Academia Arena 2017;9(1) http://www.sciencepub.net/academia

Investigation Impact of Participative Management on Employee’ Performance Improvement
Mohsen Nasiri

MSc in Health Services Management, Isfahan University of Medical Sciences, Isfahan, Iran
ssbahar456(@gmail.com

Abstract: The main aim of this research is investigation the impact of participative management on improvement of
employees. Participative management style is management style positively associated with high level of job
satisfaction. It is based on the involvement of employees in decision-making, problem-solving in the company and
empowering employees, as well as on supporting their high autonomy, own initiative and creativity. The article
describes the features of participative management style and the outcomes of our own research focused on
participative management style elements. To do this, we analyse whether the existence of a characteristic
management style influences the employee views of reputation, studying the effect of control variables such as
employee age, gender, level of education or job position. Do Leadership style and management approach affect
employees’ performance improvement?
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1. Introduction

Enterprises are increasingly aware of the
importance of human capital and its impact on the
success or failure of the business that is why they try
to adapt the personnel work with their employees
accordingly (Rebetak & Farkasova, 2013). Many
enterprises still do not realize that low productivity is
linked to the improper management style used by the
managers. Because of it there are a lot of unnecessary
conflicts in the workplace There is the best time to
consider if the authoritative management style which
still persists in many companies, is the best way how
to manage people. In this article we would like to
introduce its alternative —participative management
style. Participative management style is based on the
involvement of employees in decision-making and
problem - solving in the company, as well as on
supporting their high autonomy and own initiative and
creativity.

It was presented firstly in the book of Mary
Parker Follet: Creative Experience and then in the
famous book of Douglas McGregor - The Human Side
of Enterprise in 1960, which is a classic piece of
company bureaucracy and human nature research.
McGregor described two different approaches to the
management of people: Theory X and Y: X theory
which says that the average person has an innate
aversion to work and tries to avoid it as much as
possible, and because of this innate reluctance should
be mostly forced to work, managed, controlled, and
sometimes it is necessary to threat employees with
penalties to begin to spend adequate effort leading to
the achievement of business objectives. Theory Y
assumptions say the contrary, that external control and

the punishment of employees are not the only
possibilities to achieve business goals. In order to
accomplish the tasks, one is able to learn self-control
and self-management. Commitment to achieving goals
depends on the rewards connected to their attainment.
The most interesting of these rewards - the satisfaction
of the ego and the need for self - realization may be a
direct result of efforts to achieve business objectives.
In terms of modern industrialized life, the possibilities
of the intellect of the average person are only partially
used (Carney & Getz, 2011).

In general, the reputation of the audit firms has
been studied from a financial perspective, through
(Moizer, 1997):(a) the audit fees, (b) the value of the
shares of the audited customers, and (c) the effects of
changing auditor to the audited company. In addition,
several financial indicators of the audits (assets,
leverage, ROA) and its customers (newvalue of their
shares after changing of auditor) have been used to
estimate the image.

Thus, the aim of this research is to analyse how
the management style of senior management
influences the employee views of reputation, given
that it is strongly influenced by the personal and social
identity of both groups. To get this, the paper is
structured as follows. First, we review the literature
about corporate reputation, identity and image,
highlighting the important role of employees in its
configuration. Next, we study the managerial styles,
describing their different typologies.

Consequently, the corporate image is built from
corporate identity (physical and cultural traits), and
reflects the personality or way of operating that is
perceived by external stakeholders regarding the
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organisation. Therefore, image is a reflection of
identity, whose final destination is to achieve a
positive public attitude towards the audit.

As mentioned above, the identity and the image
are part of the perceived corporate reputation. The aim
of this section is to highlight the importance of
employees in the determination of these three
concepts, justifying the need to study their perspective
in audit firms. The identity of the audit is formed by its
internal stake-holders, where employees have an
important role because they determine and disseminate
what the company says about itself. Employees are
participants of cultural traits that define the identity of
the organization.

Participative management style

Hajzler (2011) characterizes participative
management style and freedom at work with these four
main features:

e commitment - employees voluntarily
commit to do their tasks, they are willing to negotiate
about the objectives and procedures

e  mastery, autonomy and meaningfulness -
the three needs that create the system. The more built
for them, the stronger the intrinsic motivation of
employees. The more of them are present, the higher
intrinsic motivation of employees.

e  self-management - the arrangement is made
such that it is not necessary manager that manages
others,

e  engagement - the more you manage to meet
the needs of mastery and autonomy, the more people
feel involved and have a greater desire to work. The
system is not only functional and self-governing, but
there it passion, creativity, freedom and independence.

The behavior of managers to employees is the
factor that has the greatest impact on employee
motivation. Managerial behavior leading to
demotivation is in most cases unnecessary - not related
to the "objective" conditions of work. It is the result of
management mistakes and mostly of the lack of
attention devoted to business training and selection of
executives (Urban, 2011).

There is considerable research showing that
participative management has positive impact on
employee job’s satisfaction (Likert, 1967; Daley,
1986; Bernstein, 1993; Kim, 2002).

Despite that, the current work environment in
many companies is still too bureaucratic and
hierarchical, very often with lack of proper
management. Business is too focused on the fact that
people should not do any mistakes, rather than support
them in achieving exceptional results. The rules are
adjusted so that no one has to do nothing wrong - but
even nothing exceptional. In other words, the current
model of people management in most companies does

not stimulate innovations and the search for higher
value- added (Uriga, 2011).

In our study we examined the features of
participative management style, what is the level of
their usage in network industries companies in our
country. According to some research studies, the
concept of participative management style is currently
used in the world by 3 - 5 % of enterprises only
(Management study guide, 2012) which due to its
effectiveness is considered as to be too low amount.

In this article we would like to present the results
of the study questions focused on participation of
subordinates in decision — making as well as the
research of participative management style gender
differences. We would like to describe if managers
differ in giving possibilities to their subordinates to
participate in decision — making regarding their
gender.

e  Research question Q1. Does your manager
allow you to participate in important decision
—making?

e  Research question Q2: Is the participation
in decision — making related to gender of employee?

e Research question Q3: Is the level of
employee participation in decision — making related to
gender of manager?

Method

The type of research we used in our study was a
mapping research. It is the research project often used
to describe and classify investigated phenomena
(Pavlica, 2000). The research tool in our study was
questionnaire. As the research sample we chose
employees on subordinate positions in large
international network industries enterprises. The basic
research population was 39 200 employees according
to Statistical Office of the Slovak Republic. For
calculation of sample size we use confidence level of
95 %. All of respondents who fill the questionnaire
work currently on below manager level position.
Selected companies are long-term existing enterprises
in the market and the management of human capital is
at a very high level there. We obtained respondents
from sectors: electricity, gas and telecommunications.
As a research tool, we decided to use questionnaire
because importance of anonymity needed for
examining sensitive issues in relation manager —
subordinate. In our research we tried to obtain
information through a questionnaire of attitudes and
opinions on the behavior of their managers. The
questionnaire was distributed online — the link to
webpage with questionnaire was sent via e-mail. The
response rate was 50 %.

The items in questionnaire were created by us
based on literature findings about participative
management style and were measured on a four —
point Likert type scale (yes — rather yes — rather no —
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no). For statistical testing we used the test of Chi
Square statistic.
Findings and results

Research question 1: Does your manager allow
you to participate in important decision —making? The
results are shown in Table 1:

As results show, only 39, 5 % of subordinates
feel that they have any possibility to participate in
important decision — making.

Research question 2: Is the participation in
decision- making related to gender of employee? The
results are presented in Table 2:

Table 1: Participation of subordinates in decision —
making

B cumulative %
Yes 17.5 175
Rather yes 220 395
Rather no 26.5 66.0
Ne 34.0 100.0
Total 1000

Table 2. Contingency table — gender of subordinate and participation in decision — making

Participation in decision — making Yes Eather yes Eather no No Total
Man 19.8% 21 9% 24.0% 34.4% 100%
Gender
Woman 15.4% 22 1% 28 8% 33.7% 100%
Total 17.5% 22 0% 26.5% 34.0% 100%

Table 3. Chi- square statistic test

chi-square df P

P 1.013a 3 798

As we can see, the probability p > 0,05, which
means that there is no statistical significant difference

between men and women in relation to participation in
decision — making.

Research question 3: Is the level of employee
participation in decision — making related to gender of
manager?

The results are shown in Table 4:

Table 4.
Participation in decision — malking Yes Rather yes Ratherno No Total
Man 22.0%% 16.5% 25. 7% 35.8% 100%
Cender
Woman 12.1% 28.6% 27.5% 31.9% 1000
Total 17.5% 22.0% 26.5% 34.0% 100%%
Conclusions As results indicate, there is no difference between men

In our study, we focused on chosen features of
participative management style. The first question
explored how subordinates evaluate the level of
participation in decision — making. The results indicate
that more than half of employee in our research think
that they don’t have enough chance to participate in
decision — making. We tried to answer the question if
the problem of participation is somehow related to
gender of manager or gender of employee.

We assumed that woman manager give more
space for their subordinates to participate in decision -
making but it was not proved in our study. There are
no differences between man and woman subordinates
in the level of participation in decision — making at
work. In our research we tried to demonstrate some
important features of participative management style.

and women in the level of participation at work - nor
managers in engaging employees in decision - making,
either subordinates in evaluating their possibilities to
participate. Findings from this study demonstrated,
that the level of employee participation in decision —
making is not very high, more than half of
subordinates rather don’t have chance to participate in
decision —making at their work.
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