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CHAPTER 1

INTRODUCTION

Most management concepts and principles practiced in
the Philippines today are actually developed in the West.
One of these is participative management. It has evolved
from the concept of "industrial democracy which refers to
the idea of control by most or all of the members of the
organization, rather than by autocratic domination from the
top of the organization” (McFarland, 1979: p. 532). In the
course of history, the concept of industrial democracy
changed. At some time, it meant “"full workers® control over
industry. at another time, collective bargaining, and, more
recently, it has come to mean a system whereby workers
participate or are consulted in  managerial decisions"

(Graves, 1970: p. 85).

In management and in ‘organizations, participative
management means “cOnsultaﬁion with followers, bringing them
in on problems and influen;ing decisions so that groups act
as social units in work performance” (Davis, 198%Z: p. 151).
For Filipinos, the nature of participation very much appeals
to ideals of democracy because under this system, members of
the organization are permitted or even encouraged to have a
voice in decision-making. In classified advertisements,
companies would specify participation as the management

style praticed by them in order to attract applicants.
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Because ot its unguestionably democratic nature,
participative management’s popularity is increasing, and a

growing number of companies are adopting it.

But is participative management not overrated? Is 1t
possible that participative management may not work in all
organizations that adopt it primarily because orgonizations,
unique as they are, have diiferent need=s and different

systems or methods to choose from and employ in order to

(1]

meet such needs? This query is strengthened by the model

C

of leadership advanced by Fiedler and his associates, which
states that the most appropriate leadership or management
style depends on the situation in which the leader works.
This is the ‘“contingency' or Csituational” model of
leadership (Davis, 1982: p. 139). Clearly, a leader’s

effectiveness is a consequence, among other things, of the

approriateness of the management style he chooses to adopt.

In consonance with Fiedler’s contingency model of
leadership, Robert Tannenbaun and Warrent Schmidt have
identified three major situational forces that affect the

exercise of leadership. . These are: organizational

situation, the nature of the work force, and the leader’s
own preferfed or natural style gScanlan and Keys, 1976: pp.
232-233). Upholding Fiedler’s concept of the situational or

contingent nature of practicing management styles, a

question arises as to the cultural applicability ot



participative management in the Philippines as a western-

originated practice.

One reason for raising this question is that it is a
known fact that not everyone who is given the right to
influence and have a say in decision-making will actually
grab at the opportunity to deo so. Behavior 1is culture-
based. Insofar as human behavior is affected by the social
context 1in which people are raised, particular individuals
are also culture-bound to observe the values and norms in

their respective societies which make them distinct from

other groups. This applies even to organizational Dbehavior
s

and is evident in the organizdtional climate.
Organizational cli%ate as defined by Davis 1is "the human
environment within which an organization’s employees do
their work" (Davis, 1982: p. 104). Most of the time,
climate will influence the behavior of people in the
organization in one way or another. If there are values
and norms in :a particular society, there are also

expectations on the organizational man with regard to what

action will lead to what consequence Or CONsSequences.

According to Church, an anthropologist, motivation and
work habits take plade within a context of differential

world views, socio-economic realitites, conception of time,

social and familial pressures and value hierarchies, to
mention only a few factors (1986: p. 686). Linking this

statement to Philippine organizational setting wherein



participation in decision-making is a foreign concept, there
may not be a substantial basis for the eagerness of
companies to practise it as a management style. It 1is
possible that certain Filipino values may make the practice

of participative management ineffective in the Philippine

context, say for instance, the values of "pakikisama",
deference to authority and Filipino concept of time. In
lieu of its democratic appeal to organizational men,

managements might have overlooked cultural differences in
considering the appropriateness of the participative

leadership style in Philippine organizations.

Communication In Participation

The effectiveness of an ofganization is measured by how
rational decisions are arrived at by utilizing the volume
and quality of information available to that organization,
and its means of traﬁsmiting i£ throughout the network where
such decisions are made (Pfiffner, 1960: P- 137).
Information then is very important because it is upon the
information known to the decision-makers that decisions are
arrived at. Through information-sharing., management can
expect an inflow of ideas, opinions and suggestions even
from non-decision-making groups and by doing so, tap

resources necessary in attaining organizational objectives.

All organization phenomena leading to the achievement
of corporate goals are expressed through communication. 50

in the case of participative management wherein employee



influence in decision-making is encouraged, there is greater
upward communication compared to more authoritarian
leadership. This results when management realizes that
workers have something worthwhile to contribute to the

growth of the organization because they are the ones
directly 1involved in its basic operations even if they are
at the bottom of the hierarchy. Such information
contributes toward a dynamic communication system as

communicative inputs.

Organizational communication, according to Goodall, is
an evolutionary, culturally-dependent process of sharing
information and creating relationships 1in environments
designed for manageable, cocperative, and goal-oriented
behavior (1986: p. 1z). Applying this definition to
participative management, it is easy to see how

communication within this set-up builds ‘relationships in
work environments since in a participative environment, a
great deal of interaction takes place between superiors and
subordinates. Because the upward flow of communication
becomes a free line in voicing out ideas and opinions,
participation turns out to be a pleasant social experience
for .the members of the organization. It also gives them a
feeling of belongingness and éride in the knowledge that

P
they are an integral and important part of the organization,

Also, involving employees in events or changes in

procedure, personnel or policy tends to have a therapeutic



effect on them. It allows individuals to know where they
stand_ and dispels rumor mongering which is =aid to be an
indication of uncertainty (Pfiffner, 1960: p.139;. In
short, because formal lines of communication are open under
such arrangement, members of the organization can minimize
the use of the informal network or the grapevine. And
since people do not resort to grapevine which usually
carries incomplete information and rarely gives the whole
truth (Davis, 1982: p. 338), the probability of having

misunderstandings is substantially lessened.



CHAPTER 2
CONCEPTUAL FRAMEWORK

According to Davis., one main issue against
participative management concerns an employee s right not to
participate. Thgre is no conclusive evidence that
participation is desired by everybody, he says. People are
all different and their differences are influenced partly by
distinct cultural expectations. There is evidence to say
that many individuals do not want to be bothered with
participation. Some people want a minimum of interaction
with their superiors and/or associates. '“Sometimes, a group
can be kept participating only by pressure from above; and
when that pressure is released, they return to non-—
participation apparently because it is more desirable to

them" (Davis, 1982: p. 168).

On the other hand, the concept of ‘participation has

generated a greatv~deal'of'~positive feedback, sometimes
leading to its being overrated. In fact, an impressive
collection . of research findings demonstrate consistently

that satisfaction in work is significantly enhanced by

increasing worker’'s decision-making powers on the job
(Blumberg, 1976: p.1). One such research was that conducted
by Coch and French wherein they compared morale and

efficiency of groups who were given different degrees of
authority to participate in decision-making relating to

changes in work:organization. The setting of the study was
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a garment factory and manual workers were involved as

subjects. The major conclusion of the study was that
success in bringing about job changes --- both in terms of
productivity and worker satisfaction --- was directly
prroportional to the amount of worker participaticn
permitted. "Total participation groups had the highes

productivity and morale; the no-participation groups., the

lowest"” (Blumberg, 1976: p. 125).

Another study conducted by Baumgartel compared three

leadership patterns in a medical research setting with

medical scientists as subjects. The leadership patterns
were laigsez—faire, . participatory and directive. ‘The

conclusion was that participatory leadership was more
effective than the other two types in prpducing high work
motivation, high morale and high satisfaction with
leadership (in Blumberg, 1876: p. 12Z7). Many other studies
regarding participation produced basically the same results

in morale, efficiency and productivity.

But deepite these findings, why are there still some
people who opf for non-participation in decision-making?
Clearly, a referendum or an election illustrates a process
of decision-making under democratic governments. But
although everyone is given the right to participate., not all

people. exercise their freedom to choose. There are, in

fact, people who -abstain.



It would help to note that the studies on participation
previously mentioned were conducted in weatsrn organizationz
of Europe and America. And because -of differing world
views, it is by no means conclusive that the same results
will hold true in Asian countries 1like- the Philippines.
Therefore, there is a need to study whether participative
management will actually work in the Filipino organizational

setting as a foreign-based practice.

If Philippine cultural values are tested against the
prerequisites of participation, it may be found that
Filipinos possess attitudes that may not prermit a successtul
application of participative management in the Philippines.
Off hand, at least three such values maybe identified
Filipino concept of ﬁime, "pakikisama’ and submissiveness

and deference to authority.

Rilipino Concept of Time

Filipinos are 'known to highly value smooth
interpersonal relations which in itself is a very good
attitude. But sometimes, this attitude leads them to treat
time diffusely and imprecisely. To illustrate, when a
friend shows up at one’s doorstep unexpectedly, generally,
the Filipino_will not send this friend away even if he has
important matters to attend to prior to the visit. Since
the desire to maintain satisfactory relationships comes
first, one’s sense of time is altered. For this reason,

foreigners who made observations on Filipino



characteristics and temperament have only negative comments
to say about the way Filipinos look at time. The following

is what anthropologist Timothy Church has to say about

Filipino concept of time: "“the Filipino treats time as so
abundant that one has little concern for wasting it" (1986:
. 10). Another illustration that will help explain how

Filipinos tend to treat time diffusely, is when a committee
meeting is called wherein it is very predictable that there
will be prelude conversations irrelevant to the subject of
the meeting between committee members, rather than focusing
on the issues of the meeting right away. In a way, chats
between employees, and between employees and their managers,
help create an atmosphere of ease and openness and can
establish better personal relations. But with the way
Filipinos allow their time to be used diffusely, time which
is a very important organizational resource may not be

managed effectively.

One prerequisite to participation is adequate time.
There must be adequate time for participants in decision-
making to carefully weigh the advantages and disadvantages
of options Dbefore acting on a problem by implementing a
decision (Davis, 19682: p. 156). It has been discussed that
in a participative management, noﬁ-a few but many people are
involved ih decision-making, and group decision-making
e away, from their individual tasks. Generally

takes peoprl

speaking, it has been established that groups take more time

10
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in ‘reaching decisions. More recent research has confirmed
this generalization. For example, in one atudy, Weber
compared the performance of individuals and groups of five
working on well structured problems. Specifically, he
looked at the number of problems solved correctly and the
length of time it took to sclve them. Results were that

groups made more accurate decisiones than individuals but

were considerably slower in reaching these decisions (in
Baron, 1883: p. 362). Time is a precious commodity and in
decision-making or in.any activity for that matter, time

éhould be maximized because people cannot be taken away from
their work for a very long time or operations would go on a
stand still. Therefore, whafever time alloted <for group
decision-making must be used to the fullest or groups will
not accomplish anything. But time constraint is one factor
that has been known to work against rarticipative
management. And with the way Filipinos view and use time,
it is possible that there may not he enough time to
profitably discuss decisions to be made. A hypothesis
that may be put forward therefore is that the Filipino
concept of time may hamper the effective application of

participative management in the Philippine organizational

setting.

Pakiki
Another value that might  hamper the cultural

applicability of participative decision-making is



‘pakikisama”. Lynch described the distinctively Filipinc

characteristic which. is “pakikisama” or “getting along
together” as a concept useful in attempting to understand
Filipino behavior patterns. Pakikisama or getting along

together has been described by Lynch as the Filipinos’
desire for smooth interperscnal relations.

"Filipinos place a high value on good feelings and

sacrifice other values such as clear communication and

achievement in order to avoid stressful confrontations.

The result is that they agree with what another says

and keep their reservations to themselves. They see

frankness and outspoken expressions of opinions as
rather uncultured and ostracize someone who behaves
this way"” (in Guthrie, 1968: p. B3).

“Pakikisama" might get in the way of the applicability
of participative decision-making process. It has been said
that participative decision-making produces sSroup decisions.
It is not too difficult o think of rhe possible advantages
inheroant in group decisions. Indeed, experts have
identified several advantages decision-making groups are
likely to have over individual decision-makers. One obvious
advantage is that groups poSsSess several individuals who may

contribute good ideas: that is, there may be a pooling of

resources. Even studies have strengthened this observation.

For example, in a more recent experimental study. Barlund
not only compared the problem-solving abilities  of
individuals compared with groups, hut also developed a

number of clues as to what tends to enable experimental

groups to secure superior results. The method Barlund used
s 2C



was a complex intellectual task invelving the ability to
draw leogical conclusions from given argumsntz. A result
indicated that group decisions, reached through cooperative
deliberation., are significantly superior to decisionz made
by individual members working alone and to majority rule (in

Lawrence and 3Seiler, 1965: pp. 203-204).

But just as there are advantages in group decision-
making, there are also problems or disadvantages to 1it.

The nature of decision-making entails a great deal of oral

Q

deliberation -- citing issues concerning both sides of a

problem, sharing points of view, and Jjustifying opinions

(=7

among members of a group —- and therefore provides a venue
for the free expression of ideas. But because reople do not
perceive things similarly, differing views may breed
disagreement among the groﬁp decision-makers. According to
experts, & great amount of disagreement over reaching a

decision can cause conflict and ill will between group

members . (Baron, 1983: p. 348). This is where “pakikisama’
will probably influence behavior towards participative
decision-making. Knowing that participation in decision-

making will place them in a situaticn wherein there may
possibly be an unresolved meeting of minds may not probably
appeal to Filipino organizational men because of this value
of pakikisama. Even if observance of this value is not SO
strict among Filipinos, still Barlund found out that

membership in & decision-making group in iteelf had an

w
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inhibiting effect. He stressed that knowledge that one’s
opinions were to be shared publicly made group members more
cautious (in Lawrence and Seiler, 1965: p. 204). It is even
possible that at some point, if an employee were pressured
t0 participate in group decision-making in the face cof
opposing claims, he would tend to compromise or agree with
others’ orpinions too easily to adhere to this value of
rakikisama. When this happens, the quality of decisions
made suffers. In situations like this, participation in

decision-making becomes useless.

Submissiveness and Deference to Authority

Another cultural value, submissiveness and deference to
authority, combined with the trait of inferiority complex
affects Filipino attitude towards participation.
Inferiority complex, accordiﬁg to Timothy Church, “is a
¥

cself-concept characterized by a low sense of personal worth,

a low self-confidence and  independence., and high

1

submissiveness and deference O authority. Some have

attributed this in part to previous colenial rule and a

(]

persistent colonial mentality” (Church, 1986: p. 10).

Submissiveness and deference TO adthority may possibly

hinder in the application of participative management in

Philippine organizatiocnal settings.

Randy Barber, a labor consultant, expressed his views

about power sharing between management and labor. He said



that if labor is to share |

ecision-making powers,

management  must give up some power and workers must accspt

some  responsibility for the business. But tradition makes

this change in role very difficult, according to Barber. He
further added that “corporate leaders have spent <their
entire lives getting to the top of an organization. They

don’t want to give up control” (Business Week, 17 Feb °“86:
. 37). 3ince participation requires sharing of power in
the decision-making process and, to some extent,
responsibility for the decisions made, management must
demonstrate a willingness to involve subordinates in  this
organizational function. But if managers would not be
willing to give up absolute control and if this traditional
authoritarian role of managers is tolerated hy employees
because of their submissiveness, then power cannot be

shared. Thus, under such circumstances, participation may

not succeed.

The presence of labor unions 1in organizations or

might questiOh the hypothesis regarding Filipino

companies

submissiveness and deference to authority. it their
s :

submissiveness asks for autocracy throwing participation out

of the question, then why are there labor unicns? The union

serves more as a restraint on management and a protector ot
-~

security for its members, and not as a direct participant to

organizational decision-making. Moreover, some union

leaders feel that if they participate in helping management

15



decide course

0]

of action. the union’s ability to challenge

tho

®
D

actions are weakened (Davis, 138%: < 183).
Consequently, union members and leaders would not want to
influence decision-making directly. These union leaders
prefer to remain aloof and to have Ifreedom to express

disagreement with wmanagement and to chall

Wl

nge it at any

time.



CHAPTER 3

STATEMENT OF THE PROBLEM AND OBJECTIVES OF THE STUDY

This research aims to contribute to the understanding
of how behavior 1in organizations as well as the
communication processes therein are culturally dependent and
are influenced by existing norms and values. Specifically,
it will tackle the issue of the cultural applicability of
participative management in the FPhilippines. Thu=zs. the

rroblem being posed in this study is:

Will participative ‘management work in Fhilippine
organizations considering the cultural values of the

Filipinos?

Specific Filipino cultural valuee such as Filipino time,
"pakikisama", and submissiveness or deference to authority

are considered to bear direct influence on the practice or

participation in decision-making. How does each value
atfect the Filipino- organizational man’s attitudae and
behavior toward participation? Specifically, this study

will answer the following Questions:

a. Will the .Filipino concept of time hamper the
effective application of participative management
in the Philippine organization setting?

b. What quality of decisions will decision-making

groups who highly regard the value of "pakikisama”

produce?



Will participation in aecision-making be
appropriate in a social context where the
traditional role of managers is authoritarian in
nature and the labor tends to be submissive and

deferring to authority?

15



CHAPTER 4

DEFINITION OF TERMS

The following concepts will be used in this research:

1.

w

Participative management - “means consultation with
followers, bringing them in on problems and influencing
decisions so that groups act as social units in work
performance’ (Davies, 198%Z: p. 151). It is said to
conseguently raise morale and productivity among

members of an organization so many corpcrations want to

w

adopt it as a management style. Issues regarding
participative managemént incliude ites applicability in

the Philippines as a western practice, and one’s right

not to participate in the decision-making process.

ecision-maki - ‘the process through which problems
are recognized, diagnosed and defined; possible

solutions are generated and selected; and then a course
of action is implemented” (Baron, 1983: p. 374). It is
one of the major functions in an organization and a
critical one at that bhecause an organization’s
effectiveness depends on the results ot the

organizétion‘s decisions as they are put into eIfect.

Filipino time - "a Filipino trait characterized by

treating time Aiffusely. imprecisely. or as so abundant
that one has little concern Ior wasting it (Church,
1986 . p. 10). This is brought about by the desire to

maintain smooth interpersonal relations.



C.

2

Pakikisama - "a Filipino value characterized hy a
desire for smooth interpersonal relations. Filipinos
prlace a high value on good feelings and sacrifice other
values such as clear communication and achievement in

order teo avoid stressrtul confrontations” (Guthris,

196B8: p. 8683).

Subpizsiveness and [eference to Authority - "a value
characterized by yielding, commiting, or surrendering
oneself to the will, consideration or judgement cf an
authority (American Heritage Dictionary). Some have

attributed this in part to previcus colonial rule and

persistent coleonial mentality (Church, 18986 p. 10).
el ility - ‘“appropriateness’ {(American Heritage

Dictionary, 2nd Edition). Based on the contingent

model of leadership advanced by Fiedler,- the

appropriateness of s leadership style depends on the
éituation that leader is in, which in this case 1is the
Philippine:organizational setting, which is determined
by the leader-member relations, task structure and
leader position power (Davis, 198<: p. 139). When alil
these factors are satisfied by adopting a certain style

of leadership, then that leadership style is

applicable.

SN



CHAPTER 5
METHODOLOGY

This research will make use of the responses of forty

(40) subjects for the bulk of its data, composed of thirty-

six (38) employees from the rank and file and zfour (4]
managers. The subjects or respondents will be taken Irom
four {4) organizations namely GSIZ, Zenith insurance
Corperation, PAL and Traders®™ Royal Bank. Manila has been

chosen as the site of the study because it is the center of

modern business and industry in the Philipprines. And since
Manila is also a melting pot for different reqional
groupings, regional differences will not pose a provlem as

to its etfects on individual behavior because it will be
ensured that the respondents will represent varied places
and provinces of the country. The anonimity of the
subjects will likewise be ensured. Subjects will alsc Doe
required to identify some personal information including
sex, length of service at present company and plghest
educational attainment, which may be later correlated with

the primary data should there be no consistency 1n trends

across the board.

There will be four organizations to be considered for
this study. These are the Government Service Insurance
System which will represent the rublic sector; the
Philippine Airlines which will represent the service-

oriented organizations; Zenith Insurance Corpeoration to



represent the private sector; and lastly. Trader’s Koyal

Bank to represent profit-oriented companies. These

compAanies w

a{
2]
vi]

chosen for the study for the reason that they
represent different types of organizations so that whatever
results that will come up in this study will not be said to
be true or applicable only to one type of organization or
another. Significant differences in responses may ne
attributable to the type of organization so the data
obtained will be comparative. Also, there is one dominant
characteristic among all four organizations. They are all

large organizations which constitute numerous workers ot

ons wnich

-

varied places of origin. Lastly, these organizat
are considered for this study are the ones the researcher

has easier access Lo compared to other organizations.

It is not necessary that the orgqnizations wherein the
research will be conducted practice participative
management. The instrument that will be used in this study
is the survey questionnaire although the researcher will
also conduct selective interviews for a more in-depth
probing  of answers given in the survey. The questionnaire
contains questions generating information regarding the
subjecte’ attitudes toward participative decision-making as
they are influenced by the three cultural values identified
carlier, namely Filipino concept of time, “pakikisama”., and
submiseivenesse and deference to authority. The guestions

were constructed. in such a way that the subjects will be



placed in a hypothetical situation wherein they will be a
part of a decision-making group; hence, there iz no rizsacl
for the organizations under study to be gpecifically

practicing participative management.

The survey is o0f two sets: one for managers and

another one for subordinate Wuestions

0]
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for the survey were designed to specifically identify the
influences the Filipinco values under study have on
resistance or inclination toward participative management.
The ideal answers for these questions which will qualify the
appropriateness of participative decision-making is “yes” to
questions 1 and Ze, and ''no” to the rest of the gquesticons.
Since cuituralAvalues are not the only variaople influencing
the choice for managemént style, any rate more than 50% ot
ideally-answered questions may indicate the applicability or
participative management in the Philippine nrganizational
setting; Since the primary goal of this study is to merely
look inteo the possible effects of the cultural values
mentioned on attitudes toward participation, exact precision
in the numerical presentation of results is not necessary.
“in fact, too much detail may actually get in the way

because the study is after the ‘big picture’ (Kidder, 1976:

P 316). The managers’ set of questions will generate
information about management’ g willingness to share
decigion-making poOwWers with labor. 3ince the questions for

managers Were open-ended, and followed up by interviews,



direct answers as to the

prarticipation at the management’

cultural

applicability

s end will he obtained.

ot
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CHAPTER 6
SCOPE AND LIMITATION

This research will tackle problems with regard to  only
the cultural applicability of participative management in
the FPhilippines. The naturé of the work force &and the
managers is being studied here but only in so far as

behavior towards participation 1is affected by cultural

vaiues and therefore is culturally dependent. Information
on sex, degree of specialization or the irntellectual
capacity of .he sunjects and length of service in the
company will be asked becsuse these factors may be

significant 1in the analysis and may be correlated later on

with other data.

The hypothesis identified only three Filipino values

that affect inclination towards or away from participation.

These values are Filipino concept qf time, “"pakikisama” and
submissiveness or deference to authority. These values were
considered because they bear direct influence on
participation.

One limitation of this study is that questions on the
hypothetical situation in which the subordinate-respodents
were placed might possibly yield ideal answers but ones

which might‘not reflect the actual practice of the subjects.

Also, this study only measures attitude and not behavior.
’ - .



Another limitation of this study ieg itz =2mall sample
size. Because of the difficulty of getting cooperative
subjects who can spare a little of their time to accomplish
the survey., this researcher décided to limit the number of
respondents to forty (40). Considering four (4), instead of
two () organizations for this research to represent as many

types of organizationse in the research setting, is hoped t©o

make up for the limited s=sample =size.



CHAPTER 7
PRESENTATION AND DISCUSSION OF RESULTS

In this section, there is basically one way by which
the responses of the subjects will be analyzed. This is
simply by comparing the percentages of ideal and vunideal
responses; and if the total averaged percentage of the ideal

responses  is significantly more than 50% that of the total

responses, then it can be said that Filipine values do  not
get in the way of the satisfactory aprlication of
participation. This will ©bpe the indicator by which to

measure the applicability of participative decision-making

in the Philippine organization setting.

On Readiness To Participate

Among the resrondents, - all the 36 subordinate-subjects

affirmed that if they were given the chance tc participate

in decision-making, they would readily try it. This shows a
positive 100% general preference towards participative
managément. This trend is consistent 1n all rour

organizations considered for this study which include the

Government Service Insurance System. (GSIS), Zenith Insurance

Corporation (Z2IC), Philippine Airlines (FAL; and Traders’

Royal Bank (TRB) .. The first question was rhrased very
simply “Without conditional restrictions to getv the first
hand reaction of the subjects regarding their inclination

towards or away from participative management. Results are

shown in Table 1.



TABLE 1. Percentage of General Inclination of Subjects
Toward Participation In Decision-making

. o T T
: Organization . Ineclinatiorn towards participation |
E X Raw Data ! Percentage |
t P e i :
: : Yes ¢ No X Yes Nea '
t 1 t ' t !
v GBIS Vo949 4 0/9 100% 1 0%
AR : 9/9 v 0v9 ; 100% 0%
PAL : 9/9 0/9 : 100% | 0%

. TRB ; 9,/9 09 : 100% 0% .
I . . :—_:'*“—__'—_T _______________________ :

' TOTAL AVERAGE | 36/36 | 0/36 | 100% ! 0%

Consistent with the findings in the studies of
participative management 1in the west is the result that
participative management has a democratic appeal even to

Filipino organizational men, because employees are permitted

or even encouraged to have a voice in decision-making. This
in turn, has a posgitive effect on the morale, productivity
and work satisfaction of employees. Respondents interviewed

reasoned that not all organizations permit participation so

if they were offered the chance, they will go ahead and
participate. They aleo think that their contrihbutions may
be profitable for the organization. 3Some respondents said

that one gete a feeling of belongingnese in participating in

decision-making hecause he will know where he stands in the

organization.

But as the main hypothesis of this study states, there

are existing Filipino values like pakikisama, Filipino

concept of time and submissiveness and deference to
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authority that may not permit the cultural acplicability of
participative decision-making in the Philippins
organizational setting. In the following discussion on the
effects of these values on bhehavior towards participation,
we will see whether the cultural values previously mentioned
will consistently reinforce the initial preference of the

respondents to participate in decision-making.

inino Co T OT
There are two questions in the survey Qquestionnaire
that explores the influence of Filipino concept of time on

the respondents’ behavior or attitude towards participative

decision-making. The firet one is. "Would you be able o
tolerate postponement in arriving at a decision?’. The
second is, "Do you think that time wouid be wasted

indiscriminately on matters out nf the suvject oI the
decision to be made?” Ideally., the answer to both qQuestions

i “No", to ensure that time will be managed erfectively

0]

[N

under a participative decision-making setting. Table

presents the summary of the subjects responses oy

organization on the formerly mentioned questions.
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TABLE 2.1 \ . .
Percentage of Positive and Megative Influence

of Filipi C ' i
of t}l}plnq Concept, of Time on Attitude Towards
rticipative lecision-making .

Attitude: Tolerance for postponement
1n decision-making

Tendency to waste time
alloted for participation

___________________ L | . PEKCENTAGE
Tes . No . Yes 5 No . Yes | No Yes No
: ! ! ; I T
G8I3 ©  2/9 0 T/9 L 2R.22% 1 T7.78% | 7/9 1 /9 | T7.78% . 22.22Z%
Z1C 0/9 1 9/9 1 0.00% | 100.00% | 679 i 3/9 ; 66.67% | 33.33%
PAL . 0/9 ! 9/9 1 0.00% | 100.00% | 7,9 i 279 ; 77.78% | 2%.22%
TRB | 4/9 | 5/9 | 44.44% ! 55.56% ! 4/9 | 5/9 | 44.44% | 55.56%
—————— D o R e
Total | 6/36130/36] ! {24/36112/36 :
—————— | o o o o e o o e = = t e L !
Average | 16.67% | B83.33% | . 66.67% | 33.33%

Tabie Z.1 clearly shows a distinct trend in the
responses of the subjects that if .they were made part of a

décision—making group, many of them will not tclerate

(e ] of)

postponement in arriving at a decision. Except for TRB
which has a slightly marginal rate of 55.56%, representative

subjects for the rest of the organizations under study

express an ideal low tendency to tolerate postponement 1in

decieion—making- This is a very good indication that the
subjects are aware of the limited time frame that is alloted

for participative decision-making S0 much so that discussion
t hand. As mentioned

should focus right away on the issue at

conceptual framework, people cannot be taken away

in the
from their jndividual work responsibilities for a long time
rom

ici ' i sion-making; because if this
' ar ipate in decisio
in order to partic

o4 iops will slow down, backlags will accumulate
happens, operations wil ,



and general inefficiency especially in smaller organizations
will result. The gubhjectz clearly know that decisions
must be made as soon as possible to rationalize procedures

and pelicies for th benefit of both personnel anda

management in order to minimize disorder. All in all,
83.33% cannot tolerate postponement in decision-making among
the subjects. On the other hand, 18.67% accounts for those
subjectes who will tend to tolerate postponement. Subjects
who expressed this opinion reasoned that if critical and
important decisions are to be made, then decision-makers

must he given adequate time. If the need arises,
postponement may give further time for participant decision-
makers to allow the conception of intelligent decisions.
This qualification gives the superficially unideal answer

due justification since crucial decisions are indeed not TO

be rushed.

An inconsistency in the behavior of the subjects 183
detected when majority of them expressed a tendency to
indiscriminately waste time that is alloted for
participative decision-making. The ideal behavicr is that

if the subjects know the value of ‘time, especially the
limited time alloted for participative decision-making, then
they should maximize this very important resource. But

results show that 66.67% of the sample tend to predict or

anticipate the waste of time on matters out of the confines

of the decision to be made, while a meager 33.33% expresses

31



resistan 0 i ;e
ce to it. This goes to show that while the subjects

would w i :
ant to treat time more discriminately to maximize it,

stil BERE -
1 the Filipino concept of time may hamper the full

attainment of this ideal organizational behavior.
Since the ideal response to both qQuestions is "'no’

’ a

rate of more than 50% of the ideal resp

Q
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comparing

th

tot
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i

1 percentages of the ideal and wunideal responses
will indicate the cultural applicability of participative

decision-making considering the variable Filipino concept of

time. This is shown in Table 2.Z.
TABLE Z2.%2. Comparison of Percentages Between Ideal and

Unideal Responses on Filipino Concept of Time

FILIPINO CONCEPT OF TIME | IDEAL ! UNIDEAL
Tolerance for postpone- ! 83.33% ; 16.67%
ment in decision-making : i
Tendency to waste time ' 33.33% ' B66.67%
alloted for participaticn| :
TOTAL AVERAGE ' 58.33% L 41.67%
As results show in Table 7.7, mathematically,

respondents’ attitude still significantly permits the

application of participative management, despite a
relatively high percentage of respodents’ tendency to

predict indiscriminate .waste of time alloted  for

participative decision-making.

(oy]
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The Value of “Pakikisama"

One of the more interesting Filipino values to study is
rakikisama or the desire for smooth interpersonal relations
because it is one value that has distinctly described the
Filipino. In the =survey questionnaire, there are two
questions regarding the value of pakikisama. The first is,
"Would vyou sacrifice your own ideas which are in conflict
with those of your co-decision-makers to maintain harmonious
relationships?". The second is, "Do you think that issues
arising in the confines of the decision will be deliberated
profitably in terms of direct and accurate expression of
ideas?". Both questions reflect how respondents regard good
personal relations first and foremost which consequently
bear influence on the quality of the decision arrived at.
The ideal answer for the first question iz "neo” and "yes’ to
the second question because one advantage of participative
decision-making is the pooling of resources in terms of
suggestions, ideas and options to. gain understanding of the
complete picture of the subject matter on which decision is
to be .made. But-if the desire to maintain satisfactory
relations .get in the way of an exhaustive deliberation of

solutions and alternative solutions to a problem by keeping

ideas which are in contlict with others” to oneself, or when

members of the group easily compromise with others’ opinions
in lieu of pakikisama, then participation is not maximized.

The responses of the subjects on questions of pakikisama are

presented in Table 3.1.



TA ¢ - $
BLE 3.1 P;r;enpdge_of Positive and Negative Influence
? _aklklsama on Attitude Towards Participative
Decision-making

Attitude: BSacrifice one’s ideas for | Profitable deliberation

the sake of Pakikisama' of ideas

ORG | : 3 3 '
__j___:__ﬁﬁ? DATA : PERCENTAGE ' RAW DATA X PERCENTAGE

: """"" f"_‘— _____________ |mm e jmm— e

| Yes : No | Yes ! No ' Yes ! No | Yes . No
G513 D91 7090 TZ.ERY L TT.I8% L 9/9 1 08 C100.00% 1 0. 00%
ZIc ? j{? . 5/? 44 .44% 55.58% gs9 ! 0O/9 0 100.00% QO.00%
PAL | 3s/9 | 8/9 1 33.33% 1 86.67% 1 9/9 1 079 1 100.00% 0. 00%
TRB : 3789 1 B/79 v 33.33% B6.67% ' S99 . 09 1 100.00% | 0.00%
___________________ (___________________________I !

\ \ y T T T T T T Nttt
Total | 12/36:24/38, ! 367360 036, .
——=r==-lzZzs=zz—-==—==z== ! ! | mm==—======= ' !

| m—_—— == 1 ] === ] ]
Average i 33.33% 86.67% | '100.00% 0.00%

are worth

From the table, it shows that a high 66.67% of the
sample respondents will not sacrifice their ideas nor keep
them to themselves if ever those ideas are in conflict with
those of their co—decision—makeré just to adhere to the
value of pakikisama. This figure is almost consistent in

the four organizations under study. Respondents felt that
since they are a part of a decision-making body, it is Just
proper to Voice out one s opinions even 1f they are in
conflict with the ideas of others. As long as their 1ideas
deliberating, they will not give in te others’
opinions easily. One respondent stated that 1in decision-

making moetters must be treated objectively and not

gubjectively. One subject further added that 1in every

decision-making body., there should be an element of



opposition; but not to the extent of destroying the
relationship between members but hencs snlightsn or guide
other members on certain aspects of the advantages and
disadvantages of an idea, opinion, or suggestion. On the
other hand, 33.33% of the respondents said that they are
willing to sacrifice their ideas which are in conflict with

those of

ct

heir co-decision-makers to maintain harmonious
relationships with them. Reasons mentioned for this
attitude are that majority rules, and if they deem that the
idea will benefit the majority, then they are willing to

give in.

0]

Table 3.1 also shows a total consistency in the
responses of the subjects for the second question. 100% of
the sample positively thinks that issues arising in the
confines of the decision to be made are deliberated
profitably in terms of direct and accurate expressions of
ideas. This means that if formal communication lines are
open by making the subjects participative decision-makers,
the value of pakikisama will not get in the way cif good
communication by using intermediaries or by veating around

the bush in expressing. one’s ideas.

In assessing the applicability or rarticipative
management 1in considering the Filipinco value “pakikisama’.
the same method of comparison in analyzing Filipino concept

of time is used. Since the ideal answers are "'no” and "yes

to the first and second questions respectively, comparing



the percentages of the ideal and unideal responzez will
reveal the inclination towards or away from participation.

Therefore, a total rercentage average o

(&)
n
ct

ideal responses a

i

a value more than 50% indicates that the value-s pakikisam

ul

allows the applicability of participative decision-making in

the Philipprine organizational setting.

TABLE 3.Z. Comparison of Percentages Between Ideal and
Unideal Responses on Pakikisama

PAKIKISAMA ! IDEAL ! UNIDEAL
acrifice one’s ideas for | B86.687% : 33.33%
the sake of "pakikisama' |

Profitable deliberation ! 100.00% ! G.00%
of ideas ¢ !
TOTAL AVERAGE { 83.33% ' 16.67%

e e e o o . —— o — = " o = e = e A ——— o —— —— — — — o — —

Results on Table 3.2 clearly show that the total
percentage average of the ideal response is a great deal
higher that the unideal response. This indicates that the
Filipino value of pakikisama does not get in the way of
effective applicability of participative decision-making in
the Philippines, at least in the four (4) organizations

studied.

The Value Of Submissiveness And Deference To Authority

The third value that will be discussed is that of
submizsiveness and deference to authority. The fact that
this wvalue is traceable to the colonial history of the

Philippines is helpful in analyzing its effects on the

36



behavior of Filipinos especially with regard participation,

which 1is the concern of this study. Indeed. how esver thiz

value might have originated, whether it is a distinct,
inborn Filipino trait or is a consequence of the Filipinos®

colonial experience, it is one value that predominantly

describes Filipino temperament.

In this study, two guestions that will help an

i
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extent of influence of submissiveness and deference to
authority on participation were asked in the survey
qQquestionnaire. The first question ieg, "Will rejection of

your suggestions at a first try hinder you from making

.

~

suggestions regarding a decision in the future?” . The ideal
answer to this question is "no’, because if other peop;e
like the manager or the majority of the decision-making
group resié£s one’s opinions and he dees not try suggesting
his 4ideas again, then he is heing submissive. The second
question is, “Will any of the following aside fIrom your
intellectual capacity or skill hinder you from actively
participating 1in decision-making: fgar of rejection of my

. 3 . .' - ._." > - 2 _(- -
ideas, my submissiveness to authority, lack of a third party

or intermediary to voice out my opinions?". The ideal
answer to this particular question is again “no” because
ideally, nothing should hamper one’s desire for
participation unless he is not intellectually capable. The

responses of the subjects are summarized in Table 3.1.
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Again., this data will indicate inclination towards or avay
from participative decision-making.
TABLE 4.1. Percentage of Positive and Negative Influences

of Submissiveness and Deference to Authority on
Attitude Towards Participative Decisicon-making

Attitude: Tendecy for rejection to . Tendency for other factors
hinder one from suggesting ! to hinder one from partici-
again . pating

ORG ., RAW DATA PERCENTAGE i RAW DATA : PERCENTAGE

______ '...__...__._.._._...___..:__._________._______.______:_________._________:__________._________.__

Yes ' Nao Yes : No i Yes | No | Yes ¢ hNo
T T T T T T s T T T : __________________ : ———————————— ; _________________
N i ] 1 ' . 1
1 ' 1 1 ] 1 1

G315 . 0/9 9,9 0 0U00% 0 100.00% Y B/9 0 3/8 Y BB.BT% | 33.33%

ZIC CO/9 0 98 0.00% L 100.00% L 29 8 T/9  22.22% 0 TT.TT%

PAL Y08 Y 9/9 0 0.00% 0 100.00% 3/9 'V 6/9 1 33.33% | 66.@@%

TRB L0989 0 89 0 0.00% 0 100.00% ¢ 0/9 1 99 0.00% 100.00%

1 e e e e e e e . o —— — —— —— b e e e e - — ——— — — b e e e e e o —— o —— —— — —

—————— Mttt ' '

Total ;| Q/36.36/36, ' 1 11/36125/36 '

______ I e e e e e o v e e — 1 | e ) 1

—————— (T T ‘ [ Bt | R \ N

Average Co0.00% L 100.00% 30.55% | 69.45%

Just like all the subjects’ response that the decision
to be made will be exhaustively deliberated in terms of
clear communication, in the same way, 100% of the sample
population expressed that rejection or their ideas at the
first try will not stop them from expressing again their
ideas pertinent to the decision to ne made. Subjects
reasoned that they will not be discouraged to make
sugéestions again nor give up the right to suggest (if they
were made participants in decision-making), more so if they
believe that their ideas or inputs will henefit the decision

to be made. Another respondent further added that she will

try suggesting her ideas again soO she can assess the next



time around why her co-decision-makers did not accept her

ideas. Thiz hehavior demonstrate
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know  the

factors considered in the process of decision-making.

But in considering the second question, some oI the
respondents hinted that there are things that indeed hinder
them from participating. This shows that when the guestion
was a bit rephrased., the responses of some subjects were not
internally consistent anymore, making "redection” second in
ranking among the factors which hampers one to participate.
Among the 36 respondents,. 89.45% said that nothing will
hinder them from actively participating in decision-making.
while 30.55% who answered “yes’ identified one or the other
of the factors mentioned in the survey that will stop them
from participating. Among the respondents who answered
"yes', submissiveness to authority ranks first in the
reasons that hinder them from fully participating; tear of
rejection comes second; and the absence of an intermediary

or Aa thifd party to voice out one’s oplnions ranked third.

Table 4.2 shows this ranking.

Lo
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TABLE %.2- Sank;ng (Of Factors Hindering Subjects From
Participating In Decision-Making

?égﬁ . FACTOR RAW DATA PERCENTAGE
1 submissiveness to authority 6/11 54 .55%
2 fear of rejection of ideas 3,11 27 .27%
3 lack of third party to
voice out one’ s opinions 2011 18.18%
Total : 11,711 100 .00%

It is worthy to note that G3IS respondents mere  than  any

other organizationsz’ respondents identified themselves as

submissive. This can be attributed to the work environmnent
at the G53IS which is highly politicized. This 1s  true in
the sense that all operations of the System, ite

effectiveness and productivity and the kind of service it
gives are refleétive*‘ of the incumbent national
administration. The nationai leadership commands obedience
from the people. In the same manner. since the G3IS 1is a
government organization, itse employeés are highly expected
to demonstrate obedience and submission to top management.
This goes to show that up to now, submissiveness and
deference to,authority which is a value rooted in the years

of colonialism in the Philippines, is still maintained among

Filipinos untiL today.

In the same manner that the values “pakikisama” and

Filipino concept of time were analyzed as factors



o

influencing attitude towards participation, submigsgiveness
and deference to authority are treated in ths =zams mannsr.
The ideal answer to both questions regarding submissiveness
ie no’. A rate higher than 50% ot ideal respcnses will
indicate that despite the value oI submissiveness to
authority. participative decision-making can still apprly in
the Philippine organizational setting. Taole 4.3 shows
these findings.

TABLE 4.5%. Compariscn of Percentages Between ldeal and

Unideal Kesponses Based on Submissiveness and
Deference to Authority

SUBMISSIVENESS AND ' IDEAL ; UNIDEAL
DEFERENCE TO AUTHORITY ! !

Tendency for rejection to . 100.00% : 0.00%
hinder one from suggest- | '
ing again ' ‘

Tendency for other factors)| 69.45% ' 30.5b%
to hinder one from i .
participating \ |

TOTAL AVERAGE | B4.72% : 15.28%

Table 4.3 shows that like the first two variables, the
jnfluence of submissiveness and deference to authority on
attitude towards participation is not that deeply ingrained

not to allow the effective applicaticon of participative

decision-making.

Attitude QOf Managers Towards Allowing Participation
What had been discussed previously were the influences

of cultural values on the behavior of employees towards



participation. It was found out that in the analysis of

three cultural variables, the Filipino values tested in this

study though still observed do ncot actually hinder the
applicability of participative decision-making in the four
organizations studied. But all those discussicns present
only the view of subordinates. What about the view on the

management “s end? Even though employees are willing to have

a say in decisions directly concerning them, it is no use i

H,

their superiore will not permit participation. In the
survey questionnaire, three questions regarding the insight

of managers on participation were asked.

The first question is, “Are you sharing decisicon-making
powers with your subordinates?’ . To this question, all
four managers, one from each of the organizaticons being

decision-making powsrs

for
]

studied, responded that they do shar
with their .subordinates. They said that this power must bpe

red with their subordinates because they are the onesg

h

g

w

ffe

a
O

ted by the decisions afrived at and they are more
familiar with their broblems. Also, they are experts in
their own lines including the problems in operations so that
they can give valuable recommendations pertinent to the
decisions to be made. “This is developmental”, to quote one
manager. Furthermore, o©ne manager said that sharing
decision-making powers with one’s subordinates by listening

to their suggestions establishes harmonious relationships



with them. For this gquestion, results showed that the

percentage of ideal reszponsze iz 100%.

The next question asked of the managers is if they

think that the traditional ‘role of managers which is

authoritarian still holds today. Again, 100% of the
respondents said yes, that many managers are stiil
autocratic. A lot of managers still want te assert their
authority over their subordinates, according to them. One

manager said that superiors must learn to be more and more
consultative. They must listen to what their subordinates
would have ©to say or else digsatisfaction will breed in.

This must be the case even though the managers still  Thave

the ultimate say on the decision, they further added.

The third and final question asked of the managers is
if they allow participation in decision-making. This
question is a reinforcement toO the first question on sharing
decision-making  powers. The managers interviewed have
basically the same answers to this question as to the first
queatidn. Again,' all of the respondents said that they
allow participation in decision-making providgd there is no
time constraint. Dne said‘that he deoes not dictate on  his
subardinatés because what they need is guidance; and this is
what managers should provide to their subordinates. Another
manager further added that there are times when supericors

must motivate employees UO contribute to the good of the

company in terms of suggestions and constructive criticisms

W



on decisions;

w

and this should be done not by fear but by

€lving up recognitions and incentives.

In all three qguestions, the total percentage average i
100%. This indicates complete willingness at the

managements” end to allow participation in deciszion-making.

n

1

This coincides with the desire to participate -n decision-

]

making at the subordinates’ end despite influences of

cuitural v=.ues. Therefore, with.these results, th

Iy
1d
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r
hope that participative management can effectively work in

the Philippine crganizational setting. As for the profile

Q

of how the individual organizations fairec

|9

in terms ot
openness  and readiness to adopt participative management

‘N

the table on the fecllowing page shows the overall findings.
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CHAPTER 8
SUMMARY AND CONCLUSION

The aim of this study has been tc find out whether or
not participative management will he culturally applicahle

tn Philippine organizations. |
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that managements demonstrate willingness to share decision-
making powers and for the rank and file to demonstrats that
cultural values such as “"pakikiszama”. Filipine concept of

time, and subnissiveness and deference to autherity which

have been considered here as possible hindrances, do not get

ct
L

in the way of =a participative

isfying the prerequisites o

decision-making.

i
i

Results have shown that not one cof the Filipince values

1y

being studied here is that deeply ingrained not tc ailow the
effective application of participative decision-making in
the Philippines. Take the Filipino cconcept of time first.
Initially, the hypothesis is that the way Filipinos icck at
time diffusely will not permit participative management
because time alloted for participation is very limited, and
that Filipinos will not be able to manage time effectively.
But based on the responses of the subjects, majority cannot

tolerate postponement in arriving at & decision although a

©

considerable percentage of the sample predicted that
Filipinos really tend to waste time indiscriminately on
matters not pertinent to the decision to he made. This

recognition is healthy and maybe evidence that given the



chance, the respondents themselves will do

all tney can oo
avoid doing the same.
With regard the value of "pakikisama . it has been

predicted that this value might get in the way c¢f a
profitable deliberation of issues regarding a decision, Tor

rezsons that the members of

t

he decision-making grcoup might

sacrifice their ideas which conflict with these of their co-

Adecisicn-makers. and compromise instead. It was also
predicted that in urpholding the value of “pakikisama’,
groups will tend to produce less superior decisions.

Kesults showed. however, that a high percentage of the
resrondents will not sacrifice the gquality of the decisicon
nor the good communication required in arriving at cthose

decisions just to adhere to the value of ‘pakikisama’

Thirdly., it was hypothesized that if the traditicnal
authoritarian role of superiors is toierated by employees
because ot their sﬁbmisaive nature., then sharing ot
decision-making power between management and rank-and-file
cannot be achieved. Kesults discredit’ this hypothesis.
ﬁesponses indicated that submissiveness and deference to
authority will not hamper the sharing of decision-making
power in the job. In addition, the managers have expressed
willingness to share decision-making powers because they
believe that this is one factor that can bridge the 2ar
between them énd the rank and file and one which will

develop harmonious relations, and at the same time be &

WL

=1



eans tap inputs 2 ' '
mean to tap inputs that will contrikute te the growth of

b I . .
the organization.

D]

With the results obtained, it car be szid that not one

I

of the three Filipino values considered in this study are

strong enough to negatively influence attitude

towards
particlipation to significantly hamper itz applicability in
the Philippine organizational setting. This finding is made

more significant because the employee-respondents in this
study were taken from the rank and file which 1is least
likely tce demonstrate willingness to participate in

decision-making.

Tt was once said that the reaseon way the FPhilippines
lagged economically behind other Asian countries is because
ours 1is a very traditicnal soclety. And hecause o©f the

tional ncrms, we became Very

pa-

strict adherence to trad
resistant te change. ©So, it is surprising te learn  that
values like ‘“pakikisama’. Filipino concept of time and
submissiveness and deference to authority which have bteen
known to strictly govern Filipino attitude towards worklife,
in the case of this research. are no longer Aas ingrained as
they used to, a2t least in .the four «rganizations studied.

From the results, it can perhaps be concluded that the

Philippines "has undergone & significant process of change
from being strictly traditional to hecoming 2 medernlzing
society. Put simply, in being evposed to western and urban

values, people tend to change from their traditional

.
4i3



ori i ] ali i it
ientation in dealing with 1life in general to the

orientation of other cultures brought about by s=social

contact. In the casze of this research. since industrial

democracy has a universal appeal to the organizational man.

£111im3 o P11
¥li1lpinc empioyees seem only too willing to relinquish their

tormerly  highly regardea vaiues to aliow the practice of
pzrvicivative management in tnhne Philippines. This process
2:r o©hange may have resulted from Manila's being an urban

se2tting wherein influences oI the west are distinctly

marxed.

Since there wasz a distinct trend across all zfour
organizations studied toward willingness to participate,
this researcher does not find it necessary to find any other
explanation for this tendency in the other variables such asg
sducational - -attainment. sex and length of service. Hence.
the omission of the correlation between these variables and

the respondents’ answers.

It may-alsec be concluded that participative decision-
making- is not. actually overrated. “Among the subjects
mmnzidered in this stqdy, no one expressed a desire for non-
Partioipéfioﬁ whether at the superiors’™ cor aubordinates’
ends. In'facp,,substantial evidence eXists to support its
growing popularity'among‘many managements as cited in the
introductory part of this parer. In view ot the situational

or contingent model of leadership. this research has proven

that' the participative decision-making style of management

49



can work ang is ap?licable~in he Philippine creganizaticna

a

setting.
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CHAPTER 9

RECOMMENDATIONS
The following recommendations are suggested by  the
researcher for future studies on the suhject or

participative management:

First and foremost, it is recommended that other

vari ie from cultural values he con

hll

bles 31

Al
m

idered in the

«

study o1 the applicability of participative management in
the Philippines since culture is not the only factor that
determines the effectiveness of participative management.
The specialization of the workforce 1is one interesting
variable given the increasing ,levels of educational
attainment among workers and high degrees of awareness
resulting from mass media communications. Fer future
researchers who wish to replicate this study, it is
recommended that other less evident Filipino traits like
"ningas cogon’ and beating around the bush, which may have

indirect effects on the workability of participation be

considered.

It is also suggested that the setting to be chosen in

the replication of this study no longer be an urban but a
rural setting to see j_‘f pFEf\’iOUS fj_ndi‘ngs still hold true.

~ - o) o
Lastly, it is recommended that future researchers wha

olan to use the survey questionnaire in data gathering



design it in a way that will generate in-depth query. yet

easy to accomplish guestionnaires.

For corpera e leaders, it is suggested that they try
adopting participative decision-making neot only hecause
ite known merits both for managers and employees, but given
that it is also applicable in the Philippines, it might Jjust
be the ideal management style that will work for their

organization

@
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APPENDIX A

Survey (Questionaire
(For Employees)

you were given the chance to participate in corporate
si ' Ne

on-making, would you readily try it? Yey M

you were & member of a decision-making group:

wQuld yonu be able to tolerate postponement in  arriving
at a decision? Yes No

Do you think that time would be wasted indiscriminately
on matters out of the subject of the decision to be
made? Yes No
Would you sacrifice your own ideas which are in
conflict with those of your co-decision-makers to
maintain harmonious relationships? Yes ___ Ne ___
Why?

Will rejection of your suggestion at a first try hinder
you from making suggestions regarding a decision in the

‘future? Yes ____ No ____

Do you think that issues arising in the confines of the
decision will be deliberated profitably in terms of
direct and accurate expression oI ijdeas? Yes ___ No__

Will any of the following aside from your inteilectual
capacity or skill hinder you to actively participate 1n
decision-making? Yes No ____

fear of rejection of my ideas

my submisiveness to authority ‘
lack of a third party/intermediary te voice
out my opinions

others

[ESSERIE——
[P



AFPENDIX B

Survey Questionaire
(For Managers)

S|

or any reason aside from the intellectual capacity of your

urordinastes, are you zharing decision-making powers with
hem? Why™

Do you think that the traditiconal autocratic role of
iz =still practiced today?

—
0
<
2
o
Ql
L
2
=

v : your subordinates to participate in  the
decision-making process ol your organization? Yes ___ No
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