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ATS 2026 | Public Administration Optional | Test Code: 935201 
Sectional Test #1 - SOLUTIONS 

 

 
Section A 

Q.1) Answer the following questions in about 150 words each.  
 
a) Examine Weber's idea of capitalism and the rise of bureaucracy. 
 
Introduction: 
Weber provided unique idea of capitalism and its accompanied relation with bureaucracy through the theme of 
rationality.  
Max weber was one of the greatest philosophers who explained that bureaucracy is a social entity, constantly 
interacted with politics and society. In his notable writings, ‘the protestant ethic’ and ‘the spirit of capitalism’ he 
explained how Industrial revolution, increasing cities population, emerging of ‘bourgeoise’ (managerial class) 
impacted society, organization, and its structure. He concluded that only rational structure grounded on dominant 
authority and legitimacy could be survived in this social-industrial complexities. It formed legal-rational model of 
bureaucracy. 
 
Body Part:  
Ideas of capitalism: 
According to Weber, certain aspects of Protestantism, particularly Calvinism, contributed to the development of 
modern capitalism. The emphasis on hard work, discipline, and frugality in these religious beliefs encouraged 
individuals to pursue economic success. Weber described capitalism as characterized by rationalization, where 
traditional modes of thinking and acting are replaced by systematic, calculative approaches. This shift allowed for 
more efficient economic practices. He identified a "spirit" or mindset essential to capitalism, which includes a focus 
on profit, continuous economic activity, and a moral obligation to succeed financially. He believed that the rise of 
capitalism was linked to the "disenchantment" of the world, where religious and magical explanations for life were 
replaced by rational and scientific approaches, leading to a more secular, profit-driven society. 
 
Rise of bureaucracy: 
Weber noted that capitalism is often accompanied by bureaucratic structures, which help manage large-scale 
enterprises and facilitate the efficient operation of the economy. According to him, bureaucratic administration is 
characterized by formal employment, salary, pension, promotion, specialized training and functional division of labor, 
well-defined areas of jurisdiction, documentary procedures, and hierarchical sub- and super-ordination". It is capable 
of attaining the highest degree of efficiency and is in this sense formally the most rational known means of exercising 
authority over human beings. On this basis Weber argued that modern capitalism could not do without bureaucratic 
administration, both inside the large firms and in the society at large, and stressed the anti-traditional rationality of 
both capitalism and bureaucracy. 
 
Weber was well aware of the basic differences between capitalism and bureaucracy, and of the possible conflicts 
between them. In capitalist economies, it is primarily the invisible hand of the market which allocates resources and 
provides for co-ordination; in bureaucratic organizations resource allocation and co-ordination are performed by 
the visible hand of hierarchies. While officials are appointed on the basis of formal qualifications and examinations, 
according to general rules, workers and employees in the market economy are hired according to less formalized and 
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more market-oriented criteria. German industrialization was undoubtedly capitalist in character. Wage work on a 
contractual basis clearly dominated, and the tensions and conflicts between capital and labour structured many 
aspects of German society. It is in sharp contrast to the situation in Britain and the United States, the rise of public 
bureaucracies preceded capitalist industrialization in Germany. 
 
Conclusion: Ideas of capitalism as per Weber brings rationality for profit, which work of increasing efficiency and 
performance of organization. This brings change in hierarchy, authority, command, coordination or structural aspect 
of organization. This ultimately give rise to bureaucracy and well known concept of Ideal Bureaucracy. Capitalism is 
considered as highest form as economic behavior, so as Ideal bureaucracy. However, post Weberian and behavioral 
theoretical development shows socio-behavioral aspect of organizational, not just structural aspect.  
 
b) Discuss the main aspects of System 4 Management style. 
 
Introduction:  
Rensis Likert was earliest proponent of participative management. Through his Michigan Studies, he gave four type 
of management system (MSI, MSII, MSIII and MSIV). Likert’s scientific interest on people-oriented management 
studies such as managing conflict, diversity, building high performance, leadership, motivation, change, culture, and 
ethics. His contributed includes interaction-influence system, theory of management, link Pin model, management 
conflicts and four type of management style.  
 
Four type of management System: 

 MS1  MS2 MS3 MS4 
Style of leadership Authoritarian/ 

Exploitative 
Exploitative 
Beno valent 

Consultative Participative  

Communication Only down 
ward 

Downward and 
upward 

Downward 
upward, cross 

Anyone to anyone, 
group to group 

Trust between manager 
and worker 

Money 
coercive 

Coercive 
occasional reward 

More reward than 
coercion 

Rewards social 
psychological factors 

control Directive directive More democratize Complete democratize 
Participation in DM No Beginning of 

delegation 
consultation Complete participation 

 
Main aspects of Management style 4: 
Management Style 4 typically refers to the "Participative" or "Democratic" management style. It is characterized by 
Collaboration, Empowerment, Open Communication, Team Building, Problem Solving etc. Leaders actively involve 
team members in decision-making processes, encouraging input and feedback while employees are empowered to 
take initiative and contribute their ideas, fostering a sense of ownership and commitment. There is a focus on 
transparent communication, where leaders share information and seek to understand team members' perspectives. 
It emphasis on building strong relationships within the team through promoting trust and cooperation. Problems are 
often addressed collectively, allowing diverse viewpoints to shape solutions. For example, Google is known for its 
democratic management style, in which team members are actively involved in decision-making. Google's leadership 
style is also described as distributed leadership, which is a combination of democratic and laissez-faire styles. Other 
example is Semco, which emphasizes employee empowerment and decentralized decision-making. 
 

Conclusion: However, an organisation does not have only one style of management. Rensis Likert, also said, 
organisation at top will have MS3 and MS4 and MS1 at bottom. In situation of emergency, MS1 is very effective. In 
future, there is scope of MS 5, which does not have only structure but also high level of dynamic, democratization, 
behaviorism as a combination of all management style.  
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c) “Communication is authority”. Elaborate. 
 
Introduction:  
Two components of formal organization for collaboration, adaptation, and contribution to the organization's 
objective are communication and authority. 
According to Millet, communication is blood stream of an administrative organization while it is heart of management 
as per Pfiffner. It is system through which people talks, works and behave in an organization. It is the glue which binds 
people in organization. From Fayol era (Gangplank) to Hawthorne’s mayo experiment and to seven principles of 
Barnard on communication, all emphasizes on communication in organization. 
  
The foundation of any organization is communication, which also confers authority. Since authority refers to 
accepted power that people agree to follow, communication has lineage that people in organisation follow. Authority 
is of two types; position based (classical theory) and acceptance based by Barnard and Simon. As per Barnard, 
authority is accepted when subordinate can understand, believe that authority is consistent with goal and it is 
competent with personal interest. For all these, communication is important, as its acceptance depend on how well 
communication is done with subordinate and do communication has formal authority.  It is important for properly 
coordinated organisation that it why, seven principle includes character of communication such as definite channel, 
well ware channel, accessible channel, short and direct channel, competence of serving person, uninterrupted 
channel and authenticated channel.  Even, his view that authority do not lies in position rather on acceptance of 
subordinate, bifurcate authority in object and subjective type: objective means “subordinate is willing to accept order” 
while subjective means how order is being interpreted. In recent era, when people tweet in Railways, the minister 
response, bring response to official although it has not on written official template or government page but tweet is 
being accepted by subordinate official so it became authority.  
 
While the idea that "communication is authority" is more relevant to the behaviour age of public administration, there 
are some areas where it is incompetent. Additionally, it fabricates a sense of authority by asking how it is possible to 
precisely determine whether a subordinate is embracing the communication or is unwilling to defy the organisation 
out of self-interest or needless confrontation. The acceptance theory of organisation, for instance, can be used 
effectively to ISRO and DRDO-like institutions where innovation is required, but what about those where work is 
repetitive and tedious and employees are disinterested? Then, communication is more top-down, position-based, 
and command-type. 
 
Conclusion: Nonetheless, communication from the top down or bottom up is essential for the effectiveness and 
stability of any organisation, whether it is position-based or acceptance-based. 
 
d) Discuss the administrative ideas of Mooney and Riley. 
 
Introduction: 
Mooney and Riley are known for their contributions to administrative theory, particularly in their book Onward 
Industry’ (1931) which is principle of management.  
James D. Mooney and Alan C. Reiley were the first in the United States to formulate the classical theory of organization 
in 1931. Their work helped advance the managerial theory of administration.  
 

Mooney and Riley contributed toward ideas of Authority Structures, Unity of Command, Scalar Chain, Functional 
Specialization, Delegation of Authority etc. Mooney is often associated with the development and promotion of the 
concept of Management by Objectives (MBO). Mooney believed that this approach could be applied effectively in the 
public sector to improve organizational performance and accountability. Mooney stressed the importance of aligning 
organizational activities with clearly defined goals and objectives. He argued that a well-defined set of goals would 
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help public administrators focus their efforts and resources on achieving desired outcomes. He advocated for 
decentralization in public administration. Paul R. Riley emphasized the concept of administrative responsibility. He 
argued that public administrators had a duty to uphold the public interest and to act in a manner consistent with 
ethical principles. Riley believed that administrators should be accountable for their actions and decisions. Riley 
stressed the importance of public service values, such as integrity, impartiality, and transparency, in the conduct of 
public administration. He believed that public servants should adhere to these values to maintain public trust and 
confidence. He advocated for greater citizen engagement and participation in government decision-making to ensure 
that policies and programs aligned with the needs and preferences of the public. 
 
Understanding with example: Hierarchy: 
James Mooney has called the hierarchy a type or form of scalar process or principle. In all organizations there is a 
highest rank and a lowest rank and in between these two there exist number of ranks. The stages are generally 
arranged in order of “importance”. In public administration all the stages or all the persons of a stage are not of 
equal importance. Each person holds a rank and there is scope of promotion to higher rank. Promotion is determined 
by several factors. However, scaler principle works. Hierarchy is applied on the consideration that all the functions 
of an organization are not of equal importance, and, on that ground they are arranged in order of importance. 
Whatever may the type be, hierarchy is hierarchy and every organization follows or adopts it. Mooney and Riley refer 
the principle of hierarchy as the scalar process because under it there is a pyramidal type of organization. Every 
position in the organization finds its appropriate place in the hierarchy. 
 
Understanding with example: coordination: 
Mooney argued that "coordination" is the fundamental element of any human organization in his work published in 
"Papers of Science of Administration." Even where there are only two people participating, the term organization and 
the principles that govern it are implicit in every form of concentrated endeavor.  He uses the labor of two individuals 
to move a stone as an illustration and claims that coordination is the first organizing principle. 
 
Understanding with example: Function: 
Mooney and Riley mentioned the organizational idea of function. They claim that at least one of the three functions 
is present in every employment. They are the determining function (establishing goals), the application function 
(taking deliberate action to accomplish the goals), and the interpreting function (decision making). They contend 
that management must be aware of these responsibilities in order to be ready to carry them out when needed. As a 
result, they have helped to advance managerial theory of administration 
 
Conclusion: Mooney and Riley, both contributed significantly to the field of management by providing a structured 
approach to understanding authority and organization, emphasizing clarity, specialization, and effective 
communication as vital for organizational success. 
Note: minimize it as per word limits. 
 
e) Explain the concept of Decision making by Herbert Simon. 
 
Introduction: 
Herbert Simon was most important behaviorist thinker who propounded the theory of decision making.  
 
Body Part:  
The theory of Decision making (DM) is about “how decision is made in an organization” based on logical positivism, 
empirical and descriptive approach. His popular work is “proverbs of Administration” criticizing classical theory and 
“administrative behavior” dealing with cognitive and behavior process of DM. 
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As per Simon, Decision making is the heart of administration. Organization is collection of people while administration 
is process of decision making, from top to bottom decision are made (top-policy decision while bottom- operational 
decision). Decisions are made through IDC (Intelligence Activity, Design Activity, and choice activity).  
 

 
 

His DM theory is outlined by several keys ideas including bounded rationality where individuals make decisions based 
on limited information and cognitive constraints, satisficing where to the practice of choosing an option that is good 
enough rather than the best possible option, IDC ((Intelligence Activity, Design Activity, and choice activity), Problem 
Solving in which process of navigating through problems and uncertainties, often requiring iterative approaches, 
Multiple complexity in organizational DM, administrative Behaviour that influence how managers make choices, 
integrating psychological and sociological perspectives.  
 
Conclusion: However, DM is cornerstone of any organization for its efficiency and productivity but Decision making 
is also considered antipathy to authority which is one principle of organization. In classical era, there is concept of 
legal-rational authority who take decision. Even Follet asserted that authority is something that does not come from 
ownership. It belongs to job and remains with job. In Simon’s decision making, there was premises of decision making 
that is fact premise and value premise. Hence, rather than complete satisfaction, decision is made with “Satisfying” 
approach. This seems to antipathy to authority which has vested power of decision making based on complete 
awareness of situation. 
 
Q.2) a) Examine the growth of the discipline of Public Administration as a response to the developing capitalistic 
system in the U.S.A.  
 
Introduction: 
The growth of Public Administration as a discipline in the United States can be closely linked to the development of 
the capitalistic system, particularly during the late 19th and early 20th centuries. Capitalist system demand efficient 
and productive administration for which theory and discipline of public administration emerge.  
 
Body part: 
During 19th century, there is various development directly or indirectly related to development of capitalist system. 
Capitalism is an economic system where private individuals or businesses own the means of production and control 
property, and prices are determined by supply and demand. This capitalist system is investing in new area and venture 
whose prior demand was better administration and efficient system. For example, present days Ease of doing business 
and investment relation. Some of the key aspects are: 

1. The rapid industrial growth in the U.S. during the late 19th century led to significant social and economic 
changes. Cities expanded, and a multitude of new social problems emerged, such as poverty, labor unrest, 
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and public health crises. Public Administration began to be recognized as essential for managing the 
complexities of urban governance and addressing these challenges effectively. 

2. The Progressive Era (roughly 1890s to 1920s) was a response to the excesses of capitalism, including 
corruption and inefficiency in government. Reformers sought to make government more accountable, 
efficient, and responsive to the needs of citizens. This period saw the introduction of professional 
management practices in public administration, influenced by scientific management principles from the 
private sector. 

3. The establishment of formal educational programs and professional associations marked the formalization 
of Public Administration as a distinct academic discipline. Institutions like the American Society for Public 
Administration (ASPA) were founded to promote the study and practice of public governance. The discipline 
began to draw from various fields, including political science, sociology, and management, reflecting the 
complexities of governance in a capitalist society. 

4. The Great Depression and the subsequent New Deal in the 1930s expanded the role of government in 
economic and social life. This period necessitated a more robust public administration framework to 
implement and manage extensive social programs and economic reforms. The challenges of managing large-
scale programs further solidified the importance of public administration and its professionalization. 

   
Growth of Public administration as response of developing capitalistic system can be seen as  

 Motive of capitalistic system: profit and efficiency 
 Method of work: Business-like approach, merit based, science of administration 
 Inter-disciplinary system: best of all, value-free science 

 
Focus of capitalistic system is profit and efficiency, which need efficient administrative system. This cause looking 
into disciplinary aspect of public administration. How to run government with 3Es, not just focusing in who will form 
and how government will form. Businesslike approach of administration also indicates efficient administration based 
on science and merit.  
 
Conclusion: From 1887, the study of administration, by Wilson, public administration has focus of 3Es (economy, 
efficiency, and effectiveness). This is the value of business administration and indirectly linked to capitalist system. 
However, NPA, PCA, NPM are the evolutionary aspect different from just a capitalist aspect of public administration.  
 
b) Show how the behavioral approach is different from structural and human relations approach.  
 
Introduction: 
Organization theory has been evolving continuously from classical theory to contemporary theory. 
 
Body Part: 
Organizational theory is the study of structural, operational, social, psychological aspect of organization in public 
Administration. It seeks to explain how different unit of organization are interrelated and how different groups of 
individuals behave. It was given with different perspective. For example, Management perspective that is scientific 
management is the foundation of organisation theory.  
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Different type of organizational theory: 
 

 
 

Difference between CT, HRT and BT: 
Structural theory Human Relation Theory Behavioral Theory 

 Classical theory also known as 
formal /structural theory, 
Mechanical theory, Adm-
Management theory, 
Management process theory. 

 They considered principle are 
essential for achieving efficiency 
and productivity. Fayol said, 
“Without principal org will be in 
darkness”. Principle is light house.  

 They considered it universally 
applicable, and scientific.  

 It is normative approach and 
prescriptive 

 Social psychological factor such 
as recognition, respect, 
responsibility self-esteem, 
worker as social being. Limited 
aspect of HB. 

 Subset of dynamic of HB. 
 Experimental method to 

know causes of low 
productivity, then found 
human factor responsible of 
low productivity.  

 Not deals with depth of HB 
rather than HB 

 Highlight HR as responsible 
factor, participation in DM, 
not provide structure, 
rejection for SM, CT 

 Dynamic of HB, entire gamut of 
HB such a motivating, moral, 
DM, power authority.  

 Study of HB from Descriptive 
and empirical approach to 
understand HR to enhance E + 
productive  

 they know HB strongly link 
with productivity.   

 Deals with depth relation with 
interpersonal competence. 

 Provide structure, mechanism, 
explanation. How org promotes 
democratic participation such 
as matrix double loop, 
integration of Goal.  

 
Conclusion: From structural to behavioral theory, there is development is disciplinary aspect of public administration 
which is still uncompleted. Latter on participative management theory evolved by Douglass, Likert.  
 
c) What are the stages of Decision making as described by Herbert Simon? Discuss with examples.  
 
Introduction: 
The most significant behavioralist to propose how decisions are made in an organisation using logical positivism, 
empirical research, and descriptive methods was Herbert Simon. His well-known works, "Proverbs of Administration," 
which critique CT, and "Administrative Behaviour," which addresses the behavioural and cognitive processes of DM, 
are both well-known. 
 
Body Part:  
Administration is defined as the art of getting things done i.e., action. This action is guided by principle and method 
during classical era but Simon opined that less attention was given on the preface of decision or choices for this 
action. So, he emphasized on how decision is made in organisation. According to him “Decision Making is Heart of 
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Adm”. Organization is collection of people and Adm is a process of Decision Making. From top to bottom decision is 
made. 

 Top – Policy decision 
 Middle – Executive Decision 
 Bottom – Operational decision Making 

DM is vital, One Decision follows other. Stages of decision making: IDC (Intelligence activity, design activity and 
choice activity) 
 

 
 
Effectiveness of course of action depends upon the capacity of decision to attain the goals. Selection of correct choice 
depend on premises based which decision is made. It involves two premises fact premises and value premises. Value- 
Fact are equated with means and ends. Or known as fact value dichotomy. Simon criticized himself for reviving value- 
fact dichotomy. However, actually he wanted for science of administration. Rather than making about ideal decision, 
satisfying decision is taken in bounded rationality. It means rather than evaluating all option, only choice relevant 
option or related option that is sufficient. They choose good, not the best.  They do not maximize, instead “Satisfied”. 
Satisfying – “Sufficient + satisfaction”.  Such man is called administrative man against economic man. 
 
Conclusion: Simon was chastised, meanwhile, for bringing up the fact-value dichotomy, which has greater 
applicability in commercial administration than in public administration. Important social, political, economic, and 
cultural issues are also marginalised in decision-making. According to Lindblom, who described the internal 
component of decision making, decision making is an individual choice rather than an organisational DM. There is a 
group DM rather than an individual DM, much like in PM. 
 
Q.3) a) The Hawthorne experiment focuses on the social structure of the organization. Discuss.   
 
Introduction:  
Elton Mayo is considered pioneer of human relation theory (HRT) who through his Hawthorne experiment defined 
the social structure of organization. 
 
Body Part:   
In 1930s, the Harvard Business School, under the leadership of Elton Mayo and his associates, conducted research at 
the Hawthorne plant of the Western Electric Company which marked a landmark in organisation theory.  
 
The four experiments are as followings: 

1. Great illumination exp (1924-29): In this experiment, the effects of intensity of lighting upon the workers’ 
productivity was observed. No conclusive relationship could be established.    

2. Relay Assembly Test Room: The effective of involvement, friendly environment on level of productivity was 
studied. The link between supervision, morale, and productivity became the cornerstone of HRT.   

3. Mass interviewed (1928-31): It was done to gauge the workers’ feeling towards their supervisor.   
4. Bank wiring exp 1932-32: It was noted that men formed their own pattern of informal social relationship. 
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These experiments defined the social structure of organisation. Especially in the Bank wire experiment, in this 
experiment, wages were paid on the basis of a group incentive plan, and each member got his share on the basis of 
the total output of the group. The research team found that the workers evolved its own norm of standard output, 
which was lower than the management target. The group, according to its standard plan, did not allow its members 
to increase or decrease the output. Although they were capable of producing more, the output was held down to 
maintain uniform rate of output. 
 
The following code of conduct was maintained for their group solidarity: One should not turn out too much work. If 
one does he is a ‘rate buster’. One should not turn out too little work. If one does he is a ‘chesler’. One should not tell 
a supervisor anything negative about an associate. If one does he is a ‘squealer’. One should not attempt to maintain 
social distance or act officious. If one is an inspector, for example, he should not act like one. 
 
Conclusion: In a sense, the Hawthorne experiment discovered a socially orientated informal group component in 
organizational structure. Thus, Howthrone experiment revealed social factor, groups dynamics, employee attention, 
motivation, human relation for better organizational efficiency. Such as Informal groups often had more influence on 
worker performance than formal organizational structures and advocates for a more human-centric approach to 
management. 
 
b) Do you agree with the view that Theory X and Theory Y are two extreme assumptions by Manager which in real 
life is not possible.  
 
Introduction: 
Theory X and Theory Y for manager provide a way to guide its behavior as working condition which seems to two 
extreme points.  
 
Body Part:  
Dougles McGregor is house hold name in management psychology through his paper “Human side of enterprise” and 
“Professional manager”. He identified the approach for creating an environment within which employee are motivated 
either through control, direction or through integrator and self-control. According to McGregor, management’s 
action of motivating human beings involves certain assumption, generalizations and hypotheses relating to human 
behavior and human nature.  In this aspect he propounded two theories; Theory X and Theory Y. 
 

Theory X Theory Y 

 
               Conflict, Control (Manager) 
Subordination Lack association indifference 
Low productivity/ Morale, motivation 

 
Association, initiative, innovation 
High motivation/ morale/ Productivity 

Negative Asumption 
Managerial control 
Strict supervision 
No Individual Autonomy 
Classical approach (Directive) 

Positive asscumption 
Integration 
flexible 
Individual automaony 
Democratic style. 
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Yes, theory X and Theory Y are two extreme views of management consideration by a manager. Theory X views, 
people are passive or resistant to organizational need and need to be persuaded, rewarded, punished or control to 
achieve organizational needs. While reverse in case of Theory Y. Under Theory Z management, not only do workers 
have a sense of cohesion with their fellow workers, they also develop a sense of order, discipline, and a moral 
obligation to work hard. 
 
In the above consideration, there is theory Z by William Ouchi. William Ouchi is a well-known management theorist 
and lecturer who has contributed significantly to the subject of organizational behaviour. Ouchi is most known for 
his development of Theory Z in the 1980s. Theory Z is a management theory based on Japanese management ideas 
that stresses the value of employee participation, team spirit, and long-term employment. Theory Z stresses the need 
to help workers become generalists, rather than specialists. It views job rotations and continual training as a means 
of increasing employees’ knowledge of the company and its processes while building a variety of skills and abilities. 
Since workers are given much more time to receive training, rotate through jobs, and master the intricacies of the 
company’s operations, promotions tend to be slower. When employees rise to a higher level of management, it is 
expected that they will use Theory Z to “bring up,” train, and develop other employees in a similar fashion. One of the 
assumptions of Theory Z is that they seek to build cooperative and intimate working relationships with their co-
workers. 
 
Conclusion: While theory Y/X is not a universal management philosophy, Theory Z demonstrates greater human 
unity and trustworthiness. It gained popularity in India as well as in western nations. In terms of attitude, role 
perception, management cohesiveness, and employee-employer relations, Theory Z represents a breakthrough. 
 
c) Public Administration as a practice is as old as civilization. Comment. 
 
Introduction: 
The idea of public administration is not new. From chief-led tribal tribes to the democratic Administration of Maurya, 
it changed with the times. 
 
Body Part: 
An essential component of effectively managing government is public administration. It is a component of 
government action. It is a specialized academic field that focusses on government machinery and procedures. It 
serves as a centre of authority as well as a public service institution. It has been in use since the dawn of civilisation. 
However, Woodrow Wilson's "The study of Administration" in 1887 gave rise to realistic conceptualism. To put it 
simply, PA is the administration of public affairs and the public benefit through the use of disciplinary knowledge and 
governmental institutions. 
 
Public administration is as old as civilisation means it is coming from the starting point of civilisation. In form of 
practice, it was there in early stage of civilisation and in past and at present also. In earlier phase of civilisation, the 
people are divided into tribal group. These tribal groups had a leader (tribal chief). This tribal leader perform task for 
the group in term of security, safety, and other services. In Maurya administration, there was also concept of 
democracy where the happiness of king lies in happiness of subject. King was responsible for their citizen and provide 
their welfare through “Palana” and “Yogkhsam”. Hence the king provides these services through bureaucracy which 
is showing the presence of public administration.  
 
Conclusion: Wilson stressed the distinct field of public administration in his essay on "the study of administration," 
arguing that it is a significant feature that is distinct from politics. It is a public policy implementation agency that 
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offers public services. Nicolas Henry's six paradigms show how the field has changed throughout time. However, its 
domain, scope, and nature are evolving in response to necessity. 
 
Q.4) a) Do you agree with the view that by acknowledging Woodrow Wilson as the father of Public Administration 
we are doing injustice to more eminent contributions made prior to him.  
 
Introduction: 
Before Wilson, there is contribution in field of public administration in term of state crafts, dichotomy, law and 
government but there is lack of stress on disciplinary aspect.  
 
Body Part: 
Aristotle, Kautilya, Machiavelli advocated for public administration for administration of state affairs including 
appointment, formation, selection, role of kings etc. In "Politics," Aristotle analyzes different political systems and 
argues for the concept of the "best" state. He advocates for a mixed government combining elements of democracy, 
oligarchy, and monarchy, believing that this would balance the interests of different social classes. Arthashastra" 
outlines strategies for governance, statecraft, and diplomacy. Kautilya emphasized the importance of a strong and 
pragmatic ruler who should be shrewd and strategic in maintaining power. Niccolò Machiavelli was a Renaissance 
political philosopher, historian, and diplomat, best known for his works on political theory, particularly "The Prince." 
His ideas have had a profound impact on political thought and are often associated with realpolitik and pragmatism. 
Bluntschli says politics is state activity in things great and universal while administration is activity of state in 
individual and small things. It is about dichotomy.   
 
Woodrow Wilson was a prominent American statesman, academic, and the 28th President of the United States (1913-
1921). He contributed in the field from disciplinary separation, dichotomy, merit based civil services, science of 
administration, business like administration etc. Wilson brought the realistic conceptualistic of administration by 
“The study of Administration” in 1887.  He stresses on how the law and rule should be implemented. It should be 
implemented with efficiency and effectiveness. It should be business like. There should merit based civil services, 
Public opinion on control on Bureaucracy, bureaucracy to protect liberty and freedom of citizen, and Politics-
Administration dichotomy. 
 
Conclusion: It can be agreed that Woodrow Wilson is the father of Public Administration for its focus on 
administration not just, law making process. It is not injustice to conclude that Woodrow Wilson as father of public 
administration because historically there were focuses more on “Who” should make a law, and “What” the law should 
contain rather than “How” the law should be administrated/Implemented efficiently. It was Woodrow Wilson who 
forceful argued in essay “the science of administration” in 1887 for development of discipline of Public 
Administration. According to him “it is harder to run a constitution than to frame it” So, PA as a discipline will 
provide tools, technique, theories, and principle (TTP) for running the government efficiently. 
 
b) Explain the concept of departments as enunciated by Luther Gulick, also write its criticism.  
 
Introduction: 
Following Fayol, Gullick and Urwick further advance the classical theory. Gullick had administrative experience 
while Urwick has management experience they together contribute.  

1. DOW 
2. Specialization (New) 
3. Coordination (New) 
4. Span of control (New) 
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5. Unity of command 
6. Line and staff (New) 

 
Body Part:  
Luther Gulick's concept of departments revolves around the idea of organizing large organizations, particularly in 
public administration, into specialized units to enhance efficiency and effectiveness. He believed that dividing tasks 
into departments allows for specialization, where each unit can focus on specific functions, leading to better 
performance. 
 

 
 
Key aspects of his concept (4Ps) include: 

1. Purpose (function): Departments are typically organized based on functions such as finance, human 
resources, and operations, which helps streamline processes and improve management. 

2. Process (Specialization): Each department is responsible for specific tasks, allowing employees to develop 
expertise in their areas. 

3. Place (Geographical factor): It is based of localised factor, not the literal meaning of geography such as 
formation of DVC for Damodar valley.  

4. Person (clientele): it is based on different person driven department for client orientation such as ministry of 
justice, tribal affairs, ministry of women etc.  

 
Gulick’s work laid the groundwork for modern organizational theory and continues to influence how institutions, 
especially governmental ones, are structured today. His ideas stress the importance of both specialization and 
coordination in achieving organizational efficiency. However, it is not free from criticisms: 

1. Purpose based department formation leads to general function and hence lack specialisation for example, 
MOHA, MHRD they have different purpose but administration by same bureaucracy of generic nature, that 
lack specialisation.  

2. Process focus on special skill but lack generic aspect such as medical department run by doctors, doing 
administrative works lack generalisation. 

3. Place based department has localised effect rather than global aspect such as localised behaviour corruption 
and attitude.  

4. Person based department leads to balkanisation such as MOD, MOHA, MOPPG they have similar works done 
by different person addressing different people.  

 
Conclusion: Gulick’s principles can be seen in modern organizations, from government agencies to corporations. For 
example, a city government may have separate departments for urban planning, public safety, and waste 
management, each specializing in its own area but required to coordinate for effective city governance. Gulick's 
concept of departments provides a structured approach to managing complexity in organizations. By emphasizing 
specialization and coordination through his POSDCORB framework, he laid the groundwork for modern 
organizational theory. 
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c) Enumerate the contributions of Mary Parker Follett for understanding governmental machinery. 
 
Introduction/ body Part:  
Mary Parker Follett was the first person who focus on theory of individuals in organisation.  She was the first pure 
academician. Although, chronologically she belongs to classical era but philosophically she belongs to Human Relation 
and Behavioral era.  
 
Contribution of Follett: 

 Social system: Follet considered organisation as a social system and work as social process. In organisation, 
people carry with them the social phenomenon of society. Organisation is an open system as per Follett where 
people affect and get affected. 

 Constructive Conflict: Follett says organisation is a social system but not a cooperative social system and 
hence conflict arises. When conflict has constructive purpose, it is called constructive conflict. In her ‘creative 
experience’ she specified that conflict is not a wasteful outbreak of incompatibilities, but a normal process by 
which socially valuable difference is registered for enrichment of organisation. She said conflict is neither 
good nor bad. It is only appearance of difference. Follett suggested three methods for resolving conflict; 
domination, compromise, and integration.   

 Orders: Follett discuss about how order should be given, what should be its basis, how it should be made 
acceptable etc. As per Follett, order should be based upon the ‘law of situation’ rather the personal authority. 
In her article ‘the giving of order’, she gave four basic principles in giving order; conscious attitude, 
responsible attitude, experimental attitude and polling the results.  

 Power, authority, control: Follett define power as simple ability to make things happen, to be a causal agent, 
to initiate change. She emphasized on power with rather than power over. Power over is self-developing, 
cooperative, participative, and coactive. Follet define authority as vested power or right to exercise. She 
asserted authority should not be formal, ownership type rather should begin with law of situation. In control, 
Follet believes in ‘fact control rather man control, correlated control than superimposed control.  

 
Changing concept of classical era to Follet era.  

Category  Classical Era M.P Follett Era  
Organisation Closed system  Dynamic system 

Application Formal/ mechanical Social-Psychological, situational (SPS)  

Resolution of 
conflict  

Application of Science   Constructive conflict (integration)  

Principle  Formal, Principal Authority, responsibility 
order such as power order  

Principle basis of social-Psychological 
situational power with  

 
Conclusion: Thus Mary parker Follet in making administration and organization efficient through defining nature of 
organization, managing its conflict, providing nature of authority, and type of control. Due to its contribution and 
bringing change in concept of organisation, order, authority, conflict resolution she was called “Prophet of 
Management” as per Peter Drucker. 
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Section – B 
 
Q.5) Answer the following questions in about 150 words each: 
 
a) In a hierarchy every employee tends to rise to his level of Incompetence. 
 
The given statement is famously known as the Peter Principle, introduced by management theorist Laurence J. Peter 
in 1969. It is an observation about organizational behavior, particularly in hierarchical structures, where individuals 
are promoted based on their performance in their current role rather than their suitability for the new role. 
 
Meaning: 
According to the Peter Principle, promotions are generally awarded based on an individual's performance in their 
current role. However, the skills and competencies required to succeed at one level are not always the same as those 
needed for success at the next. Over time, employees are promoted to roles in which they are ineffective or 
incompetent because they lack the necessary skills, knowledge, or abilities for that position. 
 
Key assumptions of the Peter Principle: 

1. Employees are promoted based on their performance in their current job, not on their suitability for the next 
level. 

2. Each level of hierarchy may require a different set of skills, and excelling in one role does not guarantee 
competence in a higher role. 

3. Eventually, employees reach a level where they are unable to perform their tasks effectively, leading to 
stagnation or dysfunction in the organization. 

 
Implications for Public Administration: 
The varied manifestations of Peter Principle in the context of government and bureaucracy can be understood as 
follows:  

a. Bureaucratic Hierarchies: In government organizations, employees are often promoted through rigid 
systems, such as civil service examinations or seniority-based promotions. These systems are designed to 
reward competence and experience, but they may not account for the diverse skill sets required at higher 
administrative levels. 
Example: In the Indian Civil Services, promotions are often based on performance reviews and years of 
service. However, an officer who excels in fieldwork or implementation at the district level may not 
necessarily have the skills required to handle policy formulation at the central level, leading to inefficiency. 

b. Political Leadership and Ministerial Roles are often filled through elections or political promotions, without 
necessarily assessing whether the individual has the required administrative skills.  
Example: In many countries, politicians who succeed in parliamentary roles are often appointed to executive 
or ministerial positions. However, political success doesn't always correlate with administrative capability.  

 
Consequences of the Peter Principle in Organizations: 

1. As employees reach their levels of incompetence, they are unable to perform their roles effectively, leading 
to a decline in overall productivity. 

2. Employees who find themselves in positions where they are not competent may experience frustration, 
stress, and decreased job satisfaction. This can lead to disengagement or even turnover. 

3. Once employees reach their level of incompetence, they stop being promoted, which can create a bottleneck 
in the organizational hierarchy. Competent employees may be stuck at lower levels due to a lack of vacancies, 
leading to organizational stagnation. 
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4. In the context of public administration, incompetent leaders or managers can make poor policy decisions, 
leading to ineffective governance, misallocation of resources, and reduced public trust in government 
institutions. 
 

Strategies to Mitigate the Peter Principle in Public Administration: 
1. Public administration can mitigate the effects of the Peter Principle by offering ongoing leadership training 

programs to prepare employees for higher-level roles. Example: India's Lal Bahadur Shastri National Academy 
of Administration (LBSNAA) offers continuous training programs for Indian civil service officers, equipping 
them with managerial skills needed for higher roles. 

2.  Rather than relying solely on tenure or performance in lower roles, promotions should be based on an 
employee’s competency and potential for success in the new role.  

3. Not all promotions should be into managerial roles. Employees who excel in technical or specialized areas 
should be able to advance in their fields without being forced into roles they may not be suited for. 

 
Conclusion: The Peter Principle highlights the risks of promoting employees based on their success in lower-level 
roles without considering their suitability for higher positions. While the Peter Principle serves as a cautionary theory, 
with thoughtful management, its negative effects can be minimized. 
 
b) Explain the concept of line and staff with examples. 
 
Introduction: 
The line and staff concept is a framework used in organizational theory to differentiate between two types of 
authority and functions within organizations—line authority and staff authority. This distinction is significant in both 
public administration and business management.  
 
Line Authority: 
Line authority refers to positions directly responsible for achieving the organization's primary objectives. In 
government administration, "line" positions are those that involve direct decision-making, implementation of policies, 
and overseeing operations. These positions have a clear chain of command, and decisions made by line officials impact 
the core functioning of the government or institution. 
 
Key characteristics of Line Authority: 

1. Direct supervision and control over the execution of tasks. 
2. Responsibility for achieving specific goals and objectives. 
3. Vertical hierarchy with a clear chain of command. 
4. Power to issue orders and enforce decisions. 

Example: In Indian administration, a District Collector is an example of a line authority. The District Collector 
has the authority to implement government policies at the district level, maintain law and order, and oversee 
revenue collection. The position involves direct supervision of various government departments and 
execution of policies. 

 
Staff Authority: 
Staff authority refers to positions that provide specialized advice, support, and expertise to line authorities. These 
positions do not have direct control over operations but play a crucial role in planning, advising, and assisting line 
officials in making informed decisions. They are often subject-matter experts in specific areas. 
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Key characteristics of Staff Authority: 
1. Advisory role providing recommendations and expertise. 
2. Support function for line officers without direct authority over the core operational tasks. 
3. Horizontal relationship to the line structure, offering guidance rather than orders. 
4. Limited decision-making power outside their advisory role. 

 
The advisors in various ministries (such as defense, finance, or health) and experts from NITI Aayog act as staff 
authorities. For example, an economic advisor in the Ministry of Finance provides expert advice on economic policies 
and financial planning. However, they do not directly implement these policies; that responsibility lies with the line 
officers like the Secretary of Finance. 
 
Line-Staff Relationship in Indian Administration: 
Line-Staff in Ministries: In Indian government ministries, the minister and secretaries represent the line authority, 
while various departments and research units (such as the Department of Economic Affairs within the Ministry of 
Finance) provide staff functions. The staff departments assist the minister in policy analysis, financial planning, and 
international negotiations, but do not have the direct authority to enforce these policies. 
Defense and Military Services: In the military, line authority exists in the form of commanding officers, while support 
or staff functions are carried out by intelligence, logistics, and legal units. The Defense Staff provides strategic advice 
to military commanders but does not have direct command authority over combat operations. 
 
Conflicts between Line and Staff: 

1. Line managers may feel that staff units are overstepping their boundaries by giving recommendations that 
seem like directives. 

2. Line managers are often focused on short-term, operational goals, while staff departments may emphasize 
long-term strategy or compliance issues, leading to conflicting priorities. 

3. If staff members exert too much influence, line managers may feel undermined, resulting in tension and 
resistance to staff advice. 
 

In many government departments, staff departments such as planning and budgetary units may propose resource 
allocations or strategic plans that do not align with the immediate concerns of line departments. For instance, the 
finance ministry may propose budget cuts in welfare schemes based on fiscal prudence (staff function), which may 
be resisted by the ministry of rural development (line function) focused on social goals. 
 
Importance of Line and Staff in Organizations: 

1. Line functions are critical for ensuring the day-to-day operations and achievement of immediate goals. 
2. Staff functions provide the necessary expertise, support, and long-term planning needed to sustain 

operations and adapt to changing environments. 
 
Conclusion: The concepts of line and staff are fundamental to organizational theory, representing the balance 
between direct control and specialized support. Recognizing and managing the potential for conflict between these 
roles is crucial to maintaining a harmonious and effective organization. 
 

c) Explain the Immaturity-Maturity Theory. 
 

Introduction: 
The Immaturity-Maturity Theory in public administration was proposed by Chris Argyris, a prominent organizational 
behavior theorist. This theory explores the development of individuals within organizations, especially within 
bureaucratic systems, and how organizational structures impact human behavior and personal growth.  
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Core ideas of Immaturity-Maturity Theory: 
The theory is based on the idea that as individuals grow, they naturally progress from a state of immaturity to 
maturity, both in personal and professional life. Argyris identified seven key dimensions along which this growth 
occurs: 

1. Passive to Active: Immature individuals tend to be passive and dependent on others for direction and 
decision-making, while mature individuals are active, self-reliant, and capable of taking initiatives. 

2. Dependent to Independent: As people mature, they move from a state of dependence on others (such as 
supervisors or authority figures) to independence, where they are capable of making their own decisions and 
taking responsibility. 

3. Behaving in a few ways to Behaving in many ways: In the immature stage, individuals typically operate within 
a limited set of behaviors or roles. As they mature, they become more versatile, adaptive, and capable of 
functioning in various ways. 

4. Short-term perspective to Long-term perspective: Immature individuals often focus on immediate or short-
term goals and rewards. Mature individuals develop the ability to think and plan over the long term, 
considering future consequences and broader organizational objectives. 

5. Subordination to Control: In the immature stage, individuals accept external control and operate within rigid 
structures. As they mature, they seek more autonomy and personal control over their work and decision-
making processes. 

6. Lack of Self-awareness to Self-awareness: Immature individuals have a limited understanding of themselves, 
their abilities, and their impact on the organization. Maturity involves greater self-awareness, leading to more 
thoughtful, reflective behavior. 

7. Low interpersonal skills to High interpersonal skills: As people grow, they develop stronger interpersonal 
skills, better communication, and the ability to collaborate effectively within teams. 

 
Application to Public Administration: 
In the context of public administration, Argyris's theory suggests that bureaucratic structures often promote and 
maintain a state of immaturity among employees. Rigid hierarchies, excessive rules, and a focus on compliance may 
stifle individual growth and limit employees' potential to reach full maturity.  
 
Example: In Indian bureaucracy, junior officers (like IAS probationers or lower-level civil servants) are often confined 
to following orders from senior officials, limiting their capacity for decision-making. This can keep them in an 
"immature" state, where they are highly dependent on superiors and follow strict protocols, rather than exercising 
their own judgment. 
This can result in: 

1. Over-dependence on superiors 
2. Lack of creativity and innovation 
3. Short-term focus, without fostering long-term planning or strategic thinking. 

 
Argyris argued that for public organizations to be effective, they need to provide opportunities for personal growth 
and allow individuals to move towards maturity. This includes encouraging self-direction, fostering independence, 
providing avenues for creative problem-solving, and promoting a collaborative culture rather than a rigid hierarchical 
one. 
Reforms like Mission Karmayogi (India's National Program for Civil Services Capacity Building) aim to empower civil 
servants, helping them transition from immaturity to maturity by developing leadership skills, promoting autonomy, 
and focusing on long-term thinking and innovation.  
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Criticism of Immaturity-Maturity Theory: 
1. Some argue that bureaucracies are more complex than the theory suggests and that rules and structures are 

necessary for maintaining accountability, especially in public administration. 
2. Moving from immaturity to maturity within bureaucracies can be challenging due to institutional inertia, the 

resistance to change, and political constraints. 
 
Conclusion: The Immaturity-Maturity Theory highlights the importance of individual growth within organizations, 
stressing that bureaucratic structures can either hinder or foster personal development. By enabling individuals to 
reach their full potential, organizations can benefit from greater innovation, adaptability, and long-term effectiveness. 
 
d) What is the middle range concept in CPA? 
 
Introduction: 
The middle-range concept in Comparative Public Administration refers to a theoretical framework that lies between 
grand theories and specific case studies. It was introduced by Robert K. Merton, a prominent sociologist, and later 
adapted into the field of public administration, particularly comparative studies. The concept advocates for the 
development of theories that are neither too abstract (like grand theories) nor too narrow (like single-case analyses), 
thus providing more practical and context-specific insights for comparing administrative systems across different 
countries or cultures. 
 
Key Features of Middle-Range Concept in Comparative Public Administration: 

1. Balancing abstract and empirical knowledge: Middle-range theories aim to bridge the gap between highly 
abstract, universal theories and specific, detailed studies of individual countries or administrations. These 
theories are based on observed empirical patterns but remain broad enough to apply to multiple cases. 

2. Context-specific comparisons: Comparative public administration deals with analyzing and understanding 
administrative systems across different countries, cultures, or regions. The middle-range approach allows 
researchers to focus on particular aspects of these systems (such as bureaucratic behavior, administrative 
processes, policy implementation) while acknowledging variations in political, economic, and cultural 
contexts. 

3. Flexibility and adaptability: Middle-range theories are flexible, allowing researchers to modify or adapt them 
to new contexts without losing their comparative value. They are designed to be generalizable to a certain 
extent but can be adjusted to reflect the diversity of administrative practices. 

4. Problem-oriented approach: The middle-range approach often focuses on specific, practical problems in 
public administration, such as policy implementation, corruption, decision-making, or administrative 
reforms. These problems are analyzed within the context of multiple administrative systems, enabling more 
targeted comparisons and solutions. 

 
Examples of Middle-range concepts in CPA: 
Bureaucratic structure and behavior: Max Weber’s theory of bureaucracy is a grand theory that applies universally 
to all bureaucratic systems. However, a middle-range concept would focus on specific aspects of bureaucratic 
behavior in different countries, such as how bureaucratic corruption manifests in India versus the United States, or 
how accountability mechanisms work in the public sector across different regions. 
Policy implementation models: Middle-range theories can also be applied to policy implementation processes. 
Instead of creating a universal theory of policy implementation, a middle-range approach would focus on factors 
affecting policy implementation in a specific context (e.g., health policy in developing nations versus developed ones) 
while drawing comparisons across countries with similar political or economic conditions. 
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Importance of Middle-range concept in CPA: 
1. Middle-range theories help ensure that the knowledge generated is practical and relevant for policymakers 

and administrators, as they provide insights that are applicable across different contexts but are not so 
abstract that they lose touch with real-world conditions. 

2. In comparative public administration, the middle-range concept allows for meaningful comparisons between 
different countries’ administrative systems without overgeneralizing or ignoring context-specific nuances. 

3. Because of their flexible nature, middle-range theories can be adapted to new developments in public 
administration, such as technological changes or shifts in political systems, while still providing a coherent 
analytical framework. 

 
Challenges of Middle-range concepts: 

1. While middle-range theories provide valuable insights, they are often limited in scope and may not offer 
comprehensive explanations for complex phenomena that span multiple areas of public administration. 

2. One of the main challenges is finding the right balance between generalizability and specificity. Over-
generalizing can lead to losing context, while being too specific can reduce the comparative value of the 
theory. 

 
Conclusion: The middle-range concept in Comparative Public Administration serves as a vital tool for developing 
theories that are both practical and context-sensitive. It avoids the pitfalls of grand, overly abstract theories and 
overly narrow case studies, offering a framework that can be applied to a range of administrative contexts while 
allowing for the necessary flexibility to account for cultural, political, and economic differences.  
 
e) Show with examples the concept of Double loop learning. 
 
Introduction: 
Double-loop learning, a concept introduced by organizational theorist Chris Argyris, refers to a deeper form of 
learning that challenges underlying assumptions, values, and goals rather than merely addressing immediate 
problems or errors. It contrasts with single-loop learning, which focuses on solving problems within existing 
frameworks without questioning the system itself. Double-loop learning encourages a critical reassessment of 
policies, strategies, and practices, leading to more transformative changes in public administration. 
In public administration, double-loop learning is essential for adapting to complex challenges, fostering innovation, 
and improving governance outcomes. By questioning the underlying principles behind policies and actions, public 
institutions can better respond to changing societal needs, avoid repetitive mistakes, and enhance overall 
effectiveness. 
 

Single-loop learning Double-loop learning 

Focuses on detecting and correcting errors 
within existing policies, rules, or strategies. The 
system's objectives, assumptions, and values 
remain unchallenged. 

Goes beyond merely fixing errors by re-examining the underlying 
causes, assumptions, and frameworks behind the system’s 
actions. It involves altering the governing values and norms to 
create a more responsive and adaptive organization. 
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Examples of Double-Loop Learning: 
Initiatives Double-loop learning 

 
 
 
India’s MGNREGA 
Program 

Double-loop learning occurred when the fundamental assumptions behind the 
program were questioned. For instance, policymakers began to ask whether the types 
of work offered under MGNREGA (e.g., road construction, irrigation projects) were 
aligned with the actual long-term needs of rural communities. Instead of just 
addressing operational inefficiencies, the government began incorporating community 
assets creation (e.g., water conservation, afforestation) to ensure sustainable rural 
development, thereby reshaping the program’s goals. 

 
 
 
US’s Police Reforms 
after incidents of Police 
brutality 

Double-loop learning occurred when broader discussions began questioning the 
underlying assumptions of policing itself. Instead of just improving existing police 
procedures, reformers and activists asked deeper questions about the role of policing 
in society, leading to debates about defunding the police, reallocating resources to 
social services, and restructuring public safety frameworks. This shift represents a 
rethinking of the fundamental objectives and values behind law enforcement. 

 
 
 
Urban Development and 
Slum Rehabilitation 
Policies in India 

The JNNURM (Jawaharlal Nehru National Urban Renewal Mission) program introduced 
a shift toward double-loop learning by questioning the very nature of urban 
development planning and asking why slums were proliferating in the first place. This 
led to a deeper analysis of migration patterns, affordable housing policies, and urban 
planning assumptions. Solutions began to shift toward creating inclusive cities, 
integrating slum dwellers into the formal housing market, and addressing the root 
causes of urban poverty. 

 
 
 
COVID-19 Crisis 
Management in India 

India’s approach, led by Prime Minister Narendra Modi, displayed elements of double-
loop learning. The government re-evaluated the underlying assumptions of balancing 
public health and economic growth. Instead of prioritizing economic activities over 
health, the government redefined the goal to emphasize a “health-first” strategy. This 
led to stricter lockdowns, rapid border controls, and long-term thinking about 
pandemic preparedness and public trust in governance. By questioning the initial 
trade-offs between economy and public health, India pursued a fundamentally 
different policy trajectory. 

 
Benefits of Double-Loop Learning:  

1. By challenging established norms and assumptions, double-loop learning can lead to innovative policy 
solutions that address deeper systemic issues. 

2. Instead of repeatedly fixing short-term problems, double-loop learning encourages sustainable solutions that 
consider long-term impacts and broader societal goals. 

3. It promotes a culture of reflexivity within public institutions, encouraging administrators and policymakers 
to continuously question and improve their own values, strategies, and assumptions. 

 
Conclusion: In public administration, double-loop learning is a powerful tool for fostering adaptive, innovative 
governance that goes beyond surface-level problem-solving. By questioning and reassessing the fundamental 
assumptions and values that guide public policies, governments can develop more transformative and effective 
solutions to the complex challenges they face.  
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Q.6) a) Explain the works of various thinkers in Micro–Comparative Public Administration. (e.g. James Q Wilson) 
 
Introduction: 
Micro-comparative public administration focuses on the study of administrative behavior, processes, and decision-
making at a more localized or individual level within organizations and public institutions. It contrasts with macro-
comparative approaches that examine larger structural or institutional differences across countries. In micro-
comparative public administration, scholars analyze how bureaucrats, administrators, and public officials behave 
within different political, cultural, and administrative contexts. 
Several thinkers have contributed to the development of micro-comparative public administration, exploring the role 
of individual decision-making, organizational culture, and leadership.  
 
1. James Q. Wilson: 
Key Work: "Bureaucracy: What Government Agencies Do and Why They Do It" (1989) 
Wilson's work in micro-comparative public administration is most famously encapsulated in his book Bureaucracy, 
where he explores the behavior of public organizations and individual administrators within them. His approach 
involves examining bureaucratic behavior, organizational goals, and the challenges public agencies face in delivering 
services. 
Wilson categorized bureaucracies based on their core tasks and the way their outputs and outcomes can be observed. 
He distinguishes between different types of organizations (e.g., production organizations, procedural organizations, 
craft organizations, and coping organizations) to show how the nature of work influences decision-making and 
behavior. 
For instance, organizations like the police force, which are hard to observe both in terms of how they perform their 
tasks and their outcomes, rely heavily on internal cultures and norms to manage performance. Wilson analyzed how 
decision-making in these organizations is shaped by individual discretion and organizational constraints. 
Wilson emphasized how bureaucrats' individual decisions are shaped not just by formal rules and structures, but by 
informal norms, peer expectations, political pressures, and the organization's history. 
For example, in the U.S. police system, Wilson explored how individual police officers exercise discretion in law 
enforcement, how the goals of the department can conflict with officers’ own incentives, and how organizational 
culture plays a crucial role in shaping their behavior. 
 
2. Herbert A. Simon: 
Key Work: "Administrative Behavior" (1947) 
Simon's work revolutionized the study of decision-making in public administration. His concept of "bounded 
rationality" explained how individuals in organizations make decisions under constraints, such as limited information, 
time, and cognitive abilities. Simon challenged the classical model of rational decision-making that assumed 
administrators had complete information and could choose the most optimal solution. 
 
Bounded Rationality: In reality, Simon argued, decision-makers “satisfice” rather than optimize—they settle for a 
solution that is good enough given the constraints they face. This idea is crucial for micro-comparative public 
administration as it highlights the limitations of individual bureaucrats in navigating complex, uncertain 
environments. 
For example, in public health departments, administrators may not always have the data or resources to make the 
most efficient policy decisions. Instead, they rely on incomplete information to implement "satisficing" solutions to 
address public health issues. 
 
Programmed vs. Non-Programmed Decisions: Simon also differentiated between programmed (routine, repetitive) 
and non-programmed (complex, unstructured) decisions. Bureaucrats often face non-programmed decisions, 
requiring judgment and adaptation, leading to variations in behavior across different contexts. 
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3. Dwight Waldo:  
Key Work: "The Administrative State" (1948) 
Waldo's work took a more normative approach, emphasizing the political and value-laden nature of public 
administration. He argued that public administrators are not just neutral implementers of policy but are deeply 
involved in political and ethical considerations. Waldo’s ideas contribute to micro-comparative public administration 
by highlighting how administrators' values and ethical considerations impact their decisions. 
 
Politics-Administration Dichotomy: Waldo rejected the classical idea of a strict separation between politics and 
administration. He believed that public administrators are deeply influenced by their personal values and the political 
environment, which means that individual decisions cannot be separated from the broader political context. 
In welfare agencies, for instance, bureaucrats must make decisions about resource allocation that reflect both 
political priorities and personal ethical considerations, such as fairness or equity. 
 
4. Charles E. Lindblom: 
Key Work: "The Science of Muddling Through" (1959) 
Lindblom introduced the concept of incrementalism in decision-making, which has been widely influential in 
understanding how public administrators make policy choices. He argued that in complex environments, decision-
makers often rely on small, incremental changes rather than large, comprehensive overhauls because of the 
limitations in their knowledge and resources. 
 
Incrementalism: Lindblom’s idea of incremental decision-making is crucial in micro-comparative public 
administration because it explains how individual bureaucrats, facing limited time and information, make small 
adjustments to policies rather than radical changes. Incrementalism reflects a pragmatic approach to governance 
that is context-specific and avoids risky, large-scale changes. 
For example, in urban planning departments, administrators often make small adjustments to zoning laws or 
infrastructure development plans rather than overhauling entire city systems. This incremental approach helps 
manage uncertainty and the complexity of urban governance. 
 
5. Michael Lipsky: 
Key Work: "Street-Level Bureaucracy: Dilemmas of the Individual in Public Services" (1980) 
Lipsky introduced the concept of street-level bureaucracy, which refers to public service workers (e.g., police officers, 
teachers, social workers) who interact directly with citizens and make decisions that affect policy outcomes. He 
emphasized that street-level bureaucrats have a significant amount of discretion in their day-to-day work and that 
their behavior often shapes the actual implementation of public policies. 
 
Discretion in Decision-Making: Lipsky's work contributes to micro-comparative public administration by focusing 
on how the actions of individual bureaucrats—particularly at the "street level"—affect policy outcomes. He argued that 
because these bureaucrats work under conditions of limited resources and conflicting goals, they develop coping 
mechanisms, such as rationing services or prioritizing certain cases. 
For example, a social worker deciding which welfare applicants to prioritize or a police officer deciding when to issue 
a warning versus making an arrest are examples of street-level bureaucrats exercising discretion. This behavior can 
vary significantly across contexts, leading to different policy outcomes even under the same laws. 
 
Conclusion: Micro-comparative public administration provides insights into how individual behaviors, decision-
making processes, and organizational cultures influence the functioning of public institutions. The above mentioned 
scholars' contributions help us understand how administrative behavior varies across different political, cultural, and 
organizational contexts. 
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b) Evaluate the criticisms of Herbert Simon on principles of classical theory. 
 
Introduction: 
Herbert A. Simon's criticism of the principles of classical management theory fundamentally challenged the 
foundations of traditional administrative thought, particularly as presented by theorists like Henri Fayol, Luther 
Gulick, and Frederick W. Taylor.  
Simon's critique, mainly found in his influential book "Administrative Behavior" (1947), focused on the overly 
simplistic, rigid, and prescriptive nature of classical management principles. He argued that these principles lacked 
scientific rigor and did not adequately reflect the complexities of real-world administrative decision-making. 
 
Simon’s key criticisms: 

1. Lack of scientific foundation (Proverbs of Administration): One of Simon’s central criticisms was that the 
classical principles of administration, such as unity of command, span of control, or specialization, were often 
contradictory and unscientific. He famously referred to these principles as “proverbs of administration” 
because they were presented as universally valid rules but lacked empirical validation. 
For example, Simon pointed out that while the principle of "unity of command" states that each subordinate 
should have only one superior, the principle of "specialization" often requires that a subordinate may report 
to multiple superiors for different specialized functions, thereby contradicting unity of command. This 
contradiction demonstrates the inconsistency and ambiguity in classical management theory. 
Simon argued that classical principles were merely heuristic and not based on empirical evidence. They were 
descriptive rather than explanatory, offering no guidelines on how to apply them effectively in varying 
organizational contexts. He claimed that administrative science needed to move from general principles to 
scientifically derived laws of behavior. 

2. Ambiguity and vagueness: Classical theory’s principles were overly broad and failed to provide precise 
guidance for administrators. He described them as vague and open to multiple interpretations, leading to 
inconsistent applications in real administrative settings. 
For example, consider the classical principle of "span of control," which suggests that a manager should only 
supervise a limited number of subordinates to maintain efficiency. Simon criticized this principle because it 
did not define what an optimal span of control should be, nor did it account for the complexity or nature of 
the tasks being managed. The appropriate number could vary depending on the situation, and the classical 
theory did not address such variability. 
Simon argued that this vagueness limited the practical utility of these principles. Since they did not offer a 
clear set of procedures for decision-making, they were not actionable in complex, dynamic organizational 
environments. 

3. Contradictory nature of classical principles: Many classical principles, when applied simultaneously, tend to 
contradict each other. Simon argued that classical theorists failed to recognize these contradictions, which 
made the principles difficult to apply in a coherent and consistent manner. 
For instance, the principle of centralization (concentration of decision-making authority) often conflicted 
with the principle of delegation (empowerment of subordinates to make decisions). Classical theory offered 
both principles without adequately explaining how to balance them. In practice, a manager may face difficulty 
in adhering to both at the same time. 
Simon contended that without clear criteria for resolving these contradictions, classical theory left 
administrators in a position of making ad hoc decisions, undermining its claims to provide a consistent and 
scientific approach to management. 

4. Emphasis on prescriptive rules over descriptive reality: The classical theory prescribed what administrators 
should do rather than studying and explaining what they actually do in organizational settings. Simon 
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emphasized that a science of administration should focus on understanding real behavior, decision-making 
processes, and constraints that administrators face. 
For example, classical principles like “unity of command” presuppose a simple and hierarchical organizational 
structure, which may not reflect the complexity of modern organizations where overlapping functions, 
multiple reporting relationships, and matrix structures exist. 
Simon’s behavioral approach sought to understand the actual processes of decision-making in organizations, 
rather than imposing an idealized and overly simplistic model. He advocated for the study of bounded 
rationality—the idea that decision-makers operate within cognitive, informational, and temporal limitations. 

5. Overemphasis on efficiency: Classical theory prioritized efficiency as the primary goal of administration, 
often to the exclusion of other important values like equity, transparency, or responsiveness. Simon critiqued 
this narrow focus, arguing that administrative decisions involve multiple, often conflicting, goals, and 
efficiency should not always be the overriding consideration. 
Simon pointed out that administrative decisions often have to balance competing goals, such as ensuring 
equity in public service delivery versus achieving efficiency in resource allocation. The classical theory’s one-
dimensional focus on efficiency overlooks these complexities. 
Simon argued for a more nuanced understanding of decision-making, where administrators must weigh 
multiple objectives. He viewed efficiency as just one criterion among many that need to be considered in 
public administration. 

6. Simplistic view of decision-making: Classical theory assumed that administrators were rational actors who 
made decisions based on complete information to achieve organizational goals. Simon challenged this 
assumption by introducing the concept of bounded rationality, which asserts that decision-makers are limited 
by cognitive constraints, incomplete information, and time pressures, leading them to "satisfice" rather than 
optimize. 
In real-world decision-making, public administrators often make choices based on limited information, 
personal biases, or institutional constraints. Classical theory’s assumption of full rationality ignores these 
realities. 
Simon's bounded rationality framework offered a more realistic view of decision-making in organizations, 
highlighting that administrators often settle for satisfactory solutions rather than ideal ones. This theory 
became one of the most influential developments in understanding organizational behavior. 

7. Neglect of human and social factors: Classical theory focused heavily on formal structures, rules, and 
processes, paying insufficient attention to the human and social factors that affect administrative behavior. 
Simon emphasized the importance of understanding how informal groups, personal relationships, and 
organizational culture impact decision-making. 
In public administration, the behavior of bureaucrats is often influenced by social relationships, group 
dynamics, and organizational culture, which classical theorists largely ignored. Simon stressed the need to 
study these informal aspects of organizations. 
By ignoring these human factors, classical theory failed to account for the complexity of organizational life. 
Simon advocated for a broader understanding of organizational behavior that includes both formal structures 
and informal social influences. 

8. Need for a more empirical approach: Simon criticized classical management theory for its reliance on 
normative assumptions and anecdotal evidence rather than systematic, empirical research. He argued for the 
development of a science of administration that could produce generalizable, empirically tested laws of 
organizational behavior. 
Instead of prescribing rules like “span of control” based on intuition, Simon called for careful empirical 
analysis to understand the relationship between managerial capacity, the complexity of tasks, and the optimal 
number of subordinates. 
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Simon’s behavioral approach led to the development of decision theory, which uses empirical research and 
scientific methods to study decision-making in organizations. His work laid the foundation for a more 
rigorous and systematic study of public administration. 

 
Conclusion: Herbert Simon's criticisms of the classical theory of administration represent a paradigm shift in public 
administration and organizational studies. By introducing concepts like bounded rationality and advocating for a 
more empirical and scientific approach, Simon contributed to the development of modern public administration as a 
discipline grounded in the realities of human behavior and organizational complexity. 
 
c) Every human organization shall start from System I and ultimately end up with System IV [Likert]. Comment 
 
Introduction: 
Rensis Likert's Systems of Management is a theoretical framework that identifies different styles of management in 
organizations, ranging from authoritarian to participative. Likert proposed four systems of management, ranging 
from System I (exploitative-authoritative) to System IV (participative-group), where each system reflects the level of 
decision-making power, authority, and interaction between superiors and subordinates. 
Likert argued that organizations naturally evolve from System I to System IV as they grow, learn, and adapt to changes 
in their environment. His central thesis was that the most effective and productive organizations are those that adopt 
System IV, as it fosters better communication, teamwork, and decision-making processes. 
 
Likert’s Four Systems of Management: 
System I: Exploitative-Authoritative: 
Characteristics: Autocratic, centralized decision-making; low trust in subordinates; top-down communication. 
Example: Decisions are made at the top level, and employees at lower levels have little say. Workers often feel 
alienated and demotivated. 
 
System II: Benevolent-Authoritative: 
Characteristics: Authoritative but more paternalistic; some delegation but still centralized control. 
Example: Leaders are more benevolent but still maintain tight control over decision-making. Subordinates may have 
slightly more input, but it’s still limited. 
 
System III: Consultative: 
Characteristics: Leaders consult subordinates before making decisions, though final authority still rests with 
management. 
Example: Employees have more of a voice, and feedback is encouraged, but decision-making is still largely in the 
hands of the upper management. 
 
System IV: Participative-Group: 
Characteristics: Democratic, participative decision-making; high trust in subordinates; open communication in all 
directions. 
Example: Decisions are made collectively, and subordinates are highly involved. There is a high degree of 
collaboration, and motivation and job satisfaction are enhanced. 
Likert's evolutionary model of organizations: 
Likert’s theory suggests that organizations, whether in the public or private sector, typically evolve from System I to 
System IV over time as they face pressures for greater efficiency, adaptability, and human resource development. 
This evolution reflects the increasing complexity of organizational tasks, the need for creativity and innovation, and 
changing social expectations around participation and empowerment in the workplace. 
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Application to Indian Administration: 
System I: Early Colonial Administration (Exploitative-Authoritative) 
During British colonial rule in India, the administrative system was largely exploitative-authoritative (System I). 
Decision-making was centralized, with a small elite of British officers holding most of the power. Communication was 
mostly top-down, and there was little input from the Indian population in governance. Policies were often imposed 
without consultation, leading to widespread dissatisfaction. 
Example: The exploitative nature of colonial policies, such as the taxation system and forced labor practices, reflected 
this authoritative management style. Indian citizens had minimal participation in the decision-making processes of 
governance. 
 
System II: Post-Independence Administration (Benevolent-Authoritative) 
After independence, India inherited a largely bureaucratic, authoritative administrative system, though it gradually 
evolved into a more benevolent form (System II). The Indian government made efforts to introduce social welfare 
programs, with policies aimed at benefiting the broader population. However, decision-making remained largely top-
down, with centralized control in the hands of political elites and senior bureaucrats. 
Example: The introduction of planned economic development through Five-Year Plans, driven by the Planning 
Commission, reflected a more benevolent approach where policies were designed for the benefit of the people, but 
real decision-making power still rested with a small group of leaders. 
 
System III: Consultative Reforms and Decentralization (Consultative) 
Over time, especially in the 1990s, Indian administration began moving towards a more consultative model (System 
III) with the implementation of decentralization reforms, especially after the 73rd and 74th Constitutional Amendments, 
which granted local governance bodies (Panchayati Raj and Municipalities) more decision-making power. These 
reforms aimed to involve citizens and lower-level officials in decision-making processes, although real power still 
remained at higher levels of government. 
Example: The introduction of schemes like Mahatma Gandhi National Rural Employment Guarantee Act (MGNREGA) 
incorporated consultative elements by involving local authorities and communities in the implementation of the 
program, though the central government maintained overall control. 
 
System IV: Participative Models in Governance (Participative-Group) 
There are emerging signs of System IV in India through participative governance models, particularly in e-governance 
initiatives and participatory planning processes at the local level. Citizen participation is encouraged in various 
schemes, such as the Swachh Bharat Abhiyan (Clean India Campaign), where local communities are involved in 
decision-making and implementation. 
Example: Participatory budgeting in cities like Pune and Bengaluru, where citizens are involved in determining local 
budget priorities, reflects a shift towards System IV in Indian governance. This participative approach empowers 
citizens and enhances transparency and accountability in local administration. 
 

Conclusion: While many traditional systems of administration began with hierarchical, authoritarian structures, over 
time, pressures for efficiency, public accountability, and social empowerment have pushed them towards more 
participative models. This evolution is a response to the growing complexity of public problems, the demand for 
innovation, and the need for greater inclusiveness in decision-making. 
 
Q7). a) What are the contributions of F.W. Riggs in Comparative Public Administration. Write in detail. 
           
Introduction: 
Fred W. Riggs was a prominent scholar in the field of Comparative Public Administration (CPA) who made significant 
contributions to the understanding of public administration in developing countries. His work is foundational in the 
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study of how administrative systems operate within different socio-political contexts. Riggs’ ideas focused on the 
need to study administration in comparative terms, rather than assuming that Western administrative models could 
be applied universally to all societies. 
His key contributions to CPA include the Prismatic-Sala Model, Fused-Prismatic-Diffracted Model, the concept of 
Heterogeneity, and the emphasis on Ecology of Administration. Riggs explored how different administrative systems 
function in societies undergoing modernization, offering insights into the complexities of governance in transitional 
settings. 
 
1. The Prismatic-Sala Model: 
One of Riggs’ most famous contributions is the Prismatic-Sala Model, which he developed to explain how 
administrative systems in developing countries operate in a transitional state between traditional and modern forms 
of governance. Riggs identified three types of societies: 

1. Fused Societies: These are traditional societies where administrative, economic, social, and political functions 
are fused together. There is little differentiation of roles and institutions. 

2. Diffracted Societies: These represent modern, industrialized societies where roles and functions are clearly 
differentiated, and specialized institutions exist for each function. 

3. Prismatic Societies: These are transitional societies, such as many developing countries, where elements of 
both traditional and modern systems coexist in a "prismatic" or mixed state. 
 

Sala Model (Prismatic Society’s Administrative System) 
In the prismatic society, Riggs introduced the concept of the Sala to describe the administrative system. In traditional 
fused societies, administrative functions are informal and closely connected with other social and political roles. In 
diffracted societies, administration is formal and specialized. In prismatic societies, the Sala is a hybrid structure 
combining both formal and informal elements. 
 

Features of Sala: 
1. Formalism: There is a formal structure of administration, but it does not always reflect how things work in 

practice. Rules may be formally defined, but informal practices dominate. This leads to a gap between the 
formal framework and the actual behavior of institutions. 

2. Heterogeneity: Prismatic societies are characterized by high heterogeneity, where different and often 
conflicting value systems coexist. This leads to administrative systems that are inconsistent, with varied 
performance in different sectors. 

3. Nepotism and Corruption: In prismatic societies, administrative systems are often affected by personal 
relationships and patronage. Positions in public administration might be allocated based on personal 
connections rather than merit. 

4. Poly-Communalism: This reflects the existence of multiple communal groups within the society, each with 
its own values and interests, which can lead to tensions and conflicts in administration. 
Example: India post-independence is often cited as a classic example of a prismatic society. While India 
adopted a formal constitutional and bureaucratic framework modeled on Western institutions, its 
administrative practices are often influenced by local customs, informal relationships, and patronage systems. 
For example, despite formal rules for recruiting civil servants based on merit, political interference and 
corruption are frequent challenges. 

 
2. Fused-Prismatic-Diffracted Model: 
Riggs developed the Fused-Prismatic-Diffracted Model as part of his broader theory of how societies and their 
administrative systems evolve from traditional to modern forms. He argued that societies evolve along a continuum, 
moving from fused to diffracted states: 
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1. Fused Society: In a fused society, there is little differentiation between political, administrative, economic, 
and social roles. One institution performs multiple functions, such as tribal chiefs who hold political, 
administrative, and judicial powers. 

2. Prismatic Society: This represents a transitional stage where societies exhibit both traditional and modern 
characteristics. The administrative system is semi-modern, but it retains elements of traditional structures. 

3. Diffracted Society: In a diffracted society, functions are clearly separated, and institutions are specialized. 
Administrative systems are formalized, rule-bound, and highly professionalized. 
This model is significant in CPA because it explains the complexity of governance in developing countries, 
where administrative systems do not fully correspond to Western bureaucratic models. It also highlights the 
challenges that prismatic societies face in transitioning to modern governance systems, as they often 
experience conflicting demands from traditional and modernizing elements within society. 
Example: Thailand during its period of modernization in the mid-20th century exemplified a prismatic 
society. As the country sought to modernize, it introduced formal administrative structures modeled on 
Western bureaucracies. However, these structures often coexisted with traditional patronage systems, 
leading to inefficiencies and inconsistencies in governance. 
 

3. Concept of Heterogeneity: 
Riggs introduced the concept of heterogeneity to explain how prismatic societies are characterized by a mix of 
different and often conflicting elements. These societies exhibit high levels of cultural, economic, and administrative 
diversity, which complicates governance. Heterogeneity in prismatic societies results in: 

1. Discrepancies between formal and informal institutions. 
2. Coexistence of modern and traditional practices. 
3. Contradictions in values, leading to challenges in policymaking and implementation. 

Example: In many African countries post-independence, formal administrative structures were introduced based on 
colonial or Western models, but these often clashed with traditional tribal and community-based systems of 
governance. As a result, public administration in these countries often exhibited both modern and traditional 
characteristics, leading to inconsistencies and challenges in governance. 
 
4. The Ecology of Public Administration: 
One of Riggs' most significant contributions was the emphasis on the ecology of public administration. He argued 
that administrative systems cannot be understood in isolation but must be analyzed within the broader social, 
political, and economic context in which they operate. This approach was a shift from the traditional, more 
mechanical view of public administration that treated it as a technical process, separate from its environment. 
Riggs’ ecological approach emphasized that: 

1. Administrative systems are shaped by their social, political, and economic environments. 
2. The effectiveness of administrative systems depends on how well they adapt to their environment. 
3. Policies that work in one context may not work in another due to differences in the ecological context. 

Riggs’ ecological approach is evident in the study of public administration in the Philippines, where Western 
bureaucratic structures were implemented during the colonial period. The success of these structures was limited 
because they did not adapt well to the local social and political context, where patronage, personal relationships, and 
informal networks continued to dominate. 
 
5. Agraria-Industria Model: 
Riggs also developed the Agraria-Industria Model, which analyzes the transition from agricultural to industrial 
societies and the impact of this transition on public administration. 

1. Agraria: In agricultural societies, public administration is closely tied to the traditional social hierarchy. There 
is little differentiation of roles, and administration is largely informal and personalistic. 
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2. Industria: In industrial societies, public administration becomes specialized, formalized, and bureaucratic, 
with a clear distinction between public and private roles. 
The transition from Agraria to Industria parallels Riggs' fused-prismatic-diffracted model and highlights the 
challenges faced by societies undergoing modernization. This model stresses the importance of 
understanding the historical and structural changes that shape public administration in different contexts. 
Example: Countries like China and South Korea in the mid-20th century exemplify this transition. As they 
shifted from predominantly agricultural economies to industrialized nations, their public administrative 
systems also evolved, becoming more specialized and professionalized to meet the demands of an industrial 
economy. 
 

Critique of the universal application of Western models: 
Riggs was critical of the tendency in public administration theory to apply Western bureaucratic models universally 
to all societies. He argued that such models were often inappropriate for developing countries with different cultural, 
political, and economic contexts. Riggs called for a more contextual and comparative approach to public 
administration that takes into account the specific circumstances of each country. 
For example, in many post-colonial states in Africa and Asia, Western administrative models were imposed without 
consideration of local conditions. These models often failed to function effectively because they did not account for 
the traditional social structures and informal practices that shaped governance in these countries. 
 
Conclusion: Riggs emphasized the importance of studying administration within its broader social, political, and 
economic context, challenging the assumption that Western bureaucratic models could be universally applied. His 
work remains relevant today, as scholars and practitioners seek to understand the unique challenges of governance 
in transitional societies. 
 
b) Analyze the concept of Traditional, Charismatic and Legal rational authority by Max Weber. 
 
Introduction: 
Max Weber, a foundational figure in sociology and political science, identified three types of authority or legitimate 
domination in his work on the sociology of power and administration: Traditional authority, Charismatic authority, 
and Legal-rational authority. These forms of authority explain how societies organize power and leadership, and how 
legitimacy is constructed in different political and administrative systems. 
 
1. Traditional Authority: It is based on established customs, practices, and beliefs. It is derived from long-standing 
traditions and is maintained through the continuity of established social structures. In traditional systems, power is 
often hereditary or based on status, and it is accepted because "it has always been this way." Leaders are not subject 
to formal laws or rules but are bound by customs and traditional norms. 
 

Key characteristics of Traditional Authority: 
1. Hereditary Leadership: Leadership often passed through family lines, such as kingship. 
2. Conformity to Tradition: The legitimacy of authority is grounded in adherence to long-standing traditions. 
3. Lack of Formal Legal Rules: Power is not bound by formal, codified laws but rather informal norms. 

Example: The authority of rulers in ancient and medieval India, such as kings and maharajas, was rooted in tradition. 
Their power was often hereditary, passed down through generations, and was legitimized by religious and cultural 
norms. The system of Rajput rulers, the Chola dynasty, and the Mughal Empire reflects traditional authority. People 
accepted the legitimacy of these rulers because it aligned with societal norms and traditions. 
 
Traditional Panchayats in pre-colonial India were local governing bodies that exercised authority based on customs 
and traditions passed down through generations. Village elders or heads (Sarpanch), chosen based on status, were 
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often seen as legitimate leaders because they conformed to the local customs and traditions. There was no formal 
legal framework but rather an adherence to established social norms and practices. 
 
2. Charismatic Authority arises from the personal qualities and exceptional leadership abilities of an individual. It is 
based on the leader's ability to inspire devotion and loyalty among followers, often during periods of social unrest or 
crisis. Charismatic leaders are perceived as extraordinary, possessing qualities that make them stand out from others. 
This form of authority tends to be unstable and short-lived unless institutionalized. 
 
Key characteristics of Charismatic Authority: 

1. Exceptional Leadership: Authority arises from the leader’s extraordinary personal qualities. 
2. Devotion and Loyalty: Followers are personally devoted to the leader, often out of a belief in their 

extraordinary capabilities. 
3. Unstable Nature: Charismatic authority tends to be temporary unless institutionalized (routinization). 

 
Example: Gandhi’s Leadership during the Independence Movement is a classic example of charismatic authority. 
Gandhi's ability to mobilize millions through his message of non-violence, self-reliance, and truth (Satyagraha) was 
not based on formal legal rules but on his exceptional personal qualities and ethical leadership. He inspired devotion, 
and his followers saw him as a moral and spiritual guide whose authority transcended traditional political structures. 
His authority was not inherited but arose from the force of his personality and the values he espoused. 
In the 1970s, Indira Gandhi displayed charismatic authority during her period of dominance in Indian politics. Her 
leadership during times of crisis, especially during the Bangladesh Liberation War (1971) and the imposition of 
Emergency (1975-1977), demonstrated her ability to command significant loyalty and political influence. However, this 
form of authority also showcased its instability, as seen by the public backlash post-Emergency, which led to her 
electoral defeat. 
 
3. Legal-Rational Authority is based on a formal system of rules and laws that are applied universally. It derives 
legitimacy from a structured, codified system of laws and procedures rather than personal qualities or tradition. In 
this system, authority is vested in offices or institutions rather than individuals, and decisions are made based on 
formal rules and regulations. 
 

Key Characteristics of Legal-Rational Authority: 
1. Rule-Based: Authority is grounded in formal, codified laws and rules. 
2. Impersonal: Decisions are made based on the office or position, not the personal qualities of the officeholder. 
3. Universally Applied: Laws and procedures apply to all members of society equally, irrespective of personal 

relationships or status. 
 
Example: The Indian Civil Services (ICS) during British colonial rule and its successor, the Indian Administrative 
Services (IAS), are examples of legal-rational authority. After independence, India adopted a Weberian bureaucratic 
system, characterized by formal rules, impersonal decision-making, and a merit-based recruitment process. The 
legitimacy of bureaucrats comes from their adherence to established laws and rules rather than personal charisma 
or traditional status. 
 
 
Interplay of Authority Types in Indian Administration: 
India's administrative system exhibits a mix of all three types of authority. While the post-independence Indian state 
is predominantly governed by legal-rational authority, elements of traditional and charismatic authority still influence 
Indian governance. 
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Traditional Authority in Modern India: The Indian caste system and the role of local leaders such as Khap Panchayats 
in some regions still reflect elements of traditional authority. In certain rural areas, the acceptance of caste-based or 
hereditary leadership remains strong despite the dominance of a legal framework. 
Charismatic Authority in Political Leadership: Narendra Modi's rise to power is often attributed to his charismatic 
authority, especially among certain sections of the population. His leadership style, personal appeal, and rhetoric 
during elections invoke loyalty and devotion, reflecting elements of charismatic authority. However, once in office, 
he operates within the constraints of legal-rational authority. 
Legal-Rational Authority in Institutions: India’s adherence to constitutionalism and the rule of law is demonstrated 
by the functioning of institutions like the Supreme Court, Election Commission, and Comptroller and Auditor General 
(CAG), which operate independently based on codified rules. 
 
Conclusion: Max Weber’s typology of Traditional, Charismatic, and Legal-Rational authority provides a useful 
framework for understanding the dynamics of power and legitimacy in Indian administration. While the Indian state 
primarily operates on the basis of legal-rational authority, elements of traditional and charismatic authority continue 
to influence politics and governance.  
 
c) Show how Barnard, while analyzing the multiplicity of satisfactions, clearly identifies four specific inducements. 
                    
Introduction: 
Chester Barnard, in his seminal work "The Functions of the Executive" (1938), explored the dynamics of organizational 
behavior and the role of executives in creating a cooperative system within organizations. One of his key 
contributions was the concept of inducements or incentives that organizations must provide to ensure cooperation 
and maintain the loyalty of their employees. 
Barnard identified that for individuals to continue contributing to an organization, their personal contributions must 
be outweighed by the satisfactions or inducements they receive. He emphasized the need to balance the inducements 
with the burdens of work to keep employees motivated and cooperative. 
 
While analyzing the multiplicity of satisfactions, Barnard clearly identified four specific types of inducements: 
1. Material Inducements: The most direct and tangible form of incentives, often related to economic and financial 
rewards. These include salaries and wages, bonuses, fringe benefits (e.g., health insurance, retirement plans) and 
perks (e.g., company cars, housing allowances). 
These inducements are essential in attracting and retaining employees, as they address the basic economic needs of 
individuals. Barnard acknowledged that material inducements are often the primary motivation for joining an 
organization, but they are not always sufficient to maintain long-term commitment and cooperation on their own. 
2. Personal Non-material Opportunities: These inducements refer to intangible rewards that satisfy an individual’s 
personal desires for power, prestige, and recognition. These inducements play a critical role in maintaining the morale 
of individuals by catering to their egoistic and social needs. 

1. Recognition of work and contributions 
2. Promotions and higher status within the organization 
3. Opportunities for self-expression 
4. Social recognition and prestige associated with the job 

Barnard noted that for many individuals, non-material opportunities can sometimes be more motivating than material 
rewards. This is particularly true for higher-level employees who seek social status, power, or the chance to influence 
decision-making. 
3. Desirable Physical Conditions of Work: Barnard also highlighted the importance of the physical work environment 
as an inducement. This includes ensuring that the workplace is conducive to productivity and personal satisfaction. 
Desirable physical conditions can enhance employees’ overall sense of well-being and reduce work-related stress. 

1. Adequate facilities (e.g., lighting, air conditioning, ergonomic furniture) 
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2. Safe and healthy working conditions 
3. Ensuring that physical conditions of work are favorable can lead to greater satisfaction and lower employee 

turnover, as it shows the organization’s care for the employees' well-being. 
 
4. Ideal Benefactions are those inducements that appeal to an individual’s sense of purpose, ethics, and commitment 
to larger social or moral goals. These inducements align the personal values of the employees with the broader 
mission of the organization. Employees who are motivated by ideal benefactions are often driven by: 

1. A sense of duty or a higher calling 
2. A commitment to the greater good or societal service 
3. The feeling that their work benefits others or contributes to social welfare 
4. The ethical satisfaction of contributing to just and moral causes 

For many employees, particularly in public service, these types of inducements can be highly effective in fostering 
long-term commitment, even when material rewards are limited. 
 
Conclusion: Chester Barnard’s analysis of the four specific inducements highlights the diverse range of factors that 
organizations need to balance to foster cooperation and loyalty among employees. Barnard's theory is still relevant 
today, emphasizing that organizations cannot rely solely on financial incentives. A combination of tangible and 
intangible inducements is necessary to maintain a cooperative and committed workforce. 
 
Q.8) a) Do you agree with the view that it was Henri Fayol who gave the principles of scientific management from 
a broader perspective of organization than Taylor.  
 
Yes, it can be considered that Henri Fayol gave the principles of management from a broader perspective of 
organization compared to Frederick Taylor. 
 
Frederick Taylor's Scientific Management: 
Frederick Winslow Taylor is considered the father of scientific management, and his work mainly focused on 
improving the efficiency of individual workers and tasks within the organization. Taylor’s key contributions were 
related to the rationalization of work processes and the standardization of tasks to increase productivity.  
Key Principles of Taylor’s Scientific Management: 

1. Time and motion studies. 
2. Standardization of tools and tasks. 
3. Piece-rate pay system. 
4. Separation of planning and execution. 
5. Training of workers. 

 
Scope of Taylor's focus: 
Taylor’s ideas were primarily operational and mechanistic, focusing on the micro-level of individual tasks. His aim 
was to increase the efficiency of workers on the shop floor, and his principles were highly focused on production 
activities and manual labor. Taylor saw the human aspect in a somewhat limited manner, where workers were treated 
as components of a machine, with the primary goal being to optimize their performance. 
 
Limitations of Taylor’s approach: 
His approach was narrowly focused on efficiency in production processes and lacked attention to broader 
organizational dynamics like leadership, motivation, and overall organizational structure. 
Critics argue that Taylor’s focus on productivity ignored the emotional and psychological needs of workers, which 
could lead to worker dissatisfaction. 
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Henri Fayol's broader organizational perspective: 
Henri Fayol took a more holistic and comprehensive approach to management. While Taylor focused on the shop 
floor, Fayol was more concerned with the administrative and managerial processes that applied to the entire 
organization. Fayol’s work extended beyond the operational level to encompass the entire managerial structure and 
included functions like planning, organizing, commanding, coordinating, and controlling. 
 
Key Principles of Fayol’s Administrative Management: 

1. Division of work. 
2. Authority and responsibility. 
3. Discipline. 
4. Unity of command. 
5. Unity of direction. 
6. Subordination of individual interests to general interests. 
7. Remuneration. 
8. Centralization. 
9. Scalar chain. 
10. Order. 
11. Equity. 
12. Stability of tenure. 
13. Initiative. 
14. Esprit de corps. 

 
Scope of Fayol's Focus: 
Fayol’s approach was macro-oriented and designed to apply to the organization as a whole. He addressed not just the 
technical aspects of work but also the managerial processes that govern an organization’s structure, strategy, and 
culture.  
Fayol’s principles aimed to optimize the organization as a system and considered both human and structural elements 
in an integrated manner. His principles were flexible and applicable to all types of organizations, be it public or private, 
large or small. 
 
Strengths of Fayol’s approach: 
Fayol’s principles encompassed everything from strategy to employee morale, making his theory far more 
comprehensive than Taylor’s. While Taylor’s ideas were primarily suited for factory settings, Fayol’s principles could 
be applied to a wide range of organizations, including government, education, and military structures. 
Fayol’s administrative theory emphasized that management is a universal process and not confined to specific 
operational functions. 
 

Criteria Taylor Fayol 

 
 
Focus on levels of 
organization 

Taylor focused primarily on the lower 
levels of the organization, improving 
task efficiency for individual workers. 

Fayol focused on higher-level management and the 
organization as a whole, providing guidelines for the 
coordination of all functions within a company. 
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Worker vs. 
Managerial  
focus 

Taylor saw management primarily as a 
science for optimizing worker 
performance at the operational level. 

Fayol saw management as a comprehensive function 
that applies to all areas of the organization, from 
planning and commanding to controlling and 
organizing. 

 
 
Human Element 

Taylor treated workers as rational 
economic beings motivated by 
monetary rewards and external 
control. 

Fayol placed more emphasis on the human and social 
aspects of management, such as team spirit, fairness, 
and unity. 

 
 
Broad vs. Narrow 
Scope 

Taylor’s scientific management is more 
narrowly focused on improving the 
efficiency of production processes. 

Fayol’s administrative theory is broader, addressing 
the overall structure and function of organizations. 

 
Conclusion: While Taylor made significant contributions to the efficiency of production processes at the micro level, 
Fayol offered a broader perspective on management that addressed the organization as a whole. Fayol’s 
administrative theory, with its emphasis on management functions and principles, goes beyond Taylor’s narrow focus 
on task efficiency and provides a comprehensive framework for managing complex organizations.  
 
b) "Frederick Herzberg’s Two-factor theory is more or less an extension of Abraham Maslow's theory of 
motivation."  Explain. 
 
Introduction: 
Frederick Herzberg’s Two-Factor Theory of Motivation and Abraham Maslow’s Hierarchy of Needs both attempt to 
explain what drives human motivation, particularly in the context of work. However, while Herzberg’s theory builds 
on some of Maslow’s ideas, it diverges significantly in how it views the sources of job satisfaction and motivation.  
 
Maslow’s Hierarchy of Needs: 
Maslow’s Hierarchy of Needs is a broad psychological theory that attempts to explain human motivation through a 
pyramid of five levels of needs: 

1. Physiological Needs: Basic physical necessities like food, water, and shelter. 
2. Safety Needs: Protection from danger and security in personal and financial terms. 
3. Love and Belongingness Needs: Social needs, including relationships, friendships, and a sense of belonging. 
4. Esteem Needs: Recognition, respect, and feelings of accomplishment. 
5. Self-Actualization Needs: The desire for personal growth, self-fulfillment, and realizing one’s potential. 

 
 
Key assumptions of Maslow’s Theory: 

1. The needs are hierarchical, meaning that individuals must satisfy lower-level needs (e.g., physiological and 
safety) before progressing to higher-level needs (e.g., self-actualization). 

2. Once a need is fulfilled, it no longer serves as a motivator, and the individual moves up the hierarchy. 
3. The theory is generalized, meaning it can be applied to all areas of life, not just work. 

 
Herzberg’s Two-Factor Theory: 
Herzberg’s Two-Factor Theory focuses on the workplace and attempts to explain what causes job satisfaction and 
job dissatisfaction. According to Herzberg, two types of factors affect motivation: 
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1. Hygiene Factors (Extrinsic Factors): These are external aspects of the job that, if absent, lead to 
dissatisfaction, but when present, do not necessarily lead to satisfaction or motivation. Examples include 
salary, job security, working conditions, company policies, interpersonal relationships and supervision. 

2. Motivators (Intrinsic Factors): These are related to the job itself and lead to genuine satisfaction and 
motivation when present. They include achievement, recognition, the work itself, responsibility, advancement 
and personal growth. 
 

Key assumptions of Herzberg’s Theory: 
1. Job dissatisfaction and job satisfaction are not opposites. Removing dissatisfaction does not 

automatically lead to satisfaction. Motivation and satisfaction come from intrinsic factors, while 
dissatisfaction arises from extrinsic factors. 

2. Motivators relate to higher-order needs, while hygiene factors correspond to lower-order needs. 
3. Herzberg’s theory is specifically designed to address motivation in the workplace, and he separates 

factors that affect satisfaction from those that affect dissatisfaction. 
 

Similarities between Herzberg and Maslow’s Theories: 
1. Focus on Human Needs: Both Herzberg and Maslow’s theories are grounded in the concept of human needs 

and how the fulfillment of these needs drives motivation. 
Maslow’s lower-level needs (physiological and safety needs) correspond to Herzberg’s hygiene factors, which 
are necessary to prevent dissatisfaction. Maslow’s higher-level needs (esteem and self-actualization) align 
with Herzberg’s motivators, which can lead to job satisfaction and motivation when fulfilled. 

2. Intrinsic vs. Extrinsic Motivation: Both theories recognize that intrinsic factors (related to personal 
fulfillment and growth) are more powerful motivators than extrinsic factors (related to external rewards). 
Maslow’s higher-level needs, like esteem and self-actualization, are intrinsically motivated, similar to 
Herzberg’s motivators (achievement, recognition, personal growth). Lower-order needs in Maslow’s 
hierarchy, like physiological and safety needs, are extrinsic, similar to Herzberg’s hygiene factors, such as 
salary and working conditions. 

 
Differences between Herzberg and Maslow’s Theories: 

1. Structure and Approach: Maslow’s hierarchy is a sequential model, suggesting that individuals move from 
fulfilling basic needs to more advanced, higher-level needs. Motivation decreases as lower needs are satisfied, 
and higher-level needs become more important. 
Herzberg’s two-factor theory, on the other hand, separates the causes of satisfaction and dissatisfaction into 
two independent sets of factors (hygiene factors and motivators). It suggests that even if extrinsic factors are 
met, they do not necessarily lead to job satisfaction—only intrinsic factors (motivators) can achieve that. 

2. Focus on Work Context: Maslow’s theory is a general theory of motivation that applies to various areas of life 
(not just work). It explains human behavior broadly, and work motivation is one part of the equation. 
Herzberg’s theory is specifically focused on the workplace and explains what factors influence job satisfaction 
and dissatisfaction. It breaks down the aspects of the work environment that impact an employee's motivation 
in a way that Maslow's broader theory does not. 

3. Motivation vs. Demotivation: In Maslow’s theory, the absence of need fulfillment leads to demotivation, while 
fulfilling needs leads to motivation. 
In Herzberg’s theory, the absence of hygiene factors causes dissatisfaction but does not necessarily lead to 
motivation when present. Only motivators lead to true job satisfaction. 

 
Is Herzberg’s Theory an Extension of Maslow’s Theory? 
To some extent, Herzberg’s theory builds on Maslow’s work, especially regarding the distinction between higher-
level and lower-level needs. However, Herzberg’s theory is not simply an extension of Maslow’s hierarchy of needs. 
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Herzberg refines and redefines the concept of motivation in the specific context of the workplace, introducing key 
insights into job satisfaction and dissatisfaction that Maslow’s hierarchy does not directly address. 
 
Herzberg as an Extension of Maslow: 
Herzberg’s hygiene factors align with Maslow’s lower-level needs (physiological and safety), while Herzberg’s 
motivators align with Maslow’s higher-level needs (esteem and self-actualization). This shows a clear link between 
both theories. 
Herzberg, like Maslow, implies that once basic needs (hygiene factors) are fulfilled, individuals seek to satisfy higher 
needs (motivators). This mirrors Maslow’s progression from lower to higher needs. 
 
Herzberg not as an Extension of Maslow: 
Herzberg separates the factors that lead to satisfaction from those that prevent dissatisfaction, whereas Maslow’s 
theory views motivation as a continuum. Herzberg’s distinction between satisfaction and dissatisfaction is a departure 
from Maslow’s approach. 
Herzberg’s theory is specifically concerned with the work environment, while Maslow’s theory is a general framework 
for understanding human needs in a broader life context. This makes Herzberg’s theory more nuanced in the 
workplace setting. 
 
Conclusion: While Herzberg’s Two-Factor Theory is influenced by Maslow’s Hierarchy of Needs, it cannot be seen as 
a mere extension. Herzberg’s theory takes the basic idea of fulfilling human needs and refines it to focus on the 
workplace, offering a more nuanced understanding of the factors that drive job satisfaction and dissatisfaction.  
 
c) Evaluate the contributions of F.W. Taylor to promoting efficiency in the organization. Do you consider his 
contribution as a turning point in public administration? 
 
Introduction: 
Frederick Winslow Taylor, often referred to as the father of scientific management, made groundbreaking 
contributions to improving efficiency in organizations, particularly through his methods for optimizing work 
processes and management practices.  
 
Taylor's major contributions to Organizational efficiency: 

1. Principle of Scientific Management: Taylor introduced the concept of scientific management, which sought 
to replace traditional, rule-of-thumb methods of work with a systematic approach based on observation, 
experimentation, and analysis. He argued that by studying work scientifically, it was possible to discover the 
"one best way" of performing each task, leading to greater efficiency. 

2. Standardization of work: Taylor advocated for the standardization of tools, equipment, and processes. By 
creating standardized procedures, workers could follow a uniform set of instructions, reducing variability in 
performance and increasing output. 

3. Functional Foremanship: One of Taylor's innovations was the functional foremanship system, where 
supervision was divided among multiple specialists rather than having a single foreman overseeing all tasks. 
This meant that workers received guidance from specialized supervisors, each focused on a specific aspect 
of the work (e.g., quality control, equipment maintenance). 

4. Scientific selection and training of workers: Taylor emphasized the importance of hiring the right people 
for the right jobs. He believed that workers should be scientifically selected based on their abilities and then 
trained to perform tasks in the most efficient manner. This led to better job-person fit and increased 
productivity. 

5. Differential Piece-rate system: Taylor introduced the differential piece-rate system to incentivize workers 
by linking wages to productivity. Under this system, workers who exceeded a certain output level were 
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rewarded with higher pay, while those who did not meet the standard earned less. This created a direct 
incentive for workers to improve efficiency. 

6. Separation of planning and execution: Taylor believed that management should focus on planning and 
designing work processes, while workers should focus on executing tasks according to the prescribed 
methods. This distinction aimed to enhance efficiency by ensuring that planning was based on expert 
knowledge and careful analysis. 

 

Taylor's contributions as a turning point in Public Administration: 
Taylor's ideas, though primarily developed for the private sector, were adapted to the public sector and became a 
turning point in how public administration was understood and practiced, especially in the early 20th century. His 
principles influenced key areas such as bureaucratic efficiency, management practices, and organizational behavior.  

1. Efficiency in Government operations: Taylor’s emphasis on efficiency had a profound impact on public 
administration. As governments expanded, there was a growing need for more efficient public services and 
resource management. Taylor’s methods of standardization, work specialization, and the separation of 
planning from execution were applied in public administration to make services more efficient. 
Example: The application of Taylor’s ideas can be seen in the development of urban planning, public works, 
and welfare programs, where scientific approaches were used to streamline processes, reduce costs, and 
ensure better delivery of public goods. 

2. Rational-legal Authority and Bureaucratic Management: Taylor’s emphasis on the rational organization of 
tasks dovetailed with Max Weber’s ideas on bureaucracy, particularly in the development of rules-based, 
hierarchical administrative systems. The scientific management principles helped reinforce the view that 
public administration should be rational, structured, and systematic. 

3. Professionalism in Public Administration: Taylor’s ideas helped introduce the idea that public administration 
should be seen as a profession requiring specialized skills and training, rather than an amateur endeavor. This 
idea led to the development of public administration as a distinct academic discipline, particularly in the 
United States. 

4. Public Sector Reforms: Many reforms in public administration, including those aimed at improving efficiency, 
accountability, and transparency, drew on Taylor’s ideas. For example, initiatives to eliminate inefficiencies, 
curb waste, and streamline bureaucracies were inspired by his scientific management techniques. 

 
Limitations and Criticisms: 

1. Taylor’s model placed an extreme emphasis on efficiency and productivity, often at the expense of human 
factors like motivation, creativity, and job satisfaction. This approach can be problematic in the public sector, 
where the goals of administration are often broader than mere efficiency and include public welfare, equity, 
and justice. 

2. Taylor's theories ignored the psychological and social needs of workers, a significant flaw when applied to the 
public sector, where public employees are often driven by a sense of public service and intrinsic motivation, 
rather than purely economic incentives. 

3. Taylor viewed organizations as machines where workers were seen as parts of that machine. Public 
administration, however, deals with complex social processes that require adaptability, collaboration, and a 
human-centered approach to governance, which Taylor’s framework doesn’t adequately address. 

4. Public services are difficult to measure in the same way as output in a factory, making it challenging to apply 
Taylor’s performance-based systems. Public sector employees often deal with qualitative outcomes, such as 
justice, welfare, and community services, which are not easily quantifiable. 

 
Conclusion: Thus, while Taylor’s work laid the groundwork for more systematic and rational approaches to 
management in public administration, it was also supplemented and modified by later thinkers who emphasized 
human relations, organizational behavior, and the complexity of public governance. 
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