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Abstract

Family business is a successful organizationatstra in worldwide business. Family
businesses are usually tightly held companies authority and control with the family
member directors. One of the prerequisites of lixaglers is their ability to delegate authority
and responsibility to their subordinate manageitheg can concentrate on more strategic
issues. However, evidence from the literature ssiggéat not all company directors within a
family business structure are willing to let goanoithority. Why? What can be done about it?
Within a family business case study, semi-structuméerviews with family directors,
managers and workers were used to collect datatlthessed these two research questions.
A key finding is that there are expectation-permepgaps among leaders and followers in a
family business with respect to delegation of atithoEffective delegation in this company
and in others would benefit the directors, managedsworkers. Delegation reinforces
feelings of mutual trust, provides ‘workload balanhfor supervisors and develops worker

skills, engagement and integration.
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Introduction

Family business is a successful form of organinatlistructure around the world. Family run
businesses are usually tightly held with authaaitg control with the family member
directors. In Australia, family owned businessdgebe they have a competitive advantage
over other businesses in terms of customer relathehemployee retention (Family Business
Australia 2009).

In any business, leadership is a key determiniofpfaof success because it involves the
interaction between leaders and followers to aehspecific goals (Hughes, Ginnett and
Curphy 2006). One of the prerequisites of fine égads their ability to delegate authority
and responsibility to their subordinate manageitheg can concentrate on more strategic
issues (Thompson, Strickland and Gamble 2008).da¢ileg gives authority to subordinates
to perform certain tasks and be responsible footiteome, and so contributes to the
empowerment of the individual and development efcbmpany (Cole 2008; Hughes et al.
2006). Failure to delegate and give autonomy campgassure on the business because
research has shown that better business perfornmnelated to more frequent delegation
(KPMG 2008; Hughes et al. 2006).

Nevertheless, not all company directors withinraifg business are willing to let go of
authority because of trust issues. They believetktear subordinates lack managerial skills
or are unable to be as effective as the compangpamdirector (Chaneski 2008; Nefer
2008; Hughes et al 2006; Pollock 2001). This feaults in directors assuming tasks that
could be delegated to subordinates and neglecsig tof more strategic importance (Cole

2008). That is, delegating is directly related tiofitising.

This report aims to analyse authority delegatiotheafamily business context. It will use
literature evidence, the researcher’s work expeeeamnd interviews with family business
personnel to analyse how perception gaps in uratetstg delegation exist between leaders
and followers. The analysis produces a list of ,er@ndations for managers and directors of
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the case and other family businesses. Its conimibug its triangulation of views about
delegation from directors, managers and workefsidleatified some expectations-
perceptions gaps; its focus on delegation withianaily business; and its insider

researcher/manager’s gradual understanding ofdimplexities of delegation.

This report will present overviews of the leadepsdind delegation literature in the context of
a family business, as well as the researcher’'difeaxperience of delegation within family
businesses. Interviews with leaders and followem1fone family business will then be

analysed to deduce key learnings and recommendation

Orientation

Family business’s contribution to any economy haslent a target for entrepreneurship
research (Kuratko 2009). Family owned and contdotiempanies make up 65-80% of
worldwide business enterprises (Poutziouris, Snagrand Klein 2006; Gersick 1997). The
business is usually started by an entrepreneuhépurpose of wealth creation and lifestyle
transformation, and it develops into a family besis as a natural progression with offspring
involvement in the enterprise (Kuratko 2009). Hoesgevamily businesses can have
problems. For example, ‘Family businesses are @tensed of lacking professionalism,
preferring informal, rather than formal, managenagygroaches’ (KPMG 2008, p. 13).
Indeed, most family businesses do not survive thasthird generation (Vallejo 2007). A
family business has to build uniformity, common lgaand values among its members to
better position itself for growth and developm@irttis growth requires leadership that brings

about an organisational structure in line with dateon and succession by merit.

That is, leadership is an ingredient of sustainédotaly business prosperity (Kemp 2009).
Leadership is a process of interaction among |saaled followers within the context of a
specific situation (Hughes et al. 2006). Differtggtders have different skills and they
influence their subordinates differently in diffateenvironments. Followers also play a role
in the realization of team goals, being an integeat of the leadership process (Hughes et al.
2006). A good leader is someone who can get thiedoesf their subordinates and achieve
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results through them. This is why good leaders kantwen, why and how to delegate (Cole
2008).

Delegation is what leaders ought to do to free ntiare for more strategic issues while
ensuring other tasks get done by their followensglires et al. 2006). To delegate authority is
not so much as to relieve oneself of power andoresipility as much as to share the
responsibilities with a team, thus making the opemamore efficient. This efficiency comes
from the empowerment and engagement of employeksarsequently from their raised
level of satisfaction which is a precursor for lreglemployee retention, sense of belonging
and effectiveness (Noe, Hollenbeck, Gerhart & WrgP08). The leader’s task is therefore
to know what to delegate and to whom, within th&lglines of equitable treatment among
employees (Hughes et al. 2006). Delegation makasrdinate jobs more diverse and
interesting, improves worker skills and frees teders’ time to do more important
leadership tasks (Cole 2008).

However, this research seeks to address two questighy is it that not all company
directors within a family business structure arlimg to let go of authority? And, what can

be done about it.

3. Introducing the case studies

Case research was chosen to answer the completiomqseiavolved (Rowley 2002). The
researcher’s access to the family businesses allogle data to be gathered to address the
research questions and hence a two-case study aodéblay was selected (Yin 2009). Semi-
structured interviews were the chosen techniquddga collection because their richness
best fits the explanatory nature of the questi@asi(ders, Lewis and Thornhill 2007). That
is, semi-structured interviews ‘tend to be preféxatthen complex, personal or sensitive

issues are being probed’ (Hannabuss 1996, p. 24).

Employer 1. The first employer was an entrepreneur who builindegrated business based
around a seized opportunity with high revenue padkand sustainable profit margins at the
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time of establishment. The board of this familyibass consisted of the investor as
chairman and his two nephews: one as an executeetar and one as non-executive
director. None of the three had technical backgidourthe relevant industry experience.
They recruited the researcher to run the produsitida of the business. The company started
with a handful of employees and grew through fodramd backward integration to become
the leading poultry producer in its region withinige years. As the company grew from
small to medium size, systems and structures beocacessary and so was the need for more
delegation (Harnish 2006). Delegation to the préidnacmanager was very explicit when
times were good; but delegation became less whiemreat financial and competitive
pressures arose. Cost reduction became the waytatsevanted to save money and the
executive director placed himself in the producteeder role, conducting field visits and
advising supervisors, workers and customers omguitown on quality control measures

like bio-security and disinfection. The supervisansl workers who had been under the
direct control of the production manager were dilamma, forced to choose between the
expert and referent powers of their manager velsugegitimate, reward and coercive
powers of the director. That is, they were confusedut whom to listen to: the person who
knows or the person who pays (Hughes et al. 200@.manager thought that undermining
his authority in that manner displayed a lowereel®f trust. Moreover, the director’s

failing to delegate technical matters and meddhity daily activities resulted in a hike in
production costs caused by increased mortalityfeed conversion ratios associated with the

deterioration in disease-prevention measures.

Employer 2. The second employer was also a family businesmltaudifferent industry. It

will be referred to as ‘the company’ for confidedity purposes agreed with the directors. At
the time of the research, this company was a ldiggrsified enterprise with several related
and unrelated business units. The board consi$tbe dather who was Chairman CEO with
his three sons as executive directors. The compadyexperienced constant annual growth
for the past twenty years and the directors’ pddfowere continuing to grow. More
delegation of authority and responsibility was rezbdo that the directors could free

themselves to a more strategic role of growth anglbpment.
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The researcher joined the company as operationageaifor one of the business units. The
operations manager answered to the director regperisr that business unit and the
straightforward job structure of the unit suggestediear-cut understanding of the job
description should exist. However, the authoritg amsponsibility delegated to him by his
director was vague. His job was to use his scierkiiowledge and leadership skills to
involve subordinates in lifting the efficiency aaffectiveness of work. However, the
company'’s potential production capacity was sl being reached because, the manager
thinks, his authority and responsibility were neitblear to him nor to his subordinates. The
director was involved in operational matters oradydbasis. For example, it was common
that the weekly priorities set by the operationsagger in consultation with the production
consultant and workers were changed by the diredtorhad little knowledge about the
work logistics and practicality of performing mdasks. Often employees would be pulled
out of a job delegated to them by their manag@etdorm tasks asked of them by the
director, resulting in a clash of priorities betwebe ‘must-do list’ and the ‘wish list'.

Making things more difficult was the presence ohilg members among the worker pool.
The director talking to these cousins about worthiwiand outside of working hours
undermined the manager’s authority because thogeargsaw their cousin as their real
manager. These low-rank employees did not go threngHR selection process but were
appointed by their director cousin. Non-family wers did not want to go on record, but
their thoughts were reflected by two exit intervieeonducted by the researcherin-pelsbn
the time of separation. Exit interviews provide daoesights into the workplace interpersonal
relations (Noe et al. 2008). The resigned workersained about inequitable delegation in
terms of job allocation - the relatives were geftine easier jobs. That situation was due to
improper training or induction processes to teaehfamily members all aspects of the work
process. One of the departed employees also spoke the language barrier that existed,

causing the split into ‘us and them’ that hindeskdring responsibility.

The difficulty in tackling these issues of leadgpstind delegation within family business

prompted the researcher/manager to investigateefufor this case research. The aim was to
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understand what directors, managers and workewgtit@bout how delegation was

practiced and how it could be improved for everyshenefit.

Information gathering and analysis

Informal and open structure interviews were helthwie company leaders and subordinates
to get primary input, and link that to the researthexperience. All the following
perspectives were gathered from people who havkasowriththe company. This section

will summarize the different viewpoints uncoveradhe interviews. Three different sets of
open interview questions were prepared to refleetuinderstanding of the three ranks of
responsibility within the organisation: directoranager and worker, in regard to delegation.

The questions are shown in Appendix A.

Director’s perspective.Two directors supervising different aspects ofdhganisation were
interviewed; each responsible for different bussnasits. Director 1 gave an overview of the
company summarising how they grew from one retatiled that he ran with his dad 25 years
ago, to become a diversified enterprise with 158@leyees in 2009. He added that so much
growth would not have been possible without thel esrk and dedication of the family
through the good and the bad times. Director 2 tteaccompany had become so complex
that it was more like a structured corporate orgation run by a family executive team. In
this sense, Director 2 argued that the statemettt@family business website about family
businesses having a competitive advantage in tefeployee retention and customer
relation had to be put into context. The statemerd true in small family businesses, but in
a large family business likbe company the advantages related more to the purchasing
power, market positioning, branding and, most irtguatty, to the ability to make strategic
decisions relatively quickly because the board nemlwere usually more homogeneous and
shared the same goals and values. These quickatesibe added, contributed to the smooth
operation and competitive advantage¢hafcompany. Both directors agreed that delegation
was a challenge within the family business structirector 2 said he was too busy not to
delegate, and Director 1 added that operationdlemsaaind strategy implementation were

delegated to managers to give directors freedorstfategy crafting and control.
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For the directors, monitoring/control is an impaottaspect of delegation. Their father, the
CEO, who came from an accounting background, hadngasures ‘to monitor leaks within
the system’. Director 2 said that it had not belerags this obvious for them and that they
had to learn the hard way. In the beginning, they ho systems in place and were gullible,
Director 1 said entrusting and delegating to thengrpersons had caused them considerable
losses in the past. Although both directors agtkatimost problems related to delegated
authority and responsibility happened in good fdittiector 1 talked about their huge
investment in time and money that made controh&gral part of any delegation. Both
directors concurred that this issue could be tealtef the initial employee selection process
because in a family business there is a higheddreay to employ people we like even if
they were not the best candidates’. Director 2arpld that this was one of the issues they
had to manage while growing the business intogelabrporation. Both directors agreed that
the more branches on the organisation chart anhther the number of employees within
the company, the more delegation and control weegled. ‘Financial control is a matter of
utmost importance and will always be closely mamitbby a family member’. Control
measures that successfully monitor delegated tasktherefore believed to be directly
proportional to the level of business success.dborel thus distinguished between
‘delegation and abdication’ and asserted that lddamever relinquish authority without
control, with the level of control depending on #itiation and the people involved. In
answering probing questions into delegation androbm the company, he added that
control to him was of a personal nature (his loi&oming as a lifestyle had got him to be

directly involved in operations — he felt he waga&ging in his passion).

When asked their views regarding the need for deieg in relation to succession planning,
both directors reiterated that delegation was neeaere than ever because of the growing
size of the corporation. Director 2 said that sgs@ planning in the operational sense was
a bigger challenge when they were a small busitesswhen they became a large
corporation, because a small business cannot aficatiract and retain high quality
employees. On the other hand, the economies of gtal corporation contribute to the

retention of high quality employees who can be gi#tied a relatively high level of authority
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and responsibility without the constant fear tiatytwill not be up to the job. They were

talking about management succession but not maierséamily succession.

Succession within the family is a different isseeduse both directors realized how delicate
the subject was, and they gave the researcheratexamples of succession related failures
within other family businesses. Director 2 undessgtthe pressure this generation will be
under to involve the next generation in decisiorkimgand business strategy in the same
way their father was successful in keeping thetimgn The statistics about the low
percentage of family businesses surviving pastitind generation was always in their minds
and Director 2 said they would do whatever theyldand put measures and systems in
place to pass a healthy company to their heire:plan is to stay on and introduce the next

generation into the business in a progressive andtsred way’'.

Finally, Director 1 dismissed any plans for han@ser than those of family succession. He
added that the organisation had become too coniplextrade sale and an IPO was not on
their agenda because they would like to stay ihcfuhtrol while they could. Only if no
champions existed within the following generatiofshe family would other exit plans be
considered. He summarized the challenge of futuceession within the family by the

saying: ‘You can lead a horse to water but you oanmake it drink’.

Manager’s perspective Next, | interviewed other managelManager 1 worked for the
company in the primary industry section for fiveaygbefore moving on to another family
business. Manager 1 believed that delegation wpsritant from a subordinate’s point of
view because the more authority and responsibiléye handed to the manager, the harder
he had to work to prove he was worth the trustegest him. (Presumably, this development
would help assuage directors’ concern for contkdd) then commented that in theory he had
been delegated as a manager ‘to run the show fumigdiing to operations’ but in practice
his role was more of a caretaker and supervisheraghan manager; he had no authority to
hire, fire, buy or sell. His role was being manadady by the director who had the first and
last say. ‘It is hard for [Director 1] to let gdni$ enterprise was established by him and his
father as a hobby and a passion and to pull hiroseldf decision-making was very hard’.

He added that the presence of family members witterworker group did not make things
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easy for him because these workers did not respeatork structure and they would always

rather get direction straight from their cousinrttismm their manager.

He compared these ways to those of his new emplagédrsaid that even though the new
employer had better structure and a clear-cut détag the manager felt that family
members were again too attached to the sentimealtad of the business, whereas directors
of non-family corporations would know how to bettistach themselves from the daily
grind. Another point of similarity between both féyrbusinesses was the absence of a sound
strategic plan; the vision was there but the inttggion of that vision into a strategy was
lacking. Succession planning in both family bussesswas similar in that the CEO wanted
to stay on board until he could no longer perfoimduties. He also noted that a director
trying to manage daily activities and technical texat often fell into the trap of acquiring the
cheapest goods and services to save on costhidmiads not necessarily the most cost
effective or the most efficient procedure. Manabsummarized his views about delegation
by saying that family business directors might &dglte job descriptions’ but did not give

managers real autonomy to run operations.

Worker’s perspective. Finally, | interviewed workers. Worker 1 who hadnked in the
family business for four years still wondered whasweally running the operational side of
the business. He said that his manager knew widsdtiohlae done, had a clear understanding
of priorities which he tried to explain to the werk, and delegated jobs and tasks
accordingly. Nevertheless, the worker believed thiastmanager had no ultimate control and
had to pass operational issues by the directos iSBue was obvious because priorities got
changed and workers got pulled out of the task #inene doing to do another job. The
worker said: ‘the long term and medium term plamsatually short term plans because
they get changed all the time’. He also believed tihhe manager tried to rotate jobs among
workers in such a way to break the routine and s¥esgy and difficult jobs so as to maintain
a level of equity among workers’. The manager aitddistinguish between workers in terms
of work structure and he had no special treatmanfaimily member workers. Worker 1
believed that this might have caused some probfentae manager from the family
members - efficiency was not high on their agenstzabse they would only respect time
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when the director was on site. In short, Workeelidved that ‘the manager had no real

authority outside the umbrella of the director’.

Worker 2, who had worked fdine company for eight years, agreed with what Worker 1 said,
but he added that often family member workers weilked out of a job they were doing and
were sent to do personal jobs for the directorstapthe manager and the rest of the workers
to ‘chase their tails’ to keep up with work demawtbrker 2 had a few altercations with
family members and said, ‘Too many family membeesant too many bosses to please’. He
added that the manager could not delegate anya€bponsibilities because there was too
much daily involvement from the directors who iféeed with priorities and did not

consider feedback from the bottom-up. In this sewserker 2 saw the manager title as an

‘honorary title’ because most of the time he wédmlaing instead of managing.

The conflict between theoretical delegation anaticad delegation within the family
business in the case study, as well as the owwratless of that family’s organisation, stirred
my curiosity about how things get done in functiamaits that are part of the parent
organisation. For this reason, an interview waglooted with a back office employee who
worked in the accounts department. This employsertsd that delegation was a need rather
than a luxury at his office because it was pratlyicgapossible for directors to be involved in
the office’s daily operations. Her line manager blhr delegated authority to run and
oversee his department and he in turn explicitlggeted responsibility to each employee
about their weekly schedule and daily routine. ilgs don’t get changed from above and if
they did, the employees wouldn’t be able to telhthessigned tasks came through their line

manager’.
Analysis of past experiences and interviews

The interviews with respect to delegation frompatspectives along with the researcher’s
experience show inconsistency of understandingdmtvieaders and followers. Even the
straightforward disclosure of Director 1 that Heetl to keep tight personal control of
operations within that business unit, concurs Withfeeling of incomplete delegation of
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authority and responsibility within the lower ranK$ie findings of the above research can be
summarised in these ways:
¢ Directors believe they are doing their role in deking tasks and duties with
monitoring control measures.
e The size of the family business and the size obtleness unit affect the level of
delegation and director involvement.
e Delegation and succession in family business ageitwportant challenges that
owners face.
e Managers believe they do not have enough poweaid &nd manage effectively and
efficiently.
e Having family members as subordinates who havetineraction with the director
exacerbates the feeling of deficient authoritylby thanagers.
e Managers’ and workers’ level of responsibility isedtly proportional to their
satisfaction levels.
e Feedback, interaction and communication are impomeyredients in the smooth
operation of the business (including monitoringtcol) because they exemplify

leadership.

Looking back at the issue of delegation, how firssented in the literature and how it is
practiced at the company in question, suggeste #rer expectation-perception gaps among
leaders and followers. Slack, Chambers, JohnstdrBetts (2006) state that a sound
operations strategy results from top-down directioth bottom-up feedback which should be
the case at a family business. Formal and infotmalway communication among all levels
has to be in place to let leaders and followerswtdnd each others’ mindsets. The effects
of improper delegation on strategy as well as papt process management are

summarized below:

Strategic management: in turbulent times strategy crafting and exeauttecomes more
important than ever; understanding internal andre influences and planning for the short
and long term is what sustainable competitive athgmis about (Thompson et al. 2008). In

the second case study, several examples of cutingers to save on production costs
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contradict the preceding theory of sustainable mament in that the short term plan should
be an integral part of the long term businessesgsaind not an independent money-saving
exercise. Sound business practices are no mystetlyd researched company because the
parent organisation does them very well. The ovemahpetitive advantage the organisation
holds in the market place concurs with the reseagshlts that larger businesses are better at
strategising and measuring performance becauseatesgnore likely to have formal

business plans covering the various functions’ (KIPRD08). Treating the company as a
business rather than a hobby, and withdrawing eemial engagement will remove the

chains that hinder its progress.

Human resource management: a formal human resource plan for the businesssential; it
reduces favouritism especially when family memiagespart of the worker group (KPMG
2008). Cousins in the case study were inductedtir@dusiness with no HR involvement, no
training and no clear understanding of their jobadligtion. This situation has created vertical
and horizontal conflict with their manager and tipsers. Cultural and language barriers
within the multicultural worker group have not bgaoperly addressed, creating feelings of
dissatisfaction; everybody should have been intedri a ‘company culture’ within which
cultural diversity is a virtue (Noe et al. 2008}aihing, delegation and equitable task
diversification is another way to reduce dissatiséan and better engage workers preparing

for succession at the worker-manager level.

Operations management: in the current environment, few people understahdre they fit

in the system because of the constant interferestbedaily activities. Managers and
workers need to feel a sense of purpose and catertb the operations strategy through
bottom-up feedback and experience (Slack et ab6Rdhis can be implemented by proper
delegation of authority and responsibility to magragand workers giving them autonomy in

what they do, and improving methods of monitoriogicol.

Leadership: the director and manager of the company areutfitihg the true meaning of
leadership. The director’s role is to free up vhaladime to strategise for the future instead of
getting stuck in the nitty-gritty of daily work pcesses. He has to focus on the results and not

how they are accomplished because followers catermore efficient implementation
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procedures if given the space (Battles 2005). Thrager’s role is to make sure workers
have the capacity to do all tasks delegated to thetraining and coaching. The need for
training and coaching was evident from current past employees’ needs. ‘Leaders lead for
tomorrow while managers manage for today’ (Hughed.€006); in the researched
company there was a conflict of authority as bataador and manager ended up
concentrating on the short-term objectives. Anothér the director should do is influence
his managers to transform the worker group intoradgeneous team, instead of a collection

of workers who are sometimes in conflict.
Delegation and business success

The director and the manager should respectivelk wawards organisational long-term and
short-term success. This is achieved through detegand appropriate monitoring/control
but is hindered by micromanaging (Chaneski 20083rddnanagement, in contrast to
direction and support, brings about feelings osdlisfaction, indifference and poor
performance. Alternatively, effective delegatioeds valuable time for planning, develops
people skills and attitudes to work, and hence awps productivity (Willis 2009). Improved
productivity is facilitated by an effective managéro plans the work structure, organizes
the resources, controls performance and directslpday delegating and motivating (Battles
2005). ‘Empowering others with real responsibitityly happens when managers schedule
sufficient time to communicate their expectationd &sten to what subordinates really think
and feel' (McConalogue 1993).

In short, delegation and business success areara#dp. When used effectively, delegation
brings benefits to the workers, managers and teenbss as a whole. It instils feelings of
mutual trust, provides ‘workload balance’ for sypgors and develops worker skills,
engagement and integration (Nefer 2008). The faligveteps based on recommendations by
Early (2009) could provide the basis for successékgation:

i. Be aleader: train employees to effectively explodir skills.

ii.  Build relations with the team to instil mutual trasd understanding.
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ilii.  Be situation-specific: remember the interactionnaen leaders and followers
depends on the situation (Hughes et al. 2006)em#fft situations need different
levels of monitoring/control and intervention.

iv.  Explain the need for tasks to engage employeedoarsme monitoring/control.

v. Focus on what gets done, not how it gets done.

vi.  Ask questions to get feedback so employees comdriiouthe work structure and not
just take orders.

vii.  Be assertive in telling rather than asking wherilffigity is not an option such as

working for a deadline with no time for explorindeas.

Conclusion

Delegation is an ingredient for success in famdyell as non-family businesses. The
contribution of this research about that delegai8ats triangulation of views about
delegation from directors, managers and workesdpitus on delegation within a family
business; and its insider researcher/manager'sigrathderstanding of the complexities of

delegation, including its expectations-perceptigags.

The research finds that family member directorsehtawst issues with their subordinates and
therefore do not delegate authority and respotitgilkll. This situation also reflects on
managers’ understanding of authority and respditgibind how they convey that to their
subordinates. Directors have to step back fromgommmersed in operational procedures and
concentrate on results and performance. The hakestin terms of their money and time
investment have a great bearing on the leadersiseis and their reluctance to delegate.
That reluctance can be reduced by implementing&fte delegation procedures that bring
benefits to the workers, managers and the busaseasvhole by instilling feelings of mutual
trust, providing ‘workload balance’ for supervisarsd developing worker skills,
engagement and integration. Communication is argedient for effective delegation that
bridges the gaps of understanding between expeactatid perception on all levels of

authority, a topic for further research.

109



Delegation of authority and responsibility in a family business
Kamel al Akhal

References

Battles, B 2005, ‘Directing: accomplishing objeetvthrough delegation and motivation’,

Aircraft Maintenance Technology, 16 (5), pp. 38.

Chaneski, W 2008, ‘Leaders have no choice but legage’,Modern Machine Shop, 81 (6),
pp. 34-35.

Cole, K 2008 ]_eadership for Dummies, Wiley Publishing Australia Pty Ltd, Brisbane.
Early, C 2009, ‘Avoid micromanaging’eadership Excellence, 26 (6), pp.5.

Gersick, K, Davis, J, Hampton, M & Lansberg, | 19Géneration to Generation: Lifecycles

of the Family Business, Harvard Business School Press, USA
Hannabuss, S 1996, ‘Research intervieiNsiy Library World, 97 (1129), pp. 22-30.

Harnish, V 2006Mastering the Rockefeller Habits: What You Must Do to Increase the Value

of Your Growing Firm, SelectBooks Inc., New York.

Hughes, RL, Ginnett RC & Curphy GJ 200@&adership: Enhancing the Lessons of

Experience (5"ed.) McGraw-Hill/Irwin Inc. New York.
Family Business Australia, viewed 4 September 2608&p://www.fambiz.org.au>

Kemp, Y 2009, ‘Opinion: why a sound succession amportant for sustainable

development’Tribune Business News.

KPMG and Family Business Australia Survey of Family Businesses 2008, viewed 4
September 2009 <http://www.kpmg.com.au>

Kuratko, D 2009Entrepreneurship: Theory, Process, Practice (8"ed.) South-Western

Cengage Learning, Ohio.

McConalogue, T 1993, ‘Real delegation: the artariding on and letting golVlanagement
Decision 31 (1), pp. 60-64.

110



Delegation of authority and responsibility in a family business
Kamel al Akhal

Nefer, B 2008, ‘Don't be delegation-phobiSupervision, 69 (12), pp. 19-21.

Noe, RA, Hollenbeck, JR, Gerhart, B & Wright PM 30Bluman Resource Management:
Gaining a Competitive Advantage (6" ed.), McGraw-Hill/lrwin Inc. New York.

Pollock, T 2001, ‘Secrets of successful delegatopersonal file of stimulating ideas, little-

known facts and daily problem solverSupervision, 62 (12), pp. 16-18.

Poutziouris, P, Smyrnios, K & Klein, S 2008andbook of research on family business,

Edward Elgar Publishing, Inc. Massachusetts, USA.

Rowley, J 2002, ‘Using case studies in reseaiMhhagement Research News, 25 (1), pp.
16-27.

Saunders, M, Lewis, P & Thombhill, A 200Resear ch Methods for Business Students, 4"

edition, Pearson Education Limited, Essex.

Slack, N, Chambers, S, Johnston, R & Betts, A 2Qp@yations and Process Management:
principlesand practice for strategic impact, Prentice Hall/ Pearson Education Ltd, Rotolito

Lombarda, Milan.

Thompson, AA, Strickland, AJ & Gamble, JE 20@8afting and Executing Strategy: The
Quest for Competitive Advantage, 16" edition, McGraw-Hill/Irwin Inc. New York.

Vallejo, M 2008, ‘Is the culture of family firms a#ly different? A value-based model for its

survival through generationslournal of Business Ethics, 81 (2), pp. 261-279.

Willis, E 2009, ‘The do's and don'ts of delegatjdrhiird Sector, 551 (21), pp. 21.

Yin, R. K., 2009 Case Study Research Design and Methods, 4™ edition, Sage, Los Angles.

111



Delegation of authority and responsibility in a family business
Kamel al Akhal

Appendix Alnterview questions

Questions were not necessarily asked in the foligwirder.

Director questions

1.

Family business website states that family-ownegirtasses believe they have a
competitive advantage over other businesses instefraustomer relation and employee
retention. Do you agree and why?

KPMG 2008 survey suggests succession planningabthe shortfalls because CEOs
have no after-plan. What is your experience?

Relation between level of control and success. @obelieve absolute authority has to
be with family members? Why?

As a company director what do you delegate andhtom?

How do you control managers who have consideraviel$ of authority and
responsibility?

Have you had issues with power abuse from yourrslifsate managers? Do you have
trust issues with your subordinate managers?

. Less than 20% of family businesses survive figéneration. What are your plans to be

among the successful minority?

Manager questions

1.

SRS AEN

What do you think about the theory and practicdedégation of authority and
responsibility in your workplace?

What jobs get delegated to you?

What jobs do you delegate?

Do you end up doing tasks that you believe youdmsagate?

Do you have sufficient levels of authority to etigely delegate?

Does the presence of family members as subordiafftsg your delegation ability
knowing that you are a subordinate to their re&iv

Worker questions

1.
2.

3.

What do you think about delegation at the company?

What is your understanding on the authority deledyad your manager by his superior?
What are his responsibilities?

Do you believe authority is properly delegated fribra director to manager to worker? Is
it structured and clear?

. What is your understanding of your responsibiliaesl those of your peers? Are they

clear?
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. How do you find the work structure at the compabBg?you think anyone gets special
treatment or is delegation equal to all?

. What gets delegated to you and what do you thioklshbe delegated to you?

. Does the presence of family members and cultufidrdnces affect the efficiency of

operation?
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