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DELEGATORY AUTHORITY BY ERIC EDMEADES
Purpose: 
To communicate and delegate the decision making process between team members so there is clarity & 
empowerment when making decisions.

The Concept: 
 y The Delegatory Authority concept is a system that helps inform the decision making process by 

acknowledging that there are certain stages each team member is on when it comes to making 
decisions in scope of their role.

 y It is a system that informs decision making so that the relationship between an employee and a 
manager is clear.

 y This concept creates a feeling of comfort between team members to make informed decisions as 
they are empowered while also setting up appropriate boundaries before action (not stepping over 
anyone’s toes)

 y A manager should be guiding an employee through the stages and sharing where they believe the 
employee is at to ensure clear and effective management is happening

 y Note- while there may be automatic defaults to a stage a team member is at based on their role (ie. 
A CEO is expected to always make key decisions and is therefore always in Stage 5), depending on a 
specific task or decision, anyone can be subject to being in a different stage outside their default.
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Stage 1: Observe and Learn

 y This is typically most relevant to a new team member as they are just learning about the processes & 
systems in place without having much context as to WHY.

 y This is the stage where deep understanding of the culture & operation is built

 y Questioning stage and clarity building

 y Someone who does not completely understand the current processes but is immediately making 
suggestions or attempts to make changes to the system might be problematic as they might do not 
completely understand the value or reason of why we do what we do in that way.

 y Once someone has a deep understanding and routinely practices what is already in place, they can 
provide valuable suggestions and recommendation to their manager.

 y This stage can last from weeks to months.

Stage 2: Suggest or Recommend

 y Once an employee has clear understanding of why we do what we do in a particular way and finds an 
opportunity for improvement, they may suggest and recommend other new solutions.

 y This may be in form of a brand new idea, some slight changes to the current, or implementing a 
previous system learned from experience that might be applicable.

 y This is the stage where an employee has an outlet to share their ideas and while there are no 
guarantees that the suggestion or recommendation will be fulfilled, it is the stage where they can know 
that their voice is always HEARD.

 y This is the stage where productive conversation and creative brainstorming can take place before any 
tangible action is taken.

 y For those making suggestions & recommendations- really think through the suggestion before sharing 
it as simply suggesting without deep & deliberate thought can prove useless.

 y For managers- be unafraid of suggestions and recommendations as there can always be room for 
improvements.

Stage 3: Request to act

 y Once a suggestion has been brought up and the manager believes it to be a good and valuable 
suggestion, the next stage is the request to act.

 y This is the stage where an employee or a manager may make a request through Teamwork that 
something is done to bring the action to life.

 y This stage confirms that a discussion has taken place and that the next step(s) is/are mutually agreed upon.

 y This stage ensures that no boundaries are crossed or miscommunication happens.

 y This stage also allows an employee to feel empowered to act knowing that their idea has been vetted 
through by the manager.

 y At any given point, team members can come back to this stage if there are any questions or any 
uncertainty arises.
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Stage 4: Act and Report

 y Once an employee has gained enough experience or has done a task when it comes to a decision being 
made, they may feel comfortable to simply act and report.

 y Typically, there has already been deep trust built between the employee and manager before this happens.

 y A manager should let an employee know if they believe and trust that the employee has the authority 
to make act and make decisions in scope of their role.

 y If uncertain, an employee should ask the manager if it is appropriate to act.

 y An example of this would be any manager whose role is to make decisions and act on behalf of the 
company while still reporting the results to their superiors.

 y This is ideally where we want all team members to be as it is the stage that perfectly balances efficient 
action along with key communication.

Stage 5: Act and Don’t Report

 y A completely autonomous employee.

 y Typically, this person is either a veteran employee who has gained the trust of their manager over time 
or someone who fills a role where making key and immediately decisions is the nature of their role.

 y In act & don’t report, this person is making decisions without reporting to anyone.

 y They are typically very experienced and are very informed in their thought process.


