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Participatory Management, a new model must be founded on principles and values
which, together with a statement of aims, can form the basis of a mission statement. An
organization needs a broad, shared vision of the future, an identify, a destiny, a perspective
with regard to its goals and how they can be achieved, a management that knows how to
get everyone to pull in the same direction and leadership that is a driving force for change
and which draws its strength from a culture of complete trust and commitment.

Jaime Herrera
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frurorsfe FEAT=ET T ATTHT AATSHATTHET AROHT GG Tl SAAMTATRT qHiAd
FEATHTAT TRISTI AT § JFT W< &1 | e §1. avgel 99 Sqcaardl STerfeaa e
foTr ATITeRT STa=ATHT 317 ATAEael STHALTRIR! ATAGATH T3l TR ATH ETH AT AT A
ATATIAATS TRATIIT Tt B | SHT 9= : 'Participative management is a process where
subordinates have a significance degree of decision making power with their immediate
superiors. ATAed ! STHTadee ATHT Mebdadl HaedTIhe®d ] Irlewd (o Mo GHRaTHT
AT HETddl 9T e g9 | T GBRAT N WeTiTaTgerd SaeaTq{eT AR @
FEATNTATH S STALATIAR AR FGTSAHT 8eh SAAMHIbl ATHHT @l | Aded T
FHARID FTAHAF Te=hl AT TG |

IR IFREIRT Fiqaried s IeRumaea=dr "Y' Fgr=iel 9 TSI et aHT GeHTHTar
AEALAF TP G | g, el I=d WeWINTAHAs® aedad qqavad TRUH ges, sl
FHAYTH Fqagar ¥ I I grg, HUGHFEAR THl agwg, Icareeiiadl 9gs,
feastefrerar g T TR IR g | HHART/FHGRAT ATAED] AEaqT (qehrd Tua
HATATHT TS, THAE, AT T TAEHRT TAHT AT T A(hwg, | TqA ASTSTATS
TieTefrer FATSE | SAREIIESR! AIEHT fah™ RS |
Participatory management means employees have the authority to manage themselves
and their work-places. It's clearly placing the role of decision making in the employee
hands so they can participate in their own management.

-T.J. Elliott
R ISR EeWINTaTHed  adId TSl Yiag [agrier ®99 wWEl g |
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AT HETHT FHT T &bl AN A AHT ASdbH S a¥ AdeRHA] edTNTdr s
HEATATTAR ATIRON FATHATAT AT Febebl I | TILT THT AT fagred srear fafers
YARTHT TATIAHT Hel BRI BT | THHT =gl qeAehl IqTiepesar == e | Afee
T AT FT F BT 9T A% U Fe A S SAa IRl AALROTHT § et
T | BT GEATNIATATE AIFRIIRE! (HTT ST B | o TAATS AR ATATITR]
TR AHT B | THETT FAATS 7 TeHTNATHAS AGRATIT A= 6 8¢ G ¢ T9ars
FAfTer TR ETUT Te<T TS TTAHT TIAT ERATES, el FIUAR HHARIEER (07T
TEAFAE] U5 B T IAIEE AFh FAEITIT I TR g [FaR o1 |
HEHTNTATHA S SHATATIAR] FARTCHSE AT FHT AT FHRIETE JRE FUHT 8l |
TR(H TATA HIEX HHA] BISHT FEATNATHAS FTATITH qhd TART TRUH 42T |
ST FFIAEEd 9 GeHINarHAs SFaeqTIdH] AeHae dTFl GeToddrs AT

9 Participative Management is the process of involving subordinates in the decision-making process. It stresses
active involvement of the people. It uses their expertise and creativity in solving important managerial
problems. It rests on the concept of shared authority which holds that managers share their managerial
authority with their subordinates. Finally, it attempts to actually involve subordinates in the important
decision processes of the organization, not just in tangential problems or concerns....Participative Manage-
ment does not mean that managers no longer make decisions. It does not mean that they postpone deci-
sions hoping that the problem will go away. They still must exercise their authority and make the decision.
Participative Management is not an excuse for inaction. William P. Anthony, Participative Management,
Addison-Weslecy Publishing Philippines, 1978, P.3/4/5
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fagra yfqurem T a% AT AU ASITSHAT FATH AANFART TR ST AT
T IR F1g THA® ATRAT ST Figd TAT | FIHGR FHATIH! ALATTTHT TaATRTT
TRIST TATE T | el He [q%R ATTHT IR SFTATH T ITAT | =T Fifeeaept
ITPYRT THAHT TRUHT g HATTT HATHFEE F HT I TS JeATGAH ATTRES g,
IAEEHNH! AAGT qHI=F! [GhM T IAeEdrs [T IERITHT dTag T &l 99 TG
T=ATATHT FETdl TS, T TAA IAGHATHT TGISS, AR ATANTR T =TAbT THIHT
HHE Gl fasprawr st fa arferar | 7 afad F &+ afq aewreqdr BRamfe e g,
Gageiier qg g T fasieiier Afeass g4 9= AT Iare eyd Ad 91 Aaedd=ael 397 qgid
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AT ZRTHIVH] febrders GoAerg FTAT T Jood@ T (e, =

PERIOD SCHOOL OF THOUGHT MANAGEMENT
WRITERS EMPHASIS

Pre-industrial Revolution |Church and government leaders Tradition

Industrial Revolution Scientific  Management School, | Hired hands
Taylor and the Gilberths

Mature Industrial Human relations school, Hawthorne | Hands and hearts

Revolution studies

Postindustrial Revolution |Systems school human resource |Hands, hearts and minds
management

TS AEATUAGT HTHREE

FEATNTATHA® TaeATI ATqedel STALddars Mod (A qERamE Feqni WRred
Argfaes fafar &7 | A1 AaEraer gHa AaaraaarTdl (F9a a1 | T9d AT ATdH qdr
T GITATITRT TRATATDT BT TG | AT FeAT FHRTHE Tr=ehT ARG TRTE TROmAGT
fTHaR av TSy ST 21 | TSISHT T THeTaqers Icaed T, IesT yard 74 ¥ fera
fed INR &1, T ATAATATE ANTRIHHT YR 88, | GedTNTarersd  Saaeara= o
AT F IATT TEad | (A 3 fAEeR qa FHWR TEvg | BTHT AT TRl faera
TG | AT WERATAREIT WAL T 0 [agwg | FHANT/ FHIRA ARl

R Willam P. Anthony, Participative Management, P.9
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U Feqd TS | HI ATRIT U TRIEHT @ AT WA JqT g | TaceAare!
qY Hegrd a1 ITHE] WA BB | FHANEES FRAGHT MaRT TRUET 873 | geAidaras
T A& (IR T A A& W TH A=A BIH] HMH T ATqral (/0 TS g |
fareoraqepT TeAar ¥ TARATH FROT T Teehl TEHTNTAT IRTSH TAThT da<dr 9fq (15 |
TEAT AATATAT FSSATAAHT BIATHT T&T, AR T FAHKAA I T&H SAA9Iaqe® A T
XTI T Afehrg, | T&qm yERatars Quality Circle aft w= ke | T 9850 *T TS,
ATTH AB] ATIRIT &l- ASNSAANEIH ATRIeemd] FHA FeATNTar | (o giRarare s@x
T TFRATACEHAAE GET ATIRAT AR ASTSAANEH ATddemddadrs g
UERATHT FEwriT RIS Al |

An organization must be, then, a system of hearts and minds that function and are driver
as one towards a common goal, a group of people who will work together and learn
together and create synergy both inside and outside the organization.

Jeiigd  ATgRewH  Afqikad Management by Objective (MBO) HewTHTATHw®
HALATIAH] HAbl HEcaqUl ATIR &l | ASTSAF &h 8 T FaeAaed [HarharaasH
qEeIg THRATATH el IRTSAIGE, T IrefAe ATawar a1 fagra (MBO) =amfaa
TEH T | AIAEdH FHARIEEER GSISATCHE ToaR, TeTaT, Jq, AL fqeawr T qfear,
fafqer Sepfeqer ToriIfdesal ST, gofd aHier T fafs @ Suged wragvewr faeme
T e ut fasfad TEE | @&« Robertson Work 9+a- Participation is efficient
when practiced through institutionalized channels or through clearly legitimate, through
informal mechanisms such as neighborhood associations.?

Methods to encourage staff in decision

Management of people more then economic resources

To build positive attitude and commit that we all make mistakes.
Techniques of encouragement and converting criticism to guidance.
No coercion, no control, replace I into we.

Quality Circle

TS TaRATRDT BTG

FEANTATHA® HATATIAEH JOrdT I [Fhde ASIMSTAT AIHATT ATERE! ahI0Tare
gRITIFewH FaIgiaars Job Centered Manager ¥ Employee Centered Manager <
T2 TPRA [qaiid TET B | diedl THiaH! AaedTIdhd HAATs diedl JTAHGarHT @l
FTHIRATS AR/ FIFHEFT BTHT AN T{IGE, T ATAAT AR, A aT4T TRl SqaqTIehel
FTAFFITETHT FTHER FHATI R AEANTATHAS ATCATIAR] HTIRUTATS ATCHATT T IAHN 58T
T | S TALATIhEeh! THITEA T HTddgiae AT Exploitative Authority, Benavolent
Authority, Consultative Authority ¥ Participative Authority %7 =R JeRAT faaTsT T2
B | W 9T digedl Participative Authority o FETRTATHS Aa€aTa=HT wie favg,
A IAP IR G | I GEATNIATHAS AaLTa=ehl A10T Linking Pins HIgeel g

3 Robertson work, 'Decentralising Governance: Participation and partnership in service delivery to the poor'
Reinventing Government for the Twenty first Century.
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TTH B, T AT &aqT o T afedréret faem Tde, agmeauld e qramT
g g8 T THIHAT AT Maefiadr ¥ Ieama=Hr afaglg e |

HEHATNTATHA S AT JSATATA P TGiqaTe ST F=ared T4 T3l I fafd & |
TITSATHE ATR(AH [T [FhE T FHER FHANGES ATH{6F ATEATH [qhEare
AT TGPT ATAETNE TANT ATAF ETH GFI T F(ehes, | THHT AT (ALY IR T AR0Eg
FTIRAFT [THR MR AT ATaaF , AfT T FHARIEER] ATHTT AT ¥ FITH IR
EIIEE ¥ SHIEEdTS AT GeWNIATHAH FTAGTHTHT A9E TGS A Ids | Ifgea
FHIHT AR [GRTHET HATHATTHT eAINTATHAS ATRATATH] FANA THAAT YT TR G |
T UhTge®dls ATIHR T aATS FTAHT AR T TET & | LT ATFRET fasbearaneor
T IRATETel SATThaT ITTHT & | GThY T9T IRHTHRT &bl Ehrd JIRA HUH! & | ArasTi-h
TSl AIRIRIET FTTIROT TANTHAT ATSH ATAR! B | ITATHT T JATITEIRT ATaITHT, 3,
HULATATET IATET T AT T | IAEEH! ATATTAeEH GAATE T ARl 3 | AT &
IR ATE® AEHINTATA® eI (FaT=qare (e & |

TEHTRATHAS SAACATUAGT RISGIEE

TGSATHE IATIHAHT (g TRISH TH, |

FTHAR FHAREEH HAAA T3S, |

LTSI AT AT TS, | TRETR g g gerss |
qRATAATE FES &IAT ATCHATT T Alheg |
HATATTH-FTHIR FHANEE A=h AR ¥ HIH 573 |
AT FFATAHE T2T TWRISH, |

qSAATs AT BIH F=ATAA TH FE g7 |
HALTTHI (UEEd TURHAT IR &7 |

FSSATAAH =R TFd 3¢ 573 |

THET AT HTH T AER[AH [THE 573 |

TEHTRIATHAS STaeATUwGT fafie JurEsE

HTITITHT FEANTAT STeTehT ATk (UHT Ferehl TEHTHTAT 813 | TS FoaTe ]
T STATRTRT FERAAT T FEIGATATT 81 | aTiep Fiwer, fHafaa e=my so@, T, It
I8, Y, FHA, TFRICHE AME, Aq9dH, o1d, ATAA, ATRE SAhd /TETad
AT FARACESTR BARA, AT, ¥R, TAGRAT ST IIIRT AT AeTIATS
HEATNTATHAS TATST Hiche, |

st : FenimaTee SawTEET a”
AHES TATE Tohd FATAAE] TATAHR g | ATH(Ed QTidd Tebel QTiae=aT siferal
9 | afed Tears uwe RFari=T @9 geg w1 Arar 7 faesit & 1 The Whole
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is greater then the sum of its parts % fasiTerT Ma® 27 | FF 9 TETSHATS TR Thd
JATAATE /T U IEYAHET G FsATAd T Flehard | AGTSHbT &% TEh TAINRTR
froToraT FedTiTdTer TgiTeuia TAYuATa (Sense of Accomplishment) T=T €, | THEYITHTE
AT TETAATE RIS T4, T ATHEHATAR ATTINT TEe; | ATHEHATT TS5 HBrAGTRT
FIAFIT TEG, | ASSATCHE FAATHRAA FLLAHE! TaA TS TRATAT 575, | SeaH@l
TaRT I bl TGS = ETHT ATHFT FE9T T A&d Y T G, | TGl [qeToiy

HEHATNIATHA S SFTRATIAH AR T ATIR &l |

FEHTRATHAS ATATAADT TCAGE

FEATNIATHAS HALATTAHT AT TSTSAB T, TEY, FISAA AFAFIT TRl ATl
AT, FTAFH T AR Feed o AHF @75 | T T GGISA GeTadhl Fraar,
FEICRAT T AIEUSA 9 FEHTNAHA® HALATOTH] TARTATS FATad 968, | TGS
STAQTRTRT FETHAT T AT [Apraerl AR 9f T AT [TFHER Tedept &A1 8l G |
FTESAR] ATANE HAATATERT T Aqcd qAT TALMKIB! Araqear=d THbl Hel [quaAaeem
EYH] TEH g7 | SfedAtad ATARAT AR TaT FeHINATHAS FTLATIAHT ATNT I8TART =R
deae® THE ®IHT AR Tahl A Ficheg, ©
Institutionl Factors
Operational and Technical Factors
Behavioural Factors
Environmental Factors

TEHTHATHAS SAaeATUAGT [aISaTEE

HEATATHAS AALATTTAT Aqcd T AITALIAT FIAHAS FFaed T &7 | Tcagicrepl
HTEAT ¥ ALY IR [F9aT8 HTIH T@wg | FAT ATIRUTRT TARTHT Adcd [STFAaR 8w, [a=m
qoaT AfHATFTHT AIIEE AT o | LTSATCHE ToARB! IR EET HIAH Ewg |
FHANT / FHIREEA ASNSAINT ATAAD ATH Jehe T T HHIIT IANT Ewg | ATHfEH
TOAT A&, I£9T T FUFHHAeE (qemer/fAaior feeg | Mo ad\edsdt qeedhiTdr B T
T IR TEwg | A ¥ AIYehT ATITIRTAA IATIALAAT TS, | BIHITTHT AHIOTATS
TST &7 | ATIUT qUET FIH Ew5 | BT GhRIcHE 9Td IaT WSS | T qaeTe
Afeeadid QA T TFATT YT Tl Hedd TEgH | T Gl GHE T ATEEs Tqeard
TH Fag, | T ETHT FTHB HATSHA T Alhg, | ATTPREH [

Thvaeh<UT ATl STTve |

o  FUHAF TEIF! TITIAT o  gcarEAefar

o  FIHRIUTaH favard o  FHHYMAH THIT ATA

o fouR quT AfvAlaq T @a=ar |e  FHIAFT

®  TENH IERI WET o feIcaarg

o IFUFEB A o  FE[A ®UAT FTHEH! HeATGHA T Alhwg, |
o IMHeF A&, IJLT T FUATHe® |®  ATIHRD! [aebealdb 0l

o  ITREMl
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YEHTRATHAS SAaATUAST YHRICHE ¥ ABRICHS USTEE

RIS T TBRICHD T

o UF &YHT Fewriar/ forrarEtg (o favimmr T #FfeAts @E deer  gewihwar

o  ITSATHF d&d I¢¢d T T Fgs EREC]

o FHYAH FHU/AATAB] HEAATH | TR WTIE® IS AT FrATEAT
feareprar o STEAETAATR] FFATAAT
FHEITA ATAAT T HRTCHD FHATY o IAEITHF THE ST g T ASTIAF Freashror
qREd AT TH qest g HEINE

festefrerar ¥ SaamemeierarET afg o ITHT URAdHH! I Ffawrd g Fa

IART FHART T FEAFE & o B! EISATSI T ATANF 575 & qal

o @fedl AT Red, FEHe T Frgehl THIAHT
ERERIR

=

The most Important characteristics of participative management is the admonition to
"Pay attention" to staff, and thus to ensure a two way flow of communications.

TEHTRATHAS STaeATURGT STTayaehdl

RFERITT atea [HERTa T qgiae A7 e Fod1d T4 T4 AUats; afsedr
fATERA® JTATTH TIAT AeANTATHAE ATEITIAR] ATAROT ATTH & | FSISTATS
Tierefiet aFTee, STHTET/ AT JATSH AHIEHAT ATTTF STaT | Feargaefiaar aers
PTART TANFTATE AR TFI TATG I AT (b1 2T | AqcAelg /A 218, AT
A, LT T ASMST FoATAAH] AIRAT AAAIATR! SHAI T AT [oeprg T AqcA

<

faepTar I AT@eTHAT IRGAT | TSI ATATAROTRl (AT AR fSeRamer T Javaracad!
qTaAT fabrd g9 T Aepd fAefaar | udred QAT 9ieeaeT ¥ SawaradedT A
IfGUHT aREdHewATs ATCHATT I 8Y WIWe® Tk 319 TGN HeT I Sergdl | Held:
AT TRERTTT FOR AT TSNS FoeATele T (b AT ATeqbH 3 | a7 geoafaar
SAALATIAET IR T&THT el ATATHR TTAT EATNATIAR aTIA AARETT TR G |
I1 gl ASMST F=ATATHT FHY FSATNTAT BT | ATIRRebT fa@USd T Aqcaehl AT ae |
TSSAT T ATETH TFRATATGED ArTTFIdhl ATAR &l | THTA LRI T lcTh
AT YANT TS | AEHEwd AFEve [aa¥e & | YA et serEver ded |
ST Feafd T THwET 21 | AT AT (a9 2 ¥ ATl fad Tagasr AT aree
e gae 21 | SAtadeE AT a¥ig @i fag T 7w ded | FEEr AER Far ared,
LTS GARF! ATAR &1 | FAYIAP! I=o GfeTagar (AT T STeme &7 | ST arer Ak @y
9GIq &l | ATCHITRLTTRT ATHATERT ATSTSE [EHT TR & ATEAH &l | J9, J1q T ATaaahl
SAAH =TT T Icareeiiadr Atagig T Fel AT (g ATUHT &1 | TAHAT AMTHR T

g PUPIS AHRE AREGIor UM FEHRaHed JAae=d] qegq JFdl B9 | aig el
A ISR HTSAHD R Jge-eb] @I TR AIEToiier 915 AeHianed SaviTa=d] 3 7
Hfbyar |
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TSR |1 &7 | [OMcA® [qehTd T T34 &1 | T Ggieddrs Haeqdr ¥ fFraR aarss, |
ASISATTAH] AT E AR FATAHRT &7, | AT ATHERATH ATqdT AT 2 |

TR S HACATUADT HaR KEE

T FoATATeh] GFRETT JTdT 99 T3l THE TaR1d &1 | Geldd T Geanieswd QU
FHTIEE T80 T4 A9 ARG FaedTH T Y evNTaHas Aaearaddl dad al |
3= FEARATIFEER] 399 T AT I FeATNATHAS SHTRATIAYT ARRICHE FEahI0T
&, | GLTSAA ATHR TRl AT JaTTaATs @R FeATIdr F&arer T 94 8 |
STAeTaA! AH, Ferdar, 6, faerasar, aies, dqya ¥ ATEAThl AHEH HRU g o
forar Fewifrdr v €49 | AEeATcHE WYAATE FRU U GEHITdT aEIE g4 |
ASISATAR] FAATATERT G FEATNTATHT AT Mg &7 G5 | TeATdrHAS Hraagid
HEAPR T FTUAGERIT U AANH AF] FROT &1 | FALATTFEEAT TAIETH] ATEATA TaT
e fAura e gearfrdr Frseen | fRE Egvs A SIERATIe T AT 9t
SHIEE FEHTNATATS AFEPR T | AeWINTATHA S SATLITIT AqrA T GETHATH AT
TET FEG | BHEB! TBIA T THAD JUALATIHAR] [ATH~ TeT8s qfd FEHTRTATRT AR
BYHT 7B TFGA |

o Autocratic Fashion

o Traditional Values

o Common rebuff made by managers

o Philosophy values of top management group

o Quating policy as a reason to reject participation

o Lack of knowledge, efficiency, skill, expertise, training, experience and desire of
personnel

. Authority structure of organization

o Lack of supportive climate

o Lack of participative culture

o Lack of security

o Afraid to loosing their power

o Lack of competency of practice

AT AAUT EATSART ATV SETTATHITHET JUTIER ATATIT TH AThe, -
o  TEWINTATH® HTASTATHT (b T |

TSP FAAT ¥ Al qeaad T |

SreTfeTerTg farer ¥ arfed Iueedr RIS |

FEISAH! FIHATATARITAT TR T |

FHIH! AT AT T AR T |
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SEATIAAT FEHTIAT SGT9a JUTHEE
ATATIAHT FEHINTAT TSR AT fafq= IIE® IUATSH Afbwg, | AT el

IUTE®E TIIFR B -

o  TISAH AMUF FEFHHAEE TOAT &l qd Jeale TSUNT {og FEATET JoaT
URKEE

o  FHIAWIG I, ARFAT, &HAT T ATHAHT ATIRHT AT FaaTsTa T FSITSART ATl
TAT FTEHA T I arrae T faemar Bhrareier mreues |

o IISAA HASFIT I FITAAT AT AT TAT AT GRIWTT FATREHT AT Tl
qeehl FHARIEEH] THA AT g1 T FASA, AATT THE, AT ATATT TS
TR RTHYT 91T FIFad T4 Al |

o THufyd EIHT FHART FoF ATHTSAT TR FTHERATE T JTATETH] THIEN, HeATSH
T Al |

o TS FSATAAHI AN [aT= &TFHT ATALABATATAR T3 AT AAT T TIATAT TehfcTepT
afafdes o T wEnT faT |fes |
TS A= ThTeare ATIFR JATIS T Alheg, |
[T T ST ATTLAF I [TTHT TR a7 fa Aicbeg, |
AEAITFATATAR ASTSATTAE AT TSR AAFRATATEET FAR, A=A AT

o= S

N

TR TIHTE fad afes |

o  IIMSAHT FIUXA FHAW AT JATUTE!/JUHETH! TATET GAATE TH Tehrg aATg
ATSHE AT g2 T i, |

o TSB! A& AT HATH! [UTCHE FATIHT ATNT AT eh SAHT TRHRATAT / FTHFATE BT
T ATEATT T YT TUHT GIRTART ATIRHT AT AT HATSHA T F(hg, |

o  HAUINF/ATAANIF EHTEH TLSACEA] FHAGR FHANEEAS YIT YaH T
HIAAD ATEAAT (T T Al |

o T AT WG, saearas AiHia srear fafwer afrfaeear sH=tiesd gfartae TR
AT FTFER FATSH Al |

o T ATURY TAT T TEHATHT AIATATE FEANTAT (e TRISH Aleheg |

AATAHT YEHTIATHAS cAGEATUA T STATRUTT

A pervasive feature of public administration on the Third World is its emphasis
on management of the public. The public have little influence over that management.
Bureaucratic cultures and structures emphasize centralized top-down decision making, a
relative autonomy indeterminingwho gets whatservicesand anassumption oftechnological
superiority. Individuals, groups and organizations in society have often had little influence
over their quality. Paralling this long diagnosed problem have been continuous calls for
participation by the public in shaping the activities of public bureaucracies so that they
provide services that both required and desired.*

Y Mark Turner and David Hulme, Governance, Administration and Development, Making the state work,
Kumarian press USA ,1997 p.113
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