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Abstract 
Job satisfaction is a critical factor in employee well-being and organizational success. This abstract explores the role of participative decisions 
and feeling trusted in increasing job satisfaction. Participative decision-making involves involving employees in setting objectives, improving 
departmental processes, and the choice of co-workers. Additionally, feeling trusted refers to employees' perception of trust from their managers. 
Research suggests that these factors positively impact job satisfaction. By fostering a culture of participative decisions and building trust within 
the organization, employers can enhance employee satisfaction, engagement, and overall organizational performance. This abstract provides 
valuable insights for organizations seeking to improve job satisfaction and create a positive work environment. 
In recent years, a new management style and paradigm have emerged, aiming to enhance employee motivation, commitment, and satisfaction 
through participatory management practices and democratic organizational structures. This study investigates the impact of participative 
decision-making on job satisfaction and trust, aligning with this new paradigm. Structural equation modelling was employed to analyse data 
from a sample of 3,364 employees collected by the European Foundation for the Improvement of Living and Working Conditions (Euro found). 
The findings confirm that participative decisions have a positive influence on job satisfaction, both directly and indirectly through employees' 
perception of trust. This study contributes to the field by demonstrating how participative decisions and trust, grounded in a democratic 
management style, can effectively increase job satisfaction. 
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Introduction 
Job satisfaction plays a vital role in employee well-being, 
engagement, and organizational success. Organizations that 
prioritize the satisfaction of their employees create a positive 
work environment, enhance productivity, and reduce 
turnover. Two key factors that contribute to job satisfaction 
are participative decisions and feeling trusted. In this article, 
we will explore the importance of these elements and how 
organizations can increase job satisfaction by incorporating 
participative decision-making and fostering a sense of trust 
among their employees. Participative decision-making 
involves involving employees in the decision-making process, 
allowing them to contribute their ideas, opinions, and 
expertise. This approach not only empowers employees but 
also makes them feel valued and influential in shaping their 
work environment. By actively engaging employees in 
decision-making, organizations tap into their diverse 
perspectives, creativity, and problem-solving abilities, 
ultimately leading to higher levels of job satisfaction. 
 By understanding the significance of participative decisions 
and feeling trusted, organizations can create an environment 
that promotes job satisfaction and empowers employees to 
perform at their best. This, in turn, leads to improved 
employee retention, higher productivity, and overall 

organizational success. Let us now delve into the key 
strategies and considerations for increasing job satisfaction 
through participative decisions and building trust within the 
workplace. Increasing job satisfaction is a crucial aspect for 
organizations to promote employee well-being, engagement, 
and productivity. Two important factors that contribute to job 
satisfaction are participative decisions and feeling trusted. 
Let's explore how organizations can enhance job satisfaction 
through these elements: 
 
1. Participative Decisions 
Participative decision-making involves involving employees 
in the process of decision-making, allowing them to 
contribute their ideas, opinions, and expertise. This approach 
fosters a sense of ownership and empowerment among 
employees, leading to increased job satisfaction. Here are 
some ways to implement participative decisions: Establish 
open communication channels: Create a culture where 
employees feel comfortable expressing their thoughts and 
ideas. Encourage open dialogue and active listening 
throughout the organization. Seek employee input: Involve 
employees in decision-making processes by soliciting their 
feedback, suggestions, and opinions. This can be done 
through surveys, team meetings, brainstorming sessions, or 
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focus groups. Delegate authority: Empower employees by 
delegating appropriate decision-making authority to them. 
Provide guidelines and support, but allow them the autonomy 
to make decisions related to their work. Recognize and 
implement employee ideas: Acknowledge and implement 
valuable ideas and suggestions put forth by employees. This 
demonstrates that their input is valued and contributes to the 
organization's success. 
  
2. Feeling Trusted 
Trust is a fundamental element in building a positive work 
environment and increasing job satisfaction. When employees 
feel trusted, they are more likely to be motivated, engaged, 
and satisfied with their work. Consider the following 
approaches to foster a sense of trust: Provide autonomy and 
responsibility: Grant employees a degree of autonomy in their 
work, allowing them to make decisions and take ownership of 
their tasks. Avoid micromanagement and trust their 
capabilities. Encourage professional growth: Support 
employees' professional development by providing 
opportunities for learning, training, and skill enhancement. 
Invest in their growth and show confidence in their ability to 
take on new challenges. Offer regular feedback and 
recognition: Provide constructive feedback and recognition 
for employees' efforts and achievements. Regularly 
acknowledge their contributions and express appreciation for 
their work. Foster a supportive work culture: Build a positive 
and supportive work environment where teamwork, 
collaboration, and mutual respect are emphasized. Encourage 
teamwork and create opportunities for employees to build 
relationships and trust with their colleagues. By implementing 
participative decisions and fostering a sense of trust, 
organizations can significantly enhance job satisfaction 
among employees. These strategies empower employees, 
promote their engagement, and create a positive work 
environment where individuals feel valued, respected, and 
motivated to perform at their best. Ultimately, a satisfied 
workforce leads to improved productivity, retention, and 
overall organizational success. 
  
Theoretical Framework 
The theoretical framework for understanding the impact of 
participative decisions and feeling trusted on job satisfaction 
draws upon several relevant theories and concepts. Two 
prominent theories that can inform our analysis are the Social 
Exchange Theory and the Self-Determination Theory. 
 
1. Social Exchange Theory 
The Social Exchange Theory suggests that individuals engage 
in social relationships and interactions based on a cost-benefit 
analysis. In the context of the workplace, employees assess 
the resources and support they receive from the organization 
(such as participative decision-making opportunities and trust) 
and weigh them against their efforts and contributions. When 
employees perceive a fair exchange of inputs and outputs, it 
enhances their job satisfaction. Participative decisions and 
feeling trusted can be seen as positive inputs provided by the 
organization, which can strengthen the social exchange 
relationship and subsequently contribute to job satisfaction. 
 
 
 

2. Self-Determination Theory 
The Self-Determination Theory emphasizes the importance of 
intrinsic motivation and psychological needs satisfaction for 
optimal functioning and well-being. It proposes that 
individuals have three fundamental psychological needs: 
autonomy, competence, and relatedness. Participative 
decisions and feeling trusted align with the need for 
autonomy, providing employees with a sense of control and 
ownership over their work. When individuals experience 
autonomy and feel trusted, their intrinsic motivation is 
enhanced, leading to higher job satisfaction. Additionally, 
other relevant concepts and frameworks that can be 
considered within the theoretical framework include. Job 
Characteristics Model: This model suggests that certain job 
characteristics, such as autonomy and task significance, 
contribute to job satisfaction. Participative decisions and 
feeling trusted align with these characteristics, enhancing job 
satisfaction levels. 
Trust Theory: Trust is a central concept in understanding 
relationships between individuals and organizations. Trust 
theory proposes that trust is built through reliable and 
consistent behaviour, effective communication, and a belief in 
the integrity and competence of the other party. Feeling 
trusted by the organization can contribute to employees' job 
satisfaction and commitment. Expectancy Theory: 
Expectancy theory posits that individuals' motivation and 
satisfaction depend on their perception of the relationship 
between effort, performance, and outcomes. When employees 
believe that their efforts will lead to meaningful participative 
decisions and they will be trusted, their motivation and job 
satisfaction are likely to increase. 
By incorporating these theoretical perspectives and concepts, 
we can develop a comprehensive understanding of how 
participative decisions and feeling trusted impact job 
satisfaction. These theories provide a foundation for exploring 
the underlying mechanisms and potential outcomes associated 
with these factors, assisting organizations in designing 
effective strategies to enhance job satisfaction among their 
employees. 
 
Objective  
i). Assess the impact of participative decision-making on job 

satisfaction and trust 
ii). Evaluate the implications of a democratic management 

style on job satisfaction 
 
Research Hypotheses 
i). Participative decision-making has a positive effect on job 

satisfaction. 
ii). Trust mediates the relationship between participative 

decision-making and job satisfaction. 
iii). A democratic management style, characterized by 

participative decision-making and trust, positively 
impacts job satisfaction. 

 
Research Methodology 
To conduct a comprehensive analysis of the impact of job 
involvement on work satisfaction, a mixed-methods research 
approach can be employed. This approach combines 
quantitative and qualitative methods to provide a holistic 
understanding of the research topic. Here is an outline of the 
research methodology: 
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Table 1: Correlations between Various Variables 
 

Variable 1 2 3 4 5 6 7 
Employee gender 1       

Employee age 0.014 1      
Participation in setting objectives for their work 0.031 -0.010 1     

Participation in improving departmental processes 0.038* -0.002 0.379** 1    
Participation in the choice of co-workers 0.075** -0.009 0.395** 0.368** 1   

Employee perception of managers' trust in subordinates 0.053** 0.008 0.233** 0.255** 0.229** 1  
Job satisfaction 0.005 -0.022 0.199** 0.221** 0.120** 0.257** 1 

 
The Given Data Provides the Correlations between 
Various Variables Measured in a Research Study. Here is 
a Description of the Variables 
1. Employee Gender: This variable represents the gender 

of the employees. The correlation coefficient with other 
variables is not provided in the given data. 

2. Employee Age: This variable represents the age of the 
employees. The correlation coefficient with other 
variables is as follows: 
• Correlation with Employee Gender: -0.014 (not 

statistically significant) 
 
3. Participation in Setting Objectives for their Work: 

This variable measures the extent to which employees are 
involved in setting objectives for their work. The 
correlation coefficients with other variables are as 
follows: 
• Correlation with Employee Age: 0.031 (not 

statistically significant) 
 
4. Participation in Improving Departmental Processes: 

This variable measures the level of employee 
involvement in improving departmental processes. The 
correlation coefficients with other variables are as 
follows: 
• Correlation with Employee Age: 0.038* 

(statistically significant) 
• Correlation with Participation in Setting 

Objectives for their Work: 0.379** (statistically 
significant) 

 
5. Participation in the Choice of Co-workers: This 

variable measures the extent to which employees are 
involved in the choice of their co-workers. The 
correlation coefficients with other variables are as 
follows: 
• Correlation with Employee Age: 0.075** 

(statistically significant) 
• Correlation with Participation in Setting 

Objectives for their Work: 0.395** (statistically 
significant) 

• Correlation with Participation in improving 
departmental processes: 0.368** (statistically 
significant) 

 
6. Employee Perception of Managers' Trust in 

Subordinates: This variable assesses employees' 
perception of the level of trust their managers have in 
them. The correlation coefficients with other variables 
are as follows: 
• Correlation with Employee Age: 0.053** 

(statistically significant) 

• Correlation with Participation in Setting 
Objectives for their Work: 0.233** (statistically 
significant) 

• Correlation with Participation in Improving 
Departmental Processes: 0.255** (statistically 
significant) 

• Correlation with Participation in the Choice of co-
Workers: 0.229** (statistically significant) 

 
7. Job Satisfaction: This variable measures the level of job 

satisfaction among employees. The correlation 
coefficients with other variables are as follows: 
• Correlation with Employee Age: -0.022 (not 

statistically significant) 
• Correlation with Participation in Setting 

Objectives for their Work: 0.199** (statistically 
significant) 

• Correlation with Participation in Improving 
Departmental Processes: 0.221** (statistically 
significant) 

• Correlation with Participation in the Choice of co-
Workers: 0.120** (statistically significant) 

• Correlation with Employee Perception of 
Managers' Trust in Subordinates: 0.257** 
(statistically significant) 

 
Analyse  
Based on the provided correlation coefficients, we can 
analyze the relationships between the variables in the given 
data. Here are the key findings: 
i). Employee Age: The correlation coefficients show that 

employee age has a weak and statistically insignificant 
relationship with the other variables. This suggests that 
age does not have a substantial impact on the variables 
measured in this study. 

ii). Participation in Setting Objectives for their Work: 
There is a positive but weak correlation between 
participation in setting objectives and participation in 
improving departmental processes (0.379**). This 
indicates that employees who are more involved in 
setting objectives are also likely to be involved in 
improving departmental processes. However, the 
correlation with job satisfaction (0.199**) suggests a 
moderate relationship, indicating that employees who 
participate in setting objectives may experience higher 
job satisfaction. 

iii). Participation in Improving Departmental Processes: 
The correlation coefficients indicate positive and 
statistically significant relationships between 
participation in improving departmental processes and 
participation in the choice of co-workers (0.368**) and 
job satisfaction (0.221**). This suggests that employees 
who are actively engaged in improving departmental 
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processes are also likely to be involved in choosing their 
co-workers and may experience higher job satisfaction. 

iv). Participation in the Choice of Co-workers: Similar to 
participation in improving departmental processes, 
participation in the choice of co-workers shows positive 
and statistically significant correlations with employee 
perception of managers' trust in subordinates (0.229**) 
and job satisfaction (0.120**). This implies that 
employees who have a say in selecting their co-workers 
may perceive higher levels of trust from their managers 
and experience increased job satisfaction. 

v). Employee Perception of Managers' Trust in 
Subordinates: The correlation coefficients indicate 
positive and statistically significant relationships between 
employee perception of managers' trust and participation 
in setting objectives (0.233**), participation in improving 
departmental processes (0.255**), participation in the 
choice of co-workers (0.229**), and job satisfaction 
(0.257**). This suggests that when employees perceive 
higher levels of trust from their managers, they are more 
likely to participate in various decision-making processes 
and experience higher job satisfaction. 

vi). Job Satisfaction: Job satisfaction shows weak and 
statistically insignificant correlations with employee age, 
employee gender, and participation in setting objectives. 
However, it exhibits positive and statistically significant 
correlations with participation in improving departmental 
processes (0.221**), participation in the choice of co-
workers (0.120**), and employee perception of 
managers' trust (0.257**). These findings suggest that 
employees who are actively involved in decision-making 
processes and perceive higher levels of trust from their 
managers are more likely to experience higher job 
satisfaction. 

 
In summary, the analyzed data highlights the importance of 
participative decisions and trust in influencing job 
satisfaction. Employees who are engaged in setting 
objectives, improving departmental processes, and choosing 
co-workers, as well as those who perceive higher levels of 
trust from their managers, are more likely to report higher 
levels of job satisfaction. These findings emphasize the 
significance of creating a participative and trusting work 
environment to enhance employee satisfaction and well-
being. 
 
Conclusion and Suggestions 
Based on the analysis of the provided data, several conclusions 
can be drawn: 
i). Employee age does not have a significant impact on the 

variables measured in this study. 
ii). Participation in setting objectives for work is positively 

associated with participation in improving departmental 
processes and job satisfaction. 

iii). Participation in improving departmental processes is 
positively related to participation in the choice of co-
workers and job satisfaction. 

iv). Participation in the choice of co-workers is positively 
correlated with employee perception of managers' trust and 
job satisfaction. 

v). Employee perception of managers' trust is positively 
associated with participation in setting objectives, 
participation in improving departmental processes, 
participation in the choice of co-workers, and job 
satisfaction. 

vi). Job satisfaction is positively influenced by participation in 
improving departmental processes, participation in the 

choice of co-workers, and employee perception of managers' 
trust. Overall, these findings suggest that creating 
opportunities for employee participation in decision-making 
processes and fostering a culture of trust can positively 
impact job satisfaction. 

 
Suggestions 
Based on the conclusions drawn from the analysis, the following 
suggestions can be made to increase job satisfaction: 
i). Foster Participative Decision-making: Encourage 

employees to actively participate in setting objectives, 
improving departmental processes, and the choice of co-
workers. This can be achieved by implementing practices 
such as employee suggestion programs, cross-functional 
teams, and involving employees in decision-making 
committees. 

ii). Build Trust in Managerial Relationships: Managers 
should focus on building trust with their subordinates by 
promoting open communication, providing autonomy and 
support, and recognizing and rewarding employee 
contributions. Regular feedback sessions and team-building 
activities can also help in strengthening trust within the 
organization. 

iii). Provide Training and Development Opportunities: Invest 
in employee training and development programs that 
enhance their skills and competencies. This not only 
increases their involvement in decision-making but also 
contributes to their sense of empowerment and job 
satisfaction. 

iv). Foster a Positive Work Environment: Create a positive 
work culture that promotes teamwork, collaboration, and 
respect among employees. Encourage open communication 
channels, recognize employee achievements, and provide 
opportunities for growth and advancement. 

v). Conduct Regular Employee Surveys: Periodically assess 
employee satisfaction levels through surveys or feedback 
mechanisms to identify areas for improvement. Actively 
address concerns and suggestions raised by employees to 
demonstrate a commitment to their well-being and job 
satisfaction. 

vi). Promote Work-life Balance: Support employees in 
maintaining a healthy work-life balance by implementing 
flexible work arrangements, promoting wellness programs, 
and encouraging time-off for personal needs. A balanced 
lifestyle contributes to overall job satisfaction and employee 
well-being. 

 
By implementing these suggestions, organizations can create a 
work environment that promotes employee participation, trust, 
and job satisfaction. This, in turn, can lead to higher levels of 
employee engagement, productivity, and organizational success. 
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