate methods modern administrative work. 
Hashem et. al, (2013) conducted study on the impact of structural empowerment in achieving psychological empowerment. The study has reached that there is a statistical significant between availability of structural empowerment representing by delegation authority, Personality development, participation and Development innovative behavior on achieving psychological empowerment representing by one's awareness that he holds an important and meaningful job position, feeling effective, independence and capability to be effective. AL-Matouh (2003) studied the role of delegation of authority in achieving the objectives of organizing. The study has reached that delegation of authority has played a basic role in achieving business fast. It raises the morale among workers. It allows the chance for building employees and enables them to alternative leadership and ability to manage organizations.
Awawdeh (2014) conducted study on the regulatory factors affecting the administrative authority: the perceptions of staff (managers) in Jordanian ministries centers. The study found that there were no statistically significant differences at (α ≤ 0.05) in perceptions about the administrative authority attributed personal and functional for the following variables (gender, age, years of experience), while there is statistically significant at (α ≤ 0.05) for perceptions of staff of the factors affecting the administrative authority in the ministries centers Jordan attributed to the educational qualification variable and vary with it for the rest of demographic factors. The study recommended the importance of diagnosis Regulatory barriers that may limit the dissemination of culture and policy mandate and on two levels: the first regards as element manager’s Influential industry in this culture and its pro source or vice versa, and the second related to staff delegation and awareness of their culture and environment. The study of Darwish (2010) on the delegation of authority to the best method to raise the efficiency of job performance. The research aims to diagnose the actual reality of the exercise of the powers delegated by the organization research sample and its impact on the performance efficiency and identifying the concept of delegation of authority as an act of administrative and positive role functionality in the efficiency of organizations in general, and in particular, the organization surveyed among the most important results of the research is to follow the tide of revelation inaccurate for people and committees that have been delegated authority resulting in some of the directions that do not serve the administrative work in the surveyed Organization, and the method adopted version in organizational units is weak, due to the weakness of directors informed of the latest developments that rate methods modern administrative work. While the study of AL-Qaryouti (2006) on the feeling job empowerment among managers of middle management level in Kuwait. The study depended on a random sample reached to (445) employees represent managers of middle management and they work in public institutions in Kuwait. The study has reached for different results as following: there are important factors enhancing feeling in job empowerment, and they differ due to demographic features of samples participants.
The study of Darwish (2010) on the delegation of authority to the best method to raise the efficiency of job performance. The research aims to diagnose the actual reality of the exercise of the powers delegated by the organization research sample and its impact on the performance efficiency and identifying the concept of delegation of authority as an act of administrative and positive role functionality in the efficiency of organizations in general, and in particular, the organization surveyed among the most important results of the research is to follow the tide of revelation inaccurate for people and committees that have been delegated authority resulting in some of the directions that do not serve the administrative work in the surveyed Organization, and the method adopted version in organizational units is weak, due to the weakness of directors informed of the latest developments that rate methods modern administrative work. AL-Qaryoni (2003) studied the trends for those who occupy leading jobs in ministries and public departments in Kuwait for authority delegation. The study has discussed the rends for those who occupy leading jobs in ministries and public departments in Kuwait for authority delegation due to the definition, importance, extent of relaxation or feeling that it is a threat for their leading roles. The study has recommended in following suggestions:
i. The need to take into account different official sides to select leading functions at ministries and official departments.
ii. The need to conduct training courses for the present leaders as conferences and workshops and define disadvantages of centerlisim and authority monopoly by managers
iii. The need to provide material and moral incentive employees to accept the authorization, and that by linking efficiency in the exercise of powers delegated to them material and moral incentives.
The study of Awamleh (1994) under the title of delegation of authority in public and private institutions: an empirical study. The study aimed at analyzing definition of delegation of authority through a selected sample has been taken from institution of both sectors (public and private). The study has reached for following results:
i. There is a huge gap between self - convocation in delegation of authority and extent of applying by researchers.
ii. similarity in delegation authority motivations in public and private institutions.
iii. Difference in methods authority delegation inside both sectors.
iv. Similarity of general trend about the features employees to whom authority delegated.
v. There were significant obstacles for delegation of authority in both sectors including weakness in trust, lack of training, rigidity of legislations and retardation of organizational structures.
The study recommended in necessity narrowing the gap between conviction and authorization applied. Necessity of adopting clear basics for authorization and identifying its different sides in order to conduct more empirical studies.



CHAPTER THREE
METHODOLOGY
3.1 INTRODUCTION
Methodology embraces the specification of steps employed or adopted by a researcher in assembling the raw data for processing. The concern of this chapter is to discuss impact of diversity workforce on organization productivity. Thus, the use of sample survey method will be  consider  logical  to  be  employ  for  this  study.  This chapter consists of the following:  research  design,  population  of  the  study,  sample  size and sampling techniques, research instrument, validity and reliability of the instrument, method of data collection, method  of  data  analysis model specification and ethical consideration.
3.2 	RESEARCH DESIGN
To achieve the aim of this research or study, a survey research design shall be employ to study the effect of Delegation of authority, so that relevant and accurate information can be obtained. Survey research is conducted with an object of understanding specific aspect in defined population, if the strictly population is too high to access; segment will be taken from the population in order to be able to draw a conclusion. It enhances great objectivity, greater reality in defining as well as conclusion and it is the most scientific method of obtaining data.
Both primary and secondary data were used to gather relevant data needed for this research work.  The primary sources include personal observation and well structure questionnaire which are administered during the interview to the designated bank. 
The secondary sources of data was the several reference books, journal, textbooks as well as notebook which are related to the topic of study. 
3.3 	POPULATION OF THE STUDY 
Population of the study is said to be the set of person(s) who are being used to carry out study, the set of persons in a geographical area of place and as in this Guarantee Trust Bank plc, Ilorin is being used to carry out the study.  For the purpose of this study the staff of Guarantee Trust bank of Nigeria, Plc. Ilorin branch were the basic population of study since Guarantee Trust bank, plc, Ilorin  was used as the case study. The total population for the study is fifty (50) i.e fifty members of staff are being used to represent the total population of Guarantee Trust bank staffs.
3.4	SAMPLE SIZE AND SAMPLING TECHNIQUES
	Sample is the portion of the population which is studied closely in other to gain some knowledge and make generalization about the population it represents, while Sampling refers to procedures for choosing the sample units.
3.5 METHODS OF DATA COLLECTION 
Sample survey will be adopted in this study. The population considered for the survey is the employees and management of Guarantee Trust bank, Ilorin. Primary data (data collected directly by researcher himself) will be used; the employee were chosen and questioned on their views about the impact diversity workforce on organisation productivity.  The questionnaire will be administered to the respondents with the help of two researches assistant, the questionnaire will be given to the respondents to complete. Thereafter, the questionnaires will be check for completeness and then collected.
3.6 INSTRUMENT OF DATA COLLECTION
The instrument used for the purpose of this study will be questionnaire; a questionnaire is a research instrument consisting of a series of questions or statement for the purpose of gathering information from respondents. The questionnaire will consist of a two sections, Section A will be design to capture demographic characteristics of respondents, section B will be design to capture information on constructs pertaining to impact of workforce diversity on organizational productivity. The questions will be designed in a manner that provided answers to the objectives of the study
3.7 METHODS OF DATA ANALYSIS
This study used quantitative method of data analysis. To ensure easy analysis, the questionnaires were coded accordingly. The quantitative analysis comprised of both descriptive and inferential analyses. The analysis process involved the process of transforming a mass of raw data into tables, with frequency distribution and percentages to provide key answers to the research questions. 
3.8	HISTORICAL BACKGROUND OF GUARANTY TRUST BANK.
Guaranty Trust Bank Plc was incorporated as a limited liability company licensed to provide commercial and other banking services to the Nigerian public in 1990. The Bank commenced operations in February 1991, and has since then grown to become one of the most respected and service focused banks in Nigeria.
In September 1996, Guaranty Trust Bank Plc became a publicly quoted company and won the Nigerian Stock Exchange President's Merit award that same year and subsequently in the years 2000, 2003, 2005, 2006. The bank was also runner-up for the quoted company of the year award in 2005. In February 2002, the Bank was granted a universal banking license and later appointed a settlement bank by the Central Bank of Nigeria (CBN) in 2003.
The bank maintains a culture of excellent and goes to great lengths to ensure that customers are satisfied at all time, their values are highed upon professionalism integrity and superior service delivery. They also maintain an informal but competitive environment where people call each other by their first name from ebrty level, through the managing director no sirs or madams. The informal culture is not common practice in Nigeria, but true to its check meaning, the non-regimented and open environment brings out the best in Guaranty Trust Bank employees.
The Guaranty Trust Bank Team Are:
1. Mr. Olutayo Aderinokun MFR (Nigeria):- managing Director/CEO.
1. Mr. J.K Olusegun Agbaji (Nigeria):- Deputy Managing Director.
1. Mr. Victor G. Osibodu (Nigeria):- Non-executive Director.
1. Alhaji Mohammed K. Jarla (Nigeria):- Non-executive Director.
1. Mr. Adetokunbo B. Adesanya (Nigeria):- Non-executive Director.
1. Mr. Oluwole Oduyemi (Nigeria): Non-executive Director.
1. Mr. Egbert Imomoh (Nigeria):- Non-executive Director.
1. Mr. Jide Ogundare (Nigeria):- Executive Director.
1. Mrs. Cathy Echeoco (Nigeria): - Executive Director.
1. Habib Abba (Nigeria):- Executive Director.

CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.1	INTRODCUTION 
These chapter deals with analysis of data selected during the research survey, the data was analyzed and presented based on the research question were grouped together according to their relevance of the reach question from which they are drawn. The preference of response on each major item was converted to simple percentages from these interpretation of the data was made the research question were tested in the high of the response of the questionnaire passed to the respondents.  
4.2	PRESENTATION OF DATA  
QUESTION CONTAIN IN QUESTIONNAIRE 
SECTION A (information about the respondent)
Section A: Personal Information
4.2.1 Distributing of respondents by Sex
	Sex
	     No of respondents 
	           Percentage %

	Female
	20
	40

	Male
	30
	60

	Total 
	50
	100


Source’s field survey 2025
Comment from the above is 40 respondents representing 40% were female, while 60 respondents representing 60% of the sample where male hence more male Respondent were sampled in the research.


4.2.2 Distribution of the Respondent By Age
	Age
	     No of respondents 
	           Percentage %

	20-30years
	              15
	                 30

	36-50years
	              25
	                 50

	51 and above 
	              10
	                  20

	Total 
	50
	                 100


Source’s field survey 2025
The table above shows that 30% of the respondents are between 20-30years, 50%, were 36-50years while 20% fall between 51 and above. This indicate that the sample respondent are of the average age population
4.2.3 Distribution of Respondent By religion.
	Religion
	     No of respondents 
	           Percentage %

	Christian
	25
	50

	Muslim
	25
	50

	Other
	-
	-

	Total
	50
	100


Source; field survey 2025
The table revealed that 50% of the total population are Christians and well as the remaining 50% who appears to be Muslim. It indicates that the respondent are both Christian and Muslim alone. 
4.2.4 Distribution of Respondent By Marital Status.
	Status
	     No of respondents 
	Percentage %

	Married
	              25
	50

	Single
	              20
	40

	 Divorce
	              5
	10

	 Total 
	             50
	100


Source; field survey 2025
The table 4 above shows that 50% of the respondents are married, where 40% are single and the remaining 10% are divorced. This indicates that there are more married than single and divorced. This implies that the population is adequate represented with.
4.2.5 Distribution of Respondent By Qualification.
	Qualification
	     No of respondents 
	      Percentage %

	HND/B.sc
	              15
	                  30

	OND/NCE
	              15
	                  30

	WAEC/NECO
	              10
	                  20  

	Others
	              10
	                  20

	Total
	             50
	                  100


Source; field survey 2025
The table shows that 30% of the respondents have HND/B.sc in their education level, 30% have OND/NCE/, 20% have WAEC/NECO while the remaining 20% have other qualification or no qualification at all. This meant that all citizen qualification is fairly represented in the survey


Section B
Table 4.1.7	Does The management retains the powers to make and adopt project or organization budget as well as the powers to approve expenditure of the available funds? 
	Option 
	No. of Respondents
	Percentage %

	Yes
	45
	90

	No
	5
	10

	Total 
	50
	100


Source: Field Survey 2025
The table 4.1.7 above shows that 90% of the respondents agreed that The management retains the powers to make and adopt project or organization budget as well as the powers to approve expenditure of the available funds, 10% of the respondent do not have any idea.
4.2.8.	Should there be policy documents containing standards or rules to be adhered to while delegating HRM roles and responsibilities? 
	Option 
	No. of Respondents
	Percentage %

	Yes
	45
	90

	No
	5
	10

	Total 
	50
	100


Source: field survey 2025
The table 4.1.8 above shows that 90% of the respondents agreed that there should be policy documents containing standards or rules to be adhered to while delegating HRM roles and responsibilities while the remaining staffs disagreed.


4.2.9.	Does delegation of authority gives way for functional efficiency of employee’s?   
	Option 
	No. of Respondents
	Percentage %

	Yes
	35
	70

	No
	15
	30

	Total 
	50
	100


Source: field survey 2025
The table 4.1.9 above shows that 70% of the respondents thinks think that delegation of authority provides opportunity for building employees, 30% of the respondent do not.
4.2.10.	To what extent has Delegation of monitoring and evaluation strategy improve accomplishment of project objectives?
	Option 
	No. of Respondents
	Percentage %

	Great extent
	10
	20

	Little extent
	10
	20

	No impact at all
	20
	40

	No opinion
	10
	20

	Total 
	50
	100


Source: field survey 2025
The table 4.1.10 above shows that 20% of the respondents says its on a great extent, while another 20% of the respondent sees that Delegation of monitoring and evaluation strategy improve accomplishment of project objectives but on a little extent, while the largest population of respondents believes that the government does not focus on economic growth with 40% while the remaining 20% have no opinion at all.
4.2.11.	 Delegation of authority played primary role in achieving business administration effectiveness.
	Option 
	No. of Respondents
	Percentage %

	Strongly agreed
	25
	50

	Agreed 
	10
	20

	Neutral 
	10
	20

	Disagree
	5
	10

	Strongly disagree
	-
	-

	Total 
	50
	100


Source: field survey 2025
The table 4.1.11 above shows that 50% of the respondents believes Delegation of authority played primary role in achieving business administration as they strongly agreed, while 20% of the respondents agreed to the fact, another 20% of the respondent stands neutral as not being sure if it is while the remaining 10% disagree.
4.2.12. There is no statically significant for the method of delegation authority on functional efficiency of employees 
	Option 
	No. of Respondents
	Percentage %

	Strongly agreed
	-
	-

	Agreed 
	10
	20

	Neutral 
	5
	10

	Disagree
	
	

	Strongly disagree
	35
	70

	Total 
	50
	100


Source: field survey 2025
The table 12 above shows that 70% of the respondents strongly disagreed that there is no statically significant for the method of delegation authority on functional efficiency of employees, while 20% of the respondent agreed. It could be deduced that there is statistical significant for the method of delegation of authority in Guaranty Trust Bank. 
4.2.13. Does delegation of authority have any impact on functional empowerment of the employees? 
	Option 
	No. of Respondents
	Percentage %

	Yes
	35
	30

	No
	15
	30

	Total 
	50
	100


Source: field survey 2025
The table 13 above shows that 70% of the respondents believes that delegation of authority have any impact on functional empowerment of the employees, while the remaining 30% of the respondent disagreed with a “no”.
4.2.14.	 How would you describe how delegation accelerates decision making process? 
	Option 
	No. of Respondents
	Percentage %

	Good 
	25
	50

	Neutral 
	15
	30

	Not good
	10
	20

	Total 
	50
	100


Source: field survey 2025
The table 14 above shows that 50% of the respondents sees how delegation accelerates decision making process as being good while 30% sees nothing to say about it as they remain neutral and the remaining 20% of the respondent which is the smallest number totally disagreed by ticking not good.
4.2.15 	Delegation increases level of positive relations among different jobs.
	Option 
	No. of Respondents
	Percentage %

	Strongly agreed
	40
	80

	Agreed 
	5
	20

	Neutral 
	5
	40

	Disagree
	
	

	Strongly disagree
	
	

	Total 
	50
	100


Source: field survey 2025
The table 15 above shows that 40% of the respondents strongly agreed that delegation increases level of positive relations among different jobs, 50% of the respondent agreed as well, while the remaining 10% stood neutral respectively.
4.2.16. Does Authorization invests the time ideally in achievement process of organization?  
	Option 
	No. of Respondents
	Percentage %

	Yes  
	40
	80

	No 
	10
	20

	Neutral
	
	

	Total 
	50
	100


Source: field survey 2025
The table 4.1.16 above shows that 80% of the respondents agreed that Authorization invests the time ideally in achievement process of organization, while the remaining 20% disagreed with a no.
4.2.17 Delegation upgrades level of job performance.  
	Option 
	No. of Respondents
	Percentage %

	Strongly agreed
	40
	80

	Agreed 
	10
	20

	Neutral 
	
	

	Disagree
	
	

	Strongly disagree
	
	

	Total 
	50
	100


Source: field survey 2025
The table 17 above shows that 80% of the respondents strongly agreed Delegation upgrades level of job performance, while the remaining 20% of the respondent agreed as well.
4.3	TEST OF HYPOTHESIS
	The hypothesis tested is the alternative hypothesis (H1) which states:
Ho1: There is no statically significant for the method of delegation authority on functional efficiency of employees.
Ho2: There is no statically significant for the method of delegation authority on functional effectiveness performance of employees.
Ho3: There is no statically significant for the method of delegation authority on functional empowerment of employees.
Hypothesis One
Calculation
	The hypotheses were tested and calculated with the use of chi-square method. 
X2 = ∑(Fo - Fe)2
	     Fe
Where Fo = observed frequency
	Fe = expected frequency
	∑= is take over all the categories
	Option 
	No. of Respondents
	Percentage %

	Yes
	35
	70

	No
	15
	30

	Total 
	50
	100


Source: Table 4.1.9
Computation table 
	Alternative
	Fo
	Fe
	Fo-Fe
	(Fo-Fe)2
	(Fo-Fe)2/Fe

	Yes
	35
	25
	10
	100
	4

	No
	15
	25
	-10
	100
	4

	Total
	50
	
	
	
	8


X2 = 8.000
Decision Rules: 
	The computed values X2 = 8 is greater than the critical value 0.05 level signification is 3.84, therefore we rejected the null hypothesis (Ho) and accept the Hi (alternate hypothesis) There is statically significant method for the of delegation authority on functional empowerment of employees. 
Hypothesis Two 	
Calculation
	The hypotheses were tested and calculated with the use of chi-square method. 
Taking Agreed and strongly agree for Yes while Disagree and Strongly disagree for No and neutral for No idea
X2 = ∑(Fo - Fe)2
	     Fe
Where Fo = observed frequency
	Fe = expected frequency
	∑= is take over all the categories

	Option
	No of respondents (3)
	Total

	Yes 
	35
	70

	No Idea
	10
	20

	No 
	5
	10

	Total
	50
	100


Source: Table 4.1.11
Computation table 
	Alternative
	Fo
	Fe
	Fo-Fe
	(Fo-Fe)2
	(Fo-Fe)2/Fe

	Yes
	35
	25
	10
	100
	4

	No Idea
	10
	25
	-15
	225
	9

	No
	5
	25
	-20
	400
	16

	Total
	50
	
	
	
	29


X2 = 29
Decision Rules: 
	The computed values X2 = 29 is greater than the critical value 0.05 level signification is 3.84, therefore we rejected the null hypothesis (Ho) and accept the Hi (alternate hypothesis) There is statically significant for the method of delegation authority on functional effectiveness performance of employees
Hypothesis Three
Calculation
	The hypotheses were tested and calculated with the use of chi-square method. 
X2 = ∑(Fo - Fe)2
	     Fe
Where Fo = observed frequency
	Fe = expected frequency
	∑= is take over all the categories 
	Option 
	No. of Respondents
	Percentage %

	Yes
	35
	70

	No
	15
	30

	Total 
	50
	100


Source: Table 4.1.9
Computation table 
	Alternative
	Fo
	Fe
	Fo-Fe
	(Fo-Fe)2
	(Fo-Fe)2/Fe

	Yes
	35
	25
	10
	100
	4

	No
	15
	25
	-10
	100
	4

	Total
	50
	
	
	
	8


X2 = 8.000
X2 = 100.37
Decision Rules: 
	The computed values X2 = 100.37 is greater than the critical value 0.05 level signification is 3.84, therefore we rejected the null hypothesis (Ho) and accept the Hi (alternate hypothesis) that delegation of authority has significance on functional empowerment of employees.



CHAPTER FIVE
5.0	SUMMARY, CONCLUSION AND RECOMMENDATIONS 
5.1	SUMMARY 
The research is tends on carrying out findings on the impact of delegation of authority on Employees performance. According to the findings Delegation develops positive relations among employees were in in the first rank. Capability of delegation to upgrade level of employee’s performance ranked final. Extent of employees accepting overtime was in first ranked. The study also finds out that the extent of delegation improves the perspective from employer to employee ranked final.
5.2	CONCLUSION
	The study’s findings point to the fact that delegation of various types of tasks in project teams is important to the successful completion of projects in various ways. First, delegation ensures project activities are implemented within the stipulated timelines, ensuring project deliverables are channeled to the target beneficiaries in time. Delegation also imparts new and more advanced skills from divergent fields such as financial management, human resource management, monitoring and evaluation and logistics among into employees. Through delegation of tasks, project team members become skilled in a wide range of skills, making them competitive at the work place. Through delegation of tasks, managers and leaders of a project become better coaches and trainers, thus creating a pool of leadership and managerial skills from which a project or an enterprise may benefit. Delegation also boosts workers’ morale and confidence, thereby contributing to their personal and professional growth and development. Delegation of project tasks also contribute to the successful completion of projects by contributing to project outcomes and sustainability since local workforce acquires skills that might be of use along after the project is completed. Extent of delegation eliminates the central authority in decision-making extent of delegation contributes not to business disabled because of the absence of the administrative leader ranked final
5.3	RECOMMENDATIONS
After the study carried out on the topic of discussion, the researcher recommends the following for the organization to consider
1. The study recommends (GUARANTY TRUST BANK) to progress the process of activating managerial authority delegation for employees and increasing the level of delegation confirms with the amount of tasks in order to upgrade job performance.
2. Project and enterprise organizations should trains and enlighten their leadership and management on the importance of delegation of duties, especially in the timely implementation of project activities, which would translate to the timely completion of projects and delivery of benefits to the target beneficiaries. 
3. Project teams should enlighten themselves on the elements of delegation and some of the functions and tasks that can be delegated to hasten the achievement of project goals. 
4. 4.The necessity for studying the mechanism and improving managerial authority delegation to be reflected on increasing employees' satisfaction level in all fields. Also, to improve the impression the subordinates for heads.
5. Guaranty Trust Bank has to increase level of employees empowerment to able to implement tasks individually without referring to high management for saving time and effort and offering services for customers, being ready for planning and strategies related to long run objectives of the organization.
6. Conducting more studies about different elements of managerial authority and be implementing on other public and private institutions.
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QUESTIONNAIRE
Dear respondent,
I am a student of the Department of Business Administration, Kwara State Polytechnic, Ilorin conducting research ON THE TOPIC, “THE EFFECT OF DELEGATION OF AUTHORITY EMPLOYEE’S PERFORMANCE ” (A CASE STUDY OF GUARANTEE TRUST BANK, ILORIN)
We hereby request that you help us answer the following question as honestly as possible, and we assure you that all information supplied by you shall be used only for academic purposes and shall be kept confidential.
 Thanks.
Please, kindly thick (√) your opinion in the options giving to the questions below
SECTION A
1.	Sex of respondent (a) Male (   )	(b) Female (   )
2.	Age of respondent (a) Below 20years (     )   	(b) 20-40years (   ) (c) 40years above (   )
3.	Religion of respondent (a) Christian (    )	  (b) Muslim (    )
4.	Marital status (a) Married (    )  	(b) Single (  ) (c) Divorced (    )
5.	Qualification (a) HND/BSC (    ) (b) OND/NCE (  ) (c) WAEC/NECO (  )
SECTION B
6.	Does the management retains the powers to make and adopt project or organization budget as well as the powers to approve expenditure of the available funds? (a) Yes (   )	(b) No (   )
7.	Did the danger faced by the workers affect their zeal to work? (a) Yes (   ) (b) No(  )
8.	Should there be policy documents containing standards or rules to be adhered to while delegating HRM roles and responsibilities?  (a) yes ( )(b) No
9.	Does delegation of authority gives way for functional efficiency of employee’s?  (a) yes ( )(b) No
10. To what extent has Delegation of monitoring and evaluation strategy improve accomplishment of project objectives?  (a) yes ( )(b) No
11. Delegation of authority played primary role in achieving business administration effectiveness? (a) strongly agree (    )	  (b)agree (c) strongly disagree (    )   (d) Disagree (    ) 
12. There is no statically significant for the method of delegation authority on functional efficiency of employees (a) strongly agree (    )	  (b) agree (c) strongly disagree (    )   (d) Disagree (    ) 
13. Does delegation of authority have any impact on functional empowerment of the employees? (a) yes ( ) (b) No
14. How would you describe how delegation accelerates decision making process? 
(a) Good (    )	  (b)Neutral (c) Not good (    )
15. Delegation increases level of positive relations among different jobs. (a) strongly agree (    )	  (b)agree (c) strongly disagree (    )   (d) Disagree (    )
16. Delegation upgrades level of job performance. (a) strongly agree (    )	  (b)agree (c) strongly disagree (    )   (d) Disagree (    )
17. Does Authorization invests the time ideally in achievement process of organization?  (a) Yes (   ) (b) No( ) (C) Neutral

