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IMPORTANTA, ACTUALITATEA, NECESITATEA SI
UTILITATEA TEMEI

Managementul participativ definit de catre Wagner si Gooding (1987), sub forma unei
decizii comune constituie o tema centrala de cercetare in stiintele organizationale. Multe studii
au demonstrat o corelatie pozitiva 1intre participare si probleme ca motivatia, satisfactia si
indeplinirea sarcinii. Unii autori evidentiaza faptul ca ar trebui facutd o mai clara distinctie Intre
efectele diferitelor tipuri ale participarii.

Dupa Angermeier (2009), se poate vorbi despre managemenul participativ atat ca un stil
de conducere, cat si la nivel conceptual ca si o teorie care defineste managementul in raport cu
relatia intre beneficiile organizationale pe termen lung si valoarea si performanta angajatului
bazatd pe loialitatea In raport cu angajatorului.

Conceptul de management participativ a cunoscut insa, de-a lungul istoriei, diferite
dezvoltari in functie de contextul socio-politic in care a fost formulat. Raportul intre angajati si
angajatori, relatiile de munca au fost influentate de mutatiile ideologice, de situatia economica,
de schimbarile de paradigma asupra fiintei umane.

Tn prezenta lucrare de doctorat ne vom axa pe analiza impactului pe care un management
participativ il are asupra unui mediu organizational specific: institutia publicd. Vom analiza
cadrul conceptual al acestui tip de management, cat si modalitati de implementare specifice
pentru o institutie publice. Consider ca acest tip de organizatie ofera premisele cele mai bune
pentru un management participativ deoarece resursa de baza o reprezinta resursa umana. Daca
in cazul intreprinderilor se poate vorbi si de componenta tehnologica, in cazul institutiilor
publice intreaga activitate se bazeaza pe componenta umana.

Obiectivul principal al prezentului demers stiintific este de acceptare a rolului de
coparticipare a angajatilor din domeniul public la procesul decizional al institutiei. Chiar daca
este vorba despre o organizatie piramidala in care autoritatea creste de la un palier decizional la
altul, asa cum mentiona, sociologul german Max Weber, implicarea fiecarui individ la nivelul
sau de autoritate, poate fi decisiva pentru schimbarea obtinuta la nivel organizational.

Studiile reduse ca numar in acest domeniu al managementului participativ si rolul sdu in

administratia publica locala, cat si dorinta de a cuantifica aportul resursei umane 1in



implementarea acestui tip de management, important intr-o organizatie democratica care tinde
spre schimbare, m-au determinat sa realizez prezentul demers stiintific.

De asemenea, consider ca lucrarea de fata va aduce un aport suplimentar la literatura de
specialitate prin abordarea, din perspectiva managementului participativ, a raporturilor intre
superiorii ierarhici si subalterni, precum si a celor situati la acelasi palier ierarhic. Vom arata ca
aspecte precum comunicarea, cooperarea, crearea unui climat organizational favorabil sunt
elemente specifice unui management participativ ceea ce va demonstra ca institutiile publice
tind tot mai mult sa-1 aplice la nivelul organizatiei.

Contributia teoreticd a prezentului demers stiintific se axeazd pe conturarea unor
abordari diversificate, specifice notiunilor conceptuale supuse spre analizd. Managementul
participativ este si va fi un subiect de referinta in domeniul managementului, deoarece deschide
calea spre coparticiparea angajat — sef si spre schimbare, ceea ce aduce un plus valoare si o
stabilitate organizatiei.

La nivelul institutiilor publice sunt necesari pasi spre schimbarea stilului managerial si
adoptarea de noi strategii manageriale, ceea ce va conduce la eliminarea stilului managerial
autoritar care determind scaderea satisfactiei profesionale si performante limitate. Schimbarea
vine ca o recunoastere a faptului ca societatea este Intr-o continua miscare si este capabild sa
accepte inovatia. Viziunea modernd de management i1 permite angajatului sd fie parte
componentd a procesului decizional, astfel incét sa i se Tmbundtdteasca statutul si sd-i creasca

gradul de motivatie pentru munca.

OBIECTIVUL GENERAL SI OBIECTIVELE SPECIFICE

Obiectivul general (OG) este acela de a verifica faptul ca implementarea si aplicarea
unui management de tip participativ la nivelul institutiilor publice din judetul Arad constituie
un important element generator de schimbare, capabil sa conduca la restructurarea pozitiva si,
pe termen lung, identificarea atitudinii angajatilor fata de schimbare in institutia in care lucreaza.

Obiectivul general al cercetarii are un grad de complexitate ridicat, fapt pentru care au
fost formulate cateva obiective specifice (OS), care determind elaborarea itemilor din

chestionare:



OS 1. Evaluarea mdasurii si implicarea manageriala in indeplinirea obiectivelor
institutiei publice.

OS 2. Cercetarea calitatii managementului participativ: un sistem deschis, pragmatic,
de control intens neinvaziv si cu identitatea de sine a angajatului.

OS 3. Investigarea stilului de conducere: prin consultarea cu colaboratorii, indrumarea
colegilor, examinarea modului de /uare a deciziilor, dezvoltarea autocontrolului, si
cognitii pozitive.

OS 4. Evaluarea randamentului aplicarii managementului participativ: orientarea spre
participarea angajatilor la nivel decizional, spre performanta individuala si colectiva
si spre gradul de satisfactie a angajatilor.

OS 5. Identificarea tipului de management folosit in cadrul institutiei publice in vederea
promovarii schimbarii.

OS 6. Identificarea gradului de satisfactie la locul de munca si performanta angajatilor

prin implementarea unui management de tip participativ.

IPOTEZA CENTRALA SI IPOTEZELE DE LUCRU

In ceea ce priveste prezenta cercetare, scopul acestui demers investigativ il reprezinti
verificarea implementarii si practicarii unui management participativ la nivelul institutiilor
publice subordonate Consiliului Judetean Arad, element al schimbdrii, care sd conducd la
restructurarea pozitiva si de durata a atitudinilor functionarilor/ angajatilor fatd de schimbare si
inovatie Tn administratia publica locald cat si la obtinerea satisfacerii cetateanului.

In acest sens, implementarea managementului participativ, precum si analiza impactului
pe care il are acesta in cadrul institutiilor publice apartinatoare Consiliului Judetean Arad o vom
realiza tindnd cont de urmatoarea dimensiune: dimensiunea manageriald participativa a
institutiei publice a Consiliului Judetean Arad.

Prin urmare prezentul demers investigativ va avea drept finalitate radiografierea si
cuantificarea anumitor schimbari ivite in urma aplicarii acestui tip de management la nivelul

celor trei institutii din cadrul CJA ca organizatii publice si la nivelul perceptiei angajatilor asupra



acestui tip de management. Aceastd dimensiune corelata cu scopul acestui demers investigativ
duce la formularea catorva ipoteze de lucru generale si specifice.

Cercetarea noastra se intemeiaza pe urmatoarele ipoteze:

le. Practicarea unui management de tip participativ cu focusare pe responsabilizare,
asumare, implicare, autoresponsabilizare, autoasumare si implicare, duce la modificari pozitive
la nivelul institutiei si implicit la un climat organizational pozitiv propice derularii activitatilor
ca premisa a schimbarii

I 1. Implicarea activ participativd a angajatilor in procesul decizional influenteaza
politicile de dezvoltare institutionald din cadrul administratiei publice aradene.

| 2. Asocierea pozitiva dintre schimbare si acceptarea acesteia la nivelul administratiei
publice arddene, ca sistem organizational functional.

I 3. Optimizarea comunicarii dintre manager si angajat/subordonat este data de
implementarea managementului participativ in cadrul institutiilor.

| 4. Instalarea unui climat de colaborare in randul grupurilor de angajati, poate influenta
satisfactia profesionala.

I 5. Promovarea si asigurarea unei politici organizationale transparente prin
implementarea unui management de tip participativ contribuie la un climat organizational

favorabil.

STRUCTURA TEZEI DE DOCTORAT

In ceea ce priveste structura lucririi, aceasta contine o introducere, cinci capitole care
cuprind atat explicarea unor notiuni teoretice si o prezentare practica, prezentarea aportului
personal, viitoarele directii de cercetare, limitele cercetarii precum si anexele. Partea de
introducere a lucrarii fixeaza cadrul dezbaterii, necesitatea acestei abordari si justificarea
importantei temei in raport cu cadrul larg al tematicii managementului organizational.

Fiecare capitol contine concluzii intermediare care sintetizeazd principalele idei
prezentate la nivelul capitolului.

Capitolul I intitulat ,,Stadiul cunoasterii in domeniu” prezinta un periplu ideatic in

evolutia managementului participativ de la conceptul ideologic la nivelul realitatii sociale. S-au



prezentat cateva aspecte teoretico-metodologice privind abordarea conceptului de management
sub forma a numerosi factori precum cei socio-economici, schimbarile politice, viziunile
ganditorilor socialisti si orientarile teoretice si filozofiile manageriale, care au contribuit foarte
mult la originea si dezvoltarea conceptului de management participativ. Capitolul se incheie cu
abordari ale managementului participativ in institutiile publice, respectiv concepte si paradigme.

Capitolul II numit ,,Operationalizarea managementului participativ’ aduce in
discutie contextele politice care au contribuit la definirea conceptuala a termenului de
management participativ, obiectivele generale ale managementului participativ, nevoia si
necesitatea acestuia, raportul cauzal dintre participare si management, felurile participarii, cat
si dificultatile IntAmpinate Tn managementul participativ.

Capitolul IIT ,,Cadrul conceptual epistemologic si metodologic al demersului
stiintific” prezintd cadrul teoretic care subliniazd relatia managementului participativ cu
comportamentul de performanta al angajatilor din sectorul public. S-au redat formele, etapele si
nivelurile managementului participativ, factorii situationali si factorii de contingentd ai
managementului participativ, climatul organizational (Tema majora 1), satisfactia angajatului
(Tema majora 2), schimbarea (Tema majora 3), cat si efectele produse de managementul
participativ. Totodata au fost evidentiate cadrul epistemologic si cadrul metodologic. In cadrul
metodologic s-a conturat problematica cercetérii, s-au stabilit obiectivele, ipotezele si metodele
cercetarii, s-au elaborat si aplicat chestionarele si s-au prezentat etapele cercetarii stiintifice.

Capitolul IV realizeazi ,,Prezentarea cercetirii stiintifice”. Tn acest capitol s-a trecut
la prezentarea si interpretarea rezultatelor chestionarelor aplicate, cu privire la cele patru teme
majore: climatul organizational, gradul de satisfactie profesionald, identificarea stilului de
conducere si schimbarea. Totodatd s-a realizat cercetarea empiricd privind managementul
participativ in administratia publica arddeana. Aceasta s-a realizat pe un esantion de 550 de
angajati, manageri si persoane cu functie de executie, din trei institutii publice aradene si anume
Directia Generald de Asistentda Sociala Arad, Centrul Judetean de Resurse si Asistenta
Educationala si Directia Judeteand de Evidenta a Persoanelor din judetul Arad.

Capitolul V ,,Model de management participativ in organizatiile publice” s-au

propus o serie de modele de management participativ cét si cateva instrumente care pot fi
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aplicate in institutiile publice in vederea diminuarii managementului autoritar si a fenomenului
de rezistenta la schimbare.
La finalul cercetarii sunt prezentate concluzii la care se adauga contributiile personale.

In cadrul cercetarii sunt identificate imitele cercetarii alaturi de directii viitoare de cercetare.

CONCLUZII

Managementul participativ se caracterizeaza prin implicarea directad a angajatilor la
procesul de conducere, asumarea responsabilitdtii unui numar cat mai mai mare de angajati in
exercitarea functiei de evaluare si control dar si printr-0 participare directd a angajatilor la luarea
deciziilor importante pentru organizatie.

In urma realizarii prezentului studiu cu rol investigativ, cu valorificarea unei viziuni de
tip holistic, s-au analizat variabile si s-au imbinat paradigme calitative si cantitative n cercetare
care, prin raportare la ipotezele propuse, ne-au permis sa obtinem cateva concluzii prezentate
de-a lungul cercetarii.

In ceea ce priveste gradul de acceptare al schimbirii si inovatiei in administratia publica
locala aradeand sub influenta managementului participativ s-a evidentiat metoda de cercetare si
a chestionarului ca instrument de anchetd. Datele culese au fost coroborate si au fost valorificate
matematico-statistic prin intermediul valorilor procentuale, conducéandu-ne la urmatoarele
afirmatii.

Pe durata desfasurarii prezentei cercetari, marea majoritate a persoanelor care au
participat la sondaj (in numar de 550), respectiv in jur de 78% manifesta o atitudine optimista
si totodata pozitiva cu privire la fenomenul de schimbare organizationala, considerand necesara
reformarea administratiei publice atat de substanta cat si la un nivel mult mai profund.

De remarcat este faptul cd respondentii nostri constientizeaza importanta deosebita a
unei implicari active si in mod responsabil, cat si necesitatea cooperarii in cadrul institutiei In
care activeaza. O mentinere simetrica si, de asemenea, cu importanta statistica, a punctelor de
vedere ale respondentilor s-a inregistrat cu privire la prioritatea reformei si a inovatiei, de la un
nivel cu accent pe partea materiala la un nivel ce pune accent pe relatiile interumane. Factorii
cu efect de frana ai schimbarii printre care se pot aminti masa critica determinata de resursele

umane slab pregdtite, resursele material financiare de multe ori insuficiente nu mai prezinta un
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pericol atat de mare pentru procesul schimbarii. Din analiza raspunsurilor se observd ca mai
mult de 46 % din respondenti percep ca un obstacol lipsa scazuta de asumare de responsabilitati
si o dorintd scazutd de a promova schimbarea si de a participa efectiv la implementarea
managementului de tip participativ.

Rezultatele ne-au determinat sa concluzionam ca prin implicarea angajatilor la studiul
nostru am reusit sd le consoliddm convingerea potrivit careia, in modernizarea, inovarea i
schimbarea administratiei publice si de ce nu nationale este de importantd majora
disponibilitatea angajatilor de a participa proactiv la luarea deciziilor, asumarea de
responsabilitati si identificarea de strategii, mai mult decat existenta unor resurse materiale si
financiare.

In cadrul domeniului de cercetare destinat stabilirii calitatii climatului organizational,
diagnozele intocmite Tn urma analizarii raspunsurilor la acesti itemi au pus in valoare cativa
indicatori operationali, socotiti de noi ca fiind fundamentali pentru climatul organizational.
Acesti indicatori sunt perceptia de ansamblu asupra organizatiei din care fac parte respondentii,
relatia cu seful si /sau directorul institutiei, relatiile de colegialitate, propria perceptie asupra
rolului detinut in organizatie si apartenenta la aceasta. Coroborand datele obtinute prin aplicarea
chestionarului, se constatd un procentaj ridicat de pareri pozitive cu privire la statutul institutiilor
experimentate. Asadar s-au evidentiat imbunatatiri semnificative cu privire la climatul
organizational din prisma respondentilor, prin implementarea managementului de tip
participativ.

In corelatie cu climatul organizational avem tipul de management practicat de
sefi/directori la nivel institutional. Managerii supusi prezentei analize oscileaza intre un stil
managerial autoritar si unul democratic, adica Intr-o situatie de compromis conform rezultatelor
evidentiate prin metoda Blake Mouton, pe baza celor doua variabile, resursa umana si activitatea
desfasurata.

Dincolo de explicarea conceptelor teoretice prezenta analizd a Incercat evidentierea unei
probleme sensibile din administratia publica locald aradeana si anume masura in care staff-ul
managerial are capacitatea de a defini si implementa un stil managerial astfel incét sd conduca
la dezvoltarea organizationald, ca o premisd spre schimbare. Timpul va valida evolutia

sistemului administrativ aradean.
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O alta abordare a noastra s-a axat pe identificarea gradului de satisfactie profesionala a
angajatilor din cadrul administratiei publice arddene. Prin urmare, rezultatele analizei
chestionarului reflectd, variabilele categoriale si o evolutie pozitiva a gradului de satisfactie
profesionald a respondentilor implicati in cercetare.

Socotim ca aceasta schimbare de perceptie se datoreaza implementarii managementului
inovator, participativ menit sa genereze in institutii securizarea unui mediu si a unui climat
organizational intemeiat pe valorificarea pozitiilor individuale ale angajatilor 1n cadrul
institutiei, pe inchegarea unor relatii de grup pozitive, eficiente, durabile, pe dezvoltarea unor
relatii profesionale sef-angajat, pe amplificarea gradului de participare activa in initierea de
politici si strategii de expansiune institutionald; astfel, motivarea financiar-materiald redusa
poate fi inlocuita, cu recompense pozitive bazate pe aprecieri si valorizari morale, ce pot
stimula si motiva profesional angajatul. Acesti indicatori de tip observational si operational
reflectd nivel ridicat de satisfactie profesionald. Optiunea manageriald de tip participativ
valorizeaza individul si totodatd grupul din care acesta face parte si contribuie semnificativ la
amplificarea gradului de satisfactie profesionald in randul angajatilor bugetari. Pentru a avea un
sistem public performant si inovator in care managementul participativ sa fie un stil de lideriat
unitar, deschis spre participarea angajatului in procesul de luare a deciziilor, am considerat
necesara proiectarea unui model de management participativ care sa poata fi folosit ca punct de
sustinere In implementarea lui la nivelul celor trei institutii: Directia Generala de Asistentd
Sociala Arad, Centrul Judetean de Resurse si Asistentd Educationala Arad si Directia Judeteana

de Evidenta a Persoanelor Arad.

CONTRIBUTII PERSONALE

La elaborarea acestei cercetari stiintifice in domeniul managementului am contribuit cu:

1. Contributii la nivel teoretic si experimental

» studierea aprofundatd si amanuntitd a literaturii de specialitate din domeniul
managementului institutiilor publice In vederea emiterii de péreri personale

= gisirea de informatii pertinente cu ajutorul carora s-a incercat definirea conceptelor si

realizarea cadrului teoretic redat prin:
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- definirea conceptului de management participativ;
- identificarea modului in care climatul organizational, satisfactia profesionala,
stilul managerial si schimbarea pot influenta implementarea managementului
participativ in administratia publicd locala aradeana;
* Intocmirea si aplicarea ca instrumente de cercetare, chestionarul, in vederea obtinerii de
informatii necesare scopului cercetarii,
» formularea de obiective si stabilirea de ipoteze, plecand de la cadrul teoretic si
conceptual al cercetarii;
= proiectarea unui model de management participativ in cadrul institutiilor publice, corelat
cu nevoia de schimbare;
= integrarea Tn cadrul modelului a unor etape concrete care trebuie urmate in vederea

implementarii unui management participativ;

2. Contributii cu caracter de sinteza

e expunerea unor notiuni si concepte introductive cu privire la managementul participativ

e consultarea unor lucrdri de specialitate in domeniul managementului participativ si al
administratiei publice;

e cvidentierea prin citare a acelor cercetari din domenii adiacente;

e abordarea metodologica, sociologica, statistica a prezentei cercetari;

o definirea climatului organizational, a satisfactiei profesionale, a stilurilor manageriale si
a schimbarii;

e cnumerarea formelor, etapelor si nivelurilor managementului participativ;

e definirea culturii organizationale;

o definirea si caracterizarea motivatiei;

e prezentarea managementului participativ si a relatiilor sale cu comportamentul de

performanta al angajatilor;

3. Contributii practice
o elaborarea si aplicarea unui chestionar axat pe cele patru teme majore dezbatute in studiu

si anume: Chestionar privind analiza climatului organizational, Chestionar privind
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identificarea stilului de conducere de catre staff-ul managerial, Chestionar privind
satisfactia profesionald, Chestionar  privind relatia manager-angajat in cadrul
organizatiei, aplicate persoanelor functionari publici sau personal contractual care
activeaza in domeniul administratiei publice aradene. dat fiind faptul ca directiile de
cercetare, considera ca aplicarea si analizarea acestor chestionare in cadrul administratiei
publice arddene sunt esentiale in vederea identificarii nevoi de schimbare prin
implementarea unui management participativ dar totodatd si un barometru necesar
dezvoltarii unui model de implementare acestui tip managerial care promoveaza
schimbarea la nivelul institutiilor publice.

realizarea unui model de implementare al managementului participativ si instrumente
manageriale folosite n vederea obtinerii finalitatilor asumate in cadrul institutiilor

publice arddene supuse prezentului demers stiintific.

4. Contributii la nivel stiintific curricular:
intocmirea raporturilor intermediare in cadrul programului de cercetare doctorala

Tntocmirea tezei de doctorat

LIMITELE CERCETARII

Prezentul demers stiintific prezinta anumite limite legate de generalizarea rezultatelor si
de interpretarea datelor. Acest lucru se datoreaza faptului ca nu a fost posibila extinderea
cercetarii pe un numdr mai mare de respondenti, motivand problematica esantionului
asociata cu problematica temporala existenta in orice cercetare stiintifica.

Una dintre cele mai importante limite ale prezentului demers stiintific o reprezinta
subiectivitatea persoanelor care au participat la studiu. Multor persoane le-a fost greu sa
recunoasca adevarul sau poate din teama de a nu fi judecati, au preferat sa raspunda
intuitiv, cu raspunsuri predictibile si nu cele dezirabile.

Acesta a fost si motivul pentru care am recurs la elaborarea unor chestionare cu raspuns

inchis in care respondentii am apreciat pe o scard de la 1 la 5, de la acord total, acord,
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indecis, dezacord si dezacord total, tocmai pentru a nu fi pusi in situatia inconfortabila
de a afirma adevarul cu privire la climatul organizational din care fac parte, satisfactia
profesionald, stilul managerial, etc.

e Dat fiind faptul ca exista raspunsurile s-au bazat pe parerea subiectilor si nu pe calcule
de date exacte, afirmam exista posibilitatea ca aprecierile facute de noi sa nu reflecte
intocmai nivelul real al aspectelor supuse cercetarii. Motivele pentru care am putea avea
o distorsionare a realitatii sunt cele legate de utilizarea unor notiuni, termeni sau
formuliri greu accesibile, reticenta de a raspunde cu sinceritate. In ciuda faptului ca li se
asigurd confidentialitatea iar nu in ultimul rand interesul scazut pentru completarea
chestionarului.

e O alta limita a prezentei cercetari este datd de faptul ca aceasta se raporteaza la un timp
dat, ce al efectuarii investigatiei. Pentru o transparentd mai buna si o analiza obiectiva
de preferat ar fi ca studiul sa se raporteze la doud momente temporale pre si post
cercetare pentru a identifica acele modificari de initiative si practici aferente
implementarii managementului participativ.

e Pe perioada pandemiei suspendarea activitétii profesionale In format fizic si desfasurarea
activitatii online, provocata de virusul Sars Cov-2, a dus la o receptivitate scazuta de
completare a chestionarului in format online deoarece subiectii nostri, fiind acasd nu au
manifestat interes Tn acest sens.

Cu toate ca exista o serie de limite cu care ne-am confruntat, afirmam ca prezentul
demers stiintific reprezinta un pas important si o deschidere spre schimbare, in vederea sustinerii
managementului participativ ca forma de manageriere a unei organizatii, un preambul pentru 0

cercetare viitoare, mult mai ampla.

DIRECTIILE VIITOARE DE CERCETARE

Din perspectiva managementului se pot desprinde cateva directii viitoare de cercetare:
* necesitatea unei explorari suplimentare privind implementarea managementului
participativ in cazul descentralizarii serviciilor publice din Arad si examinarea dacd si

alte judete se confruntd cu aceleasi provocari;
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* masurarea impactului pe care aplicarea unui management participativ la nivelul
organizatiilor publice arddene se reflectd la nivelul organizatiei;

» includerea si a altor institutii publice in studiul de cercetare care ar permite elaborarea
unor strategii complexe la nivelul sistemului bugetar;

» identificarea gradului de reticenta la schimbare;

» necesitatea unui studiu de caz privind perceptia sefilor/ directorilor cu privire la aplicarea
managementului participativ ca stil managerial;

= elaborarea unui studiu privind implementarea managementului participativ la nivelul
administratii publice nationale si impactul acestuia asupra climatului organizational si a
fortei de munca, cat si crearea unui cadru legislativ si instruirea propice implementarii
unui astfel de management;
Prin urmare, consideram ca aceste rezultate ar aduce plus valoare necesitatii

implementarii managementului participativ.
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THE IMPORTANCE, TOPICALITY, NEED AND USEFULNESS
OF THE TOPIC

In this doctoral thesis we have focused on the analysis of the impact that a participative
management has on a specific organizational environment: the public institution. We analyzed
the conceptual framework of this type of management, as well as specific implementation
methods for a public institution. I believe that this type of organization offers the best premises
for a participative management, because the basic resource is represented by human resource.
If in the case of enterprises we can also talk about the technological component, in the case of
public institutions the entire activity is based on the human component.

The main objective of this scientific approach is the acceptance of the role of co-
participation of public sector employees to the institution's decision-making process. Even if it
is a pyramidal organization in which authority increases from one decision-making level to
another, as it is mentioned by the German sociologist Max Weber, the involvement of each
individual at his level of authority can be decisive for the change achieved to the organizational
level.

The few studies in this field of participative management and its role in local public
administration, as well as the desire to quantify the contribution of human resources in the
implementation of this type of management, important in a democratic organization that tends
to change, led me to carry out the present scientific approach.

| also believe that the present thesis will bring an additional contribution to the
specialized literature by approaching, from the perspective of participative management, the
relationships between hierarchical superiors and subordinates, as well as those located at the
same hierarchical level. We will show that aspects such as communication, cooperation, the
creation of a favorable organizational climate are specific elements of participative
management, which will demonstrate that public institutions tend more and more to apply it at

the organization level.



The theoretical contribution of the present scientific approach focuses on the outlining
of diversified approaches, specific to the conceptual notions submitted for analysis. Participative
management is and will be a reference subject in the field of management, because it opens the
way to employee’s -headmaster’s coparticipation and to change, which brings added value and
stability to the organization.

At the level of public institutions, are needed steps to change the managerial style and
to adopt new managerial strategies, which will lead to the elimination of the authoritarian
managerial style that causes a decrease of professional satisfaction and a limited performance.
The change comes as a recognition of a fact that society is in constant motion and is able to
accept innovation. The modern vision of management allows the employee to be a component
part of the decision-making process, so as to improve his status and increase his motivation for

work.

GENERAL OBJECTIVE AND SPECIFIC OBJECTIVES

The general objective (OG) is to verify that the implementation and application of
participative management at the level of public institutions in Arad county is an important
element that generates change, able to lead to a positive restructuring and, on the long term,
identifying t employees’ attitude towards change in the institution where they work.

The general objective of the research has a high degree of complexity, for which several
specific objectives (SO) were formulated, which determine the elaboration of the
questionnaires’ items:

SO 1. Measure’s assessment and managerial involvement in achieving the objectives of

the public institution.

SO 2. The quality ’s research of the participative management: an open, pragmatic, non-

invasive, intensive control system and with employee s self-identity.

SO 3. Investigating leadership style: through consultation with coworkers, mentoring

peers, examining decision-making, developing self-control, and positive cognitions.

SO 4. Performance’s assessment of the application of participative management:

orientation towards employee’s participation to the decision-making level, towards



individual and collective performance and towards the degree of employee’s
satisfaction.

SO 5. Identifying the type of management used within the public institution in order to
promote change.

SO 6. Identifying the degree of job satisfaction and employee ’s performance through the

implementation of participative management.

CENTRAL HYPOTHESIS AND WORKING HYPOTHESES

Our research is based on the following Central Hypothesis:

Practicing a participative type of management with a focus on responsibility,
assumption, involvement, self-responsibility, self-assurance and involvement, leads to positive
changes at the level of the institution and implicitly to a positive organizational climate
propitious to the development of activities as a premise for change.

The working hypotheses are the following:

H 1. The active- participative involvement of employees in the decision-making process
influences the institutional development policies from Arad public administration.

H 2. The positive association between change and its acceptance at the level of Arad
public administration, as a functional organizational system.

H 3. The optimization of communication between manager and employee/subordinate
Is given by the implementation of participative management within institutions.

H 4. Establishing a collaborative climate among employees’ groups, can influence job
satisfaction.

H 5. Promoting and ensuring a transparent organizational policy by implementing a

participative management contributes to a favorable organizational climate.

STRUCTURE OF THE DOCTORAL THESIS

Regarding the structure of the paper, it contains an introduction, five chapters that

include both the explanation of some theoretical notions and a practical presentation, the



presentation of personal contribution, future research directions, research limits as well as
appendices. The introductory part of the paper sets the framework of the debate, the necessity
of this approach and the justification of the importance of the theme in relation to the broad
framework of the organizational management topic.

Chapter one entitled ""The stage of knowledge in the field™ presents an ideational
periplus in the evolution of participative management from the ideological concept to the level
of social reality. Several theoretical-methodological aspects regarding the approach to the
concept of management were presented in the form of numerous factors such as socio-economic
factors, political changes, the visions of socialist thinkers and theoretical orientations and
managerial philosophies, which greatly had contributed to the origin and development of the
concept of participative management. The chapter ends with approaches of participative
management in public institutions, respectively concepts and paradigms.

Chapter two called "Operationalization of participative management"” brings into
discussion the political contexts that contributed to the conceptual definition of the term
participative management, the general objectives of participative management, its need and
necessity, the causal relationship between participation and management, the types of
participation, as well as the difficulties encountered in participative management.

Chapter three "The epistemological, methodological and conceptual framework of
the scientific approach' presents the theoretical framework that emphasizes the relationship
of participative management with the performance behavior of public sector employees. The
forms, stages and levels of participative management, situational factors and contingency factors
of participative management, organizational climate (Major Theme 1), employee satisfaction
(Major Theme 2), manager-employee relationship (Major Theme 3), as well as the effects
produced by participative management. At the same time, the epistemological and the
methodological framework were highlighted as well. In the methodological framework, the
research problem was outlined, the research objectives, hypotheses and methods were
established, the questionnaires were developed and applied and the stages of the scientific
research were presented.

Chapter four carries out the "*Presentation of scientific research™. In this chapter, the

results of the applied questionnaires were presented and interpreted, according to the four major



themes: organizational climate, degree of professional satisfaction, identification of leadership
style and relation between manager and employee. At the same time, the empirical research on
participative management from Arad public administration was carried out. This was carried
out on a sample of 550 employees, managers and people with executive functions, from three
public institutions from Arad, namely the General Direction of Social Assistance Arad, the
County Center for Resources and Educational Assistance and the County Direction of Records
of Persons from Arad County .

Chapter five "Model of participative management in public organizations™ has
outlined a series of models of participative management as well as some tools that can be applied
in public institutions in order to reduce authoritarian management and the phenomenon of
resistance to change. At the end of the research, conclusions are presented to which personal
contributions are added. In the framework of the research, research limitations are identified

along with future research directions.

CONCLUSIONS

Participative management is characterized by the direct involvement of employees in the
management process, the assumption of responsibility by as many employees as possible in the
exercise of the assessment and control function, but also through direct participation of
employees in making important decisions for the organization.

Following the realization of this investigative research, with the valorization of a holistic
vision, variables were analyzed and qualitative and quantitative research paradigms were
combined which, by referring to the proposed hypotheses, has allowed us to obtain some
conclusions throughout the research.

Regarding the degree of acceptance of change and innovation in the local public
administration from Arad, under the influence of participative management, the research method
of the questionnaire was highlighted as an investigation tool. The collected data were
corroborated and were mathematically-statistically valued by means of percentage values,

leading us to the following statements.
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During the course of this research, the vast majority of people who participated in the
poll (in number of 550), respectively around 78% show an optimistic and in the same time a
positive attitude regarding the manager-employee relationship as part of organizational change,
considering necessary the reforming of the public administration both in substance and in a
much deeper level.

It is worth noting that our respondents are aware of a special importance of an active and
responsible involvement, as well as the need for cooperation within the institution where they
work. A symmetrical and also statistically significant maintenance of respondents' points of
view, was recorded regarding the priority of reform and innovation, from a level with an
emphasis on the material side to a level that emphasizes interpersonal relationships. Factors with
a braking effect on change, among which we can mention the critical mass determined by poorly
prepared human resources, often insufficient material and financial resources, no longer present
such a great danger for the change process. From the analysis of the answers, it is observed that
more than 46% of the respondents perceive as an obstacle the low lack of assumption of
responsibilities and a low desire to promote change and to effectively participate in the
implementation of participative management.

The results led us to conclude that by involving the employees in our study, we managed
to strengthen their conviction that, in the modernization, innovation and change of the public
administration, and why not the national one, the availability of employees to proactively
participate in decision-making is of major importance, assuming responsibilities and identifying
strategies, more than the existence of material and financial resources.

Within the field of research aimed for establishing the quality of the organizational
climate, the diagnoses drawn up following the analysis of the answers to these items have
highlighted several operational indicators, considered by us to be fundamental for the
organizational climate.

These indicators are the overall perception of the organization of which the respondents
belong, the relationship with the head and/or director of the institution, collegial relationships,
their own perception of the role held in the organization and their belonging to it. Corroborating
the data obtained by applying the questionnaire, a high percentage of positive opinions regarding

the status of experienced institutions is found. Therefore, significant improvements were
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highlighted regarding the organizational climate from the perspective of the respondents,
through the implementation of participative management.

In correlation with the organizational climate, we have the type of management practiced
by heads/directors at the institutional level. The managers subject to this analysis oscillate
between an authoritarian and a democratic managerial style, namely in a compromise situation
according to the results highlighted by the Blake Mouton method, based on the two variables,
the human resource and the activity carried out.

Beyond the explanation of the theoretical concepts, this analysis has tried to highlight a
sensitive problem in the local public administration from Arad, namely the extent to which the
managerial staff has the ability to define and implement a managerial style in such a way as to
lead to organizational development, as a premise for change. Time will validate the evolution
of the Arad administrative system.

Another approach has focused on identifying the degree of professional satisfaction of
the employees in the public administration of Arad. Therefore, the results of the questionnaire
analysis reflect the categorical variables and a positive evolution of the degree of professional
satisfaction of the respondents involved in the research.

We believe that this change in perception is due to the implementation of innovative,
participative management aimed at generating in institutions the security of an environment and
an organizational climate based on the valorization of the individual positions of employees
within the institution, on the establishment of positive, efficient, sustainable group relations, on
the development of professional manager-employee relations, on the amplification of the degree
of active participation in the initiation of institutional expansion policies and strategies; thus,
the reduced financial-material motivation can be replaced with positive rewards based on
appreciations and moral values, which can stimulate and motivate professionally the employee.

These observational and operational indicators reflect a high level of professional
satisfaction. The participative managerial option values the individual and at the same time the
group of which he is a part, and contributes significantly to increasing the degree of professional
satisfaction among budgetary employees. In order to have a high-performing and innovative
public system in which participative management is a unitary leadership style, open to employee

participation in the decision-making process, we considered it necessary to design a participative
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management model that can be used as a point of support in its implementation at the level of

the three institutions: the General Direction of Social Assistance Arad, the County Center for

Resources and Educational Assistance Arad and the County Direction of Records of Persons

Arad.

PERSONAL CONTRIBUTIONS

Contributions to the theoretical and experimental level

in-depth and thorough study of specialized literature in the field of management of
public institutions in order to issue personal opinions

finding relevant information with the help of which the concepts were defined and the
theoretical framework;

drafting and applying as research tools, the questionnaire, in order to obtain information
necessary for the purpose of the research;

formulating objectives and establishing hypotheses, starting from the theoretical and
conceptual framework of the research;

designing a participative management model within public institutions, correlated with
the need for change;

the integration within the model of concrete steps that must be followed in order to

implement participative management;

Contributions with synthesis character

* exposition of some introductory notions and concepts regarding participative management

* consultation of specialized works in the field of participative management and public

administration;

* highlighting by citing those researches from adjacent fields;

* the methodological, sociological, statistical approach of this research;

* defining the organizational climate, professional satisfaction, managerial styles and change;

« listing the forms, stages and levels of participative management;

* defining the organizational culture;
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* defining and characterizing motivation;

* presentation of participative management and its relations with the performance behavior of

employees;

Practical contributions which reveal the novelty of the doctoral thesis

the development and application of a questionnaire focused on the four major themes
discussed in the study, namely: Questionnaire regarding the analysis of the
organizational climate, Questionnaire regarding the identification of the leadership style
by the managerial staff, Questionnaire regarding professional satisfaction, Questionnaire
regarding the manager-employee relationship within the organization, applied to civil
servants or contractual staff working in the field of public administration in Arad. Given
the fact that the research directions consider that the application and analysis of these
questionnaires within Arad public administration are essential in order to identify the
need for change through the implementation of a participatory management but also a
necessary barometer for the development of a model of implementation of this
managerial type that promotes change at the level of public institutions.

creating an implementation model of participative management and managerial tools in
order to achieve the assumed goals within Arad public institutions subject to this

scientific approach.

Contributions to the scientific curricular level:
« preparation of interim reports within the doctoral research program

* preparation of the doctoral thesis

THE LIMITS OF THE SCIENTIFIC APPROACH

the generalization of the results and the interpretation of the data. This is due to the fact
that it was not possible to extend the research to a larger number of respondents, giving
rise to the sample problem associated with the temporal problem existing in any

scientific research.
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the subjectivity of the people who participated in the study. Many people found it
difficult to admit the truth, or perhaps out of fear of being judged, they preferred to
respond intuitively, with predictable answers rather than desirable ones.

the development of questionnaires with closed answers in which the respondents rated
on a scale from 1 to 5, from total agreement, agreement, undecided, disagreement and
total disagreement, precisely in order not to be put in the uncomfortable position of
stating the truth about the organizational climate they belong to, professional
satisfaction, managerial style.

the assessments made by us do not exactly reflect the real level of the aspects subject to
research.

it refers to a given time, that of carrying out the investigation. For better transparency
and an objective analysis, it would be preferable for the study to refer to two time points
before and after the research in order to identify those changes in initiatives and practices
related to the implementation of participatory management.

During the pandemic, the suspension of professional activity in physical format and the
conduct of online activity, caused by the Sars Cov-2 virus, led to a low receptivity of
completing the questionnaire in online format because our subjects, being at home, did

not show interest in this regard.

FUTURE DIRECTIONS OF RESEARCH

e the need for an additional exploration regarding the implementation of
participative management in the case of the decentralization of public services in
Arad and the examination of whether other counties face the same challenges;

e measuring the impact that the application of participatory management at the
level of public organizations in Arad is reflected at the level of the organization;

o the inclusion of other public institutions in the research study that would allow
the development of complex strategies at the level of the budget system;

¢ identifying the degree of reluctance to change;

15



e the need for a case study regarding the perception of the heads/directors
regarding the application of participative management as a managerial style;

e the development of a study on the implementation of participattive management
at the national public administration level and its impact on the organizational
climate and the workforce, as well as the creation of a legislative framework and

training conducive to the implementation of such management;
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