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The literature on part!eipat!vé management suggests that the nvolvement of
menbers 13 eritieal to organizational health and survivel (Likert, 1967; Lowin,
1968).  Responsible !éaderahlp of ecmplex organizations reacts to rapldly
ehanging conditlons by drawing on the knowledge and motivation of its employees
(Kanter, [983a) Peters & Waterman, 1982), Those who favor particpative
management argue that it will result in adaptability and higher performance; this
reasaning I3 frequently bolatered by the assumption that partieipative management
Is an ethical imperative (Sashkin, 1984).

Those who study partieipative management have lended to fozus on large,
industrial organizatlons; however, Malster (1985) argues that partielpatory
approaches have value for smaller firme which may be service oriented or
professionsl. The question of how far participatory management may be extended
with good results is Intriguing and under-investigated.

The present study deseribes inereasing employer participation Ir & system
where many readers would not expect lo find it: a Romen Catholic seminary, it
uses an analysls of management style to display a profile of recent changes In
seminary management which are not unlike those of secular organizations. The
condltians which preced:d these ehanges and their implloations are discusseds
While It may be unusual to Imagine participatory practices in & theological
climate, every organization ig intrinsleally hlerarchlcali differences are In
degree, and fot in kind. Findings about the benefits and limitations of
pacticlpatory management In a seemingly authoritarian strusture shoiid also offer

Ingighls to researchera and practtloners who are nterested In seculer organlmtions

with & conservative tradition. Tlopefully, the study will be not only an
Interesting paradox, but & chance to learn about the generic prohlems mAnagers

face In aliering comnunieation patterns for the purpase of Increasing nvelvement,

Pmleipgtary“hiaﬂﬂgment'ﬂndﬁammnﬂicﬂti-@q

It 15 claimed that the essence of managerial efTectivencss is successfully
Infivencing members to necept organizational goals as thelr own (Cach & French,
1048; Vroom & Yetlen, 1873}, Individusls who participnte In gool selting are
less likely to hold rigidly to a diverse lot of personal gonls, and are more likely
to transact with others & set of commonty held goals (Lewin, 1951), Tothe exlent

these graup goals are congruent with organlzationai missinn, the gronp heeomez

purtlelpation on goal setting finds that employees are likely to set higher gonls
for themseives then mangers wouid have, usuaily eccept a4 comit 1o e fire
genulnely, and tend to ke more satisfied with thelr work environment (Randur,
1977 Erez, Earley & Ilulln, 1985),

The ease for participative management applles to making specific work
related decislons As weil as to setting genern) gonis, Involvement af orgunizationai
menbers In declsions works piartly beeause of hasic psyebological needs, partly
because of information disiribution. Argyris (1357), In his inndmark stdy,

Persanality and Organizations, pointed out Lhat the structure of many jobs nnd

organizatlons {rustrates a normal adult's need faf authority. Mature employees,

glven insufficlent conlral over their own behavier, exlst in an unhenlihy



werk, especially task completion; lo the basie human needs  successful organization
must fill.

Finally, Katz and Kahn (1976) envisloned a needs model including nol only
autharity and meaning, but aiso Inlerpersonal contact. While it Is clear to
communicator seholars that both control and tazk eompletion would be negotlated
batween managers and enplayees, the desire to relate to others In the work place
lsclearlya conmunication phenomenon. When employees particlpate In groups; the
methad itself beeomes the ground for satlslylng human needs for interpersonal

Information distribution s also offered a3 a ratlonale for partlcipatory
management; this Is another communication concern, No one Jeader |3 suf fiefently
Wige to make complex decisfons alone. While manggeramay uze emplayees |n elther
& consultative or delegative manner, they need the knowledge of those who work
mastly directly with veriables Invoived In the declslon (Denlzon, 1985; Richardsan,
exchange which Is open and nondefensivey they will continue to contribule ideas
a3 long ag they can see a relationship between thelr suggestions and subsequen’
management decisions,

Desplte the cognltive and motivational advantages f partielpative management,
this approach [s not guaranteed. A number of researchers make the polnt thal not
all partleipative management Is successful; some attempts may even result In
worse deelsions than a manager might have made acting alone {illnekley, 1985;
Locke » Schwelzer, 1979), Sashkin (1985) notes several contingeney factors that

affect participative managements paychologien! contingencles sueh as member

.yl -3l eantingencles such as the degeee of Interdependency

oy * emplove - e itonmental anes, such s rapid ehanges In technaloy,
At sehieae have Investigaled vatiables related to fhe sooeess of

an BI0ATY  wnagen ats Jago and Yroom (1982) find that men are fess likely
than womer 3 niypri-:h deelslon making from a partielpative slance. Richardson
"35) rneluides %t the greatest burrlers to success ara lack of commitment from
o sz vent and the way In which partieipation iz introduced, Sehuster &
Mii <" 388} g0k 1 the opposite end of the ieadership eligin and predict (hat
+ agee wnlvemenl will be slalemated wherever supervisors are held to the
~nadj performence measures, because in order lo meot produetion lovels,

{ney fe</ithal they cannot saerifice power lo employees. Noneof these eautionary

 lo explore the contingeneles which are assoclated with suceess or Tnliure, in

arder for the prineiple to be effectively implemented.

Nesearch Guestions

Given this understanding of paztieipative mamgement, what style of mnageinent
will be found in & theological Institution?

Wil the usual investigative categorles (gos) selting, decision making,
eles) yleld a profile whieh Is Internaily consistent?

If same of the eategaries are not coasistent, how might this he explnine?

hiere?

What are iplieatlons for participative management in seeulnr organimtions?



Background-on {he Sem Iméry

Same commenls on both exlernal and Internal events which preceded a more
be helplul, Generally, Amcrlean churches are moving away from a single leader
madel, lo more congullative and participative modr!s (Elas, 1979, p. 189). In
gdditlan to [hs national trend, a thrust toward shared leadership in Ihe Homan
Catiiolle Chureh began In the 1960's, The Second Vatlean Counclf (Vatloan 11),
the gatherlng of Roman Catholle church leaders, set the stage far more Invoivement
of Iny people In minlstry. Chuieh leaders decreed that {he lalty were to become
Invelved In liturgy, education, and counsellng. As a tralnlng Institution,
51, Tobins opened Its graduate programs to aduils who wished to take leadership
In these areas.

The new student populatlon Introduced diversity conveptually and demo-
graphlaally. In the lale 103, the students were 1004 young male seminarlans,
studylng for Masters In Dlvinitys today's geoup is composed of haif seminarians
Two=thlrd2 are women and three-quarters are f!ilated with denorinations other
than Roman Catholle, Seminarians ilve dormitory style, on campus, thereby
secular group: "commuter students.” Asmalier percentage of the faculty are lay
pecple and/or fan=Catholle. The diversity in work force which eharaclerlzes meny
organlzations over the past decade Is represented here slgnifieantly, Kanter
(19825, p. 21) wrltes that organizationa) change Is ™ , . & serles of emerging

construetlors of reallty, Including revislons of the past, to correspond to the

]

requlsltes of new players and new demands." The new demands of Vatlenn If and
organizational heaith and survival,

No! only do these secular students bring diversity of experlence with less
authorltalan management siyle, but u nunber of them have concerns aboil
leadershlp Issves decided hy Chureh &, “rarehy. I partioular, the Vatiean's stand
agalnst viomen's ordination 13 a source of Irritation and grlef fer a numher of
Catholle lay and Eplscopalian women rellglous. Angliean students rasent the
Vatlean's prohibition which keeps them from participating In gamiunion, sines

their chureh I3 fess exeluslve toward Roman Cathaties, These larger lssues color

Interact In the seminary. As Likert (1979, p. 1) suggests, tnstitutions eannol
deal suecessfully wiih the demands assoclaled with complex menborship relylng on
(radItional organizational methods, The confileting demands of guhgroups in &
diverse eommunity are best addressed by leadership which is willing tn ehamplon
supportive behavior, Inlegrative goals, de-emphaslzed stulus, and the nse of
CORSEN3US.

Other exterial events have had g hearlng on organizatiomal leadership.
T years ago & merger wilh a smaller seminary preciplinted management changas:
A new Reclor/President was Installed who scught to bring a blend;f family and
professional slyles lo5t. Toblas, While Americnn sewinaries are guided by Rome,
the guidelines are more concerned with preserving eorreet dogma than in diclating
organlzational eommunleation. The new lendzr has used this latitude to develap
the Institution in wayz which would allow It 1o emhrace the iraining of lay

people, a2 well as continue Iis Institutlonal misslon of preparing priesthaad



candidates for ordination. The need to Innovate drives theslogleal as welt as

segular arganizalions,

The Analysis of management style employed in this study was developed at the
Institute for Soelal Research at the University of Michigan by Rensia Likert
(197)« It enables the researcher fo categorize management style Into one
of four categories, or "systems." It has been widely used and Is especlally
useful to communieation seholars since the sehema deal with concepts eritieal o
human communicatlon: leadership, control, declsion making, ele.). Since the
underlying nssumption I that effective management must elicit participation,
through conmunication, It seemed an appropriate cholce for this study.

The four systems-into which management style may be eategorized range from
highly directive to partielpatory (see Table 1). System 1 resenbles Theory X
{MeGregor, 1957) In that communication s primarily downward, most declsions are
made at [he top, and there Is fittle trust between management and employees.
for top levels, and most of the Information Mows downward, In eantrast,

commusleatior: flows both up and down InSysten 3. While broad pollcles are made

between levels Is complete, decislon meking Is pervasive, and Informatlon Mows

In et directions.

J

The schena of Lilkert's systems Is leadership, mativatlon, camminioat jan,
declslons, goals, and control (see Table 2). Ench of these orgunizationa!
verlables (numhered) Is azsessed by responding to severn) prohies (lawer enze
letters). Responses to these probes are plotted across a seale which aliaws the
researeker lo choose among four possible conditions for elosest it, In order
to determine & syslem state. For instancs, if the response fo the deplslon
prabe, "At what level ar2 deelslons made?" I "At the tap,” the respondait plats
this point under the System 1 column. The position of ail plots should yleld a
profile of management style, with regard to partielpation.

The data which are analyzed by Likert's taonomy are manngemeni hehaviars
observed to have relevance to particlpation. The ahservations were nade hy n
conmunieatlon speciallst inanagement consultant who bas heen a part leipant oheerver
In the organization for +.x years. Since Ihe ohserver Is not Catholle, these
data were confirmed and reflned by a Catholle eonsultant in crganizational
development who Is conducting & study of Teadership In Americen seminarles. This

consultanl 1s not afflilated with the seminary bul evalusted It as one of the

subjects of his study.
Leadership

The first arganizational varlable whieh Tikert eonsiders s leadership (see
Table 2). In crder to deternine which system hest deseribes an organization, e
asks the following questions:

10



"How often are subordinates' Ideas sought and used constructively?”

Leadershlp I higher education may be construed from the waya In which &
Pelor Presidant uses hls faculty and adminlstrative counells: 17 mast American
senlnatles, (hese bodies are consultative to the Reclor/President, whose
decislons are supposedly Informed, hut not determined by thelr deiiberatlons
(Nygren; 1985). A conmon complalnt of thia system i3 thal the Rector/President
input: In addition, St. Toblns shared with secular universiiles ihe prosedures
Which strueture faculty meetings Into win/lose confrontations, Too large for
effective problem solving, the fcuity eouncil lended to vole "ne" on masi
Innovatlve reconmendations, and to feel 11tle responsibility for inpiementalion
when 1t voled "yes" (Likert, p, 25).

While this profile of past leadership eleariy fits System 3, It shoild be

some members mnlght censor themselves for personal reasons, comnon memberahp In
priestly order offsels the usual npprehension about iosing ane's Job o chanees
espechally the priests, appear to feel qulte free aboul reglstering thelr
opinons with the Reetor. This relalionship between faculty/adninlstrators and
Reator hus changed enly slightly since the new exeeutive assumed control.
There {3 evidence of increasing partlelpation In the conslructlve use of
others' Ideas. The current Rector and Dean have restructured the work flow
through faculty eouncil In an effort to gather ideas In a more constructive

occaslonally nfluenced the Rector's declsions, a committee system hag been

11

established, Commiltees of five address the arens of prentest relevance to
fncultys executive, llbrary, faculty concerns, eorrieulum, und formation
(splritual formation for minsters). These groups study lssues, generaie
past results are replicuted; we may expect Ui twenty members of these aommittcos
(approximutely half the faculty), to have higher comnitment nd mativatiai for
impiementing .the.ir dselslons (Cartwright and Zander, 1968), Thls nppronch, while

stll) in the initlal slages, pronises in he o more proactive, invelving appranch

fell a subsiantial amount of trust in subaedinates, and they el fuite freg to

contrlbute, The current leadershlp situntion quaiifies ag n Systen 3.

In order to assess motlvation, Likert nsks (see Table 2):

"ls predominunt use made of fear, threats, punishment, rewnrds, or

involvement?®

"Where 15 respanslblllty felt fur achieving organiztlonni gonis?®
[n this eategory, the organizitional dynimles of the seinary nre more siilar to
nan=profit and voiuiteer orgnizations thin they nre to the for=prafit corporation,
That 15, while several Iny fneulty menbers depend un their sninries far a living,
the bulk of the "suburdinutes’ nre priests who hive mude u vocatianal elinjee
which excludes financini rewnrds, and students whose rewirds ure mon-monielary. As

nt most universitles, fasully salarice are largely delevnined hy senfority and



subjeet lo orgnnizatiunal pressures. Rewards tend to he all or nothing rewirds=-

a fiiculty member's contrnet 13 either renewed or it isn't, And, riolivations tend

recognitlon lrom kighly valued collesgdes is felt to be rewsrding; being excluded

from ealleigueshlp 13more punishing hecause ot ier rewnrds are absenl. In these
circumstinces, the inportance of Invalvement becomes eritienl; communlty
building/leamwotk building s an essentlal component of keeping subordinates
molivated.

In the past, the need for communlty building/lenmwark In seminaries was
deitographic and coneeptual divisions of the student population resulted, rather
suddenly; in a diverse hody whose Internnl differences threntened lo bulkanize
the cammunity, The pust Reelor's relince an a few trusted members to advise him
may hive contributed to the sense of (rusteatlon expressed by many. In Likerl's
lnguage, fueulty and students felt removed from responsibility and more
conseluus of divisions than of comnonallties. Fenr and threats were experlenced
by pricsthood students, espeelaily at the times of thelr annunl evaloations, wher
conlinued ellgibility Is appraised.

The new Rector hegin hls term of office with a fueuity/staff meeting

gominlttess. One of these cominiitees, facully eancerns, hus scheduled n serles of

faculty speakers who will hring various pofnis of view to Lhe eoncept of

ERIC 13

Aruitoxt provided by Eic:

andeagagy: - Uhis pls represents n reeognition thit the eharged Stodent By noods
to be taught differently, and an enpligis on sharing insights within (he
aommunity, ether than safling in experts. These informal pmifessionl develoment
workshops are intended to motlvate Instructurs through appen! tn eoltearrucship
nnd goelallzing which will fallow cich presentation,

Student government tns doubled the mumber of snejal netivities which inctide
commuter students. Student evalunlions have been restrustirsd to he ore
eallabarative; the substance of the sessinn will be the self-evnlustion written
iy the student himsell, e, instend of the Dean, will naw nane b his evaluntfon
Coples of fimil evaluation reparls are no longer kept from studonts. All of

these ehanges define nn oraunizition which is Systen 3 ail the Likert seife,

Communleution

Likert azes the torm "oonmification” b nzsess the direstion of infarmntinn
flow in un orgnnization, and the effectiveness with which inessipes ure received
{see Table 2). The specifie probes ore:

"What is the asmal diceetion of infornution flow?

*Hlow is dawnwnrd commanleatlon seeeptod?”

"l ueenrate I3 upwnrd cunmmieation?”

"How well do superiors know preliziz fieed by sutwordiiios?"

In this ired, the ngin] System 2 to Systen 3 tiansition i3 move compless As
mentloned carlier, the faet that mast ndmlnisteators nnd fnzulty helong in the
same priestly arder nd regide together regults in 4 Lieger volvine of informitinn

exehinige lhin wanld take plice in o typieal gradunte institntion. Cominaa

14



teliglous affiliatinn prohably neenunts for more latitude, 15 well in conmuniziting
ieross roles: The [net thal two men muy be Dean and novice instruelor and thns
be expected bn relate differentally Is somewhal bulanced by the fact that they
ire concelebrants at [liss und that, in terns of core Identity (membership in the
priestly arder), they are equils. Thelr order's palley of ratating members to
the imporlince of role limitations on organization communiention. Therefore,
were one to plot only the priest facully, administrators and seminarians, the
"eormuniention” varinble hag fallen and would contlnue to fall into Systems 3.
place wilhin subgroups; eurrently there Is less institution-wide member Invalverent.
The life styles of commuter students are not well understood by those In the
religious order. Many of the prieats [ind the students, especinlly the wamen
students, abrusive and hard to get along withe Cerlain commuter student
tequests, when brought to udninistrative councll, elielted the respunse,
"The ehurch g never heen, wlll never be, u demoeracy.” In turn, Ihe commuter
students find some of the priesls dictatorial and necepl (her comments wilh
susplefon or downr|ght rejection. With some justlfication, they sease thal their
viewpoints are not understood at the top; even adininistrators and facuity, who
feel symputhetic are unllkely to know the problems they face. The growlng
diversity of populution has resulted in slippage from 1 System 3 to 1 System 2

prafite,

Decislans

1

19

Given the centrality ol participation in Likerl's coneepluslization, it is
nat surprlsing that "desisions” nee pael of his sehema (see Talle 00 e Lests fip
invelvement by sisking:

"At what level gre docislons nide?"

"Are subordinntes involved in decisions reluted to their work?®

"iWhal dogg the denizinn miking pracess eontribite to waljeating?"
Responses to these prahes return the orgunizitional pattern to n Systen 2 ta )
shift. The administration has abandoned u very centralized decision posture by
shifting mare responsibility to small graups of Tculty; students have ware
Inpul intn importint devisions. A Moard of Trustees, composed of bnth cleries
from sulside the seminary ind lnity, will nlso shire in decisions ot o poliey
maklng level,

The wiestion of whether this expinded invalvenont is eantrilmting tn
mativation s premature, Cerlainly, it Is huped that enlneed wotivatisn will
follow the edditianal delegalion of decision making. Hewever, shinging the level
of decizion making und the degree ta involvement dues at change the fuct that
all graups ire ultimitely congultative ta Lhe Reetor. Pralnhily, the mativatinml
power of these chinges will depend to o great extent on his neeeplince of
student, {aculty and adminisleative input. 11 e iguures pecommendatings or iz
fiat eareful to explain and Interpret ehcn he decides ngainst Uem, th process
eatild ensily hackfire. The deeision process nppears (o be maviiig trwird Systen 3,
hul, repeated rejection of member wdvies enuld send il hurtling huek townrd

Syslem 1.



Likert tests on organizalion's commitment to involvement by nsking {see
Talife 2):

"Haw vire arganizitional goals estahllghed?

"llow much covert resistinee fo goals Is present?”
The response lo the first question supgests the Familiar shilt from System 2 to
Systeni 3. Ureviously, management determined gonls in conjunction witha baird of
five clerics, fnllowing the approvul of reglonal direstors from the crder.
Contriutions lram the general seminary membership were nelther broadly nor apenly
soliited. The description listed under systems, "Alter discussion, by orders,”
aard of Trustees is charged with detemining institutional gonls, there fa n

prawing awnreness of the need for groups at different levels to influence thelr

body has introduced straing which are pressiring the organization buck frana "3
ton"L" A number of exumples of covert resistance might be eluliarated; most of
thiem may be deseribiad As minar annoyances, hul several constitule highly visltile
und negitive renctions of ane subgroup to another. Under the eategory of "minar
annnyances" gaes the repented locklng of the door to the indies founge, presumibily
hy those who Intend to harass wonen students and facully, Under the heading of
“visible and negative” go plans for o demonstration autside of the Christmas

serviees by "rolestunt student not allawed la take communion, Nisunderstindinga

between varions subgroups appeat first as eoverl, nnd suhseniiently ag woerl

(estions phoul eantral eomplete the sehema. Likort nsks (see Falle 2):

"llaw eancentrnted are review and contral funetions?”

"Is there an informal argonizition resisting tie foral ang?"

"What are cost, productivity and other eontrul dtn used for?®
Thie shift from Systen 2 to 3 is exemplified by studying faculty eeatwntinng nid
reqests for sabbatieals. In the past, these mutlers were neputisted hetween
individesl fucuity and the Dean. Facully eouncil voted approval, hut the
Reetor's declzion wag fnnl, How o why he eame to his conelnsions were milors
for generil spesulation,

Taduy, evaluntians and requesls huve heen re=canseived us Le responsihility
of the Tnculty concerns commiltee. This group has desigred i unifurm evi lytion
Instrument, to be used In o anninl review process. The awaiuation dita are
student evalualions, recards of seholarly and professional activitis, .nd
ingtitutlons] needs. This process s been enthusiaticnlly greeted ty frealty and
stuff, but it is too recent o ehange to assess fully, 10t is inplomented 45
without reizon, Systen 3 should be wn approprinte eliarneterizition of conteal at
5t. Tabins.

The assessnent of the presence of an Informa | orginiztion resisting the
farmal ene must be similirly tentative, While It is possible to print o examples

of informal registance in the past (disgruntled fueity rencling to the e ger in



seem fo have conled aver the sunmer vacalion, members spoke thig year of getting
off 1o a fiesh slart; however, the temptation to return to familiar subgronps
posiliility af informal resistance. Agnin, the response on the Likerl plot is
under Systen 1, but with the realization thal conclusions here are mone suggeslive

iR i %

5. Tahiag, respanding to the "new pluyers ard new demands” eited by
Kinter (1983), hg shifted Lo a managemenl style which allows students, faculty
and tructees more Input into management of the Institutlon. Anew Rectorand a new
Denn have Ingtituled  serles of changes whieh nllow deelslons to be studled mope
brandly, and those most alfected by the declslons to make formal r zommenditlons,
Leadership is demonstrating 1ta trust of subordlnales by refereing to then many
mitlers which were previously decided at top levels with litlle subordinate
liwalvement,

Control aver subordinites has been lonsencd, from & review process which s

ot silject to scruting, to one which is constructed and pplied by s fnculty

pracess through » ehanged structure of comittce work students hvemare input Into

decisions eancerniag thelr wellare, programs of study, and sel[-evaluntion.

o
—cll

O
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Aruitoxt provided by Eic:

The Intent of these ehunges is to enhanee motivitian, in wn orgnization

oiteame variahles I even more marked than it m gl he in for=prafit arpaniztions
{Smith, Caeson, & Alexinder, 1984). This helng the case, lt 5 inetmhenl on the
minagement at St. Tobiig to enntinue the trans;tion from Systew 7 o 3, and tn
renet to recommendntions responsibly.

The findlngs with regard to communication are nut eonsistent witl olher
cutegarles, or would they mimie putterns typically fonnd nsing Likerl's senle in
sccular orgunlzllons. The usunl direction of nformating at the seminary in the
pust wnsmuch more "down and up” and "aceurnte" thin ane wild expeet in o Systen
Zorganization. Iresumahly, membership inn e mon pelizions order, slone withy
cammon Fesidence, necounted fo eonsiderable exchinge of infarmation, and that
before the intepration of Iny studenis superiors did understand problems of
subordingles.

Gaing beyond the directlon and neeuraey of informition, however, it ajpears
thiil dawmwnrd commiinlen tion often wis neeepted wil b suspicion and the additional
Information wagassoclited with Jower levels of meher inativalion. This sugests
that the amount of eammunication, by itself, cannat ereate the sense of fivalvoinent,
comnitment and motivition which leaders desire. In the eurrent situnting, there
Is less informatlon and proubly fess sceurate information, exchanged mmong
giiigroups In the orgunization, due to its inerensed diversity. Thisarganizlion's

prafile shows deviations from the System 2 ta 3 prafiles on theee ilews relatod
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to communiention, reminding eommunletion sehalars of the Importiniee of other

virfihles 0 such "givens' s communication Mow and accurney,

The nppiicrtion of high Involvement assumptions to  Ihenlaglcal orginiziion
Feveal many similiritles to secular Institutions. Sushkin's (1985) contingeneles
ippear ta predispose this arganization for suceess wilh parlieipative management:
first, Iny students and fnculty !ntroduce expectations for lnvolvement; second,
students, facully and administrators are ciearly Interdependent; and, third,
chenges in the environment, e.g., Vatiean 11, mandale member Invalvement.
Richirdznn's (1985) concerns also should be sntisfied, in that lop manp- rent Is
conmitled, and has attenpted fo Introduce change gruduslly,

Liker's ideal argunization will continue to evolve Into a Systen 4 model where
suhordinates are motivated solely by rewards ind i nvolvenent, communieation moves
up, down und sidewn ys, and deeisions are made throughout the organizatien, but in
un integrated fushlon, It Is nat likely that 5t. Tabing either wil} or should
nspire to Systen 4. Governed hy the Valiean, eleurly o less particlpatory
organizition, the seminary will have boundaries on extending Involvement
furlher. Alrendy, a group of evaluitors conmissioned by the Vatican are working

Limltatiang on the success of Increased purtleipntion it anly eome from the
"patent corporation," a3 they do In many lields, but from hoth "the new player
ind the new demunds." The diversified conmunlty hrings expeclationsabout a more

demacrutle #ppronch to decision making, but it als brings the added challenge of

Q ]
ERIC ol

Aruitoxt provided by Eic:

huilding termunry amony Uinse whose cantrasting life experiences und vulies i1l
prepare them for smonth cooperulion. In scculir arganizations, there are
expected tensians around vrganizational rales (minifactiive versus marketing, line
versus slaffy efe.)s At the seminury, role differvuces are eonpounded hy

nttitudes towzed Chireh doping and Peofestant denoninations, Az {n seeqlar

Likerl's profile. 11 is in the area of intergroup communieation et porticiptory

mnagement his the greatest room for imprivement, | e greatest hupe for the fulure.
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