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Report Introduction 
 

Workplace democracy exists when employees have some real control over organizational goal-

setting and strategic planning and can thus ensure that their own goals and objectives, rather 

than only those of the organization can be met (Foley, Janice R. & Michael Polanyi, 2006). 

Employees will have a strong voice in the direction and decisions within the organization. 

Workplace democracy makes employees more engaged in their work so that they feel like what 

they do at work matters and makes them more motivated and healthier. By implementing 

workplace democracy, decision makers are well aware of the issues on and off the work floor 

and are able to tackle those problems faster by listening directly to the employees. 

 

Opponents of the research question state that workplace democracy could lead to disagreement, 

rivalry and tensions on the work floor, which can be seen as disadvantages. But in our opinion, 

those disagreements can end up as an advantage. Implementing workplace democracy could be 

hard at the beginning, there will be some dissension in every part of the organization about 

whether or not to change to workplace democracy. Therefore, it might be helpful to use Kotter’s 

change management theory (Daft, Murphy, &amp; Willmott, 2017). 

 

It is suggested that increasing levels of workplace democracy in the decision-making could 

increase productivity, creativity and legitimacy which enables companies to remain competitive 

(Singh, 2001).  

 

So, in general, it can be said that with workplace democracy the employees have some real 

control over the organizational decision-making process in order to achieve their own goals. 

With participation the employees give input to the organizational decision-making process.  
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Moreover, “participation” can be seen as a necessary but not sufficient part of workplace 

democracy. Where participation only suggests if employees are allowed to give input on certain 

organizational decisions, workplace democracy goes further. It entails “real control over 

organizational goal-setting and strategic planning”, where personal goals and objectives are 

also included (Foley & Polanyi, 2006).  

 

We will argue that corporations should implement workplace democracy, but only with 

limitations and strict guidelines to keep the managers and the board in charge of financial 

decisions. Employees should be heard but the decisions should still made by the experts. One 

example given is the Works Council, which could be a great example of a workplace 

democracy. Every corporation with at least 50 employees must have a Works Council who are 

chosen by employees that work at the corporation for more than a half year, this council doesn’t 

have the right to change anything without permission of the board, so their influence is limited, 

but still has the right to advise.  

 

This paper includes the individual papers first, with a bundled conclusion at the end to cover 

each individual conclusion. 
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1. Introduction and Thesis 
This paper is written in the context of the subject political philosophy. As a bachelor student 

Organization Studies, it is requested that we answer the question: ‘’ Should corporations 

implement workplace democracy?’’ In order to answer this question, literature is read and 

studied about the theme of workplace democracy and related topics. I will argue that 

implementing workplace democracy makes an organization more profitable because it 

increases employees’ motivation and health.   

 

Workplace democracy exists when employees have some real control over organizational 

goal-setting and strategic planning and can thus ensure that their own goals and objectives, 

rather than only those of the organization, can be met (Foley, Janice R. & Michael Polanyi, 

2006). Employees will have a strong voice in the direction and decisions within the 

organization. Workplace democracy makes employees more engaged in their work so that 

they feel like what they do at work matters and makes them more motivated and healthier. 

This contributes positively to the competitive advantage of organizations.  

 

Information on the subject workplace democracy and several related topics will be explained 

more in detail in the first paragraph, the exposition. Then arguments that advocate workplace 

democracy will be discussed followed by the conclusion.  

 

Exposition  
In this paragraph the theory and relevant issues about the concept workplace democracy will 

be explained more in detail. Workplace democracy exists when employees have some real 

control over organizational goal-setting and strategic planning and can thus ensure that their 

own goals and objectives, rather than only those of the organization, can be met (Foley, Janice 

R. & Michael Polanyi, 2006). 



5 

 

 

There are several concepts related to the term workplace democracy. One of them is employee 

participation. Employee participation means that employees can give input to the way to 

implement decisions that have been made (Foley, Janice R. & Michael Polanyi, 2006). While 

workplace democracy exists when employees have some real control over organizational goal 

setting and strategic planning. Increasing employee participation in organizational decision 

making promotes productivity and creativity so that organizations remain competitive.  It is 

needed but an insufficient condition for workplace democracy. Workplace democracy 

involves more than allowing employees to take part in making decisions. Management should 

treat the ideas and suggestions of employees seriously. Excluding employees from decision 

has negative effects on employees’ health, loyalty, engagement and satisfaction.  

 

When you involve employees in your decision-making process, it will have a positive effect 

on their motivation. There are two different types of motivation; intrinsic motivation and 

extrinsic motivation. Intrinsic motivation is about the factors that motivate us within the 

person or the activities. When we talk about extrinsic motivation mainly external factors 

influence the motivation of employees, for example salary (Kluytmans, 2005). Workplace 

democracy contributes to the intrinsic motivation. Motivated employees will contribute to 

achieve company goals. Employee satisfaction, the term used to describe whether employees 

are happy and fulfilling their desires and needs at work, will be higher. Also, when employees 

have a say in the designing of their job it will make the position more satisfying to the 

employee and the chance that they will stay at the organization will be higher. This 

phenomenon is called job enrichment. Job enrichment is the designing of jobs to increase 

responsibility, recognition and opportunities for growths and achievement (Daft, Murphy, & 

Willmott, 2017).  



6 

 

 

There also is a relation between workplace democracy and change management. A well-

known change management theory is the eight-step process for leading change of Kotter 

(Daft, Murphy, & Willmott, 2017). Kotter’s eight steps change model describes several steps 

how you can implement a change in an organization. If you want the change to be successful 

it helps if the employees are involved and support the planned changes and the goal to be 

achieved. Workplace democracy can support this process and make the outcome of the 

change more successful. It will motivate people to support the changes and their ability to 

cope with changes will increase.  

 

Argumentation 
There are several arguments that promote workplace democracy. One conventional argument 

is that involving people in decision making will lead to a more effective and productive 

organization and does affect economic organizational benefits positively. Another 

conventional argument for workplace democracy is that when you have democracy at your 

work it will also support the democratic political process in society; it develops understanding 

of the duties and rights of the citizenship. The third conventional argument for workplace 

democracy is that employees must have a say in what goes on at work. It is a general feeling 

and more ethical (Foley, Janice R. & Michael Polanyi, 2006). 

 

On top of the conventional arguments there is a new health-based argument. This is about that 

more democratic workplace contributes to employee health. In general, it can be said that 

unhealthy workplaces lead to costs for the organization because sickness absence rates 

increase. There are three workplace conditions related to workplace democracy: decision 

latitude, job security and work-life balance. Each of these three will be discussed below. 
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Decision latitude is about the degree of control workers have over what happens on the job 

and how the work is done (Foley, Janice R. & Michael Polanyi, 2006). If you do not have 

much influence, so the decision latitude is low, job strain will be higher and there is a bigger 

risk that it will lead to ill-health. A democratic workplace where job enrichment is applied, so 

the decision latitude is high, will contribute to a healthier organization with lower cost related 

to sick leave.   

 

The second condition related to workplace democracy is job security. Job security is low 

when employees have no control over what happens with their job when there is an 

organizational change. Will their job be downsized, will their amount of working hours 

change and so on. Another aspect of job security, or better said the lack of job security, is 

when organizations work with temporary contracts. This can lead to uncertainty and that can 

result in increased sickness and absenteeism. When employees have a say in decision making, 

and more control, job security increases and this contributes to employee health.  

 

The last condition related to workplace democracy is the work-life balance. Employees have 

multiple roles in society and they can face conflicting demands from the different roles. 

Nowadays employees value the balance between work and personal interest more and more. 

If employees have more control over their work arrangements, they can reduce the work-life 

conflict. If employees have less control over work arrangement it can lead to ill-health.  

 

There are strong indicators of a link between working arrangements and health. So, it is 

important to include health outcomes in discussion about workplace democracy. Because an 
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unhealthy workplace results in unnecessary costs for the organization and a healthy workplace 

makes the organization more profitable.  

 

On top of that workplace democracy helps enable companies to engage and motivate their 

employees. If employees are involved in an early stage their intrinsic motivation will increase. 

At a personal level, intrinsic motivation makes work fulfilling. It is a major reason for 

deciding to stay on a job and it helps to keep the stress level of employees down and that has a 

positive contribution the employees’ health and the results of the organization. Motivation 

levels within the workplace have a direct impact on employee productivity. Employees who 

are motivated carry out their responsibilities the best they can, and production numbers 

increase as a result. Unmotivated employees on the other hand produce low quality of work. 

Also, there is a bigger risk they report themselves sick. So, it is better for the organization to 

have highly motivated employees.  

 

For some organization it might be difficult to implement workplace democracy because they 

stick to traditional routines and processes. At some point change is necessary and as we know 

in the change management theories change goes along with resistance. That is why workplace 

democracy needs to be applied in step 1 of Kotter’s change management model, create 

urgency. Also involving employees in the other steps of Kotter’s change management model 

is necessary to make the change successful and supported by the employees. Organizations 

have to adapt to the changing environments and society where work-life balance and self-

management is getting more important. When an organization adapt to these changes, by 

means of workplace democracy, the chance of success will be greater. People will be 

motivated and satisfied, and their efforts will be used in a way that supports the company 

goals. Although implementation of workplace democracy in all these steps can be a challenge 
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and might risk a slower decision making, at the end workplace democracy will bring more 

benefits.   

Conclusion 
As described in the arguments paragraph of this paper I absolutely think that especially in 

modern corporations, implementing workplace democracy makes an organization more 

profitable.   

 

When employees are involved in the decision-making process of an organization their 

motivation will increase. This will have a positive effect on the health of the employees and 

that contributes to an effective and productive organization. Motivated employees more easily 

accept planned changes and they are more inclined to improvement proposals. On top of that 

applying workplace democracy in an organization contributes to employee satisfaction and 

that is a good ingredient for success as that is the strategic goal for most organizations. 

 

Although I realize implementing workplace democracy in an organization is not done 

overnight and it will require adaptability of all employees involved, I think especially for the 

longer term the advantages of workplace democracy will outweigh the disadvantages.  

So, the answer to the question: “Should corporations implement workplace democracy?” is: 

Yes, they should! 
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2. Introduction and Thesis 
It’s a fact that the top 10 ‘happiest’ countries in the world (https://worldhappiness.report) have 

democratic elections. Those people desire a feeling of belonging to the community, in a way 

that they have influence on decisions being made by politicians. What is the difference 

between the world where we live in and the place where we work? Fulltime employees spend 

at least a quarter of their week at work, why shouldn’t they have influence on the way they 

work and their working conditions?  

 

The Works Council could be a great example of a workplace democracy in my opinion. Every 

corporation with at least 50 employees must have a Works Council who are chosen by 

employees that work at the corporation for more than a half year, this council doesn’t have the 

right to change anything without permission of the board, so their influence is limited, but still 

has the right to advise. Those advises should be taken in consideration during decisions by the 

decision-makers. In order to become a real workplace democracy those decisions should be 

permanent and unchangeable.  

 

I will argue that corporations should implement workplace democracy, but only with 

limitations and strict guidelines in order to keep the managers and the board in charge of 

financial decisions. By implementing workplace democracy, decision-makers are well aware 

of the issues on and off the work floor and are able to tackle those problems faster, by 

listening directly to the employees. I will also argue why workplace democracy eventually 

can lead to a higher productivity, effectiveness and job commitment 

 

Exposition 
To examine workplace democracy as a concept, it is important to note that there is a 

difference between participation, and workplace democracy. Participation exists when an 

https://worldhappiness.report/


11 

 

employee gives input about organizational decisions or the implementation of a previous 

decision. Workplace democracy on the other hand is the participation of employees, when the 

employees really have an influence and control over the decisions that are being made, rather 

than just input which does not necessarily has to be taken into account by the company. That 

is the key difference between workplace democracy and participation. (Foley & Polanyi, 

2006). In other words, workplace democracy is the worker empowerment in order to increase 

productivity and improve quality which eventually can lead to competitive advantages 

(Collom, 2003).  

 

According to Foley and Polanyi, several conventional arguments exist in favor of workplace 

democracy; economical, citizenship and ethical. The economic argument states that 

implementing workplace democracy increases productivity, openness to change and 

effectiveness. Furthermore, the citizenship argument states that when using the workplace 

democracy, employees will become more political skilled. This means that they are 

developing certain ‘citizen’ skills that enables them to better engage in the democratic 

conversation inside and outside of the organizational boundaries. The ethics argument 

focusses primarily on ‘doing the right thing’. For example, giving every employee a voice 

may contribute positively to a feeling of equality and fairness in a firm. (Foley & Polanyi, 

2006). 

 

 

 

 

In addition to the conventional arguments, the social equity theory states that social equity 
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leads to a higher productivity, efficiency and loyalty, which is the result of the sense of 

fairness that occurs when people tend to feel appreciated (Harmon, 1974).  

According to Harrison and Freeman (2004) workplace democracy increases the involvement 

within companies’ decision, which in turn increase job commitment. And a higher job 

commitment is positively correlated with productivity (McNeese-Smith, 1996). This 

substantiates the economic argument that Foley and Polanyi give in their research paper, 

where workplace democracy leads to an increase in effectiveness.  

 

Besides the benefits of workplace democracy, increasing levels of responsibility of a choice 

made by the employees may turn out to be detrimental. The working pressure can become 

very high, disagreements between colleagues may arise and definite decisions are taking 

longer. 

Argumentation 
Giving employees more power during decisions that have to be made, leads to a growing 

responsibility, because their decision determines the way that their organization is going to 

operate. This can eventually lead to a sense of togetherness, ‘we made this decision, so we 

have to show our capabilities’. But, in a democracy, every decision will have supporters and 

opponents. If the decision turns out to become a disaster, the opponents will eventually revolt. 

Those disagreements have to be monitored, discussed and solved in order to get both sides 

working together without any underlying hatred. Eventually will the sense of equality and 

fairness, occur and should the opponents accept that the majority has voted for it. Giving 

everyone a vote is the most ethical way to decide how the organization should be led.   

 

The social equity leads to a higher productivity, efficiency and organizational loyalty. This 

attributes to the economic argument that Foley and Polanyi gave about the connection 
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between workplace democracy and effectiveness. In the democratic workplace, every 

employee is equal in their opinion about decisions, every vote counts for one. This 

organizational loyalty is also mentioned by Harrison and Freeman, who stated that the job 

commitment strengthens when the workplace democracy is used.  A more transparent and 

inclusive decision-making could lead to an increase of the employee’s job legitimacy (Korten, 

1999) 

 

Another argument for a democratic workplace is health, researches have shown that 

workplace democracy contributes to the health of employees. This reduces costs for tax-

payers and organizations, where the costs are rising every year (Foley & Polanyi, 2006).   

Stress is the main reason for employees to drop out from work for a long time. This can 

eventually be reduced when employees have the opportunity to make a change and the feeling 

that they have control over decisions. For that reason, the job insecurity will drop as well. 

Employees tend have more (feeling of) control over their work-environment and that is why 

stress and diseases can be reduce (Foley & Polanyi, 2006).  

 

High responsibility can cause stress as well. Important decisions that have to be made by the 

employees in a workplace democracy can be experienced as a high responsibility. Giving the 

board a veto right, for decisions that are crucial for the lifespan of a company can curtail this 

responsibility and eventually reduces the amount of stress that an employee might feel. 

Workplace democracy still exists in this form but has a bit more restrictions. The top 

management have more experience in taking those decisions because of the (higher) 

education they had. 
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Conclusion 
I expect that workplace democracy should be implemented in an organization but, with an 

exception, the board should at the end have a veto right for the final decisions which are key 

for the survival of the company. Well trained managers have better insight in important 

(financial) information and have probably more knowledge in order to do the right thing with 

the information to come up with a substantiated decision. Arguments in favor of the 

workplace democracy are an increase in productivity, quality, effectiveness, job legitimacy 

and job security. Job commitment and the feeling of belonging rises, stress could be reduced 

because of the workplace democracy. In theory, workplace democracy could be a positive 

change within a corporation, but the practical examples will have to prove the potential 

because, as I mentioned before, disagreements can also cause problems in the beginning.  
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3. Introduction and Thesis 
Louis L’Amour once said: “To make democracy work, we must be a nation of participants, 

not simply observers. One who does not vote has no right to complain.” In a sense, democracy 

stretches further than national boundaries alone. Democracy as a concept is widespread, 

including in the workplace. In a time where companies face increasingly complex 

environmental and social issues and increasing demands for flexibility, efficiency and 

effectiveness, companies seek new ways to tackle these issues. Utilizing and optimizing the 

often already present mechanic of workplace democracy could be a (partial) solution. It is 

suggested that increasing levels of employee participation in the decision-making could 

increase productivity, creativity and legitimacy which enables companies to remain 

competitive (Singh, 2001). As Louis L’amour said, to make democracy work, we must be a 

nation of participants. However, “participation” can be seen as a necessary but not sufficient 

part of workplace democracy. Where participation only suggests if employees are allowed to 

give input on certain organizational decisions, workplace democracy goes further. It entails 

“real control over organizational goal-setting and strategic planning”, where personal goals 

and objectives are also included (Foley & Polanyi, 2006). I will discuss the benefits of 

workplace democracy with an economic and ethical view and why workplace democracy 

promotes employee health. I will also examine the possible risks to enable for a more 

balanced view on workplace democracy. However, I will argue that the benefits of workplace 

democracy outweigh the downsides and why companies should promote workplace 

democracy.  

 

Exposition 
To determine if workplace democracy is actually beneficial, it is crucial to define it first. 

Participation and workplace democracy are sometimes used interchangeably (Holtzhausen, 

2002), other authors argue that participation is a part of workplace democracy, and on itself, 
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does not meet the requirements for workplace democracy. (Foley & Polanyi, 2006). One can 

speak of participation whenever employees can (and are allowed to) share their views on 

certain organizational decisions, or suggestions on implementation of previous decisions. 

Workplace democracy on the other hand gives employees more power and control over the 

strategic decision-making process, goal-setting and planning. Their views actually make an 

impact, not only for the goals and objectives of the organization, but their own goals as well. 

Both definitions are forms of the abstract concept of “democracy”, where the employees have 

some sort of influence in the way decisions are made in a firm. Needless to say, workplace 

democracy can happen in different ways. Workplace democracy could be focused on the 

employees, who are subjected to the decisions that are made. (Lecture 7). The employees are 

allowed to have control over the decisions, which should form the decisions in favor of the 

employees. Another possibility is a democratically chosen “expert” that makes the decisions. 

The chosen type of democracy should fit the firm in which the workplace democracy is 

present to reach the desired outcome(s).  

 

Besides reaching the desired outcomes, other conventional arguments for workplace 

democracy can be found within the ethical, citizenship and economic domains. These 

domains respectively focus on the right thing to do, the development of political skills and an 

increase in effectiveness and productivity. Additionally, Foley & Polanyi (2006) propose two 

further arguments in favor of workplace democracy. These are (1) Health-based argument; 

enhance work-life balance and job security to contribute to better health and (2) Employee 

rights; increase employee engagement and influence in corporations that are immune from 

public control. Besides arguments in favor of workplace democracy, certain risks are present 

as well. For example, the evidence concerning efficiency and productivity is based on 
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participation, not democracy, employees lack relevant experience and employers take greater 

risk (Lecture 7). 

Argumentation 
Should companies implement some sort of workplace democracy? This question will be 

evaluated using previously stated arguments. Starting from an economical point of view, 

enabling workplace democracy could contribute to higher levels of effectiveness and 

productivity. This could be the case when employees are either (1) delighted when their input 

is taken into account in the decision-making process or implementation phase that it motivates 

them to perform even better because they sense stronger feelings of responsibility and/or 

recognition. Or (2), the other way around, when employees are not heard, they perceive lower 

levels of recognition, demotivating them to perform well within the company. While this may 

or may not work in practice, the economic theory was only supported by research that had a 

focus on participation, instead of democracy (Sagie and Koslowsky, 2000). More research 

regarding this topic is needed to determine if workplace democracy is viable in practice and 

under which circumstances.  

 

From an ethical point of view, workplace democracy can be beneficial because it gives all 

employees a voice, contributing to a higher level of equality and a stronger sense of 

belonging. Employees could feel more recognition and perceive their job as important. Giving 

all employees the same “power” in the decision-making process would be ethically correct. 

However, not every employee is evenly experienced, which consequently could mean that 

companies could end with worse decision output than before the implementation of workplace 

democracy. This issue can be countered by following the wisdom of crowds theory, which 

states that when an average person is more likely to be right than wrong about something, 
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then majority opinion is very likely to be correct (Lecture 7). This could balance out the less 

experienced employees in the decision-making, while still perceiving the ethical benefits.  

 

A more theoretical argument regarding workplace democracy can be the citizenship 

argument. It contains the argument that democracy in the workplace leads to more 

participation in the democracy outside of the workplace, because employees develop skills 

and values of citizenship that form the basis of a democracy. Employees develop more 

concern regarding the common good and should give them a desire for order and 

understanding of duties and rights of citizenship (Foley & Polanyi, 2006). However, there is 

little evidence of this theory in practice and again, more empirical evidence is needed.  

 

With the advancement of time, science and philosophy came more arguments in favor of 

workplace democracy. It could reportedly be beneficial for the physical and mental health of 

an employee. The logic behind this is that more control over one’s job, which is made 

possible by workplace democracy, increases the job security and work-life balance. Having 

too little control or interference between different tasks in a company leads to higher levels of 

stress, depression and anxiety. With workplace democracy, employees can tailor specific 

demands of their job to their personal preferences to take control over their job. This is not 

only beneficial for the employee’s health, but it reduces the cost for the company as well 

because there will be less costs associated with illness (Foley & Polanyi, 2006). 

 

Lastly, within companies (mostly multinationals), a lot of laws don’t apply. The only way to 

exert some form of democracy, influence and control is to introduce it from within. 

Employees can utilize the workplace democracy to influence these corporations to act in the 

interest of the employees or the general public for example. Following this argument, 
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workplace democracy can stretch further than within the boundaries of the organization, just 

as the democracy of a nation affects the workplace democracy.  

Conclusion 
To conclude, I expect that workplace democracy is beneficial to implement in a corporation. 

Arguments in favor include an increase in productivity, effectiveness, equality, feeling of 

belonging, task importance, motivation, citizenship skills, employee health and control in 

corporations that are generally immune to certain laws. Some arguments require more 

research to be able to attribute certain benefits directly to workplace democracy and another 

objection includes lack of experience of the employees. This can be countered by focusing on 

the strength of workplace democracy, like the wisdom of the crowd theory.  

While theoretical implications seem positive, practical examples are yet to follow to 

determine the true potential of workplace democracy.  
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4. Introduction and Thesis 
I am not in favor of workplace democracy, but only if employees are given an advisory role 

through an employee council. 

 

Therefore, I am not in favor of workplace democracy, but in favor of participation. Employee 

participation is different from workplace democracy. With workplace democracy, the 

employees have some real control over the organizational decision-making process in order to 

achieve their own personal goals. With participation, the employees give input into the 

organizational decision-making process. I am in favor of participation because I think that 

employees should be heard, but that the decisions should still be made by the experts, in this 

case the higher management and the CEO.  

Exposition 
It is important to make a distinction between workplace democracy and employee 

participation. They frequently have been used interchangeably (Holtzhausen, 2002; Pateman, 

1970; Singh, 2001), but participation is a necessary but insufficient condition for workplace 

democracy (Adams and Hansen, 1992; Cheney, 1995; Collins, 1997; Knudsen, 1995).  

To explain the difference between workplace democracy and employee participation I will 

quote Foley (2006): 

 

 

 

 

 

“Workplace democracy exists when employees have some real control over organizational 

goal-setting and strategic planning and can thus ensure that their own goals and objectives, 

rather than only those of the organization, can be met. Participation does not meet the 
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requirements for workplace democracy, because it exists whenever employees are allowed to 

give input into organizational decisions, even if it means they only suggest ways to implement 

decisions that have already been made.”  

 

To further substantiate my arguments, I will quote Miller (2003) who explains why experts 

could be seen as the right decision-makers in a political and economic context:  

 

“One of the great difficulties that beset political decision-making in contemporary societies is 

that many judgements require factual information that only those who are really expert on the 

subject in question can provide. This is obviously true when scientific matters are at stake, but 

the same applies in the case of many economic and social issues, where the problem is to 

determine what are the likely effects of a proposed new law or policy.” 

 

Also, I will assume in this essay that democracy will function the same way in an economic 

context as it would in a political context.  I assume this because Dahl (1985) was quoted 

saying:  

 

“If democracy is justified in governing the state, it must also be justified in governing 

economic enterprises.”  

So, workplace democracy exists when employees have some real control over the decision-

making process, and participation exists when employees are allowed to give input into 

organizational decisions. Therefore, the experts, in this case the higher management and the 

CEO, should still be the ones making the final decisions. Also, according to Dahl, democracy 

would function the same way in an economic context as it would in a political context which 
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might cause some issues. Based on these scholars, I will now provide my arguments against 

workplace democracy. 

Argumentation 
Firstly, I think that experts, in this case the higher management and the CEO, should make the 

decisions about the organization. These people are experts for a reason. They have worked 

their way to the top and are knowledgeable enough to make decisions that are best for the 

organization. Employees will often only think about their own needs, and not think in terms of 

the organization as a whole. For example: an organization has to make budget cuts in certain 

areas of the organization, and one of them is wages. The organization has to cut wages in 

order to survive. In a situation of workplace democracy, the organization would let all 

employees vote on the issue whether or not they should cut on the wages. What you will see is 

that almost all of the employees, if not all of them, will vote no. This happens because 

employees will always think about their own needs first, instead of thinking about the needs 

of the organization as a whole. This might lead to issues for the organization in the future. The 

organization may be not able to survive without these cuts in wages, and the employees will 

end up without jobs. The experts, in this case the higher management and the CEO, are able to 

distance themselves from their personal needs and preferences and make decisions that are 

best for the organization.  

 

Also, most people make decisions based on emotions. When a certain issue triggers an 

employee on an emotional level, they are not able to think rationally, and this will therefore 

influence their decision. This decision might not be what is best for the organization, but only 

what is best for them personally. The experts in the organization, have learned to distance 

themselves from these types of situations, and can make rational decisions even though it 

might trigger them emotionally. You cannot expect this from all the employees, but you can 
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expect this from the experts. They have enough knowledge to look at the organization from a 

birds-eye view, and they can put their own needs aside to make the best decisions for the 

organization in the long-run. Therefore, employees are not suited for a decision-making role 

like it is proposed in workplace democracy. 

 

Secondly, workplace democracy might cause rivalry amongst the employees. There might be 

certain issues that are very sensitive to a selective group of employees. A consequence of this 

could be the emerging of groups with opposing opinions about certain issues within the 

organization. Instead of working together, the employees are going to work against one 

another. Following Dahls argument that democracy would work the same in an economic 

context as it would in a political context, I will argue that in a political context opposing 

parties are created because of differing opinions about certain issues and that therefore the 

same will happen within an organization. 

 

Take for example two political parties in the Netherlands. The political parties the PVV and 

the PvdA have very opposing positions when it comes to politics. They have trouble working 

together because of these opposing positions. If these parties have to work together, this will 

cause many discussions and disagreements. 

 

Relating this back to the economic context; the rivalry amongst employees will also cause 

discussions and disagreements and will create a bad working environment. This environment 

will decrease the productivity of the employees and therefore also the productivity of the 

organization as a whole. 
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And thirdly, workplace democracy might decrease the efficiency of the decision-making 

process. In today’s technological and fast changing society, it is important to be able to adapt 

quickly as an organization. With workplace democracy, you assume that all employees can 

participate in the decision-making process of the organization. Including all employees in the 

decision-making process is a difficult and time-consuming task. Workplace democracy might 

obstruct the ability of the organization to make decisions quickly, because the organization 

has to wait until the voting process has been completed. Not being able to make decisions 

quickly and being able to adapt rapidly, might set the organization back in comparison to its 

competitors. Therefore, it is not beneficial for the organization to include all employees in the 

decision-making process because this is too time consuming and the organization might lose 

its competitive advantage. 

 

Therefore, my solution for the issue of workplace democracy is to give employees an advisory 

role in and employee council. They can speak up about issues that concern them, and the final 

decision-makers can take this into account. The feeling of being included the decision-making 

process will keep the employees satisfied and motivated. The employees will have some type 

of influence over the decision-making process in the organization, but the final decisions will 

still be made by the experts. 

Conclusion 
In conclusion, I think corporations should not implement workplace democracy for a few 

reasons. Firstly, I argued that experts should make the decisions in the organization because 

they are knowledgeable enough and can make rational decisions in favor of the needs of the 

organization as a whole. Secondly, workplace would cause rivalry among employees and will 

therefore decrease the overall productivity. And thirdly, workplace democracy might decrease 

the efficiency of the decision-making process because the voting process would be too time-
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consuming. As an alternative, I think the employees should be given an advisory role in an 

employee council to make them feel included in the decision-making process and to keep 

them satisfied and motivated. 

Report Conclusion 
 

Workplace democracy should be implemented in an organization, but with an exception, the 

board should at the end have a veto right for the final decisions which are key for survival of 

the company.  

 

Workplace democracy is beneficial to implement in a corporation. When employees are 

involved in the decision-making process of an organization their motivation will increase. This 

will have a positive effect on the health of the employees and that contributes to an effective 

and productive organization. Motivated employees more easily accept planned changes and 

they are more inclined to improvement proposals. On top of that applying workplace democracy 

in an organization contributes to employee satisfaction.  

 

On the other hand, workplace democracy also has some disadvantages. Workplace would cause 

rivalry among employees and will therefore decrease the overall productivity. Secondly, 

workplace democracy might decrease the efficiency of the decision-making process because 

the voting process would be too time-consuming. So not the employees but the experts should 

make the decision in the organization because they are knowledgeable enough and can make 

rational decisions in favor of the needs of the organization as a whole. Disagreements and 

rivalry on the work floor does not always have to be a disadvantage for an organization, those 

tensions could eventually lead to a disappearing of the tunnel vision that might occur when 

everyone agrees on an idea or solution.  



26 

 

 

Implementing workplace democracy could lead to friction within the board and management 

because their power will decrease, they do not have jurisdiction to make decisions by 

themselves without examining all employees about their thoughts. Implementing the eight steps 

that Kotter uses in his change management theory could reduce the resistance by starting with 

step 1; create urgency. Big changes within an organization can only be implemented 

successfully when employees support the upcoming changes.  

 

So, the answer to the question: ‘’Should corporations implement workplace democracy?’’  is: 

Yes, but with an exception, the board at the end have a veto right for the final decisions which 

are key for survival. The employees should be given an advisory role, those advices should be 

taken into account before the board makes their final decision. This advisory role will make 

them feel included in the decision-making process and to keep them satisfied and motivated. 

The employees feel involved in the decision-making process. Focusing on “participation” on 

the work floor may enable employees to reap the benefits from workplace democracy, while 

controlling for the negative aspects.  
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