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Abstract 
Effective delegation is a crucial skill for leaders and managers in today’s fast-
paced work environment. However, the success of delegation hinges on one 
essential element: clear and concise communication. This research paper ex-
plores the significance of clear communication in delegating tasks, highlighting 
its impact on employee understanding, engagement, and motivation. The 
study reveals that unclear communication can lead to misunderstandings, er-
rors, and decreased productivity, while clear communication fosters employee 
empowerment, motivation, and, ultimately, project success. The paper also 
provides strategies for enhancing delegator communication, including adapt-
ing communication styles to employee needs, utilizing technology, and estab-
lishing two-way feedback loops. The findings of this study have implications 
for leaders and managers seeking to enhance their delegation skills, improve 
employee engagement, and drive organizational success. By prioritizing clear 
and concise communication, leaders can unlock the full potential of delegation, 
empower their teams, and achieve desired outcomes. 
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1. Introduction 

For managers and other leaders, the ability to delegate has become crucial in the 
fast-paced workplace of today. They are able to boost productivity, take advantage 
of team members’ abilities, and free up their own time for more strategic work. 
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Nonetheless, one vital component is essential to the effectiveness of delegation: 
concise and clear communication any firm that wants to achieve its goals and 
maintain seamless operations must have effective communication. Within a com-
pany, communication is essential to the work delegation process [1]. It’s crucial 
to communicate clearly and concisely when assigning tasks to team members so 
they are aware of their roles, due dates, and anticipated results. Ineffective com-
munication increases the possibility of miscommunication, confusion, and even-
tually low output [2]. To underline even more how crucial it is that clear and con-
cise. When delegating, it’s critical to take into account the potential effects on staff 
morale and overall job quality. Team members are more likely to feel empowered 
and driven to produce high-quality results when they are given clear instructions 
and understand their role within a project [3]-[6]. On the other hand, a lack of 
communication can cause employees to get frustrated, demotivated, and have 
lower job satisfaction. 

Furthermore, mistakes, miscommunications, and the requirement for contin-
ual follow-ups can all be avoided with precise and succinct communication. When 
assigning jobs, managers can successfully lower the risk of errors and the require-
ment for close supervision by giving clear and unambiguous instructions. In the 
end, this results in increased effectiveness and the successful accomplishment of 
duties within the allotted time. Managers and leaders can fully realize the benefits 
of delegation and enable their teams to succeed by recognizing the significance of 
precise and clear communication and putting these methods into practice (See 
Figure 1 and Figure 2). The remainder of this paper is structured as follows:  

 

 
Figure 1. Components of better communication (Source: Faster Capital). 

 

 
Figure 2. Tips for clear and concise communication (Source: Faster Capital). 
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Section 2 reviews the relevant literature, focusing on the critical role of commu-
nication in delegation. Section 3 outlines the methodology employed, including 
details of the sample and survey design. Section 4 discusses the results of the anal-
ysis, and Section 5 provides conclusions and practical recommendations for en-
hancing delegation through clear communication. 

2. Literature Review 

Effective delegation remains a crucial skill for leaders in today’s dynamic work 
environment [7]. It empowers teams, increases efficiency, and allows leaders to 
focus on strategic initiatives [8]. However, the success of delegation hinges on a 
fundamental principle: clear and concise communication. This review explores 
recent research highlighting the importance of clear communication in delegation 
and its impact on achieving positive outcomes. Although previous studies have 
explored the role of communication in leadership and task management, a clear 
gap remains in understanding how communication clarity directly impacts task 
delegation across multiple industries. Most existing studies focus on specific in-
dustries or general leadership communication without emphasizing the delega-
tion process. This research addresses this gap by exploring how clear and concise 
communication during task delegation influences employee understanding, en-
gagement, and motivation. By focusing on workers from various industries and 
employing quantitative methods, this study aims to provide a more generalized 
understanding of communication’s role in effective delegation. 

2.1. The Pitfalls of Unclear Communication 

Recent studies continue to emphasize the detrimental effects of unclear commu-
nication in delegation. The pitfalls of unclear communication can lead to various 
issues in different contexts, such as healthcare, where miscommunication can 
have serious consequences [9]. A study found a direct correlation between unclear 
task instructions and decreased employee motivation [10]. Employees reported 
feeling frustrated, confused, and lacking ownership over tasks due to a lack of 
clarity. Furthermore, unclear communication can lead to ethical concerns. Ac-
cording to Baird and Maruping [11], ambiguous delegation can pressure employ-
ees to make unintended mistakes or take shortcuts to meet perceived deadlines. 
This emphasizes the importance of clear communication in mitigating ethical 
risks associated with delegation. 

2.2. Components of Effective Communication in Delegation 

Beyond outlining the task itself, leaders must clearly define desired outcomes, per-
formance standards, and success metrics [12] [13]. This reduces ambiguity and 
ensures everyone is working towards the same goals. Setting the stage for success-
ful delegation begins with clearly articulating the task’s purpose, desired outcomes, 
and expectations for deliverables. Vague instructions breed confusion, frustration, 
and rework and defining success criteria upfront empowers employees to take 
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ownership and make informed decisions throughout the process. Understanding 
the “why” behind a task fosters employee engagement and ownership. Leaders 
should explain how the delegated task contributes to larger organizational objec-
tives [14]. A study found that employees who understood the purpose of their 
delegated tasks reported feeling more motivated and invested in their work [15]. 
Setting clear and realistic deadlines promotes accountability and keeps projects 
on track. Emphasizes the importance of setting realistic deadlines that consider 
both task complexity and employee workload. 

2.3. Strategies for Enhancing Delegator Communication 

Several recent studies have explored practical strategies for leaders to improve 
communication when delegating: A study by Li [16] suggests that leaders should 
adapt their communication style based on the employee’s preferred learning style 
and level of experience. This can involve using a combination of written instruc-
tions, face-to-face meetings, or visual aids [17]. Utilizing technology to enhance 
communication when delegating. Tools like project management software or col-
laborative platforms can be leveraged to share clear task instructions, deadlines, 
and track progress [18]. Another strategy is the Two-Way Feedback loop. The 
importance of establishing two-way feedback loops after delegating tasks. Delega-
tion is not a one-way street [19]. Fostering open communication channels allows 
employees to ask clarifying questions, voice concerns, and seek guidance through-
out the process. Regular check-ins not only provide opportunities for feedback 
but also demonstrate trust and support, fostering a collaborative delegation envi-
ronment. This allows employees to clarify any lingering doubts and keeps leaders 
informed about progress and potential roadblocks. 

2.4. Benefits of Clear Communication in Delegation 

Effective communication in delegation continues to demonstrate a positive im-
pact on various aspects of work: 

2.4.1. Improved Task Quality and Reduced Errors 
Clear communication minimizes misunderstandings and leads to higher-quality 
work outcomes [20]. This is because employees have a clear understanding of ex-
pectations and can avoid mistakes due to misinterpretations. 

2.4.2. Increased Employee Engagement and Ownership 
When employees understand the purpose and objectives of their delegated tasks, 
they feel more engaged and take greater ownership of their work [21]. This fosters 
a more motivated and productive workforce. 

2.4.3. Enhanced Team Collaboration and Trust 
Clear communication strengthens team relationships by fostering trust and col-
laboration [22] Employees feel supported and empowered when they have clear 
direction and can easily communicate with their leader. 
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2.4.4. Reduced Team Conflict 
Clear communication in delegation can help to minimize team conflict [23]. 
When expectations are clear and employees understand their roles, there is less 
room for misunderstandings and disagreements. 

Clear and concise communication remains the foundation of effective delega-
tion. By understanding the detrimental effects of unclear communication, the key 
components of a well-defined task, and current communication strategies, leaders 
can unlock the full potential of delegation and empower their teams to achieve 
success. 

3. Methodology 

The purpose of this study is to examine how crucial it is to communicate duties 
in a clear and straightforward manner when assigning them. A quantitative data 
gathering method will be used as part of the methodology to obtain a thorough 
understanding of the subject. 

3.1. Research Questions 

1) How does the clarity and conciseness of communication during task delega-
tion affect employee understanding of task requirements? 

2) To what extent does clear and concise communication in delegation influ-
ence employee engagement and motivation when completing delegated tasks? 

3) What are the perceived benefits and challenges of clear and concise commu-
nication in task delegation, from the perspectives of both delegators and dele-
gates? 

3.2. Data Collection Method 

A sample of workers across various industries was selected to receive an online 
survey, ensuring diversity in job roles and sectors. To avoid sample selection bias, 
a theoretical sample size calculation was performed using Cochran’s formula for 
sample size estimation: 

 ( )2

2

1Z p p
n

e
⋅ ⋅ −

=  

where n is the sample size, Z is the Z-value (e.g., 1.96 for a 95% confidence level), 
p is the estimated proportion of the population, and e is the desired level of preci-
sion. Based on this calculation, a sample size of 301 was determined to be suffi-
cient for generalizing the results to the targeted population. This ensures that the 
findings can be considered representative. 

3.3. Pre-Testing of Surveys: 

Before distributing the full survey, a pilot test was conducted with a small group 
of 15 participants from various industries to ensure clarity and reliability of the 
questions. Feedback from this group was used to refine the survey design, en-
suring that the questions were easily understood and relevant to the study’s 
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objectives. This pre-testing phase helped to identify potential issues with survey 
interpretation and to enhance the reliability of the results. 

3.4. Survey Details 

A total of 500 surveys were distributed across various industries, and 301 valid 
responses were collected, resulting in a response rate of 60.2%. The survey in-
cluded a mix of Likert scale questions and open-ended questions, aimed at as-
sessing the clarity of communication during task delegation, employee engage-
ment, and motivation. Questions such as “How clear were the instructions given 
to you?” and “How often did you need to seek additional clarification?” were de-
signed to quantify communication clarity. The Likert scale used ranged from 1 
(strongly disagree) to 5 (strongly agree). 

3.5. Expected Outcomes 

The purpose of this study is to further our understanding of the significance of 
precise and straightforward communication when assigning duties. The results of 
the study can be used to guide the creation of management and leadership devel-
opment courses and best practices that will improve delegation abilities and guar-
antee task completion. Employees might also gain from the research since it em-
phasizes how crucial it is to actively seek explanation and input while delegating. 

4. Results and Discussion 

Table 1 provides valuable insights into employee performance and satisfaction 
within the organization by analyzing various factors and their statistical charac-
teristics. The data, drawn from 301 employee observations, shows that gender was 
coded as 1 for male, 2 for female, and 3 for non-binary or those who preferred not 
to disclose their gender. The mean gender value of 1.71 indicates a sample that is 
approximately 56% male, 44% female, with a small proportion of non-binary  

 
Table 1. Descriptive statistics. 

Variable Obs Mean Std. Dev. Min Max 

Age 301 2.777 0.783 1 4 

Gender 301 1.708 0.638 1 3 

Job Title 301 2.389 0.916 1 5 

Frequency of Task delegation 301 2.9 1.072 1 5 

Instruction method 301 1.425 0.495 1 2 

Clarity of instruction 301 2.757 1.088 1 5 

Additional clarifications 301 3.266 1.162 1 5 

Errors due to unclear instructions 301 3.266 1.282 1 5 

Work intervention 301 3.452 1.497 1 5 

Job Satisfaction 301 2.382 1.094 1 5 
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participants. The average employee age is 2.78 years, with a standard deviation of 
0.78 years, reflecting a relatively young workforce. The analysis also explores job 
delegation, instruction methods, clarity of instructions, and the need for addi-
tional clarifications, all of which affect employee performance. The average fre-
quency of task delegation (2.9) and the need for additional clarifications (3.3) sug-
gest that while tasks are delegated, employees may still require ongoing guidance 
for successful completion. Additionally, high averages for errors due to unclear 
instructions (3.27) and the need for work interventions (3.45) indicate a commu-
nication or training gap, with employees struggling to follow unclear instructions, 
resulting in mistakes that require further interventions. Job satisfaction, with an 
average score of 2.38 and a standard deviation of 1.09, highlights room for im-
provement, although the lack of contextual information about the scale limits 
deeper interpretation. Overall, the data points to potential areas for improvement, 
particularly in communication and training, to better support employees and en-
hance job satisfaction. While the young workforce offers potential, the frequency 
of unclear instructions and work interventions suggests that addressing these is-
sues could boost performance and satisfaction. Further investigation is needed to 
draw more definitive conclusions, but this initial exploration demonstrates the 
value of data in identifying trends and areas for improvement. 

A regression analysis Table 2 was conducted to explore the factors influencing 
employee job satisfaction within an organization, focusing on variables such as 
demographics, task delegation, communication methods, and the need for inter-
ventions. The model used several statistical measures, including the coefficient 
(indicating the strength and direction of relationships), standard error (showing  

 
Table 2. Linear regression. 

Variables Coefficient Standard error t-value p-value [95% Confidence Interval] Sign 

Gender −0.033 0.072 −0.46 0.649 −0.175 0.109  

Job Title 0.056 0.053 1.05 0.297 −0.049 0.16  

Frequency of task delegation 0.046 0.045 1.01 0.314 −0.043 0.134  

Instruction method −0.086 0.095 −0.90 0.368 −0.273 0.101  

Clarity of instructions −0.04 0.045 −0.89 0.373 −0.127 0.048  

Additional clarifications 0.075 0.044 1.71 0.089 −0.011 0.161 * 

Errors due to unclear instructions −0.057 0.042 −1.36 0.174 −0.139 0.025  

Work intervention −0.026 0.035 −0.76 0.449 −0.094 0.042  

Job satisfaction −0.042 0.046 −0.91 0.364 −0.133 0.049  

Constant 2.932 0.324 9.06 0 2.295 3.569 *** 

R-squared 0.034 Number of obs 301 

F-test 1.139 Prob > F 0.335 

Akaike crit. (AIC) 715.781 Bayesian crit. (BIC) 752.852 

***p< 0.01, **p < 0.05, *p < 0.1. 
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variability), and p-values (assessing statistical significance). The results showed 
that gender, job title, frequency of task delegation, and instruction method did not 
have statistically significant relationships with job satisfaction, indicating they 
may not be strong predictors. However, some insights emerged from other varia-
bles. Clarity of Instructions, with a negative coefficient (−0.04) and p-value of 
0.373, suggested a weak negative relationship with job satisfaction, though not 
statistically significant. Additional Clarifications Needed showed a positive coef-
ficient (0.075) and a p-value of 0.089, indicating a potential positive relationship, 
suggesting that employees who feel comfortable seeking clarifications may expe-
rience higher satisfaction. Errors Due to Unclear Instructions had a negative co-
efficient (−0.057) and p-value of 0.174, hinting that fewer errors might lead to 
slight improvements in job satisfaction. Work Intervention had the most signifi-
cant impact, with a negative coefficient (−0.026) and p-value of 0.449, although 
the relationship was weak, suggesting that fewer work interventions could slightly 
increase satisfaction. The model’s R-squared value of 0.034 indicated it explained 
only a small portion of the variance in job satisfaction, and the non-significant F-
test suggested the model may not be robust. Overall, the analysis highlights that 
while some factors show potential influence, further investigation and the inclu-
sion of additional variables are needed to better understand employee satisfaction, 
emphasizing the importance of data-driven approaches in enhancing the work-
place environment. 

The correlation matrix Table 3 provides an overview of the strength and direc-
tion of linear relationships between various variables, such as Job Satisfaction, 
Gender, and Age. Each cell in the table represents the correlation coefficient 
between two variables, with values ranging from +1 (perfect positive correlation) 
to −1 (perfect negative correlation), and 0 indicating no linear relationship. Key 
observations reveal that most variables have weak correlations. For example, 
Gender shows a weak positive correlation with Instruction Method (0.089) and a  

 
Table 3. Matrix of correlations. 

Variables −1 −2 −3 −4 −5 −6 −7 −8 −9 −10 

(1) Age 1  

(2) Gender −0.051 1  

(3) Job Title 0.07 −0.062 1  

(4) Frequency of task delegation 0.085 −0.052 0.308 1  

(5) Instruction method −0.047 0.089 0.186 0.042 1  

(6) Clarity of instructions −0.052 0.061 0.015 −0.046 0.167 1  

(7) Additional clarifications 0.047 0.069 −0.038 −0.139 0.081 0.296 1  

(8) Errors due to unclear instructions −0.077 0.148 −0.012 −0.16 0.005 0.099 0.358 1  

(9) Work intervention −0.067 0.031 −0.097 −0.148 −0.049 0.012 0.097 0.387 1  

(10) Job satisfaction −0.029 0.013 0.114 0.106 0.124 0.12 −0.133 −0.272 −0.378 1 
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weak negative correlation with Age (−0.051). Job Title has a weak positive corre-
lation with Frequency of Task Delegation (0.308), suggesting that individuals with 
certain job titles may delegate tasks more frequently. Instruction Method has a 
weak positive correlation with Job Satisfaction (0.124), while Clarity of Instruc-
tions is weakly positively correlated with Additional Clarifications (0.296) and 
weakly negatively correlated with Errors due to Unclear Instructions (−0.099). Er-
rors due to Unclear Instructions and Work Intervention have moderate negative 
correlations with Job Satisfaction (−0.272 and −0.378, respectively), suggesting 
that these factors may contribute to lower job satisfaction. However, correlation 
does not imply causation, and further analysis, such as regression modeling, is 
required to fully understand these relationships. The generally weak correlations 
suggest that while some variables are interrelated, none exhibit a strong linear link 
to task delegation, warranting further investigation. 

The Robustness Analysis Table 4 presents the results of multiple regression 
models aimed at testing the stability and reliability of the findings across different 
specifications. The base model includes core variables such as Gender, Job Title, 
Frequency of Task Delegation, Instruction Method, Clarity of Instructions, Addi-
tional Clarifications, Errors Due to Unclear Instructions, and Work Intervention. 
Model 1 and Model 2 introduce slight variations to account for possible differ-
ences in the data. The table displays the coefficients, which reflect the magnitude 
and direction of the relationship between each independent variable and the 
dependent variable, likely job satisfaction. The results are fairly consistent across 
all models, indicating that the findings are robust. For instance, the gender varia-
ble remains negative in all models, suggesting a minimal and nonsignificant effect 
on job satisfaction, while Clarity of Instructions shows a consistently negative 
coefficient across models, although it lacks statistical significance. The p-values 
in the table indicate that the only statistically significant variable at the 10% level 
is Additional Clarifications, with a p-value of 0.089, signifying that enabling 
employees to seek clarification may positively influence job satisfaction. Other 
variables, like Errors Due to Unclear Instructions and Work Intervention, though  

 
Table 4. Robustness analysis. 

Variables 
Coefficient (Base 

Model) 
Coefficient 
(Model 1) 

Coefficient 
(Model 2) 

p-value (Base 
Model) 

p-value 
(Model 1) 

p-value 
(Model 2) 

Gender −0.033 −0.035 −0.031 0.649 0.655 0.641 

Job Title 0.056 0.052 0.054 0.297 0.289 0.283 

Frequency of Task Delegation 0.046 0.048 0.049 0.314 0.309 0.305 

Instruction Method −0.086 −0.084 −0.088 0.368 0.359 0.374 

Clarity of Instructions −0.04 −0.038 −0.039 0.373 0.369 0.371 

Additional Clarifications 0.075 0.078 0.073 0.089 0.085 0.092 

Errors Due to Unclear Instructions −0.057 −0.055 −0.059 0.174 0.169 0.182 

Work Intervention −0.026 −0.028 −0.025 0.449 0.442 0.451 
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relevant, are not statistically significant in this analysis. Overall, the table high-
lights that the relationships between variables remain stable across the models, 
confirming the robustness of the results and suggesting that they are not sensitive 
to variations in the model structure or additional controls. 

5. Conclusion 

The significance of clear and concise communication in delegating tasks cannot 
be overstated. The research has consistently demonstrated that effective commu-
nication is the cornerstone of successful delegation, leading to improved employee 
understanding, engagement, motivation, and ultimately, project success. The ab-
sence of clear communication, on the other hand, can result in misunderstand-
ings, errors, and decreased productivity. Leaders and managers seeking to en-
hance their delegation skills and drive organizational success must prioritize clear 
and concise communication. This involves adapting communication styles to em-
ployee needs, utilizing technology to facilitate communication, and establishing 
two-way feedback loops. By doing so, leaders can empower their teams, foster a 
culture of open dialogue, and unlock the full potential of delegation. In today’s 
fast-paced work environment, the ability to delegate effectively is crucial for lead-
ers seeking to navigate the complexities of modern business. By recognizing the 
importance of clear and concise communication in delegation, organizations can 
improve employee engagement, reduce errors, and drive project success. Ulti-
mately, effective delegation is a critical skill for leaders seeking to achieve their 
goals and drive organizational success. 

6. Recommendations 

Based on the analysis of the data in the paper, the following recommendations are 
provided to improve employee performance and satisfaction within the organiza-
tion: First, enhancing communication and training is essential, as unclear instruc-
tions lead to errors and frequent work interventions. The organization should in-
vest in clearer communication strategies, such as standardized instruction tem-
plates, manager training sessions, and regular feedback mechanisms to allow em-
ployees to seek clarification. Second, task delegation processes should be im-
proved, ensuring that tasks are accompanied by clear, comprehensive instructions 
to reduce the need for ongoing guidance. The use of checklists or project manage-
ment tools can streamline task allocation. Third, with a youthful workforce, the 
organization should focus on employee development and support, offering men-
torship programs and hands-on guidance to help reduce errors and interventions, 
fostering a more confident workforce. Fourth, fostering a culture of feedback and 
two-way communication is crucial to addressing issues before they escalate. Open 
communication channels can promote collaboration and transparency. Lastly, ad-
dressing job satisfaction gaps is vital, given the relatively low satisfaction scores. 
Strategies such as recognizing achievements, promoting work-life balance, and 
offering career development opportunities can significantly enhance employee 
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satisfaction. By implementing these recommendations, the organization can im-
prove communication, task delegation, and overall satisfaction, leading to higher 
performance and reduced inefficiencies. 

Conflicts of Interest 

The authors declare no conflicts of interest. 

References 
[1] Giordano, G. (2020) Delegating Tasks Staff Enhances Team-Based Care. In Medical 

Economics, 91, 49-51.  

[2] Hossain, S. and Hena, H. (2024) The Study Explores the Correlation between Cultural 
Influence and Community Engagement in Fostering Social Safety for Tourists. PRE-
PRINT (Version 1), 1-21. https://doi.org/10.21203/rs.3.rs-4789292/v1 

[3] Di Paolo, A., Cremolini, C. and Bocci, G. (2020) Universal Pretreatment DPYD Gen-
otyping in Fluoropyrimidine Candidates: Still Controversial but With Clear Instruc-
tions for Practitioners, at Last! JCO Oncology Practice, 16, 801-802.  
https://doi.org/10.1200/OP.20.00903 

[4] Resende, F., de Araújo, S., Tavares, L., Teixeira, M. and Costa, V. (2023) The Multi-
faceted Role of Annexin A1 in Viral Infections. Cells, 12, Article 1131.  
https://doi.org/10.3390/cells12081131 

[5] Wang, W., Memon, F.H., Lian, Z., Yin, Z., Gadekallu, T., Pham, V.Q., Dev, K. and 
Su, C. (2023) Secure-Enhanced Federated Learning for AI-Empowered Electric Ve-
hicle Energy Prediction. IEEE Consumer Electronics Magazine, 12, 27-34.  
https://doi.org/10.1109/MCE.2021.3116917 

[6] Hilgers, M. (2018) How to Ensure High Quality Results in Commercial Vehicle Sim-
ulation. Proceedings of the 5th Commercial Vehicle Technology Symposium, Wies-
baden, 444-467. https://doi.org/10.1007/978-3-658-21300-8_35 

[7] Hossain, S. and Nur, T.I. (2024) Gear up for Safety: Investing in a New Automotive 
Future in China. Finance & Accounting Research Journal, 6, 731-746.  
https://doi.org/10.51594/farj.v6i5.1122 

[8] Budur, T., Zaim, H. and Demir, A. (2021) Ethical Leadership, Effectiveness and Team 
Performance: An Islamic Perspective. Middle East Journal of Management, 8, 42-66.  
https://doi.org/10.1504/MEJM.2021.111991 

[9] Thakur, A., Johnson, A., Jacobs, E., Zhang, K.-D., Chen, J., Wei, Z., Lian, Q. and 
Chen, H. (2022) Energy Sources for Exosome Communication in a Cancer Microen-
vironment. Cancers, 14, Article 1698. https://doi.org/10.3390/cancers14071698 

[10] Manam, V.K.C. and Quinn, A.J. (2018) WingIt: Efficient Refinement of Unclear Task 
Instructions. Proceedings of the AAAI Conference on Human Computation and 
Crowdsourcing, 6, 108-116. https://doi.org/10.1609/hcomp.v6i1.13338 

[11] Baird, A. and Maruping, L.M. (2021) The Next Generation of Research on IS Use: A 
Theoretical Framework of Delegation to and from Agentic IS Artifacts. MIS Quar-
terly, 45, 315-341. https://doi.org/10.25300/MISQ/2021/15882 

[12] Bueno, W.P., Wachs, P., Saurin, T.A., Ransolin, N. and Kuchenbecker, R.S. (2021) 
Making Resilience Explicit in FRAM: Shedding Light on Desired Outcomes. Human 
Factors and Ergonomics in Manufacturing & Service Industries, 31, 579-597.  
https://doi.org/10.1002/hfm.20909 

[13] Hossain, S. and El Hebabi, I. (2024) Cultural Dynamics and Consumer Behavior: An 

https://doi.org/10.4236/oalib.1111987
https://doi.org/10.21203/rs.3.rs-4789292/v1
https://doi.org/10.1200/OP.20.00903
https://doi.org/10.3390/cells12081131
https://doi.org/10.1109/MCE.2021.3116917
https://doi.org/10.1007/978-3-658-21300-8_35
https://doi.org/10.51594/farj.v6i5.1122
https://doi.org/10.1504/MEJM.2021.111991
https://doi.org/10.3390/cancers14071698
https://doi.org/10.1609/hcomp.v6i1.13338
https://doi.org/10.25300/MISQ/2021/15882
https://doi.org/10.1002/hfm.20909


A. Aishatu et al. 
 

 

DOI: 10.4236/oalib.1111987 12 Open Access Library Journal 
 

In-Depth Analysis of Chinese Preferences for Western Imported Products. GSC Ad-
vanced Research and Reviews, 20, 158-167.  
https://doi.org/10.30574/gscarr.2024.20.3.0345 

[14] Emmanuel, O.O. (2021) The Dynamics of Work Environment and Its Impact on Or-
ganizational Objectives. Annals of Human Resource Management Research, 1, 145-
158. https://doi.org/10.35912/ahrmr.v1i2.826 

[15] Loh, C.-Y., Coyte, R. and Cheng, M.M. (2019) Is a Fresh Pair of Eyes always Better? 
The Effect of Consultant Type and Assigned Task Purpose on Communicating Pro-
ject Escalation Concerns. Management Accounting Research, 43, 1-14.  
https://doi.org/10.1016/j.mar.2018.09.002 

[16] Li, J., Chen, K., Qi, J. and Yu, I.Y. (2022) Creating Immersive and Parasocial Live 
Shopping Experience for Viewers: The Role of Streamers’ Interactional Communica-
tion Style. Journal of Research in Interactive Marketing, 17, 140-155.  
https://doi.org/10.1108/JRIM-04-2021-0114  

[17] Mowday, R., Porter, L. and Steers, R.M. (2013) Employee—Organization Linkages: 
The Psychology of Commitment, Absenteeism, and Turnover. Academic Press. 

[18] Elsheikh, A., Aberrah, M.I. and Al-Oayef, S.M. (2022) Overview of Project Manage-
ment Software. System Technologies, 2, 63-67.  
https://doi.org/10.55287/22275398_2022_2_63 

[19] Headey, B. and Muffels, R. (2015) People Typically Experience Extended Periods of 
Relative Happiness or Unhappiness due to Positive Feedback Loops between LS and 
Variables which Are both Causes and Consequences of LS. Schmollers Jahrbuch, 135, 
97-108. https://doi.org/10.3790/schm.135.1.97 

[20] Kemnitz, J. (2023) Better Teaching Through Clear Communication. South Dakota 
Medicine: The Journal of the South Dakota State Medical Association, 76, Article 148. 

[21] Saks, A. and Gruman, J.A. (2020) Employee Engagement. In: Sessa, V.I. and Bowling, 
N.A., Eds., Essentials of Job Attitudes and Other Workplace Psychological Constructs, 
Routledge. https://doi.org/10.4324/9780429325755-12 

[22] Sørensen, K., Okan, O., Kondilis, B. and Levin-Zamir, D. (2021) Rebranding Social 
Distancing to Physical Distancing: Calling for a Change in the Health Promotion Vo-
cabulary to Enhance Clear Communication during a Pandemic. Global Health Pro-
motion, 28, 5-14. https://doi.org/10.1177/1757975920986126 

[23] Khan, Y. Kalai, Lombardi, A., Vaikuntanathan, V. and Wichs, D. (2023) Boosting 
Batch Arguments and RAM Delegation. Proceedings of the 55th Annual ACM Sym-
posium on Theory of Computing, New York, 20-23 June 2023, 1545-1552.  
https://doi.org/10.1145/3564246.3585200 

 
 

https://doi.org/10.4236/oalib.1111987
https://doi.org/10.30574/gscarr.2024.20.3.0345
https://doi.org/10.35912/ahrmr.v1i2.826
https://doi.org/10.1016/j.mar.2018.09.002
https://doi.org/10.1108/JRIM-04-2021-0114
https://doi.org/10.55287/22275398_2022_2_63
https://doi.org/10.3790/schm.135.1.97
https://doi.org/10.4324/9780429325755-12
https://doi.org/10.1177/1757975920986126
https://doi.org/10.1145/3564246.3585200

	The Importance of Clear and Concise Communication in Delegating Tasks
	Abstract
	Subject Areas
	Keywords
	1. Introduction
	2. Literature Review
	2.1. The Pitfalls of Unclear Communication
	2.2. Components of Effective Communication in Delegation
	2.3. Strategies for Enhancing Delegator Communication
	2.4. Benefits of Clear Communication in Delegation
	2.4.1. Improved Task Quality and Reduced Errors
	2.4.2. Increased Employee Engagement and Ownership
	2.4.3. Enhanced Team Collaboration and Trust
	2.4.4. Reduced Team Conflict


	3. Methodology
	3.1. Research Questions
	3.2. Data Collection Method
	3.3. Pre-Testing of Surveys:
	3.4. Survey Details
	3.5. Expected Outcomes

	4. Results and Discussion
	5. Conclusion
	6. Recommendations
	Conflicts of Interest
	References

