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Abstract
The study seeks to determine the extent of théioakhip between decentralization and organizatieffactiveness,
identify the types of decentralization applicable public sector organisations, determine the exi@nthe
relationship between empowerment and job satisfacind assess the extent of decentralization itiqpabctor
organizations.
The study was carried out primarily through theveyrmethod and interview of employees in three iguséctor
organizations in Nigeria.
Secondary data were obtained through books, jasiraald internet. A sample size of 286 was obtafne the
population of 1000 at 5% error tolerance and 95%reke of freedom. Empirical works of other scholassre
consulted.
The implication of the study is that decentralizengthority makes an organization and its employed®xhave in a
flexible way even as the organization grows andbezrtaller. Nevertheless, too much decentralizatias certain
disadvantages: if divisions, functions, or teams given too much decision-making authority, theyrbagin to
pursue their goals at the expense of organizatigoals.
If managers are in a stable environment, using wallerstood technology then there could be no rieed
decentralize authority and managers at the topntaintain control of organizational decision makiktpwever, in
an uncertain, changing environment, top managerst gmpower employees and allow teams to make irport
strategic decisions so that the organization cap kg with the changes taking place.
The advisability of decentralization must be coeséd in terms of: the nature of the product or iserprovided,
policy making, the day-to-day management of theaoization, and the need for standardization of gulaces, or
conditions or terms of employment of staff.
Key Words: Decentralisation, Organisational EffectivenesapBwerment and Job Satisfaction.

1. Introduction

Decentralisation of authority refers to conscioystematic effort to bring dispersal of decision ingkpower to the
lower levels of the organization. In decentrali@aationly broad powers will be reserved at the taygl. Such powers
include power to plan, organize, direct, and cdntidecentralisation is just opposite to centralat In
centralization, authority is mostly concentratedhet top level management. Centralisation and delezation is
mutually dependent. In a large organization, tlteeess of centralization and decentraliosation é¢stexd reinforce
each other. Decentralisation is a natural developmehen the organization grows large and complex
( http://kalyan-city.blogspot.com).

Decentralisation is the process of dispersing dmeisiaking governance nearer to the people oretititt includes
the dispersal of administration or governance ict@s or areas like engineering, management scigulgical
science, political economy, sociology and economics

In centralized organizations, the decisions are evlayl top executives or on the basis of pre-setcigsli These
decisions or policies are then enforced througleisgviers of the organisation after gradually loieraing the span of
control until it reaches the bottom tiehttp:/en.wikipedia.ord wiki/Decentralization).

As an organization grows in size, its hierarchyaothority normally lengthens, making the organddt structure
less flexible and slow manager’s response to claimgthe organizational environment may result. @amication
problems may arise when an organization has mamyslén the hierarchy. It can take a long timetfor decisions
and orders of top-level managers to reach lowestlmanagers and it can take a long time for topagars to learn
how well their decisions worked out (Ezigbo, 2007).

In a decentralized organization, the top executdasgate much of their decision-making authowtyower tiers of
the organizational structure. Thus, the organipaifolikely to operate on less rigid policies andlev spans of
control among each officer of the organization. Wiéer span of control also reduces the numbeieof within the
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organization, giving its structure a flat appearanthis is why managers are interested in empogearmployees,
creating self-managed work-teams, establishingsefmsctional teams, and even moving to a prodwhtstructure.
Decentralisation of authority among other execwtiaeall levels in the organization relieves the ézecutive of the
excessive burden, saving his valuable time whiclkdredevote to more important and long-term probleffis is
bound to improve the quality of his decisions regay such problems. An organization structure whuatilitates
delegation, communication and participation prosidgeater motivation to its managers for higherdpobivity.
Decentralized organization structure is most fagble for raising the moral and motivation of sulioates which is
visible through better work performance. Decengelon makes decision- making quicker and bettarces
decisions do not have to be referred up throughhteearchy. Decentralisation provides opportuniyléarn by
doing: Decentalisation provides a positive climatkere there is freedom to make decisions, freedonuse
judgement and freedom to act. It gives practicaintng to middle level managers and facilitates aggment
development at the enterprise level (http://kalgég-blogspot.com).

1.1 OBJECTIVES

The study has the following specific objectives

1. To determine the extent of the relationship leetwdecentralization and organizational tffeness
2. To identify the forms of decentralization applie in public sector organisations

3. To determine the extent of the relationship leewvempowerment and job satisfaction

4. To assess the extent of decentralization inipglelctor organizations.

1.2 Hypotheses

These hypotheses were proposed for the study.

H, There is a significant relationship between deediatation and organizational effectiveness

H, Political, administrative, fiscal, and economic eleiralization are applicable in public sector oigations
Hs There is a significant relationship between empaovestt and job satisfaction

H,; The extent of decentralization in public sectoramrigations is high

1.3 Research Method
The study was carried out primarily through theveyrmethod and interview of employees in three igustctor
organizations in Nigeria.
Secondary data were obtained through books, jasiraald internet. A sample size of 286 was obtafned the
population of 1000 at 5% error tolerance and 95%reke of freedom using yamane’s statistical formular
275(96.15%) of the questionnaire distributed wetemed while 11 (3.85%) of the questionnaire disted were
not returned. The questionnaire was designed iertliscale format. Empirical works of other scholarere
consulted. The researcher conducted a pre-tesheguestionnaire to ensure the validity of therimsent. Data
collected were presented in frequency tables.
Correlation Coefficient and Chi-Square statisttoalls were used to test the hypotheses.

2. Literature Review
2.1 Forms of Decentralisation
Decentralisation is a complex and multifaceted epihc Different types of decentralization show didiet
characteristics, policy implications, and condiSofor success. Political, administrative, fiscahdamarket
decentralization are the types of decentralizafidtp://en.wikipedia.org/wiki/Decentralisation).
Political Decentralization aims to provide citizens or their representativggh more power in public
decision-making. It is often connected with plwstdi politics and representative government.
Political decentralization also supports democaditin by offering citizens, or their representasivenore freedom in
the formulation and implementation of policies. Adates of political decentralization assume thatsittns made
with greater participation will be better informadd more relevant to diverse interests in sociedy tthose made
only by national political authorities. The concépiplies that the selection of representatives flooal electoral
constituency allows citizens to know better thailitical representatives and allows elected officta know better
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the needs and desires of their constituents. Pallitlecentralization often requires constitutiomastatutory reform,
creation of local political units, and the encowagnt of effective public interest groups.

Administrative Decentralization seeks to redistribute authority, responsibilityl dmancial resources for offering
public services among different levels of govermaritis the transfer of responsibility for the quténg, financing
and management of public functions from the cergoalernment or regional governments and its agsrtcid¢ocal
governments, semi-autonomous public authoritiesogporations.

Fiscal Decentralization

Dispersal of financial responsibility is a core gmnent of decentralization. If local governmentsl rivate
organizations are to carry out decentralized famgtieffectively, they must have an adequate lef/ebwenues-
either raised locally or transferred from the cainjovernment- as well as the authority to makesimts about
expenditures. Fiscal decentralization can take nfiamys, including

= self- financing or cost recovery through user gbar

= co- financing or co- production arrangements thlowhich the user participate in providing servicesd
infrastructure through monetary or labour contiidoos

= expansion of local revenues through property tassaxes, or indirect charges

= intergovernmental transfers that shift generabenexes from taxes collected by the central govertrteetocal
governments for general or specific uses

= authorisation of municipal borrowing and the midaition of either national or local government rases through
loan guarantees.

According to Wikipedia.Org/wiki/Decentralisation;n i many developing countries local governments or
administrative units possess the legal authorityripose taxes, but the tax base is so weak andeppendence on
central government subsidies so ingrained thatteongt is made to exercise that authority.

The concept of fiscal federalism is not to be aisded with fiscal decentralization in officially dared federations
only; it is applicable even to non- federal states.

Thus, Fiscal federalism and fiscal decentralizatiomrelated: fiscal federalism constitute a sejudling principles,
a guiding concept, which helps in designing finaheotlations between the national and sub- natiteals of the
government while fiscal decentralization is a psscef applying such principles (Sharma, 2005).

Economic and Market Decentralisation

The privatization and deregulation shift respotisibfor functions from public to the private sectand is another
type of decentralization.

Privatisation is done by allowing private entergsigo perform functions that had previously beemopolized by
government: contracting out the provision or manag& of public services or facilities to commer&aterprises.
Deregulation reduces the legal constraints on feiparticipation in service provision or allows quetition among
private suppliers for services that in the pastihegh provided by the government or by regulatedapolies.

Delegation of Authority

Delegation is a more extensive form of decentribma Through delegation, central governments
transfer responsibility for decision-making and @ustration of public functions to semi-autonomous
organizations not wholly controlled by the centgdvernment, but ultimately accountable to it.
Government delegate responsibilities when theyterpablic enterprises or corporations, usually ¢hes
organizations have a great deal of discretion bisiten-making.

Delegation of authority is the process by which agers assign to subordinates the right to makesidesi and act
in certain situations. Delegation means the coimfgrof a specified authority by a higher authorityinvolves a dual
responsibility. The one to whom authority is detegabecomes responsible to the superior for ddiegab, but the
superior remains responsible for getting the jobedo

This principle of delegation is the centre of athgesses in formal organization. Delegation, tltreeEmbraces both
authority and responsibility. Responsibility must $upported by authority, and by the power to grke the areas
of performance for which the subordinate is to kbé&ltresponsible. Authority can be delegated readilyy many
problems of delegation stem from failure to provitle necessary information and resources in oa@erchieve
expected results, or from failure to delegate sigffit authority to enable subordinates to fulfikir responsibilities.
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To hold subordinates responsible for certain adggerformance without also conferring on them tleeessary
authority within the structure of the organizatitm take action and make decisions within the lindfsthat
responsibility is an abuse of delegation (Mullig8(5).

Authority is the right to make decisions which twgperior would otherwise have done.

Responsibility is an obligation of an individualgerform the duties assigned to him to the besitapability and
in accordance with the information received frorm $uiperior; and having to accept reprimand fronshjserior for
unsatisfactory performance Ezigbo, 2010).

To Improve Delegation

= Establish goals and standards: subordinates stpautitipate in developing goals they will be exgécto meet.
They should also agree to the standards that willded to measure their performance.

= Define authority and responsibility: the work dgéed to subordinates should be clearly underdbgddem. They
should recognize the scope of their authority draukl be willing to be held accountable for resoltsheir work.

= Training should be provided to subordinates frammetto time. The aim of such training should bebwoiding
strengths and overcoming deficiencies.

= Establish adequate controls: subordinates’ peidiogas should be compared to agreed upon standadis a
correction if there is deviation from the stand@téllriegel, et al, 1999).

Empower ment
Empowerment is the process of enhancing the cgpatindividuals or groups to make choices andrémsform
those choices into desired actions and outcomepolred people have freedom of choice and actibis. ifi turn
enables them to better influence the course of rtheies and the decisions which affect them
(http://go.worldbank.org).
Empowerment is a form of decentralization that Iage giving subordinates substantial authority tkendecisions.
Under empowerment, managers express confidenée iakility of employees to perform at high levémployees
are also encouraged to accept personal respotysiititheir work. In situations where empowerméaltes place,
employees gain confidence in their ability to paridheir jobs and influence the organisation’s perfance. Under
true empowerment, employees can bend the rules tehétever they have to do to take care of theooust. One
result of empowerment is

that employees demonstrate more initiative andgw@rance in pursuing organizational goals. Orgdiois's
actions to implement empowerment are effectives thu
= restructure organizational units to be smalless leomplex and less dependent on other units fisida making
and action
=emphasize a change throughout the organizationftitatses on empowerment and personal accountakility
delivering results
= provide the education and training necessary &blenpeople to respond to opportunities for empaovest (Rue
and Byars, 2000).
Empowerment provides for greater job satisfactinativation and commitment.
Benefits of Empower ment
An empowered employee is thus given more spacesdchis or her talents, thereby facilitating much
more decision-making closer to the point of impatllins, 2005, suggests that empowering employees
give the following advantages.
The decision-making process can be speeded upna®action times.
It releases the creative innovative capacities.
It enables employees to gain a greater sense @avachent from their work and reduces operational
costs by eliminating unnecessary layers of managemed the consequent checking and rechecking
operations.
Empowerment provides for greater job satisfactioativation and commitment.

Job Satisfaction

Job satisfaction represents a person’s evaluafitiscor her job and work context. It is an appahis
the perceived job characteristics and emotionaéeapces at work. (McShane and Von Glinow,2000).
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Armstrong, 2003 opines that job satisfaction referthe attitudes and feelings people have abait th
work. Positive and favourable attitudes towards jbk indicate job satisfaction. Negative and
unfavourable attitudes towards the job indicate {hgsatisfaction. The level of job satisfaction is
affected by intrinsic and extrinsic motivating fas, the quality of supervision, social relatiomshivith
work group and the degree to which individuals sedcor fail in their work.

Job satisfaction describes how content an individuaith his or her job. The happier people arthimi

their job, the more satisfied they are said to Jmh satisfaction has been defined as a pleasurable
emotional state resulting from the appraisal of ®ij@h; an effective reaction to one’s job, ancealiing
towards one’s job.

Mood and emotions while working are the raw mateniehich cumulate to form the effective element of
job satisfaction (Weiss and Cropanzano, 1996).ds found that suppression of unpleasant emotions
decreases job satisfaction and the amplificatiopl@dsant emotions increases job satisfaction.
Employees can be satisfied with some elementsefch while simultaneously dissatisfied with oth&tsShane
and Von Glinow, 2000).

RESULTS AND DISCUSSIONS

This section presents the analysis of data colfeniethe course of this study. Data were preseirte@bles for
analysis. Hypotheses land 3 were tested by camelabefficient. Hypothesis 2 and 4 were testedChy square
test statistics using SPSS.

Table (1) What isthe Extent of the Relationship between Decentralisation and Organisational Effectiveness

SN AGREEMENT DISAGREEMENT TOTAL

1 There is a significant relationship 260 (142.5) 15(132.5) 275
between decentralization and
organizational effectiveness

2 There is no significant relationship 25(142.5) 250(132.5) 275
between decentralization and
organizational effectiveness

Total 285 265 550

Sour ce: Field Survey, 2012

H.: Thereisasignificant relationship between decentralization and or ganisational performance

Table (2) Descriptive Statistics
Mear Std. Deviatiol N
Decentralization 1.4836 .86850 275
Organisational
Performance 2.7891 1.16169 275
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Table(3) Correations
decentraliz| organisational
atior performanc
Decentralization Pearson Correlation 1 .583(**)
Sig. (~tailed] 000
N 275 275
Organisational ~ Pearson Correlation .583(**) 1
Performance
Sig. (2-tailed) 000
N 275 275

Source: SPSS Version 15.00.

Table (2) shows the descriptive statistics for Dxedization and Organisational Performance. Withean
response of 1.4836 and std. deviation of .8685D&wentralization and a mean response of 2.7895tand
deviation of 1.16169 for Organisational Performaand number of respondents (150); by careful olagienv of
standard deviation values, there is not much diffee in terms of the standard deviation scores intplies that
there is about the same variability of data pdiisveen the dependent and independent variables.

Table (3) presents the Pearson correlation coeffidor Decentralization and Organisational Perfance . The
correlation coefficient shows 0.583. This valueidates that correlation is significant at 0.05 le{#tailed) and
implies that there is a significant relationshigvieen Decentralization and Organisational Perfocagin = .583).
The computed correlations coefficient is greatantthe table value of r = .195 with 273 degreesegfdom  (df.
= n-2) at alpha level for a two-tailed test (r 835p< .05). Since the computed r = .583, is gretltan the table
value of .195 we reject the null hypothesis and ctafe that there is a significant relationship esw
decentralization and organisational performanfe=.583, P<.05).

Table 4 What are the Forms of Decentralisation Applicablein Public Sector Organisations

SN

AGREEMENT

DISAGREEMENT

TOTAL

Political ~ decentralization  suppor
democratization by offering citizens
their representatives, more freedom
the formulation and implementation
policies.

s 240(253.75)
DI

in
Of

35(21.25)

275

Administrative decentralization seeks
to redistribute authority responsibility,
and financial resources for offering

public services among different levelg
of governanct

260(253.75)

15(21.25)

275

Fiscal decentralization refers to s
financing or cost recovery through us
charges

bf 250(253.75)
er

25(21.25)

275

Economic and market decentralizatio
refers to privatization and deregulatio
which shifts responsibility for function
from public to the private sect

h 265(253.75)

U 35

10(21.25)

275

Total

1015

85

1100

Source: Field Survey, 2012
H,: Political, Administration, Fiscal, and Economic decentralization are applicable in public sector
organisations
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Table (5) Chi-Square Tests Computed from the Frequency Cross Tabulation

Asymp. Sig.
Value Df (2-sided)
Pearson Chi-Square | 363.851(a) 6 .000
Likelihood Ratio 405.830 6 .000
Linear-by-Linear 82.144 1 000
Associatiol
N of Valid Cases 1100

Source: SPSSVersion 15.00

Table (5) presents the output of the computed @QhiaB: values from the cross tabulation statistiazbeerved and
expected frequencies with the response optiongrmefeaand disagree based on the responses of @ aesubjects
from three public sector organizations. Pearson;Sgluare computed value $¢ 363.851) is greater than the Chi
—Square tabulated value%X12.59) with 6 degrees of freedom (df) at 0.05 lefalpha (%.=363.851, p,< .05)
Decision Rule

The decision rule is to accept the alternate hyggithif the computed Chi- Square value is gredten tabulated
Chi-Square value, otherwise, reject the alterngpmthesis and accept the null hypothesis.

Decision

Since the Pearson Chi- Square computég 863.851 is greater than Chi- Square table valtieX2.59, the null
hypothesis is rejected and alternate hypothesidgpted. Thus, we conclude that political, adrizii®n, fiscal
and economic decentralization are the forms of ikeakzation that are applicable in public sectayamiations.

Table: (6) What isthe Extent of the Relationship between Empower ment and Job Satisfaction

SN AGREEMENT DISAGREEMENT TOTAL

1 There is a significant 270(147.5) 05(127.5) 275
relationship between
empowerment and job

satisfactiol
2 There is no significant 25(147.5) 250(127.5) 275
relationship between
empowerment and job
satisfactiol
Total 295 255 550

Source: Field Survey, 2012
Hi:  Thereisasignificant relationship between empower ment and job satisfaction

Table (7) Descriptive Statistics

Mean Std. Deviation N
Empowerment 1.5127 91361 275
Job Satisfaction 2.2836 97763 275
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Table (8) Corrdations

Empower Job
men Satisfactiol

Empowerment  Pearson Correlation 1 .682(**)

Sig. (z-tailed 000

N 275 275
Job Satisfaction Pearson Correlation .682(*) 1

Sig. (2-tailed) 000

N 275 275

Source: SPSS Version 15.00.

Table (7) shows the descriptive statistics for Emgonent and Job satisfaction. With a mean respohde5127
and std. deviation of .91361 for Empowerment amdean response of 2.2836 and std. deviation of 31di6Job
Satisfaction and number of respondents (275); bgfahobservation of standard deviation valuestethig not much
difference in terms of the standard deviation ssofiéhis implies that there is about the same viitialof data
points between the dependent and independent lesiab

Table (8) presents the Pearson correlation caefificfor Empowerment and Job Satisfaction. The
correlation coefficient shows 0.682. This valueidatles that correlation is significant at 0.05 leve
(2tailed) and implies that there is a significaglationship between Empowerment and Job Satisfactio
(r = .682). The computed correlations coefficiengreater than the table value of r = .195 witl3 27
degrees of freedom  (df. = n-2) at alpha levelddwo-tailed test (r = .682, p< .05). Howevercsin
the computed r = .682, is greater than the tableevaf .195, we reject the null hypothesis and pttee
alternate hypothesis which states that there igraficant relationship between empowerment and job
satisfaction (r =.682, P<.05). This result was sufggl by Mullins (2005) where he stresses that
empowerment provides for greater job satisfactiootivation and commitment.

Table (9) What isthe Extent of Decentralisation in Public Sector Organisations

SN AGREEMENT DISAGREEMENT TOTAL
1 The extent of decentralization 100(125) 175(150) 275
in public sector organizations
is high
2 The extent of decentralizatign ~ 150(125) 125(150) 275
in public sector organizations
is not high
Total 250 300 550

Source: Field Survey, 2012

H,: Theextent of decentralization in public sector organizationsis high
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Table(10) Chi-Square Tests Computed from the Frequency Cross Tabulation

Asymp. Sig.
Value Df (2-sided)
Pearson Chi-Square | 11.534(a) 6 .000
Likelihood Ratio 50.684 6 .000
Lmear_—by-Llnear 83.828 1 000
Associatiol
N of Valid Cases 550

Source: SPSSVersion 15.00

Table (10) presents the output of the computedSzhiare values from the cross tabulation statisficbserved and
expected frequencies with the response optiongrmefesand disagree based on the responses of @ aesubjects
from three public sector organizations. Pearson-S2hiare computed value ¢ 11.534) is less than the Chi
—Square tabulated value%X12.59) with 6 degrees of freedom (df) at 0.05 lefalpha (¥,=11.534, p, < .05)
Decision Rule

The decision rule is to accept the alternate hygmithif the computed Chi- Square value is gredtan tabulated
Chi-Square value, otherwise, reject the alterngpothesis and accept the null hypothesis.

Decision

Since the Pearson Chi- Square comput&g X1.534 is less than Chi- Square table

value X =12.59, the alternate hypothesis is rejectedNuitl hypothesis is accepted. Thus, we concludettrea
extent of decentralization in public sector orgatians is not high.

This result is supported by Mullins (2010), whem dtates that decentralization generally tendsetedsier to
implement in private sector organizations thanublig sector organizations where there is a gredgarand for the
accountability of their operations, regularity abpedures and uniformity of treatment.

Conclusions

Decentralisation focuses attention on the growimgpleasis on participation and empowerment. As aesyst
becomes decentralized, the more it relies on latetationships, and the less it can rely on comanan force.
Decentralisation generally tends to be easier fglément in private sector organizations than inghblic sector
organizations where there is a greater demandc&actcountability of their operations, regularifypoocedures and
uniformity of treatment: Thus, government embarkspavatization and deregulation which shift resgbility for
functions from public to the private sector.

IMPLICATIONSOF THE STUDY

Decentralising authority makes an organization #@#sdemployees to behave in a flexible way even las t
organization grows and becomes taller.

Nevertheless, too much decentralization has cedmiadvantages: if divisions, functions, or teames given too
much decision-making authority, they may beginuiospe their goals at the expense of organisatigoelks.

If managers are in a stable environment, using wallerstood technology then there could be no rteed
decentralize authority and managers at the topnt@intain control of organizational decision makiktpwever, in
an uncertain, changing environment, top managerst mmpower employees and allow teams to make iruptort
strategic decisions so that the organization cap kep with the changes taking place (Jones etG3)2 The
advisability of decentralization must be considereterms of the nature of the product or serviceviged, policy
making, the day-to-day management of the orgamizatand the need for standardization of proceduoes,
conditions or terms of employment of staff (Mulljr2910).
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