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Abstract

This study aimed to investigate the effect of participative management on employee participation, with
particular emphasis on the mediating role of employee empowerment among employees of Bank Melli
Iran. This applied study employed a descriptive-correlational design based on structural equation
modeling. The statistical population consisted of employees working in Bank Melli Iran branches, from
whom 384 participants were selected based on Cochran’s formula using convenience sampling. Data were
collected using a researcher-developed questionnaire. Content validity was assessed by experts through
the Delphi technique, while construct, convergent, and discriminant validity were evaluated using
confirmatory factor analysis. Instrument reliability was confirmed using Cronbach’s alpha and composite
reliability coefficients. The Kolmogorov—Smirnov test was applied to examine data normality, and partial
least squares structural equation modeling was performed using SmartPLS to test the hypothesized
relationships and the mediating role of employee empowerment. Knowledge management had a significant
positive effect on participative management (3=0.841, t=11.424). Interaction and communication (3=0.699,
t=7.177) and skills and expertise (3=0.715, t=9.308) also significantly predicted participative management.
Participative management exerted a significant positive effect on employee empowerment (3=0.308,
t=2.069). Organizational participative culture (3=0.287, t=2.737) and managerial decision-making
(B=0.619, t=4.975) significantly influenced employee empowerment. Employee empowerment, in turn, had
a strong positive effect on employee participation (3=0.776, t=6.856). Moreover, the mediated effect of
participative management on employee participation through employee empowerment was significant
(B=0.517, t=4.223). The overall goodness-of-fit index was 0.648, indicating an acceptable overall model
fit. Participative management can enhance employee participation through the mechanism of employee
empowerment. Strengthening knowledge management, organizational interaction, employee skills and
expertise, participative culture, and managerial decision-making may therefore reinforce empowerment
and facilitate greater employee involvement in organizational processes.

Keywords: Participative Management; Employee Empowerment; Employee Participation; Knowledge
Management; Bank Melli Iran.
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Extended Abstract
Introduction
Contemporary organizations operate in environments characterized by rapid technological
development, increasing service complexity, changing employee expectations, and growing
pressure for organizational responsiveness. Under such conditions, conventional centralized
approaches to management are increasingly insufficient for organizations seeking to make effective
use of employees’ knowledge, experience, and problem-solving capabilities. Employee participation
has consequently emerged as an important organizational mechanism through which employees
can become actively involved in decision-making, goal setting, problem solving, organizational
change, and improvement initiatives. Participation is not limited to the formal expression of opinions;
rather, it reflects the extent to which employees are provided with meaningful opportunities to
influence organizational processes and outcomes. Accordingly, employee participation has been
regarded as an important requirement for achieving organizational goals and aligning individual
contributions with broader organizational objectives (Radhika, 2024).
Participative management provides one of the principal managerial foundations for such
involvement. This management approach emphasizes shared decision-making, information
exchange, mutual trust, decentralization of authority, and the utilization of employees’ experience in
organizational affairs. When employees are included in decision processes, they are more likely to
perceive themselves as organizational contributors rather than passive recipients of managerial
instructions. Previous research has demonstrated that participation in decision-making, particularly
when accompanied by trust, is associated with more favorable employee attitudes (Kumar & Saha,
2017). Conversely, insufficient or merely symbolic participation may contribute to employee
resistance and limit the effectiveness of organizational change. Earlier evidence from Iranian
organizations has similarly highlighted the relationship between participative management and
employees’ resistance to change (Asafi et al., 20009).
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The importance of employee participation is particularly evident in public and government-related
organizations, where formal structures, administrative regulations, accountability requirements, and
hierarchical arrangements may substantially influence employees’ capacity to contribute to
organizational decisions. In the Iranian administrative context, employee participation has also been
examined from a legal and regulatory perspective, indicating that participation is relevant not only as
a managerial practice but also as an element of administrative governance (Nateghpour & Abbasi,
2024). Nevertheless, organizational, structural, managerial, and communication barriers can restrict
effective participation, demonstrating that the provision of formal opportunities alone may not be
sufficient to produce genuine employee involvement (Ahmadzadeh et al., 2024).

A critical mechanism through which participative management may promote employee participation
is employee empowerment. Empowerment refers to organizational conditions in which employees
experience greater competence, autonomy, trust, responsibility, and perceived influence over their
work. Participative management may strengthen empowerment by allowing employees to contribute
to organizational decisions, exercise greater discretion, and experience the practical consequences
of their contributions. In turn, empowered employees may be more willing to communicate ideas,
participate voluntarily, accept responsibility, and become involved in organizational decision-making.
Thus, empowerment can theoretically function as an intermediate mechanism linking managerial
participation practices to actual participatory behavior.

Knowledge management constitutes another important foundation of participative management.
Effective participation requires employees to have access to relevant knowledge and information
and to possess the ability to use that knowledge in decision-making. Knowledge acquisition,
application, sharing, and documentation can therefore facilitate meaningful employee involvement.
Recent research has demonstrated the importance of employee knowledge in translating leadership
practices into participatory behaviors, including participation in safety-related activities (Piao, 2025).
Similarly, recent developments in human resource management indicate that knowledge
development and employee participation can jointly contribute to broader behavioral and innovative
outcomes (Piwowar-Sulej & Igbal, 20252, 2025b).

Organizational communication and interaction are also central to participative management.
Employees can participate effectively only when organizational communication provides
opportunities for information exchange, feedback, dialogue, teamwork, and expression of differing
opinions. Evidence suggests that organizational communication, in combination with participative
leadership, can foster desirable employee outcomes such as creativity (Mayasari et al., 2024).
Participative management may also facilitate employee voice, particularly in organizations
characterized by diverse perspectives and experiences (Gonzalez & Martinez, 2024). In addition,
participatory cultures within public institutions depend on organizational environments that
encourage employees to recognize their role and actively contribute to organizational processes
(Choi et al., 2024).

Employee skills and expertise are equally important because participation becomes more effective
when employees possess the professional competencies necessary to contribute meaningfully to
decisions. Training, continuous development, and the strategic utilization of employee capabilities
can strengthen both participation and the quality of participatory decisions. Research in human
resource management has emphasized the complementary role of employee participation,
involvement, training, and development in shaping desirable organizational behaviors (Veerasamy et
al., 2024). Similarly, talent management approaches increasingly recognize employee participation
as an important component of effectively utilizing human capabilities (Maleki et al., 2024). This issue
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is also relevant to the retention of younger employees in public organizations, where opportunities
for involvement and influence may contribute to effective talent retention (Ziaee & Nargesian, 2023).

Participative management is also relevant to organizational change. Employee involvement can
reduce uncertainty surrounding change, facilitate understanding of organizational decisions, and
increase readiness to support new initiatives. Employee participation has been identified as an
important mechanism linking supportive organizational conditions and leadership excellence with
readiness for change (Meyer et al., 2024). Within banking organizations specifically, participatory
leadership has also been considered relevant to adaptability and organizational change
(Mohammadi Kia & Pourjafar, 2024). Furthermore, participation can support employee commitment
by strengthening employees’ perceived connection to organizational processes and outcomes,
which is particularly important in government organizations (Ghaffarian et al., 2024).

Recent scholarship has extended the relevance of employee participation beyond traditional
organizational outcomes to sustainability, innovation, and responsible organizational behavior.
Employee participation has been identified as an important mechanism through which human
resource practices may encourage green and innovative work behaviors (Piwowar-Sulej & Igbal,
2025a, 2025b). Participatory approaches have also been used to facilitate the implementation of
organizational sustainability practices (Garcia-Arca et al., 2024). These developments demonstrate
that participation is increasingly viewed as an integral component of organizational capability rather
than simply an employee relations practice.

Despite the growing literature, a need remains to examine how knowledge management, interaction
and communication, skills and expertise, participative organizational culture, managerial decision-
making, participative management, empowerment, and employee participation operate within an
integrated structural model, particularly in large public banking organizations. Therefore, the present
study aimed to investigate the effect of participative management on employee participation with the
mediating role of employee empowerment among employees of Bank Melli Iran.

Methods and Materials

The present study was applied in terms of purpose and used a descriptive-correlational design based
on structural equation modeling. The study population consisted of employees working in branches
of Bank Melli Iran. Based on Cochran’s formula, a sample of 384 employees was selected through
convenience sampling. Data were collected through a researcher-developed questionnaire designed
to measure knowledge management, interaction and communication, skills and expertise,
participative organizational culture, participative management, managerial decision-making,
employee empowerment, and employee participation.

The content validity of the instrument was evaluated by experts using the Delphi technique.
Construct validity was assessed through confirmatory factor analysis, while convergent validity and
discriminant validity were also examined. Reliability was assessed using Cronbach’s alpha and
composite reliability. The Kolmogorov—Smirnov test was used to evaluate the normality of the study
variables. As the distributions of the variables were non-normal, variance-based partial least squares
structural equation modeling was employed. SmartPLS was used to assess the measurement and
structural models and test the hypothesized paths. The significance of the structural relationships
was evaluated using t-statistics, and the mediating role of employee empowerment was examined.
SPSS was additionally used for preliminary analyses and reliability assessment.

Findings

The reliability analysis indicated satisfactory internal consistency for all study constructs. Cronbach’s
alpha values ranged from 0.750 to 0.918, while composite reliability coefficients ranged from 0.756
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to 0.931, with all values exceeding the recommended threshold of 0.70. The results of the
Kolmogorov—Smirnov test indicated that all study variables significantly deviated from normality,
supporting the use of partial least squares structural equation modeling. The measurement model
also demonstrated satisfactory convergent validity, with convergent validity values exceeding 0.50.
All retained indicators showed acceptable factor loadings, and their t-statistics exceeded 1.96.
Structural model analysis showed that knowledge management had a positive and significant effect
on participative management (B = 0.841, t = 11.424). Interaction and communication also
significantly and positively affected participative management (8 = 0.699, t = 7.177). Similarly, skills
and expertise had a significant positive effect on participative management (8 = 0.715, t = 9.308).
Participative management had a positive and significant effect on employee empowerment (B =
0.308, t = 2.069). Participative organizational culture also positively influenced employee
empowerment (B = 0.287, t = 2.737), while managerial decision-making demonstrated a
comparatively stronger positive effect on employee empowerment (f = 0.619, t = 4.975).

Employee empowerment had a strong, positive, and statistically significant effect on employee
participation (B = 0.776, t = 6.856). Moreover, the hypothesized mediated relationship between
participative management and employee participation through employee empowerment was
supported (B = 0.517, t = 4.223). Thus, all hypothesized structural relationships were confirmed. The
overall goodness-of-fit index was 0.648, exceeding the criterion used in the study and indicating
satisfactory overall model fit.

Discussion and Conclusion

The findings demonstrate that employee participation in a public banking organization is generated
through an interconnected set of organizational and managerial mechanisms rather than through a
single isolated practice. Knowledge management emerged as the strongest predictor of participative
management among its antecedents, suggesting that access to knowledge, the application of current
knowledge, knowledge sharing, and organizational documentation are fundamental to meaningful
participation. Employees who possess relevant information and understand organizational
processes are better positioned to contribute constructively to decisions and organizational problem
solving.

Interaction and communication also played an important role in strengthening participative
management. Participation requires channels through which employees can communicate ideas,
cooperate with colleagues, provide feedback, and interact with management. Therefore, participative
structures are unlikely to function effectively in organizations characterized by restricted
communication, weak teamwork, or excessive hierarchical distance. Similarly, the significant effect
of skills and expertise suggests that participation becomes more substantive when employees
possess sufficient professional capability to contribute informed opinions and practical solutions.
The significant relationship between participative management and employee empowerment
indicates that involving employees in organizational goal setting, decision-making, and change can
strengthen their sense of autonomy, competence, trust, and influence. Participation therefore
appears to be more than an organizational procedure; it can serve as a developmental mechanism
through which employees experience greater control and responsibility in their work. The effects of
participative organizational culture and managerial decision-making on empowerment further
indicate that empowerment requires both supportive cultural conditions and appropriate managerial
behavior. Formal delegation alone is unlikely to be sufficient if the organizational culture discourages
initiative or if managerial decisions remain highly centralized.
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The strong effect of employee empowerment on employee participation is particularly important.
Employees who perceive themselves as competent, trusted, autonomous, and influential appear
more willing to engage in organizational activities, participate in decisions, demonstrate voluntary
involvement, and contribute to organizational improvement. The confirmation of the mediating effect
of empowerment further clarifies the mechanism through which participative management promotes
employee participation. Participative management appears to increase employee involvement partly
because it creates psychological and organizational conditions in which employees feel capable of
exercising meaningful influence.

Overall, the results support an integrated model in which knowledge management, interaction and
communication, and skills and expertise facilitate participative management; participative
management, participative organizational culture, and managerial decision-making strengthen
employee empowerment; and empowerment, in turn, promotes employee participation. For Bank
Melli Iran, these findings imply that sustainable employee participation should not be pursued merely
by formally inviting employees to meetings or requesting suggestions. Instead, participation should
be supported through knowledge-sharing systems, effective organizational communication,
continuous skill development, participative decision-making, supportive organizational culture, and
genuine delegation of authority. By strengthening these conditions, managers can enhance
employee empowerment and create a more active, responsible, and participatory workforce capable
of contributing to organizational effectiveness and adaptation.
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