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I. INTRODUCTION 

 It is said, “Two heads are better than one”, “many hands make a load lighter,” so a head or a manager of a 

school cannot achieve goals and objectives if he/she does all the tasks alone. In other words, the headmaster 

cannot teach all the subjects in the school, head all departments, be at post every day, deal with all the 

correspondence and discipline cases, and be in charge of all the clubs and so on. The head would need to use the 

talents of the teachers who work under him/her, and with no fear that they would take over from him/her; but 

trusting and having confidence in them. The headmaster performs a very vital role in bringing about school 

improvement and effectiveness. Increased interest in leadership preparation and development is based on the 

fact that school leaders could make a difference in both the effectiveness and efficiency of schooling (Hallinger 

& Snidvongs, 2008). Consequently, there is the need to ensure that the headmaster plays this role effectively 

through providing them with knowledge, skills and attributes to enable them run schools effectively and 

efficiently. This could be achieved mainly if the heads of institutions are specifically prepared for leadership 

before appointment. Several researchers like Leithwood and Riehl (2003) and Yukl (2006) agreed that 

leadership is a process of influencing others’ actions in achieving desirable goals. The effective leadership is 

guided by explicit purpose, seeks to achieve it and leads to a positive change through empowerment and 

delegation of authority for teachers to make decisions on teaching and learning processes (Antonakis, et al, 

2004). The head is expected to manage the school through his/her work, the work of other teachers, staff and 

even pupils. Educational leadership, empowerment and delegation are considered most common issues in the 

school-based management in Western societies, as they are the cornerstone of most efforts to develop modern 

educational reform in many countries of the world (Fullan & Watson, 1999).  Delegation is defined as “a 

distinct type of power sharing process that occurs when a manager gives subordinates the responsibility and 

authority for making some types of decision formerly made by the manager” (Yukl, 2006).  Also Yukl (2006) 

indicated that the empowerment and delegation of authority “offers a number of potential advantages if carried 

out in an appropriate manner. It improves decision quality, greater subordinate commitment to implement 

decisions effectively, increases job satisfaction, effective method of time management and management 
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headmasters (18) and staffs (80) of SHS with socio-demographic characteristics is researched in this study. 
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development. Delegation is never absolute, because a school’s headmaster continues to be responsible for the 

activities of subordinates and the success of it depends on the purpose of the delegation and how it is carried out 

to minimize problems and avoid common pitfalls related to assignments of tasks to subordinate .Therefore, 

delegation differentiates managers from those who are not considered managers. In this vein, there is the need to 

promote continuous professional development of education professionals in Ghana through delegation practices 

of senior high school headmasters. 

The objectives of this study sought to: examine the nature of delegation by headmasters and 

teachers/subordinates of SHS in Kumasi metropolis, identify the barriers to effective delegation in the schools. 

And find out how delegation could be improved in the schools for effective teacher participation. The following 

research questions were formulated to guide the study: how do headmasters delegate tasks to their 

subordinates/teachers? What are the barriers to effective delegation in the schools? How can the headmasters’ 

delegation practices be improved? 

The outcome of this study would also contribute to the development of awareness of school headmasters on the 

advantages of delegating some of their tasks to teachers. It would guide them to have time to develop and design 

plans concerning the implementation of educational policies and practices. Moreover, this study would facilitate 

management development; delegation acts as a training ground for management development. Finally, this study 

would open an area for researchers to conduct further studies in the field of delegation of authority for teachers 

at schools. This would provide a research-based reinforcement for educational leadership. 

II. METHODOLOGY 

This study examined how headmasters go about delegation practices in pubic SHS in the Kumasi metropolis to 

promote the continuous professional development of education professionals in Ghana. This chapter dealt with 

the methodology that the researcher employed in carrying out the study.   

A. Study Area 

Kumasi is the second largest city of Ghana and home of the Ashanti’s by tribe. There are 919 pre-schools, 967 

primary schools, 597 junior high schools, 52 senior high schools and 10 tertiary institutions in Kumasi. The 

Kwame Nkrumah University of Science and Technology, the nation’s premier Science and Technology 

University, is located in Kumasi. It offers higher education for people from Ghana, Africa and the world as a 

whole GSS, (2010). Twenty SHS in the metropolis were surveyed namely; Opoku Ware SHS, Prempeh College, 

Yaa Asantewaa SHS, St. Louis SHS, Ghana Armed Forces Senior High Technical, Kumasi High School, 

Technology SHS, Kumasi Academy. Kumasi Girls School, Kumasi Anglican School, Asanteman SHS, Philips 

Commercial SHS, Angel Educational SHS, Kumasi Wesley Girls’, Osei-Tutu SHS, Kwasi Oppong SHS, St. 

Hubert Seminary, Serwaa Nyarko Girls’, Prince of Peace SHS and Ahmadigya SHS. 

B. Sample Size and Sampling Technique 

Sampling is the process by which a relatively small number of individuals or measures of individual objects are 

selected and analyzed in order to find out something about a population under study (Lokesh, 2002). In this 

study, cluster sampling strategy was used in selecting 20 SHS, 20 SHS headmasters (4 were from the private 

SHS and 16 were from the public SHS), and 80 SHS teachers who were made up of 4 teachers randomly 

sampled per school. A total of 100 questionnaires were distributed but only 98 respondents were sampled for the 

study.  

C. Instrumentation 
A structured questionnaire was used to gather information from the headmasters and teachers. Both the 

headmaster and teacher questionnaires were divided into sections ‘A’, ‘B’, ‘C’ and ‘D’.  Sections ‘A’ consisted 

of 4 close-ended items on socio-demographic characteristics of the respondents. Section ‘B’ had 6 close-ended 

items on the nature of delegation in the schools. Also, section ‘C’ comprised 7 close-ended items on barriers to 

effective delegation in schools. Lastly, section ‘D’ consisted of 8 close-ended items on ways of improving 

delegation practices by the headmasters.  

 D. Data Collection Procedure 

The researchers visited one sampled school each school day and personally administered all the questionnaires. 

This was normally done between 2.00 p.m. and 3.00 p.m. when most of the respondents in the sampled schools 

had almost closed from classes. Respondents completed the questionnaires within a period of thirty minutes. 

This criterion was used to ensure high degree of accessibility of information and high response rate. The return 

rate for the questionnaire was 98%.  

E. Data Presentation and Analysis 

In this study, data received from the field was entered into the Statistical Package for Social Sciences (SPSS) 

version 20. It was used to generate descriptive statistics in the form of frequency counts and percentages. This 

was presented in tables for easy discussion of results. The researcher also used the SPSS to run Chi-square (𝜒2) 

test at a significance level of p < .05. The major themes and analysis of contents were summarized.  The values 

of the response codes for the variables used in the analysis were: SA = 1; A = 2; N= 3; D= 4 and SD = 5. 

 

 



Annan et al., American International Journal of Research in Humanities, Arts and Social Sciences, 13(2),  December, 2015-February, 2016, 

pp. 155-161 

AIJRHASS 15-850; © 2015, AIJRHASS All Rights Reserved                                                                                                              Page 157 

III. RESULTS AND DISCUSSIONS 

A. Socio-Demographic Characteristics of Respondents 

As indicated on Table 1, 10 (55.6%) headmasters were males while 8 (44.4%) of them were females. 

Comparatively, 48 (60.0%) SHS teachers were males while 32 (40.0%) of them were females. More male 

headmasters and teachers were in SHS than their female counterparts within the Kumasi metropolis. None 

(0.0%) of the headmasters was 34 years and below. Two (11.1%) headmasters were within the age group of 35-

39years; 2 (11.1%) of them were between 40 and 44 years; 3 (16.7%) of them were between 45 and 49 years of 

age while 11 (61.1%) headmasters were 50 years old and above.  Similarly, 12 (15.0%) teachers were below 30 

years of age. Fifteen (18.8%) teachers were between 30 and 34 years of age and, 13 (16.3%) were within 35-39 

years old. Twenty seven (33.6%) teachers were between 40 and 44 years; 16 (20.0%) were between 45 and 49 

years while 8 (10.0%) of them were 50 years old and above. From the survey, majority of the headmasters (16 

or 88.9%) and teachers (53 or 66.3%) were 40 years and above. It could be concluded that a considerable 

number of the headmasters and teachers of SHS in the Kumasi metropolis were young and middle-aged adults. 

With regards to highest educational qualification of respondents, 10 (55.6%) headmasters were Bachelor (1st) 

degree holders; 3 (16.6%) of them possessed Post-Graduate Certificate/Postgraduate Diploma in Education 

(PGCE/PGDE) while 5 (27.8%) had Masters (2nd) degree. On the contrary, 8 (10.0%) SHS teachers had 

Diploma/HND certificates; 50 (65.5%) of them were Bachelor (1st) degree holders; 10 (12.5%) teachers 

possessed Post-Graduate Certificate/Postgraduate Diploma in Education (PGCE/PGDE) and 12 (15.0) had 

Masters (2nd) degree.  From the findings, all the headmasters (18 or 100%) and majority of the teachers (72 or 

90.0%) were bachelor (1st) degree, PGCE/PGDE holders and masters (2nd) degree holders. 

Moreover, none (0.0%) of the headmasters had taught for 1 to 3 years; 1 (5.6%) of them had taught for 4 to 6 

years and 5 (27.8 %) of them had taught for 16 to 20 years while 9 (50.0%) of them had taught for 21 years and 

above. Likewise, 30 (37.5%) teachers had taught for   1 to 3 years, 11 (13.8%) teachers had 4 to 6 years’ 

experience in teaching while 19 (23.7%) of them had between 7 and 10 years’ experience in teaching. Eight 

(10.0%) teachers had taught for 11-15 years, 74 (5.0%) of them had taught for 16-20 years while 8 (10.0%) 

teachers had taught for 21 years and above. It could be concluded that, majority of the headmasters and teachers 

were relatively experienced because of long years of teaching service. 

Table1: Socio-Demographic Characteristics of Respondents 

Variable Characteristic Number of Respondents (%) 

Headmasters Teachers/Masters 

Gender Male 10(55.6%) 48(60.0%) 

 Female 8(44.4%) 32(40.0%) 
Age <30 0(0.0%) 12(15.0%) 

 30-34 0(0.0%) 15(18.8%) 

 35-39 2(11.1%) 13(16.3%) 
 40-44 2(11.1%) 27(33.6%) 

 45-49 3(16.7%) 5(6.3%) 

 50> 11(61.1%) 8(10.0%) 
Educational Qualification Dip /HND 0(0.0%) 8(10.0%) 

 Bachelor(1st  Degree) 10(55.6%) 50(65.5%) 

  Post Graduate Cert. / Dip. Educ. 3(16.6%) 10(12.5%) 
 Masters 5(27.8%) 12(15.0%) 

Length  of  Service 1-3 0(0.0%) 30(37.5%) 

 4-6 1(5.6%) 11(13.8%) 

 7-10 1(5.6%) 19(23.7%) 

 11-15 2(11.0%) 8(10.0%) 

 16-20 5(27.8%) 4(5.0%) 
 21> 9(50.0%) 8(10.0%) 

 

B. Analysis of Research Questions 

B.1 Research Question 1: How do headmasters delegate tasks to their subordinates/teachers? 

Table 2: Chi-square (𝝌𝟐) Test of the Headmasters’ Views on the Observed Nature of Delegation 

Practices by the Headmasters of SHS (N = 18) 

Test Variables *𝜒2 **df ***Sig. (2-tailed) 

Headmasters delegated tasks without guidelines 4.500a  3 0.212 
Headmasters delegated tasks with specific guidelines 0.125b  2 0.939 

Headmasters delegated tasks regardless of knowledge/skills 4.500a  3 0.212 

Headmasters delegated tasks to favorite teachers only 0.500b  2 0.779 
Headmasters interfered in the tasks which they delegated 12.875b  2 0.002 

Headmasters took the responsibility for delegating tasks 12.250c  1 0.000 

*𝝌𝟐– The calculated 𝜒2 value or test statistics;** df - degrees of freedom; ***Sig. (2-tailed) - 𝜒2 test or 

probability value (p-value) is significant at the .05 level (2-tailed). 
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Table 3: Chi-square (𝝌𝟐) Test of Teachers’ Views on the Observed Nature of delegation practices by 

headmasters (N = 80) 

Test Variables *𝜒2   **df ***Sig. (2-tailed) 

Headmasters delegated tasks without guidelines 69.250a  4 0.000 

Headmasters delegated tasks with specific guidelines 35.725b  2 0.000 

Headmasters delegated tasks regardless of knowledge/skills 69.900c  3 0.000 
Headmasters delegated tasks to favorite teachers only 68.125a  4 0.000 

Headmasters interfered in the tasks which they delegated 48.700c  3 0.000 

Headmasters took the responsibility for delegating tasks 97.375a 4 0.000 

*𝝌𝟐– The calculated 𝜒2 value or test statistics; ** df - degrees of freedom; *** Sig. (2-tailed) - 𝜒2 test or 

probability value (p-value) is significant at the .05 level (2-tailed). 

Headmasters’ views on delegating tasks without giving guidelines resulted in 𝜒2 value of 4.500a with 3 degrees 

of freedom and a probability value of 0.212. Even though the headmasters disclaimed the practice, teachers 

significantly observed the practice in the schools (𝜒2 = 69.250a; df = 4; p = 0.000). Also, 𝜒2 test of headmasters’ 

views on delegating tasks with guidelines resulted in 𝜒2 value of 0.125b with df of 2 and a p - value of 0.939. 

The calculated 𝜒2 value for teachers resulted in (𝜒2 = 35.725b; df = 2; p = 0.000). The result of this study 

vindicates Van der Westhuizen (2004) who observed that the necessary training and motivation should be 

provided together with the necessary guidelines. 

Again, 𝜒2 test to prove headmasters’ views on delegating tasks regardless of knowledge and skills of the 

subordinates resulted in 𝜒2 value of 4.500a with df of 3 and a p - value of 0.212. The calculated 𝜒2 value for 

teachers resulted in (𝜒2 = 69.900c; df = 3; p = 0.000). From the viewpoints of the teachers, headmasters do not 

consider their knowledge and skills when delegating tasks to subordinates. The implication is that headmasters 

should evaluate the knowledge and skill levels of subordinates and delegate tasks to those who qualify to take 

responsibility. This finding is congruent with Salinas-Maningo’s (2005) assertion that the manager must 

evaluate all staff members who qualify to take responsibility for the task in question. The result also 

substantiates Van der Westhuizen’s (2004) finding that, a task should not be delegated to a person who is 

unwilling or not qualified to complete it successfully.  

Furthermore, the calculated 𝜒2 value for headmasters’ opinions on delegating tasks to favorite teachers resulted 

in 𝜒2 =.500b; df = 2 and p = 0.779. Though the headmasters denied the existence of delegating tasks to favorite 

subordinates, the teachers confirmed its occurrence (𝜒2 = 68.125a; df = 4; p = 0.000). The result signifies that 

although delegation is somewhat practiced by the headmasters, it seems not to be meaningful and effective. It is 

likely that the headmasters did not attach weight to some practices or principles of delegation. If the 

headmasters did not attach importance to delegation, then it is likely that they would interfere even if they 

delegate tasks to favorite subordinates. 

It is also evident from the result that, majority of the headmasters interfered in delegated tasks (𝜒2 = 12.875b; df 

= 2; p = 0.002). A  𝜒2 test of the views of teachers on this practice yielded 𝜒2 of 48.700c with 3 df and a p-value 

of 0.000. This finding is highly significant, and it signifies an intense or strong interference in tasks that the 

headmasters delegated to subordinates. It also suggests that, interference in delegated authority is unavoidable 

even if the subordinates are knowledgeable and skillful. The result further confirms the assertion that, the 

headmasters hardly delegated tasks by considering the knowledge and skills of the subordinates. The result of 

this study supports Van der Westhuizen (2004) who stated that a task should not be delegated to a person who is 

unwilling or not qualified to complete it successfully.  

Again, 𝜒2 test of whether headmasters took the responsibility for delegating tasks yielded 𝜒2 of 12.250c with 1 

df and a p-value of 0.000. Also, 𝜒2 test of the views of teachers on this practice yielded 𝜒2 of 97.375a with (df) 

of 4 and a p-value of 0.000. This finding is significant. Hence, it is extremely relevant for headmasters who are 

leaders or superiors to take responsibility for delegation of authority. This finding echoes the assertion that 

delegation does not remove the overall responsibility from delegators or leaders”, (Circuit Supervisors 

Handbook, 2002). 

B.2 Research Question 2: What are the barriers to effective delegation in the schools? 

Table 4: Chi-square (𝜒2) Test of Headmasters’ Views on Barriers to Effective Delegation 

Test Variables *𝜒2   **df ***Sig. (2-tailed) 

Unwillingness of headmaster is a barrier to delegation. 3.125a  2 0.210 

Fear of competition is a barrier to delegation. 5.000a  3 0.172 
Lack of confidence/trust in subordinate is a barrier to delegation. 21.125b 2 0.000 

Absence of incentives is a barrier to delegation. 7.625b  2 0.022 

Undue interference by headmaster is a barrier to delegation. 6.125b  2 0.047 

Lack of information on delegated tasks is a barrier to delegation. 9.875b 2 0.007 

Poor superior-subordinate relationship is a barrier to delegation. 9.875b 2 0.007 

*𝜒2 – The calculated x2 value or test statistics;** df - degrees of freedom; *** Sig. (2-tailed) - 𝜒2 test or 

probability value (p-value) is significant at the .05 level (2-tailed). 
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Table 5: Chi-square (𝜒2) Test of Teachers’ Views on Barriers to Effective Delegation 

Test Variables *𝜒2  **df ***Sig. (2-tailed) 

Unwillingness of headmaster to delegate is a barrier to delegation. 83.125a  4 0.000 

Fear of competition is a barrier to delegation. 72.400c 3 0.000 
Lack of confidence/trust in subordinate is a barrier to delegation. 73.125a  4 0.000 

Absence of incentives is a barrier to delegation. 27.900c 3 0.000 

Undue interference by headmaster is a barrier to delegation. 37.800c 3 0.000 
Lack of information on delegated tasks is a barrier to delegation. 16.900b 2 0.000 

A poor superior-subordinate relation is a barrier to delegation. 60.300 c 3 0.000 

*𝜒2 – The calculated 𝜒2value or test statistics; ** df - degrees of freedom; *** Sig. (2-tailed) - 𝜒2 test or 

probability value (p-value) is significant at the .05 level (2-tailed). 

 

Tables 4 and 5 present the 𝜒2  test of headmasters’ / teachers’ views on barriers to effective delegation in schools 

respectively. Headmasters’ views on unwillingness of the headmasters to delegate authority resulted in 𝜒2 = 

3.125a; df = 2; p = 0.210. The teachers’ views on unwillingness of the headmasters to delegate authority yielded 

𝜒2 = 83.125a; df = 4; p = 0.000. This finding is significant. Though the headmasters denied their unwillingness 

to delegate authority, the teachers held opposing views. The unwillingness of the headmasters to delegate 

authority is evident in undue interference in delegated tasks by the headmasters, delegating tasks to favorite 

teachers and delegating tasks to punish subordinates. This finding implies that, effective delegation is directly 

linked to willingness of superiors to delegate authority to subordinates. 

 

Chi-square analysis of fear of competition as a barrier to delegation resulted in 𝜒2 = 5.000a; df = 3; p = 0.172. 

The 𝜒2 test of teachers’ views on this variable yielded 𝜒2 = 72.400c; df = 3; p = 0.000. The result signifies that, 

the unwillingness of headmasters to delegate authority and fear of competition negatively influence the 

effectiveness of delegation. Hence, the finding is significant. 

 

The 𝜒2 test of headmasters’ views on lack of confidence and trust in subordinates as a barrier to delegation 

yielded 𝜒2 = 21.125b; df = 2; p = 0.000. The 𝜒2 test of teachers’ views on this variable resulted in 𝜒2 = 73.125a; 

df = 4; p = 0.000. This result is very significant. It signifies the association between unwillingness of 

headmasters to delegate authority and lack of confidence or trust in subordinates. Again, the finding suggests 

that, effective delegation is also linked to confidence and trust in subordinates. The confidence and trust in 

subordinates could be relatively attributed to the knowledge and skill levels of the subordinates.  

Headmasters’ views on absence of incentives as a barrier to delegation resulted in 𝜒2= 7.625b; df = 2; p = 0.022. 

The teachers significantly held same views (𝜒2 = 27.900c; df = 3; p = 0.000). Also, 𝜒2 analysis of headmasters’ 

views on undue interference by headmasters as a barrier to delegation yielded 𝜒2 = 6.125b; df = 2; p = 0.047. 

The teachers held same views (𝜒2 = 37.800c; df = 3; p = 0.000). These findings are highly significant. The 

explanation is that, absence of incentives as well as undue interference in delegated tasks negatively affects the 

effectiveness of delegation. 

 

The headmasters viewed lack of information on delegated tasks as a barrier to delegation (𝜒2 = 9.875b; df = 2; p 

= 0.007).  A 𝜒2 test of the views of teachers about this variable yielded 𝜒2 of 16.900b with df of 2 and a p-value 

of 0.000. Evidently, lack of information on delegated tasks significantly limits the effectiveness of delegation. 

The interpretation is that, effectiveness of delegation is strongly associated with either delegating tasks with 

specific guidelines or giving information on the delegated tasks. Obviously, delegating tasks with no specific 

guidelines or information would likely yield poor delegation. 

 

Chi-square analysis of headmasters’ views to prove superior-subordinate relationship as a barrier to effective 

delegation resulted in 𝜒2 = 9.875b; df = 2; p = 0.007.  A further proof of the views of teachers about this variable 

also yielded 𝜒2= 60.300c; df = 3; p = 0.000. Therefore, the finding is statistically significant. The interpretation 

is that, poor superior-subordinate relationship negatively affects the effectiveness or success of delegation. 

These observations substantiate Stalk & Flaherty (1999) views that, when managers decide to delegate, there are 

often mistakes made that could negatively impact on the employee’s ability to do the job. He identified the 

failure of managers to keep employees informed about plans; failure of a delegator to require, receive and/or 

utilize progress reports; failure of superiors to give employees credit for shouldering responsibility; 

unwillingness of managers to let employees supply their own ideas; lack of respect for employees by superiors; 

under-delegation of tasks by superiors; fear of competition by superiors; undue interference by superiors; and 

poor superior-subordinate relation. These mistakes or errors could limit the ability of the subordinates to 

perform delegated tasks. 

 

 B.3: Research Question 3: How can the headmasters’ delegation practices be improved? 
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Table 6: Chi-square (𝜒2) Test of Headmasters’ Views on Ways to Improve Delegation Practices in 

            Schools (N = 16) 

Test Variables *𝜒2   **df ***Sig. (2-tailed) 

Headmaster should provide support to subordinates. 16.625b 2 0.000 

Headmaster should do less of what he/she can delegate. 6.250c 1 0.012 
Headmaster should give unambiguous instructions to subordinates. .000c 1 1.000 

Headmaster should insist on progress reports & monitor deadlines. 1.000c 1 0.317 
Headmaster should provide constructive feedback to subordinates.    0.000c  1 1.000 

Headmaster should build motivation/commitment among subordinates. 1.000c  1 0.317 

Headmaster should be transparent, accountable & equitable to subordinates. 0.000c 1 1.000 
Headmaster should reward subordinates for positive results they produce. 2.250c 1 0.134 

*𝜒2 – The calculated x2 value or test statistics; ** df - degrees of freedom; *** Sig. (2-tailed) - 𝜒2 test or 

probability value (p-value) is significant at the .05 level (2-tailed). 

 

Table 7: Chi-square (𝜒2) Test of Teachers’ Views on Ways to Improve Delegation Practices in 

       Schools (N = 80) 

Test Variables *𝜒2   *df ***Sig. (2-tailed) 

Headmaster should provide support to subordinates. 39.600c  3 0.000 
Headmaster should do less of what he/she can delegate. 57.100c  3 0.000 

Headmaster should give unambiguous instructions to subordinates.      .050d  1 0.823 

Headmaster should insist on progress reports & monitor deadlines. 36.100b  2 0.000 
Headmaster should provide constructive feedback to subordinates. 40.300b  2 0.000 

Headmaster should build motivation/commitment among subordinates.      .800d 1 0.371 
Headmaster should be transparent, accountable & equitable to subordinates.    6.050d 1 0.014 

Headmaster should reward subordinates for positive results they produce. 45.175b 2 0.000 

*𝜒2– The calculated x2 value or test statistics;** df - degrees of freedom; *** Sig. (2-tailed) - 𝜒2 test or 

probability value (p-value) is significant at the .05 level (2-tailed). 

 

Tables 6 and 7 present the 𝜒2 test of headmasters’/teachers’ views on ways to improve delegation in schools. 

The suggestion that headmasters should provide support to subordinates was found to be a statistically effective 

way of improving delegation in schools (headmasters’ views: 𝜒2 = 16.625b; df = 2; p = 0.000; teachers’ views: 

𝜒2 = 39.600c, df = 3; p = 0.000). The recommendation that headmasters should do less of what they can delegate 

was statistically significant (headmasters’ views: 𝜒2 = 6.250c; df = 1, p = 0.012; teachers’ views: 𝜒2 = 57.100c, 

df = 3, p = 0.000). The proposition that headmasters should insist on progress and monitor deadlines was also 

found to be statistically significant (headmasters’ views:  𝜒2 = 1.000c, df = 1, 1 = 0.000; teachers’ views on the 

same variable resulted in 𝜒2 = 36.100b; df = 2; p = 0.000). 

Also, the submission that headmasters should provide constructive feedback to subordinates resulted in 𝜒2 = 

1.000c; df = 1; p = 0.317. Teachers’ views on the same variable resulted in 𝜒2 = 40.300b; df = 2; p = 0.000). The 

suggestion that headmasters should be transparent, accountable and equitable to subordinates was found to be 

statistically significant (headmasters’ views: 𝜒2 = 0.000c, df = 1, p = 1.000; but teachers’ views: 𝜒2 = 6.050d; df 

= 1, p = 0.014). These findings confirm Horton et al (2009) who posited that, the delegation process requires the 

school head to monitor progress, to arrange for the subordinates to receive necessary information and to provide 

support and assistance when necessary. Other studies by Deventer & Kruger (2003) found that, leaders should 

ensure clarity of authority and responsibility for effective delegation. 

 

IV. CONCLUSIONS 

Delegation of tasks must be seen as an indispensable tool for headmasters. Delegation is aimed at developing 

the leadership potentials of subordinates thereby empowering them to assume leadership positions. The study set 

out to identify that most headmasters of SHS in the Kumasi metropolis delegated tasks to favorite teachers only, 

but they gave specific guidelines. Consequently, they interfered in the tasks, and took responsibility for 

delegating tasks. Again, delegation was perceptibly used by headmasters to dump tasks on subordinates; to 

relieve headmasters of routine work so as to concentrate on higher management functions; to help subordinates 

to develop professional skills; to motivate subordinates; and to empower staff by letting them to be responsible 

for work. The perception of both headmasters and teachers was statistically significant (p ≤ 0.05). Furthermore, 

the barriers to effective delegation  include (in order of magnitude): lack of confidence and trust in subordinates; 

poor superior-subordinate relationship; lack of information on delegated tasks; unnecessary or excessive 

interference in delegated tasks by superiors; reluctance of headmasters to delegate tasks; absence of incentives; 

and fear of competition. A chi-square (𝜒2) test reviewed that the barriers negatively affect the effectiveness of 

delegation practices (p ≤ 0.05). Moreover, the perspectives of headmasters and teachers on ways of improving 

delegation practices include giving clear and unambiguous instructions to subordinates; building motivation and 

commitment among subordinates; ensuring transparency, accountability and equity in delegating tasks to 

subordinates; giving rewards to subordinates for producing positive results; providing constructive feedback to 
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subordinates; providing adequate support to subordinates as well as providing progress reports and monitoring 

delegated tasks. Headmasters should select the best person to perform delegated tasks. They should be aware 

that effective delegation requires training and supervision as well as coaching of subordinates.  

Although rewards and promotions give teachers the necessary recognition for task performance, teachers should 

accept delegated tasks and consider it as an opportunity. The opportunity for teachers to perform delegated tasks 

trains them to assume future leadership positions. The authors suggest future research to draw conclusive 

evidence why headmasters of SHS in Kumasi delegate tasks to favorite teachers only. 
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