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Primena nove ekonomske politike daleko zaostaje za teorelskim
promenama. Najznalajnija promena u ekonomskom sistemu je siva-
ranje vedeg broja preduzeca sa proSirenom autonomijom i pravom na
zadriavanje dela dobili. Analiza rezultaia koje postifu ova pokusna
preduzeéa pokazuje da se njihovo poslovanje veoma brzo poboljlalo,
iako lo svakako ne mofe bili pripisano jedino wvodenju samouprav-
ljanja. Ovi rezultati veoma su sliCni onima u SSSR-u neposredno posle
privredne reforme 1965. godine. U Kini je takode doslo do delimiénog
uvodenja nekih od elemenata konkurencije izmedu preduzeda, trii§nih
odnosa i ukidanja kontrole cena. Isto tako, doslo je, posle 1978. godine,
do porasta u stepenu formalne demokrdtije unutar preduzeda, $to se
ogleda u preduzetim koracima za izbore rukovodilaca preduzeda i
davanju vede uloge izabranim radniCkim savetima. [pak, problemi koji
prate takvu politiku pojavijuju se i u Kini: inflacija, nejednakost,
uskradivanje informacija i nedostatak uskladenosti sa sistemom cena.

Na k:aiu, u Elanku se razmatra dalji mogudi razvoj. On de u najve-
doj meri biti delerminisan politi¢kim faktorima. Pored toga, nasuprot
SSSR-u i wvedini Istoéno-evropskih zemalja, ekonomske reforme de
najverovatnije biti proSirene posle 1982. godine. Znalaj tih promena,
kao i veza izmedu reforme i demokralije unutar preduzeca, zavisice
od naéina na koji e politi€ki i drugi konflikti biti razreSeni.
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EXPERIMENTS IN SELF-MANAGEMENT IN JAPAN
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INTRODUCTION
Increasing Interest in Self-management

Interest tn selfmanagment in Japan began to dncrease towards
the end of the 1960's, when many soclo-economic problems became.
obvious in the rapid growth of the Japanese ecomomy.

Interest was shown Ffirst of all from the standpoint of ithe labour
movement and the sooialist movement.

Immediately after the Second World War, there were more than a
few factories and enterprises which the wornkers controlled or managed
by themselves, but towards the end of the 1940's, workers' control or
workers' management mostly faliled with the wevival of employers’
power. Then, during the 1950's, managemant endeavoured to attain
industrial peace for the purpose of rationalization, dnmovation amd
higher producnmuty The labour movement abmed at organizing an
anti-rationalization struggle, but generally speaking it did mot succeed
and many 'of the trade unions, espeocially among the big businesses,
opted for jolint consultation with management. In the 1960’, espeoia.l.ly
the second half, new situations ocourred: workens' indifference to
thefir unions afid inoreasing feelings of alienation wesulting from new
techniology. Their income became higher but they were dissatisfied at
work. At that time a mew type of labour movement, different from the
existing one that had been engaged mainly in economlic problems,
began ‘to emerge: the selfinanagement movement. Some ‘of its
supporters were influenced by the Fronch ddea of "the mew working
olass” as avell as by the trends of the French Socialist Pamty; others
sought woukers’ control in the sense of Marxism-Leninism. This trend
operated in tandem with oditical attitudes toward the Soviet system
among Japanese socialists jn the 70%s. It seams -that their views were
more "impornts” from abroad (France, Yugoslawia or Gramsci's
wititings) than outgrowths from the realities of Japanese society. But
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some of them paid a lot of attention to and held high expectations for
the workers' selfinanagement expeniments in failed medium-or
small-scale enterprdses which have emenged recently.

The same sifuations which stimulated the labour moverent and
the sodialists to the idea of selfmamagement also generated imterest
among the management of Japanese enterpuiises, firom the standpoint
of the administration of work morale and productivity

Resulting from high economic growth dn the second half of the
1950's and the entire 1960%, many business organizations became
gigantic and had to face negalive bureaucratic phenoniena. Management
had o take measures 1o remedy firequent fabour tusmover, stagnant
morale and so on. In this context they set up some ”self-management
groups” on the shop level to integrate employees within the enterprise
and the workshop and to enhance their morale, giving the workers
some rather autonomous spheres of deocisionimaking and activities.
Tl}'e ideology relevant to it ts consistent with “humanization of work”,
"liberation from alienation”, "respect for self~suffiiciency”, etc., and in
practice is often supponted by the “behavioral isciences”. It is being
implemented mot onlly in big enterpnises but also among medium-or
small-scale businesses.

_Iu‘ulerest appeaned thlirdly outside of the labour movement and
sodiallist movement, and outside bf business. It flowed from the orien-

tation toward a ‘uwtopian community”.

In the second half of the 1960's psychological and ddeological
tendencids were displayed matnly among the younger generation against
Integration by fechnooracy and were orfiented towards a communal
society. Some of the tendencies became crystallized fn collective
movements and communities were formed. In such situations, the

. "utoptan community” experiments which had been carnied out by
older generations were resexamined and this subject has now become
one of the most fashionable topics of jomrnalism.

Bach of the abovementioned dnterests in wselfmanagement has

been waised separately in different contexts, but it must be sajid that
they are watdistions of experiments attempting to overcome the
difficultles of contemporary society dn Japan. The experimenis were
carried out in the '70's and are still ongoing. It might be significant to
inquire empirically into thelir structure, funotion and dynamics,
. Among them we can find four types of self-management: 1. inde-
pendent production activitics by trade umnions in failed enterprises, 2.
owmernship and management by the workers themselves in medium-
or smallscale entenpyises, 3. autonomous small group aclivities on the
shop level within big enterprises, 4. the "utopian comumunity”. Their
actualities will be mentioned below.
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I. TYPE 1

Independent productive activities by trade unions
in failed entenprises

In the last several years, a high number of bankwuptcies among
medium-and smatlscale businesses has been wecorded: 15, 641 cases
iin 1976, 18, 471 Wn 1977, 15, 875 dm 1978 and 16, 030 in 1979. In imoist
cases, workens do mnot have their own unions, and under bankruptcy
thoy ame woften compelled to get out without receiviing any wnoney,
sometimes mot even the wages for their work before the occurrence of
bankruptcy. In the case that they have a unton, workers sometimes
claim their unpaid wages and vetirement or discharge allowances;
conflicts often take place there between the umion and the other
creditons wiio ‘are former business or fiinandial connections, When the
union does get some positive results (often through a tnial), its
activities come to an end; and afler receiving their momey, the workers
disperse. This fis what usually happens. .

However, anather situation has recently emerged. The wonkers do
not only claim their right to unpaid wages and allowances, but they
begin 1o orgamize activities for the rehabilitation of their enterprise.

One of the most famous cases is the wonkers’ selfimanagement of
PETRI, a camera mamufactuining company. The company went bankrupt
in the Autumn of 1977. Just before it happened, the unfon succeeded
in concluding a conventiion swith 'the owner-mamagement that the
buildings, equipment and stocks be tramsfenred to the umion and be
used by at, if the management failed. After bankmuptcy, all of the
managers left the company and many of the woakers retired as well.
The mumber of wornkers decreased firom 660 to 170. Those who
remained {most of them were rank-and-file blue-collar workers) began
to pioduce by themselves and éven to develop a new type of camera.
The cameras which they produce are distributed to vamious trade
unions who help them sell their products to mmion members. The
income of each wounker fis mow lower than before, but a minimum
income is guaranteed. They have built a nursery school at the factory
site. The wunion organfzation #s =at the same time the .management
organization. There is mo rigid, fixed «division of labour, either werti-
cally.lor honizontally. They have not. yet grasped a general market
outside of the distmibution channel through other sympathetic unions,
but they are beginming to feel the mecessity to develop a market. Their
alim s the reconstnuction of their company rather than ve-establishment
of the fonmer wnersnanagement.!

We can find similar cases fin other -entenpnises. For example:
PARAMOUNT, a shoe manufactuning company; CHOBUNSHA, a
publisher; VAN, a wholesale clothling company, etc. These fmms are
located in Tokyo, including PETRI, but similar examples are found
in other dities, too. -

! PETRI succecded in registering as a new company in August 1980,
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OF course, we can also find enterprises which the wovnkers them-
selves have weconstruoted successfully. FUJIYA SEIKA, a chocolate
manufacturing company, may be given as one example. FUJIYA failed
in the Autumn cf 1977, and then the {rade union occupded the factory
to begin their own production activities. The wunion came to an
agreement with the former owner-manager concenning the right to use
the wite and the factory equipment as well as the ifight to -sell its
commeodities. One dealer was sympathetic o the sunion and helped its
business. Production and business went well. On the basis of their
achievements, the union set up a mew compamy under the mame of
FUJIYA SEIKA. It has mo unjon organization. The workers share
- the capital, and all management positions are opan to tllem. The level
of salary s considerably Ifigher than that of employees in other
entenpnises of similar scale and the ‘differentation of salary fn FUJIYA
s vory smabl (the top is only three times as high as the bottom). The
directorate s composed of five pensons, three of whom were union
leadens and two of whom were in the middlesmanagement of the
former FUJIYA. A migid vertical as wvell as hopizontal division of dabour
has already been formed. Also, there lis mow a strict distinctiion between
the ordinary avorkers (the former union members and now the capital

shareholders) and the extraordinary employees (mainly -part-time
wonikews).

In this case, we see that when #ndependent production activities
achieved their goal and the business began to go well, some sense of
self-management was gradually lost. In the finst stage of self-mana-
gement in FUJIYA, dhere was mo hierarchical differentiation among
the wonkers who bamded together and tkept their mrorale high and
hot. The workers sn PETRI and other similar entenprises expentenced
the same objecbive and subjective situations, too. But in the secord
stage, where selfsmanagement had developed to some extent, mana-
gement and labour began to differentiate; and in the third stage,
management became (ndependent while the mank-and-file <vorkers
became rather dndifferent to it. This led to the growth of a new
hierarchy.

There also exists a completely different selfunanagement situation
though it has a long history. We can raise the case of ihe fishermen’s
cooperative in Amami Oshiima, an dsland located between Kytsht and
Okinawa. After banknuptcy ©of a fishing company, the workers
(fishermen) oomtributed money toward purchasing their own ship
in onder to onganize a cooperative. This ocounred in the early 1920's,
50 the cooperative has a history of more han half a century. Never-
theless, it s still a living example of the principles determimed at its
binth: equality of contributing money, equality of the work burden and
equality of distnibution. The dnvestment has become a hewvitage and
now the second and thind generations of the founders are working
there, They live Gin a small village, thefir life style and mentality are
homogeneous and there are very small socio-economic differentiations
in their commumiity. Such enwironmental conditions seem o support
their selfmanagement on the principle of absolute egualities. These
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conditions are very different firom those of the oities so i may be
said that this casc s a very unique example in a highly industrialized
and urbanized society.

II. TYPE 2

Worker's Ownership and Sclf-managemant in Mediwm- or
Smail-scale Enterprises

contrast to the se_:'_l_f-\managernent of failed enterpnises whose
ecomomic envinonments age: adverse, this type dis surrounded by good
economic conditions. Thehentenprises are in high gnowth so mana-
gement seeks the st;ubiliféﬁiﬁon of manpower and high productivity.

1}5" o g

In ordel;ggfd attain this, some of the "owner-managers qf smalll-
or mediumsscale entenprises have tnled to share the capital with thew

workers and dlbow them the aiights of management.

K@M:I’?A', a cake manufacturer, s a typical case. It was founded
én Totkino in 1953, when the management worried gnb_out frequent l.abcxur
tunnover among skilled workers. In order to st:zﬂjihzcj. them within the
entenpnise, the owner-manager shared the capital with his emsgloyees_
5n 1954 and established a system whereby he had to exp'l_a:m the
business situation and polidies to a monthly wonkers’ meeting .and
come to an agreement with them. At first, the workers were suspiclous
but later they began to 'develop an awareness of belonging to their
entenprise. Their morale and productlivity increased. They wqxﬂced by
themselves for about 14 hours a day and the number of establishments
grew so that fourteen were founded by 1970. The income o_f 'the
workens was much higher tihan that of -employees in other similar
enterprises. Direotors were elected by a ballgt vourk @n which every
worker participated, and the u'qprescma-uin\_'e ‘(_Ilnreotor was elected at a
meeling of the directors. The differonce in uncome among them was
small (between the top and the bottom, only one to three). In each
establishment there was autonomy of management and ithe representa-
tive director had a coordinating board above him. The company was
in good econpmic condition duning the 1960’s and at the beginning of
the 1970's, but at the same time the business became larger and “the
workers were preocoupied by itheir awareness of being "emp’ln.)yees”.
The “administration ©of personnel management became ﬁumcbfqna]ly
independent. It became mecessary to have an independent administra-
tion and management, and at last, in 1974, each establishmont was made
an independent enterprisc. However, the measures of sel&ma»m}gemenl.
came Lo a halt, and then only the owners of capital became directors.
Waorker's meetings are mot held mow. This may be considered the muin
of selfimanagement due fo mew internal conditions and adaptation to
an economic envinronment awhere comypetition has become severe.

In the above case, we can see that convenient economic conditions
have worked well for selfmanagement, but under severe conditions it
was tenminated. Selfimanagement in this case may be seem as a way
for the entenprise to adapt lo its environment, given from management
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to workers, so that the latter did not even protest when self-mana-
gement, was abolished., This selfmanagement was 'given” to the
workers, not one they established themselves.

In another case, HIKOBANBAN, a restaurant, had a plan to sel
up a new shop in the suburbs of Tokyo but it was faced with the
diffiounity of getting personnel. Then ome of the mamagers proposed
that they find an active students' olub and entmust the management
aotivities of dhe new shop to the students. This was done but the
students soon began to use partfime employees as wage workers.
They were linterested in selfmanagement but had no knowledge of its
working or ddeology, In any case, the mmanagement of HIKOBANBAN
succeeded lin absorbing the energy and dndtiative of the students. In
this calse, however, the students were not owners.

III. TYPE 3

Autonomous Small Group Activities on the Shop Level
within Big BEntenprises

In the 1960, after big dmvestments, the managements of big
businesses were faced with the problem of finding new personnel
administration methods dn order to help integration in the workshop
and to motivate workers under new -technological and organizational
conditions. Also, ithe workers, espeocially the young omes, wanted to
realive thejr abilities and develop thelir knowledge and skills in the
workshop. A mew ttype of pensonnel management appeared which urged
the workers to form moreorless voluntary small gnoups and carry
out by themselves tagks dnvolved dn dmproving thelr work and
workshap.

‘At First, iif stanted out as a foom of QC CIRCLE ACTIVITIES (QC
means QUALITY CONTROL). That was in 1962. Then ZD MOVEMENT
began. (ZD means ZERO DEFECTS). They very rapidly penetrated inlo
a number of workshops in big and medium-scale enterpmises. The
workens’ response o them has been ipositive, and trade umiions have
not been against ithem. Managers’ orgamizations set up above dindividual
entenprises have endouraged such small group activities. For example,
the Japam Iron & Steel Federation set up dts own JISHU KANRI Com-
mittee in 1969 to promote JK ACTIVITIES. JK is JISHU KANRI,
which means selfamanagement in Japanese. JK ACTIVITIES iis a general
term for small group activities such as QC CIRCLE ACTIVITIES and
the ZD MOVEMENT, which are camiied owt on the shop level.
According to the definlition given by the Committee of the Japan
Iron & Steel Federation, JK ACTIVITIES are "activities dn which the
workers wiithin the same shap or at the same job establish a small
group, elect a leader among ithemselves, hold disoussions with him, set
up their aims by themselves and endeavor to attain tham”. The result
of a survey candied out by the Producfivity Labour Management
Counoil in 1977 shows that 68 per cent of the big businesses have
such small group activities,
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A survey of 124 groups in 6 enienprises wade by the’ Human
Development Centre pdints out some aspects of the activities' actual
work. The oppontunity to stamt these activities in many cases was
given by management and the initiative was taken by supevvisors (in
more than 80 percent of the cases). The subjeats of the activities are
decided mainly in consultation with supervisors (i 63 per cent of the
cases a superviisor poliints ‘out the general onlentation and then a smail
group dedides by dtself; fin 18 per cent a group deacides along with a
supervisor). But there @s o group in which the subject ds igiven only
by thet supervisor. The most firequent subject concemns matters of
effiiciency, sthen of ,guality. In some calses, dssues of safety are dealt

“wiith often. Meetingsiare held once a momth fin 56 per cent of the cases,

twiice’tor three. fiines a smonth.in 24 per cent and once a week in 10
per cent, In 75pér cent of the cases all members usually atrend the
meeting. In 46;per cent of them everyone expresses his opinion at the
meeting, in_ 27§ per cent miost of the attendants do . it, and in 19
per cent about;;half of them. In 39 per cent the leader is eleoted by
votingzin;9:zper-cent the members rotate the leader, but in 21 per cent
the &ipekvisor becomes the leader and in 25 percent the supervisor
appoints the leader, However, 51 per cent of all members have leader-
ship expenience. Most of the members recognize the possibilities for
elevating Itheir level of wskills, acquiring kmowledge of their work,.
improving leadenship, levelingup work efficiency and enhancing work
morale.

Tt imay be safid that such small group activities on the shop level
do not belong to workers' selfmanagement tin the authentic sense of
the word, and in fact dhey might be seen as am instnument of mani-
pulation. However, at the same tiime it can be recognized that, though
in the beginming stage the imitiative was given from above and the
activities were mostly dimited to production matters, they are progres-
sing rather independently amd the workers are satisfied with them.

Stiill, it fis mow evident that a hamsh economic environment exerts
some negative efifeots on in dependent group aocfivities. Surely such
activities were tailomed by management mnder good leconomic condi-
fions, but now management canmot affond to give so much in-
dependence to small groups in the shop. We motice the tendencies of
superviiors o - fintervene actively in small group activities, grasp a
strong leadership and manipulate workers for the shont-term imterest
of the entenprise. The small groups by themselves have no power to
resist these measures and tendendies.

IV. TYPE 4
"Utopian Commumnity”

- In the processes of modernization, there have been more than a
few experiments to lset up “intentional communities” or "wtopian com-
anumities”, to have human solidemity confront individualizabion, the
mechanization of human relations, technocratization anmd bureaucrati-
zation. A ‘jounnal, "CHIKI KATHATSU" (Regional Development), (No. 5,
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1977) asked 40 of those communities o [itl out questionnaires im order
to observe their situations, but there must be many more, There are,
of course, "communiities” of only consumption or hippie groups, but
we can also find some which canry out common soocio-ecomomnic
aofiivities through self-management.

Some of them were baomn in the mew deft movement at the end
of the 1960's and at the begimning of the 1970's, but there are also
other "communities” which have long traditions and histonies. As
examples we can cite ITTOEN (in Kyoto), SHINKYO DOJIN (in Nara),
OYAMATO AJISAT MURA (in Nara), YAMAGISHI KAI (whose branches
are Jocated bn vanious places :in Japan), etc. Most of them have similar
economic activities based wpon agrioulture, and their onientations are
autarkic; the members are under the heavy influence of some kind of
religion, having had very hard lives; mot only productive means but
also consumption goods are im common hands.

For instance, lot us take ITTOEN. It has a site of about 300,000 m?
and buildings of about 10,000 m? contalining fanms, woods, an agnicul-
tural laboratory, a dlothing and ‘knitting department, a school and a
kindergarten, a building works department, an establishment for
primting and publishing, and an entertainment troupe. It has 300
- dnhabitants, from babies to a 90 year-old. There is no private property
and they work without receiving momey. Their principle is the idea of
making a way of life in which all causes and elements of soaial and
personal conflicts will be eliminated. It orniginated with a revelation
that came to the founder in his trying experniences before the War
(he died in 1968 at the age of 97).

For another example, YAMA ISHI KAI ds also a typical case. It
started an 1953 as an ddeological movement for a utopian society of
anthentic fuiendship dn wwhich any antagonism, conflict and wiolence
would be eliminated. The primciple ds called "Yamagishism”. In 1961,
the praxis based upon "Yamagishism” began din vamious places in
Japan, but the scale of each praxis was so small ithat they were faced
with the need to find a Jlange place of adequate scale. Representatives
were elected firom each location and a relatively large-scale practical
expariment was cansied out in Tsu oity (Mie ken) in 1969. The members
comprise 300 persons whose average age lis 23 in the new experimental
locatiion. It has a site of 7 ha.,, mainly for agrioulture, and it keeps
150,000 hens firom which it eanns sufficient income to buy the goods
from outside which it does not produce by itself. There are such
seotions as: living (education, nursing, cooking, washing, fanming),
admindstration, management (keeping hens and chickens) building,
rearing pigs, purchase amd sale. Deocistons and management are
implemented by the consensus of all the members according to the
general will of "Yamagishism", and representalbives (3 people) are
elected bi-annuadly.

It could be said that such "communities” deny, or operate oulside
of, the domiinant value systems of industrial society, such as indivi-
dualism, meritocracy, logic of efficienoy and so on. Each of the
members dropped out of a dominant way of life, actively or passively,
and sought a strong human bond where religion or something similar
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played an impomtant mole. Some fideoclogical indoctrincation and
religious ceremonies are perfonmed continually im these communities.
It dis often said that mo religiom plays an dmportant role n Japanese
mental life, but for just that reason some religious movements are
revived again and agalin, from Buddhism or Shintoism, or a com-
bination or both. A person who has been soclalized dn the values of
modenn industrial sodiety cannot escape from them and could not
endure such a "commumity” life, even if he happened to participate
in it eagerly at fimst.

Fosv

BN s V. COMMENTS
. If we characterize each of the four abovemmentioned types from
the genetic point of wiew, the first can be called "a compelled self
management” *(from bankruptcy), the second type "a given self-mana-
gement” (by an ownermanager), the third Ma promoted self-mana-
gement” (by the supemvisor and management) and the fourth type,
an ddeclogicallydnitiated selfxmanagement”.
In the first type, the workers feel solidarity; exhibit high morale
and fnitative, amd establish egual social and economic relations as
well as a flexible organizational struoture without hierrarchy. However,
generally speaking, such phenomena appear in the first phase of their
selfamanagement movement, which stanted fiom economic wnotives.
Afiter that, although the workens' consciousness is more or less changed
in the Tmovement, the initial vitality becomes weaker, a new differen-
thatiion of interests ocours between the mew management and labour,
and the structure loses flexibility and equality. It fis mot sufficient to
look fior causes in the fact that the entenprise had to adapt to severe
environments (marketing, financial, etc.) for we have seen the example
of FUJIYA SEIKA, whose. environments are guaranteed by a
wholesaler, A fishenmen's cooperative in Amami Oshima, though living
on a free manket, has endured for a Jong dime. There ds a homogeneous
way of life and consciousness, intimate hunran contacts and traditional
bonds, inside as-well as outside the wonkshop. They have no systematic
ideology of selfinanagement or ‘self-government, but rather the mores
of thelir community.
As for the fourth type which is ddeologically snitiated, it can be
successful only df it forms a hamogeneous Jife amd thunlkimg style
_among the members of its community.

It would seem -difficult for workers with an urban way of life,
livimg dndividually and separately firom each other outside of their
workshop, to continuously maintain self-management relations. Never-
theless, there are needs in workers’ psychology to take their own
initdatives fin the workshop without stilict divectionis from above.
Therefore, some measure of selfymanagement positively influences the
wornkers as an fincentiive wo more efficient aoflivities. For this reason
the second: type, as well as -the third, functions well under conditions
donducive to economic gnowth. In the wsecond tyipe,#if ecotiomic
cdonditions become unfavourable, selfimanagement wiill be easily- "?chn
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up. The workens accept it without any resistance. Even though they
have mo solid philosophy ©of self-management, they do have some
aptiitide for fit. There #s a fproblem concemling selfmanagement and
it would be dinteresting to fimd the converging processes and similarities
of the fimal struoctures and consciousness of both types: the fizst and
the second (the "compelled” and the "given™).

The ithird type is also considered by many managers and executives
to be a fonm of wealiding workers' imitiatives in a large organization. In
the present stage, it ds connected with the QWL movement which aims
to make the wonkshop a wmit of human life, mot only a umit of
production. However we matice, for example 4n the ship-building
industry, that the human groups which have been fostered through
smallsgroup activities in the workshop must be abandoned because of
redundancy, Many workers are compelled to leave their workshop and
diisperse. .

We have observed four types of selfimanagement experiments in
presentiday Japan., Im contemporary situations, each of them has its
panticular problems and difficulties, but at the same time they seem
to have common or similar aspects. Nevertheless, iit appeans ithat there
are very few attempts to synthesize them tn Japan practically, theo-
retically or ideologically.

Rece_z{vzd.‘ 25, 9. 1980
Revised: 27, 10. 1980,
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.. SUMMARY OF THE RESULTS OF THE SECOND INTERNATIONAL
" “*CONFERENCE ON SELF-MANAGEMENT AND PARTICIPATION IN

LATIN AMERICA AND THE CARIBBEN (CLA, OFIPLAN, NATIONAL
UNIVERSITY OF COSTA RICA AND IICA)

R

The Second International Conference on Self-Management and Parti
cipation in Latin America and the Caribbean was held from 23 to 28 June
1980; about 250 delegates from 25 countries were present. :

The organizers of the meeting clearly expressed ‘the aims of the Confer-
ence: they wanted it to be a forum for exchanging experiences, [or contri-
buting to the examination of factors which enable or disable the implemen-
tation of selfmanagement practice, and also to strengthen the mechanisms
of permanent coordination and communication among institutions and or-
ganizations linked with projects on the development of selfmanagement in
various countries of that region. -

The meeting was opened by Mr. Rodrigo Carazo Odio, the President of
Costa Rica, who said that "participation of people is the best way of
overcoming the basic problems that contemporary man has to deal with”.
Mr, Carazo Odio also said that "the forms of unifing used by a community
in. order to fully realize idtself,; are an instrument for the promotion of
humanity and people's participation”. Director General of the IICA, Dr.
José Emilio Aranjo (the Institution which was host to the Conference and
its co-organizor), pointed out that one of the major concerns of the IICA
and his own concern had, for more than ten yeays, been the "promotion and
consolidation of farmers’ communal enterprises, ie. enterprises managed
by the workers, true communities of free and equal individuals.” Dr.” Santi-
ago Roca, the President of the Latin-American and Caribbean Council for
Selfmanagement (the institution which convened the Conference® and
brought about collaboration of the IICA, the Office for Planning and Economic

‘Policy (OFIPLAN) the National University of Costa’ Rica as a co-organizer

of the Conference), informed the Conference of his term of office, He had
been elected President by the delegates present at the Ist Conference held
in Lima in 1977. Dr. Roca gave the outlines of the programme, saying that
"self-management enterprises represent the means of dndividual and col-
lective liberation and realization but at the same time selfmanagement is
a wider concept related to an alternative economic, social and political
system of an organization in which people participate in their immediate
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