
                                                                                                                                                                        ISSN (Online): 2455-3662 
EPRA International Journal of Multidisciplinary Research (IJMR) - Peer Reviewed Journal 
Volume: 11| Issue: 7| July 2025|| Journal DOI: 10.36713/epra2013 || SJIF Impact Factor 2025: 8.691 || ISI Value: 1.188 

 

 

2025 EPRA IJMR    |    http://eprajournals.com/   |    Journal DOI URL: https://doi.org/10.36713/epra2013-------------------------------64 

 

 

THE IMPACT OF DELEGATED AUTHORITY AND RESOURCE 

PROVISION ON DECISION-MAKING" - FOSTERING 

EMPLOYEE INITIATIVE 

 
Dr.N Subbukrishna Sastry Mphil,PhD,PDF1, Ravish P Y2 

1Professor, School of Management, CMR University, Bangalore, Karnataka, India 
2Research Scholar, Alagappa University, Karaikudi -630003, Tamilnadu, India 

 
ABSTRACT 

In an era where agility and innovation are paramount, empowering employees through delegation and providing them with the 
necessary resources is increasingly seen as a vital strategy for enhancing organizational performance. The study explores how the 
delegation of authority can influence decision-making processes, encouraging employees to take ownership of their tasks and 
responsibilities. Furthermore, it examines the role of adequate resource provision in enabling employees to make informed and 
effective decisions. By analysing various organizational settings, the research aims to identify the key factors that contribute to 
successful delegation and resource allocation, and how these elements interact to promote a culture of initiative and proactive 
problem-solving among employees. The findings are intended to offer practical insights for leaders and managers seeking to optimize 
decision-making processes and foster a more empowered and engaged workforce, ultimately driving organizational growth and 
innovation. 
In this the researcher investigates the impact of delegated authority and resource provision on decision-making within organizations.  
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INTRODUCTION  
In the contemporary business environment, organizations are 

under constant pressure to adapt, innovate, and remain 

competitive. One of the key strategies to achieve this is through 

empowering employees by delegating authority and providing 

them with the necessary resources to make informed decisions. 

Delegated authority refers to the process of transferring 

decision-making power from higher levels of management to 

employees closer to the operational activities, thereby enabling 

quicker and more contextually relevant decisions. Resource 

provision, on the other hand, involves equipping employees 

with the tools, information, and support they need to execute 

their responsibilities effectively. 

 

The impact of delegated authority and resource provision on 

decision-making processes is profound. When employees are 

entrusted with decision-making power and given the resources 

to back their decisions, they are more likely to take ownership 

of their tasks, demonstrate initiative, and contribute to 

organizational success. This empowerment fosters a culture of 

proactive problem-solving, where employees feel confident in 

addressing challenges and implementing solutions without 

excessive reliance on upper management. Such a culture not 

only enhances organizational agility but also drives innovation 

by encouraging employees to explore new ideas and 

approaches. 

Leadership plays a critical role in this dynamic, as effective 

delegation and resource allocation require a clear understanding 

of the organization’s goals, as well as the strengths and 

capabilities of the workforce. Leaders must strike a balance 

between providing autonomy and ensuring that employees have 

the guidance and support needed to make sound decisions. 

Moreover, fostering a sense of ownership among employees 

can lead to higher levels of engagement, as individuals feel 

more invested in the outcomes of their work. 

This research aims to explore how delegated authority and 

resource provision can influence decision-making and, 

ultimately, foster employee initiative. By examining the 

interplay between these factors, the study seeks to provide 

actionable insights for organizations looking to enhance their 

performance through empowered and engaged workforces. 

 

LITERATURE REVIEW  
The literature on delegated authority, resource provision, and 

their impact on decision-making and employee initiative is rich 

and varied, reflecting the growing interest in these concepts as 

drivers of organizational performance and innovation. This 

review examines the theoretical underpinnings and empirical 

evidence related to these topics, highlighting key findings and 

identifying gaps for further research. 

 

1. Delegated Authority and Decision-Making 

Delegated authority is a cornerstone of contemporary 

management practices, rooted in theories of empowerment and 

participatory decision-making. Early studies, such as those by 

Mintzberg (1979) and Fayol (1949), emphasize the importance 

of decentralizing authority to enhance organizational efficiency 

and responsiveness. Delegation allows decisions to be made by 

those with the most relevant knowledge and expertise, reducing 
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delays and improving the quality of decisions (Ahearne, 

Mathieu, & Rapp, 2005). 

 

More recent research has explored the relationship between 

delegated authority and employee initiative. For example, 

Spreitzer (1995) found that when employees perceive that they 

have control over their work, they are more likely to take 

proactive steps to improve processes and outcomes. This sense 

of ownership and responsibility is crucial for fostering 

innovation and adapting to changing market conditions (Fuller 

et al., 2006). 

 

2. Resource Provision and Empowerment 

Resource provision is another critical factor in enabling 

effective decision-making. Resources can include tangible 

assets, such as technology and financial capital, as well as 

intangible resources like information, training, and emotional 

support (Hackman & Oldham, 1980). The job characteristics 

model proposed by Hackman and Oldham underscores the 

importance of providing employees with the resources they 

need to perform their tasks effectively, which in turn enhances 

their motivation and job satisfaction. 

 

Several studies have highlighted the positive impact of resource 

provision on employee initiative. For instance, Chandler, 

McEvoy, and Luan (2011) found that access to adequate 

resources is directly linked to employees’ ability to make 

informed decisions and take initiative. Similarly, Eisenberger et 

al. (1990) demonstrated that when employees perceive high 

levels of organizational support—an aspect of resource 

provision—they are more likely to engage in discretionary 

behavior that benefits the organization. 

 

3. The Role of Leadership in Delegation and Resource 

Allocation 

Leadership is a critical determinant of how delegated authority 

and resources are managed within an organization. 

Transformational and participative leadership styles, in 

particular, have been shown to positively influence the 

delegation process and resource distribution (Bass, 1985; Yukl, 

2010). Leaders who adopt these styles tend to empower their 

employees by providing them with the necessary tools and 

autonomy to make decisions, thereby fostering a culture of 

innovation and initiative (Dvir, Eden, Avolio, & Shamir, 2002). 

 

Moreover, leaders play a vital role in ensuring that delegation 

and resource allocation align with the organization’s strategic 

goals. This alignment is crucial for maintaining coherence and 

preventing the potential pitfalls of decentralized decision-

making, such as misalignment of objectives and duplication of 

efforts (Jensen & Meckling, 1976). 

 

4. Organizational Outcomes: Innovation and Growth 

The literature consistently links delegated authority and 

resource provision to positive organizational outcomes, 

including increased innovation, improved employee 

engagement, and organizational growth. Studies by Lawler 

(1986) and Bowen and Lawler (1992) suggest that when 

employees are empowered through delegation and resource 

provision, they are more likely to engage in behaviors that 

contribute to innovation and overall organizational success. 

Furthermore, the role of psychological empowerment—a sense 

of meaning, competence, self-determination, and impact—has 

been extensively studied in relation to employee initiative. 

Thomas and Velthouse (1990) argue that psychological 

empowerment is a mediator between delegated authority and 

organizational outcomes, as it enhances employees’ intrinsic 

motivation to contribute to the organization’s goals. 

 

5. Challenges and Limitations 

Despite the many benefits, the literature also identifies several 

challenges associated with delegation and resource provision. 

For example, over-delegation without proper oversight can lead 

to decision-making errors and inefficiencies (Manz & Sims, 

1987). Additionally, resource constraints can limit the 

effectiveness of delegation, as employees may be unable to 

fully leverage their authority without adequate support (Gagné 

& Deci, 2005). 

 

Moreover, organizational culture plays a significant role in the 

success of delegation and resource provision. In hierarchical or 

risk-averse cultures, employees may be reluctant to exercise 

their delegated authority or may lack the confidence to use the 

resources available to them effectively (Ouchi, 1980). 

 

6. Research Gaps 

While the existing literature provides a strong foundation, 

several gaps remain. For instance, there is limited research on 

how different types of resources (e.g., financial, informational, 

emotional) impact decision-making and initiative in varying 

organizational contexts. Additionally, the interplay between 

delegated authority and resource provision in multicultural or 

global organizations has not been fully explored. 

 

 

STATEMENT OF PROBLEMS 
The statement of problems defines the specific issues your 

research addresses. For your study on "The Impact of Delegated 

Authority and Resource Provision on Decision-Making," the 

problem could be that many organizations struggle to 

effectively delegate authority and provide adequate resources, 

leading to suboptimal decision-making and a lack of employee 

initiative. Questions may include: 

 

How does the lack of delegated authority impact employee 

decision-making and initiative? 

What are the challenges organizations face in providing 

adequate resources to employees? 

How do these factors affect overall organizational 

performance? 

 

RESEARCH METHODOLOGY 
The research methodology outlines the approach you will take 

to investigate the research questions. It includes: 

Research Design: Whether the study will be qualitative, 

quantitative, or mixed-methods. 

Data Collection: Methods such as surveys, interviews, case 

studies, or secondary data analysis. 

Sampling: Description of the sample population. 
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Data Analysis: Techniques for analyzing the data, such as 

statistical analysis for quantitative data or thematic analysis for 

qualitative data. 

 

OBJECTIVES OF THE STUDY 
The objectives outline what the research aims to achieve, such 

as: 

To examine the impact of delegated authority on employee 

decision-making. 

To assess the role of resource provision in fostering employee 

initiative. 

To identify effective strategies for enhancing organizational 

performance through empowerment. 

 

RESEARCH GAP 
This section identifies the gap in existing literature that your 

research intends to fill. For instance: 

Limited research on the combined effect of delegated authority 

and resource provision on decision-making. 

Insufficient empirical evidence on how these factors interact in 

different organizational settings. 

A need for practical recommendations for leaders on how to 

optimize delegation and resource allocation. 

 

SIGNIFICANCE OF THE STUDY 
This section explains the importance of your research. It might 

cover: 

How the findings could help organizations improve decision-

making and employee engagement. 

The potential contribution to academic literature on 

organizational behavior and management. 

Practical implications for leadership and HR practices. 

 

RESEARCH DESIGN 
The research design provides a detailed plan for conducting the 

study. It might include: 

Type of Research: Exploratory, descriptive, or explanatory. 

Time Frame: Whether the study will be cross-sectional or 

longitudinal. 

Data Collection Tools: Specific instruments like questionnaires 

or interview guides. 

Pilot Study: Any preliminary tests of the research instruments. 

 

FINDINGS 
This section presents the results of your research. It could 

include: 

A summary of key themes or patterns identified through 

qualitative analysis. 

Presentation of statistical data and results from quantitative 

analysis. 

Discussion of any unexpected findings or anomalies. 

 

RECOMMENDATIONS & SUGGESTIONS 
Based on the findings, this section offers actionable 

recommendations, such as: 

Strategies for leaders to effectively delegate authority and 

allocate resources. 

Methods for fostering a culture of initiative and empowerment 

within the organization. 

Suggestions for improving decision-making processes and 

organizational performance. 

 

RESULTS & DISCUSSIONS 
In this section, you interpret the findings in relation to the 

research objectives and the literature review. It might include: 

Comparison of your findings with existing studies. 

Discussion of the implications of the results for theory and 

practice. 

Exploration of potential explanations for the findings and their 

significance. 

 

LIMITATIONS 
This section acknowledges the constraints of the study that 

might affect its validity or generalizability, such as: 

Limitations in sample size or representativeness. 

Potential biases in data collection methods. 

Scope limitations (e.g., focusing on a specific industry). 

 

CONCLUSION 
The conclusion summarizes the key insights from the research, 

reiterating how the study addresses the research problems and 

objectives. It might also suggest areas for future research and 

reflect on the broader implications of your findings for 

organizations and the field of organizational behaviour. 
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