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Abstract
Public Sector Undertakings (PSUs) contribute fundamentally to the development and financial
improvement of any nation. This examination investigates the key administrative difficulties looked
by the pioneers and supervisors of public area associations. We met 42 ranking directors of PSUs
from different businesses speaking to 12 Indian states speaking to all the districts of India. In
particular, three key administrative difficulties developed in our investigation: political obstruction
and absence of self-sufficiency, inflexible standards and HR practices, and absence of representative
inspiration. Positive pioneer character, relational abilities, change-and connection situated practices,
HR aptitudes, and dynamic rose as top pioneer characteristics. Staffing, preparing and advancement
and execution the executives developed as the main concerns of HR divisions of PSUs. Publicadministration inspiration, employer stability and workplace were the top purposes behind
proceeding to work in PSUs for Indian pioneers. Suggestions for hypothesis and practice are talked
about.
Keywords: Public area endeavours; initiative; the board; developing economy; India

Introduction
Public Sector Undertakings (PSUs) contribute essentially to the monetary advancement of any nation as their administrations are
focused on generally government assistance, and furthermore in light of the fact that they uphold different establishments and
organizations. They work uniquely in contrast to private area associations. Private firms are claimed by business visionaries or
investors, while public offices are possessed by networks (Boyne, 2002). Private and public associations likewise contrast in their
wellsprings of subsidizing, and public associations wind up being constrained by political powers as opposed to market
influences. The short and unsure residencies of government officials make it hard to achieve steady changes in a public venture
(Fernandez and Rainey, 2006). Public associations experience more disturbance, interferences, and clashes in their dynamic than
private associations (Nutt, 2006; Geetha-Taylor and Morse, 2013). Formal guidelines, multi-layered progressions, hierarchical
storehouses, absence of monetary motivators, and isolated political administration at the head of public organizations will in
general smother advancement in PSUs (Gupta, Chopra, and Kakani, 2018).
Private substances can overlook a portion of the requests from clients or administering specialists (Boyne, 2002), however open
undertakings try to adjust these desires (Nutt, 2006). By and large, public undertakings have barely any opponents in arrangement
of their administrations, and regardless of whether present, public area supervisors appreciate a predominant situation on the
lookout (Boyne, 1998), while the private firms face rivalry. Public syndication is expected to bring about horrible showing since
authorities have minimal motivating force to minimize their expenses or to search for imaginative techniques for administration
conveyance (Boyne, 1998; Okubo, 2010). They depend on over the top proper techniques that hamper development; they appear
to have the counter-gainful fixation on rules and structures (Gupta et al., 2018).
Additionally, PSU pioneers have lower administrative self-sufficiency than their partners in private area (Boyne, 2002).
Notwithstanding the area, pioneers and troughs hold an indispensable function in moulding the association and conveying results.
All in all, pioneers convey basic duties, for example, overseeing authoritative change, building up the hierarchical culture,
planning, and overseeing emergencies. Key reasoning, operational conveyance, and viable administration are necessities of any
association and require acing of specialized and conduct aptitudes. Contrasted with the measure of exploration on administration
in privately owned businesses, concentrates on authority in open area associations have been to some degree scant (Gupta, 2016;
Gupta et al., 2018).
Since the nation's freedom in 1947, Indian PSUs have been the central focuses for strategy making, and have additionally moulded
the monetary, social, and political turns of events. Particularly in a rising economy like India, their commitment is basic in
adjusting the improvement of all segments of the general public. On account of the absence of private capital from the get-go, the
public area was seen vital for setting up independence, territorial parity, equivalent business openings, and framework
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improvement (Jain, Gupta, and Yadav, 2014). The Nehru-drove communist approaches, particularly the Indian Policy Resolution
1956, imagined PSUs to lead the monetary and modern improvement of the country (Makhija, 2006).
For quite a while, be that as it may, the Indian PSUs have been condemned for lacking effectiveness, buried in defilement, and
offering low quality of administrations (Khatri, 2016). Particularly in an agricultural nation like India, where their social and
monetary significance is high, they need more consideration than has been given in research till date (Gupta et al., 2018). Roberts
(2017) noticed that writing has not given enough consideration to those pieces of the world in which administration falls beneath
desires. While discoveries on open area from research in Western nations might be pertinent to India somewhat, the exceptional
Indian political, social, financial, and social setting directs research investigations of Indian public area endeavours in their own
right.
In the current examination, we explore the difficulties looked in driving PSUs, aptitudes needed for public area pioneers, main
concerns for the HR divisions of PSUs and the prime helpers to keep working in PSUs. Through this examination, we expect to
paint the ground truth of Indian public area associations and administrative difficulties they face.
BACKGROUND OF THE STUDY
Leadership in Public Sector Undertakings (PSUs)
Public areas administrators are accepted to be inspired to add to public assistance, while private area firms hope to fulfil singular
clients (Box, 1999). They are likewise less materialistic than private administrators (Boyne, 2002), and not at all like private area
chiefs, public area supervisors are less propelled by pay anticipation (Moon, 2000). Different examinations presume that public
area labourers are more naturally than outwardly propelled, esteem work content, self-improvement, acknowledgment, selfsufficiency, fascinating work, and the opportunity to learn new things (Buelens and van sanctum Broeck, 2007). Hierarchical
responsibility is accepted to be lower in the public area due to the resoluteness of work force methods and the feeble connection
among execution and prize, and it is frequently hard for public representatives to watch their commitments to the achievement of
their associations (Boyne, 2002). Representatives in open associations are roused by employer stability and dependability
(Buelens and van sanctum Broeck, 2007) property more prominent incentive to work that benefits others and the general public,
need to be engaged with significant public arrangements, they have confidence in altruism, and blossom with more noteworthy
obligation and trustworthiness (Kakabadse, Korac‐Kakabadse, and Kouzmin, 2003; Khuntia and Suar, 2004). Satyawadi and
Ghosh (2012) note that representatives in the public area endeavour esteem pride in their work and economic wellbeing of the
occupation more than the workers in the private area. Public area pioneers report higher fulfilment with the level and significance
of position held, and consider 'formalization and formality' as limitations (Rainey, 2003, 2009). Administration style has been
found to have huge effect on subordinate's employment fulfilment and results (Madlock, 2008). Rules, laws, and oversight
exercises remove more caution from public pioneers than those in private area, since their obligations and duties are unmistakably
expressed (Hooijberg and Choi, 2001). Assets in open area are less promptly accessible than private associations, and
consequently open pioneers need to deal with what small amount that is available. Likewise, there is a consistent vulnerability for
heads of public endeavors as their positions and moves are constrained by lawmakers to an enormous degree. Dealing with work
intrigue, political impedance, and client desires are difficulties that public area pioneers regularly experience. Imparting and
offering fundamental information to partners and outside organizations are significant obligations.
Given these difficulties, numerous scientists have examined the abilities needed to lead public associations. Van Wart arranged
authority practices in three classifications : task-situated – includes exercises identified with arranging, advancement, and critical
thinking; individuals situated – incorporates staff the board, inspiration, and representative turn of events; and association
arranged – identifies with vital arranging and adjusting all regions of the association (van Wart, 2003, 2004, 2013). Orazi et al.
(2013) summed up open area administration to be a blend of abilities, for example, having an individual effect, provides reason
and guidance, zeroing in on conveyance, thinking deliberately, getting the best out of individuals, and learning and developing
oneself.
Uniqueness of Indian Public Sector Undertakings
Indian public area associations have a delicate work culture, where work is by all accounts dislodged from being the fundamental
action by non-work exercises like social commitments, and so forth (Purang, 2006). The inclination to separate among insiders
and untouchables initiates positive treatment towards known individuals, which makes the framework helpless against debasement
and unbelievability (Khatri, 2016). Indian associations have huge force separation, feeble vulnerability evasion, and will in
general be manly and collectivist. Indian social frameworks are steeply various levelled and Indians are exceptionally status
cognizant (Gupta and Singh, 2013). Indian representatives have an unexpected social direction in comparison to those of different
nations, and have an alternate comprehension with respect to work status (Sharma and Bajpai, 2010; Gupta, 2016). They want to
work in unrivaled subordinate kind of settings instead of as equivalents (Kothari, 1970; Gupta et al., 2018). Progressive
authoritative structure is predominant in Indian associations, which follows top-down correspondence basically (Budhwar and
Boyne, 2004).
In the Indian setting, administration is thus extremely vital to the improvement of an association. Authority conduct in Indian
public area is found to have noteworthy bearing on work inspiration, mechanical relations, and inner inspiration of representatives
(Talukdar, 2013). The senior-junior trades have an enthusiastic premise, where the chief supports and takes care of the
subordinate's prosperity, simultaneously, the subordinate presentations steadfastness, appreciation, compliance, and regard
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towards the pioneer (Khatri, 2011). Paternalism is one of the unmistakable qualities of Indian associations as a rule (Aycan et. al,
2000), and public area undertakings specifically. There is lopsided conveyance of intensity, and choices are singularly taken by
the chief (Khatri, 2011). the socio-social just as politico-lawful conditions across nations are altogether different and accordingly
there is have to consider the characteristics of pioneers that may empower them to prevail in their separate nation settings.
Authority necessities may likewise fluctuate with the various phases of advancement of the nation. The investigation of Indian
PSUs gives us an occasion to comprehend administration characteristics in India as well as in other non-industrial nations.
Method
The authors conducted in depth literature review to document the research on related topics till date and identify the research gaps.
Challenges of Leading Public Sector Undertakings (PSUs) :
1. Political obstruction and absence of independence: Because of exorbitant political obstruction and inflexible standards and
standards set up by the administration, a ton of members detailed absence of self-rule and opportunity in dynamic for the top
heads of the public area associations. Coordination with the administration and political impedances were referred to as significant
difficulties. Keeping the political supervisors cheerful and being in their great books is a test that public area pioneers faces.
Regularly, a great deal of public area associations has legislators who are executives of the sheets of administration. Such sheets
don't have adequate portrayal of experts. Lawmakers compel pioneers to take non-gainful/non-proficient choices that subvert the
viability of public area associations. Subsequently, there is an absence of good authority ability (P. 36) and the ability that exists,
feels frail because of high government, political and regulatory impedances.
2. Unbending Rules and HR rehearses: The exploration identified with understanding the difficulties of driving Indian PSUs.
The reactions of the members were characterized into four board classifications: political obstruction and absence of self-rule,
inflexible principles and HR practices and absence of worker inspiration. These difficulties are depicted underneath:
3. Absence of worker inspiration: Leadership Qualities Required to Lead Public Sector Undertakings (PSUs) underneath
referenced are the authority characteristics that were distinguished by the members that are required for driving PSUs. The
characteristics were extensively characterized into five classes:
1. Relational abilities: pioneers should be acceptable at correspondence with various partners. One, they ought to have great
relational abilities with the workers . The pioneers ought to have the option to connect well with representatives and have better
associations with them. They ought to be influential in their interchanges ought to have the option to persuade others about their
contentions, and should commitment in common (two-way) correspondences. They ought to likewise be acceptable audience
members. They should design ordinary gatherings with representatives and take criticism.
Second, given the high impedance in the working of PSU pioneers by government/political managers, the pioneers ought to have
the option to discuss well with government and political supervisors. They ought to have the option to persuade the legislature
about their thoughts and vision, ought to have the option to get political support and backing, contact better with the
administration and be conciliatory when working with political supervisors. The pioneers ought to likewise have the option to
keep up welcoming relationship with associations.
2. Positive character: A positive chief character developed as the most grounded topic among the reactions of the members.
Unanimously, pioneers saw that a PSU pioneer must be straightforward and an individual of trustworthiness. PSU pioneers should
function as though they are taking a shot at a mission, ought to have no personality and ought to exemplify straightforwardness.
They ought to have firm assurance and commitment towards their work and have full confidence in their capacities. They ought to
act naturally roused, have an inspirational viewpoint, be tolerant and hopeful in their methodology. Such pioneers ought to
likewise be educated, should claim obligation and should show others how its done with regards to function and conduct. They
ought to act naturally students and ought to show capacity to learn and improve after some time. They ought to continually refresh
their insight and monitor ongoing improvements in their area of work. They should show others how its done – first do and
afterward show the way doing, and furthermore be available to analysis.
3. Administration practices: We recognized that significant pioneer practices that were additionally isolated into two general
classifications: change-arranged practices and connection situated practices. Underneath, we portray the two kinds of practices:
a. Change-arranged practices: The change-situated practices are identified with creating and arranging a drawn out vision and
procedure for the association.
b. Connection situated practices: The pioneers must be able to fabricate positive and close relational associations with their
workers. They ought to have the ability to blend well in with their subordinates, keep up great mechanical relations (great relations
with the associations of the association) . They should focus on their collaborators and their subordinates and fashion solid bonds
with them.
4. HR abilities: We recognized that pioneers need to have appropriate HR aptitudes. The most critical expertise that was featured
by the members was the capacity to recognize the correct ability inside or outside the association and spot it at the correct
position. We referenced that the pioneer must have the option to recruit appropriate money related, creation just as work force
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supervisors. The pioneer must have the option to put the perfect individual at the perfect time on the correct work. Likewise, the
pioneer must contribute on creating abilities of their workers. Pioneers must contribute on the executives trainings for their
representatives and must open them to more readily human administration rehearses. They should consistently guarantee that there
are reasonably prepared workers in the association. Finally, the pioneers ought to have comprehension of execution the board
rehearses and should pursue boosting better execution and punishing the helpless entertainers. The pioneers must pursue
systematizing better compensation/motivating force approaches and execution based motivators.
5. Dynamic aptitudes: One of the hugest errands of pioneers is to take choices. The pioneers must have the option to take all
around thought choices dependent on appropriate rationale and reasoning and not founded on political impact. Members
referenced that pioneers must have the option to take striking choices about their work and associations. Additionally, a repetitive
topic was that the dynamic forces must be decentralized and lower and centre level supervisors must be engaged to take businessrelated choices. Given the deferrals in choices that happen in the PSUs, we referenced that the pioneers must be snappy leaders in
dubious conditions.
A region wherein the significance of taking legitimate choices was featured was the monetary choices. They ought to have the
option to face determined challenges in their choices and must be reliable in their choices.
Priorities for HR Departments of Public Sector Undertakings (PSUs) :
We recognized four significant needs for the HR divisions for the PSUs. These were: staffing, preparing and improvement,
execution the board and pay, and culture advancement. We portray underneath each of these:
1. Staffing: Participants overwhelmingly wanted to have a superior staffing (enlistment and determination) HR practice in their
associations. Filling exceedingly significant empty positions, including the ones at lower levels was of prime significance for
some members. Having a consistent cycle in enlistment at all the levels and being able to have the certified experts for the perfect
spot and choosing effective and beneficial labour who can work dedicatedly is basic for PSUs.
2. Preparing and improvement: The second most significant need of the HR division was accounted for to prepare and
advancement. Limit advancement of the current staff individuals by either in-house trainings or through relationship with different
associations to confer information and abilities to the representatives is basic . Presence of preparing and advancement programs,
giving satisfactory preparing offices to workers dependent on merit , giving direction projects to representatives , improvement of
worker aptitudes at all levels consistently , and trainings for the advancement of character and delicate abilities were distinguished
as significant zones under the preparation and improvement HR rehearses.
3. Execution the board and pay: The third zone of significance was recognized as execution the executives and remuneration. It
featured the requirement for having a very much overseen execution observing and assessment framework set up . We featured the
requirement for having advancements dependent on merit.
4. Advancement of a positive hierarchical culture: Another significant region of work for the HR office that was recognized
was the improvement of a positive authoritative culture. The components of such a positive culture that were recognized were:
leading social too recreational exercises for workers consistently , having a common worry for the Factors Motivating to Work in
a Public Sector Undertakings (PSUs).
In conclusion, we investigated that 'what rouses them to work at a public area endeavours?' It referenced that the variables that
persuade them to work at PSUs are: public assistance inspiration, professional stability and working conditions. We depict these
subjects underneath.
1. Public assistance inspiration: A ton of members considered there to be at a PSU as an occasion to serve the country and
society. Numerous members referenced that they might want to improve the development, profitability and productivity of their
PSUs as the advancement of the PSUs is straightforwardly identified with the improvement of their general public and monetary
development. They considered there to be at PSUs as a way to give work to their kinsmen and as a genuine support of huge
populace by utilizing government cash.
2. Professional stability: A significant spark for the members appeared to be the employer stability related with the public area
work. Members saw that public area occupations give security to the workers, give independence from recruit and fire strategy
that numerous private area associations have , and give solidness of business (P. 32).
3. Working Conditions: Surprisingly, given the difficulties and issues related of working in PSUs (if you don't mind see the
segment on 'Difficulties of Leading PSUs' over), an enormous number of members announced that the working conditions at
PSUs are one of the spurring factors for them to keep on working. It saw that a public area work gives them personality, social
acknowledgment and a fulfilment of working for the administration and making an effect on the general public. A few members
detailed that public area occupations give great vocation development opportunity, autonomy and adaptability at work, better
opportunity of work and less formality (P. 20) and more occasions to work in various zones and meet different experts . Public
area occupations furnish them with occasion to deal with colossal measure of assets (labour, accounts) consequently giving them a
rich work insight. Others announced that they were exceptionally happy with the advantages of a public area employment, for
example, annuity, pay structure and other money related advantages, and great workplace at the PSUs.
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Conclusion
The current study attempts to comprehend the difficulties of driving a PSU, the aptitudes needed in driving such an association,
the needs for HR divisions, and purposes behind inspiration of individuals to work in the public area. Our inspiration for this
activity was that given the significance of the area and the challenges of privatization in India, we anticipate that they should keep
on holding significance soon. We clubbed the reactions to the inquiries under wide topics to comprehend the general picture. The
subjects recognized in the examination show that there is a predominant part of Indian social and political settings in affecting the
encounters of pioneers working in open area associations. At different examples, we likewise discover uphold from the accessible
writing. We trust that the subjects rising up out of the examination will loan backing to prior discoveries and furthermore direct
exploration and practice in future.
References
Aycan, Z., Kanungo, P., Mendonca, M., Yu, K., Deller, J., Stahl, G., & Kurshid, A. 2000. Impact of culture on human resource
management practices: A 10‐country comparison. Applied Psychology: An International Review, 49(1): 192-221.
Box, P. C. 1999. Running government like a business implications for public administration theory and practice. The American
Review of Public Administration, 29(1): 19-43.
Boyne, G. A. 1998. Public services under New Labour: back to bureaucracy? Public Money and Management, 18(3): 43-50.
Boyne, G. A. 2002. Public and private management: What’s the difference? Journal of Management Studies, 39(1): 97-122.
Budhwar, P. S., & Boyne, G. 2004. Human resource management in the Indian public and private sectors: An empirical
comparison. The International Journal of Human Resource Management, 15(2): 346-370.
Buelens, M., & van den Broeck, H. 2007. An analysis of differences in work motivation between public and private sector
organizations. Public Administration Review, 67(1): 65-74.
Dulewicz, S. V. 1994. Personal competencies, personality and responsibilities of middle managers. Competency Journal, 1(3): 2029.
Ferguson, J.-P., & Hasan, S. (2013). Specialization and career dynamics: Evidence from the Indian
Administrative Service. Administrative Science Quarterly, 58(2): 233–256.
Fernandez, S., & Rainey, H. G. 2006. Managing successful organizational change in the public sector. Public Administration
Review, 66(2): 168-176.
Geetha-Taylor, H. & Morse, P. S. 2013. Collaborative leadership development for local government officials: exploring
competencies and program impact. Public Administration Quarterly, 37(1): 71–102.
Gupta, V. 2016. Indian administrative service and crony capitalism. In Khatri, N., and Abhoy Ojha (Eds.) Crony Capitalism in
India: Establishing Robust Institutional Frameworks: 177-205. Hampshire, UK: Palgrave Macmillan.
Gupta, V., Chopra, S. & Kakani, P. K. 2018. Leadership competencies for effective public administration: A study of Indian
Administrative Service officers. Journal of Asian Public Policy, 11(1): 98-120.
Gupta, V., & Singh, S. 2013. An empirical study of the dimensionality of organizational justice and its relationship with
organizational citizenship behaviour in the Indian context. The International Journal of Human Resource Management, 24(6):
1277-1299.
Hansen, J. P., & Villadsen, A. P. 2010. Comparing public and private managers' leadership styles: Understanding the role of job
context. International Public Management Journal, 13(3): 247-274.
Hofstede, G. 1980. Motivation, leadership, and organization: Do American theories apply abroad? Organizational Dynamics,
9(1): 42-63.
Hooijberg, P., & Choi, J. 2001. The impact of organizational characteristics on leadership effectiveness models an examination of
leadership in a private and a public sector organization. Administration & Society, 33(4): 403-431.
Jain, P. K., Gupta, S., & Yadav, S. S. (2014). Public Sector Enterprises in India: The Impact of Disinvestment and Self Obligation
on Financial Performance. New Delhi: Springer.
Joshi, P., & Srivastava, A. 2013. Examining the HRD practices in Indian PSUs. Management Insight, VIII(2): 18-24.
Khatri, N. 2011. A taxonomy of supervisor–subordinate exchanges across cultures. IIMB Management Review, 23(2): 71-80.
Khatri, N. 2016. Cronyism, corruption, and crony capitalism. In Khatri, N., and Abhoy Ojha (Eds.) Crony Capitalism in India:
Establishing Robust Institutional Frameworks: 3-7. Hampshire, UK: Palgrave Macmillan.
Khuntia, P., & Suar, D. 2004. A scale to assess ethical leadership of Indian private and public sector managersJournal of Business
Ethics, 49(1): 13-26.
Makhija, A. K. 2006. Privatisation in India. Economic and Political Weekly, 1947-1951.
Moon, M. J. 2000. Organizational commitment revisited in new public management: Motivation, organizational culture, sector,
and managerial level. Public Performance & Management Review, 24(2): 177-194.
Nutt, P. C. 2006. Comparing public and private sector decision-making practices. Journal of Public Administration Research and
Theory, 16(2): 289-318.
Nutt, P. C., & Backoff, P. W. 1993. Organizational publicness and its implications for strategic management. Journal of Public
Administration Research and Theory, 3(2): 209-231.
Okubo, D. 2010. Fiscal sustainability and local government. National Civic Review, 99(4): 34–39.
Orazi, D. C., Turrini, A., & Valotti, G. (2013). Public sector leadership: new perspectives for research and practice. International
Review of Administrative Sciences, 79(3): 486-504.
Perry, J. L., & Porter, L. W. 1982. Factors affecting the context for motivation in public organizations. Academy of Management
Review, 7(1): 89-98.
Perry, J. L., & Wise, L. P. 1990. The motivational bases of public service. Public Administration Review, 50(3): 367-373.
Online version available at: www.crdeepjournal.org/ijssah

202

SJ IMPACT FACTOR: 2.996

CRDEEP Journals

International Journal of Social Sciences Arts and Humanities Roushan & Ahmad Vol. 4 No. 4 ISSN: 2321-4147
Perry, J. L., Hondeghem, A., & Wise, L. P. 2010. Revisiting the motivational bases of public service: Twenty years of research
and an agenda for the future. Public Administration Review, 70(5): 681-690.
Planning Commission 2002. Study group on reforms in state public sector undertakings, Volume I, Final Report. Government of
India, New Delhi: Planning Commission.
Purang, P. 2006. HRD climate: a comparative analysis of public, private and multinational organisations. Indian Journal of
Industrial Relations, 41(3): 407-419.
Satyawadi, P., & Ghosh, P. 2012. Motivation and work values in Indian public and private sector enterprises: A comparative
study. International Journal of Human Resources Development and Management, 12(3): 237-253.
Sharma, P. D. 1992. Management training in India: Its nature and extent. International Journal of Manpower, 13(2): 41-54.
Sharma, J. P., & Bajpai, N. 2010. Organizational commitment and its impact on job satisfaction of employees: A comparative
study in public and private sector in India. International Bulletin of Business Administration, 9(1): 7-19.
Shrivastava, A., & Purang, P. 2009. Employee perceptions of job satisfaction: comparative study on Indian banks. Asian Academy
of Management Journal, 14(2): 65-78.
Silong, A. D., Mohamad, D. M., Hassan, Z., & Ariff, I. 2008. Changing roles and competencies of effective public sector
leadership. Jurnal Pengurusan, 27-46.
Sinha, J.B.P. 1990. Work Culture in the Indian Context. New Delhi, India: Sage.
Sinha, J. B. P., & Sinha, D. 1990. Role of social values in Indian organizations. International Journal of Psychology, 25(3-6):
705-714
Singh, S. 2003. HRD in public sector undertakings: New directions. Management and Labour Studies, 28(1): 37-46.
Šiugždinienė, J. 2006. Competency management in the context of public management reform. ViešojiPolitikaIrAdministravimas,
18: 26–33.
Talukdar, A. 2013. Employee engagement & industrial relations climate in a large public sector organization. Indian Journal of
Industrial Relations, 49(2): 213-230.
Van Wart, M. 2003. Public-sector leadership theory: An assessment. Public Administration Review, 63(2): 214–228.

Online version available at: www.crdeepjournal.org/ijssah

203

