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Abstract: This study aims to investigate the role of leatlgr in creating a sustainable and realistic
administrative organizations in Romania based enidlea that any institutional or organizational ref&
starts from its employees who realize that somgthimes wrong and report it. We used as researchoahet
the descriptive questionnaire of leader behaviatapted from LBDQ (Leader Behavior Description
Questionnaire) and SPSS program. The LBDQ questiomrhas 100 items and 11 dimensions, and the
sample consists of 150 subjects, civil servantgrage age 35, most of them having university stydie
employees of the Public Service Taxes and Feesotmaat Local Budget Revenues in Ploiesti and Brasov.
The results of the study show that, in terms ofeegntation outside the organization, there arferéifices
between the behaviors of the two leaders, but thexalso significant differences between the twaupgs of
subjects in terms of employee perceptions.
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1. Introduction

What is a sustainable development policy implengbiethe administrative organization and how is

it defined? "Our Common Future," also known as Breindtland Report, defines sustainable

development as "ensuring that it meets the needseopresent without compromising the ability of

future generations to meet their own needs.” Susée development policy comprises institutional

and environmental safeguards that will protectaheironment and the economy as a whole, as well
as another set of guidelines and principles on @oimand social sustainability.

Many authors and researchers argued that ecormiméste to take ecosystems seriously. Some
suggested a focus on 'qualitative growth' rathan tkxclusively pointing to the quantitative mongtar
aspect (Leipert, 1983), Ignacy Sachs coined tha teco-development' in the sense of ecological
development (Sachs, 1976, 1984) and in Easternpeurdristo Marinov (1984), among others,
argued in favor of 'greening the economy', Al Garade very often reference to the 'ecological
imperatives for public policy', i.e. principles falecision-making primarily formulated in negative
terms such as: non-degradation of the natural resdoase in your own region, non-degradation in
other regions, observing a precautionary princigle,.

Sustainability economics can be described as eciosdor sustainable development or economics for
sustainability. It represents a broad interpretatdd ecological economics where environmental and
ecological variables and issues are basic, but pdsb of a multidimensional perspective. Social,
cultural, health related and monetary/financiaka$p have to be integrated into the analysis.
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Looking from the perspective of organizational ap@nsustainability process of an administrative
organization is determined to a very large exterithle quality and accuracy of strategic decisitas t

the leadership implements. Therefore, to know #seetial elements of a successful strategy means to
have sustainable and realistic basic skills fooranization that wants a bright future.

It is important to point out that this process mdéreasing the administrative organization partiogra
has important limits that are against the sustdibabf urban development. The limits that threate
the sustainable development of cities are led &yds in a chaotic and disorderly urban growth which
is specified in the Kyoto project. But which elerteerare behind sustainable administrative
organizations?

The first element we can consider as essentiahimdministrative organization’s sustainability is
knowledge. In modern society, and consequenthhéndities, there is a new paradigm based on the
incapacity of the leadership of administrative migations because of the impossibility to process a
transmit knowledge. As stated by Castells (1995}he same way that new energy sources emerged
from the different industrial revolutions and fueelldiverse societies, today we find that knowleidge
the dominant raw material. This is the most impurtasset that a society possesses. The
administrative organizations are part of this asgetause they facilitate the transmission of
knowledge regarding the realization of a balandsvéen short-term priorities and long-term vision
from the perspective of sustainability.

Besides, sustainable administrative organizationstrhe flexible and diversified, with the existence
of an integrated plan regarding land uses, tramafpon and the urban environment. However, we
must remember that the administrative organizatienstainability directly links with the broad
concepts of solidarity, equity and tolerance, ahd assumption that public and subordinates’
participation is central to a sustainable city.

The second component concerns the incapacity opdligcians to sacrifices their voters today in
favor of tomorrow’s results. The puzzle of leadgssim the public sector is truly intriguing. In a
sustainable organization or in a post-New Publioaggment regime, leadership becomes even more
essential than in a bureaucratic organization. g a change in the public service is welcomed
because is expected that public managers will tageinitiative in leading improvements in public
service delivery. Leadership as strategic manageimeolves taking key decisions about the structure
of team provision of services in the context ofugimg) a viable sustainability. Many teams have bad
or unsuccessful leaders and some leaders do haableateams. Failure is a common theme in
organizational analysis.

These deficits make difficult a generalization lbé tculture of urban sustainability, as a process of
collective learning, without which any undertakisgdeemed to fail. Perhaps at this point it wowdd b
reasonable for administrative organizations torisify their efforts for a city to become sustaireabl

Chasek, Downie and Brown (2010) report that fewntoes have lived up to their Rio Summit
commitments, stating that National Agenda 21 efféet to “increased academic debate, heightened
public awareness and minor adjustments in the systenational accounts and taxation rules, but they
have not fundamentally altered the way we mangenaaisure our national economy.”

Current developments further complicate the procagfsshange in the public organizations by
promoting a leadership able to keep its employetiseaand creative in sustainability. This article
discusses, on one hand, the theory that decisinfliyenced the sustainability process and, on the
other hand, the issue of leadership role in crgatdustainable and realistic administrative
organizations in Romania. The model takes into @atthe changes that they induce leadership at the
organizational structure design process in admmatise organizations.
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2. Theoretical Guidelines on Public Leadership

Leadership has been defined in terms of individuaits, behavior, influence over other people,
interaction patterns, role relationships, occupatid an administrative position, and perception by
others regarding legitimacy of influence. There saeeral definitions of leadership depends on many
factors such as: “Leadership is an influence retetip among leaders and followers who intend real
changes that reflect their shared purposes.” (O#&f9). Also, “Leadership is both a process and a
property. As a process, leadership involves theofigefluence. As a property, leadership is theaset
characteristics attributed to someone who is peeckio use influence successfully.” (Griffin, 1998)

Things are more complex in public organizationsaders do not have a single title and are clearly
separable from other employees in terms of remtinataWhat still reinforces the formal-informal
separation is the public law framework for publiganizations. Since, in principle, all decisionssia

by a public organization can be contested by mednfiling up a complaint of some sort, the
confusion between formal and informal leadershilh lvé minimized.

Public leaders will in some way weigh up the refatadvantages of ‘credit-claiming’ with ‘blame-
shifting’ and give autonomy to other institutionsdaactors when the expected advantages of blame-
shifting exceed those of credit-claiming. Hood dmtige (2006) argue that under the ‘directed
agency’ form of a ‘public service bargain’, publervants undertake to be loyal to whoever holds
elected office at any time in exchange ‘for act¢edbe confidential counsels of those politiciand a
measure of anonymity when it comes to public praiséblame’. The trust relationships that are
established over time through such arrangementshggopardized where (1) the public servant take
credit for leadership of a successful policy initie, or (2) the politician shift the blame on tokic
servants for its perceived failure. Responsibifdy the leadership of a public service deliverymea
would thus be assumed by politicians even if, iacfice, public servants performed important but
‘invisible’ leadership functions on the perspectdfesustainability.

Leadership is also related to the type of motivatlmat ‘revisionist’ economists (Sen 1977; Schellin
1980; Hirschman 1982, 1985; Sugden 1984; Rose-Atkerl996) identify as ‘commitment’. They
take their lead from Sen (1977), who challengednlagnstream economic assumption that individual
actions are shaped by a ‘single all-purpose preéererdering’ by distinguishing ‘commitment’ from
‘sympathy’ in that it involves individuals choosingrts that involve some sacrifice in personal
welfare. Altruists with interpersonal sources afityt (Collard 1975) or individuals who derive ‘in-
process’ benefits (Buchanan 1979) from the prooésdriving towards the realization of a group’s
goals, may thus be said to be motivated by sympether than commitment. Commitment requires
the formation of ‘second order meta-preferencesirgghman 1982) through which individuals
evaluate their preference of what they want togerdf may also involve an ‘intimate contest folfse
command’ (Schelling 1980) through which individusisuggle to impose a ‘second order’ preference
to keep a commitment over first order preferences.

Leon C. Megginson, Donald C. Mosley and Paul HirRidr. (1989) said that there are many
interrelated variables affecting a leader’'s behavidhe most significant ones can be classified as
general and specific factors.

Subordinates consider leadership to be valuable, Ieaders become an integral part of an

organization, group, or team only after provingitltempetence and value. Leadership grants people
power over others; with this power, people beligvat they can influence to some extent the well

being of others and can affect their own destiniesaders receive their authority from subordinates

because the subordinates have accepted them a&sde@d maintain a leadership position, a person
must enable others to gain satisfactions that grerwise beyond their reach (DuBrin, 1995; Russ and
Velsor, 1998).
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3. Method of the Research

The research used a descriptive questionnaire atetebehavior, adapted from LBDQ (Leader
Behavior Description Questionnaire) and SPSS sof#waBDQ questionnaire has 100 items and 11
dimensions, structured as follows:

1. Consideration - concerns the extent to which le@&leoncerned about the general condition
and status of subordinates;

2. Initiating structure - the extent to which the leadefines its own role and subordinates them
to know what is expected of them;

3. Representativeness - the extent to which the lesplerks and acts as a representative of the
group;

4. Reconciliation - reconciliation requirements - théent to which leader reconciles conflicting
organizational requirements and reduce cluttenénsiystem (entropy of the system);

5. Tolerance to uncertainty - the extent to which &aid able to bear the uncertainty and
postponement without becoming nervous or anxious;

6. Persuasion - persuasion - the extent to which #aeldr uses persuasion and discussion
effectively and strongly believes;

7. Tolerance to liberty - the extent to which leadareg subordinates the opportunity to take
initiative, make decisions and act;

8. Retention role - playing the role - the extent toickh the leader actively exercises leadership
and authority not delegated to others;

9. The accuracy of predictions - predictions accuracyhe extent to which the leader
demonstrates foresight, the ability to provide eciresults;

10. Integration - the extent to which leader maintdie unity of the group he leads, resolve
conflicts arising between group members;

11. Relationship with superiors - the extent to whigdader maintain good relations with
superiors, has influence over them, and strugdbngise his status.

Rating is achieved by assigning each item a schlk-% and adding the score to each dimension
separately.

The questionnaires contain 10 leadership factofsliving: communication skill, motivation skill,
decision-making skill, empowerment skill, emotioskill, negotiation skill, teamwork skill, planning
skill, human skill and innovation skill. In the ggi®nnaire, each question comprises into 3 question
one for each factor. The question asked subordingte opinions and answers about leadership
behaviors and characteristics. There are 5 scakeaith question as follow; 1 is strongly disagges,
disagree, 3 is neither agree nor disagree, 4 iBeagnd 5 is strongly agree. The strategic formula t
measure the mean value of class interval is witithass interval.

At the same time, the target group consists of dilifjects, civil servants, average aged 35, most of
them having university studies, employees of théliPuService tax and other revenues of local
budgets from Ploiesti and Brasov

The data obtained were processed in Excel, SPS8Iting in interpreting frequency tables and
graphics in the form of histograms.

4. Results and Debates

For the first lot of subjects (employees of the IRuBervice tax and other revenues of local budgets
from Ploiesti) the minimum score is 133, the maximis 193, hence amplitude equals to 60. For
consideration the average scores were compared MB(DQ standard, resulting in an average
valuation of the leader. We can see in Figure nthat employers do not consider that this is a
charismatic leader, due to the statute, but do apgreciate that particular person (values are
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concentrated in the left side of distribution). Mover, the relationship between the average (125.48
median (122.00) and method (114) show a positiymagetry.

Consideration group

4

Std. Dev = 19.82
Mean = 163.9
N =25.00

130.0 140.0 150.0 160.0 170.0 180.0

Consideration group

Figure 1. Distribution on “consideration” factor

If reconciliation dimension represented by the Wwitksulting from the difference between maximum
score (124) and the minimum score (79) is equal3p Compared to standard LBDQ, it results a
higher valuation.

The leader announces changes in time to coméjllisdsin discussions, making sure group work is
coordinated. He is willing to make changes ang lgebup members to resolve differences.

He is a leader who is involved, puts pressuredcesse productivity and scheduled work to be done.

From the analysis of the media comparison tabkaere are significant differences between the two
groups of subjects considered. If the size comparithis is confirmed by the endoscope indicator
value t (4,376), which is higher than tabular valeé t statistics (2,014 for a threshold of 0,05 an
2.690 for a threshold of 0,01).

Table 1. Environments for size comparison “consideation.”

T test for independent samples

t test for equality media
. . Degrees of _. The Mean
Consideration t s significance .
liberty . difference
of bilateral
Common -4,376 48 0,000 - 18,04
variants

Indicator value is equal to 5,104 t for integratiorhis means there are significant differences/beh
the results obtained from subjects of both groupsubjects analyzed. The t statistic is greatanth
2,014 for a threshold of 0,05 and 2,690 for a tho&sof 0,01.

Unlike the leader of the first group questionea, ¢cime of the second group (employees of the Public
Service tax and other revenues of local budgets fBvasov) maintained a greater unity, he led the
group and resolved conflicts occurred between gmnogpmbers more effectively. This resort to all
kinds of small gestures to make you feel bettea asember of the group makes the group work in
close unity, as a team, group members implememptiogosals.

996



Reforming Public Administration

Indicator value t is equal to 5,006 for toleranomehsion to freedom as you seen in table 2. This
means there are significant differences betweendbelts obtained from subjects of both groups of
subjects analyzed. So, t statistic is greater tham4 for a threshold of 0,05 and 2,690 for a thoks

of 0,01.

Table 2. Environments for size comparison “tolerane of liberty”

T test for independent samples

t test for equality med
: Degrees of _. The Mean
Tolerance of liberty, t . significance .
liberty : difference
of bilateral
Common variants| -5,006 48 0,000 -6,32

Members of the first group of subjects perceiveirtleader as having a behavior that does noivallo
them the opportunity to take initiative to take idams and act. While the leader of the secondgro
of subjects is perceived differently: he lets hibardinates work full freedom, allowing them to use
their own problem-solving court, an initiative encaging group members and leaving them many
times to do the work as they think best.

The leader of the second organization is defiijgérceived by his employees as charismatic,
professionally competent with communication andatiehship skills. Able to maintain an
organizational climate without any conflicts, hdorezes his employees, motivates them to optimize
and streamline their activities. He is concerneduatthe general condition of the organization and
status of his subordinates.

As it can be seen from table 3, the first groupléeas a nervous person, anxious all the time, iorr
a little, while the second leader is perceived amd more able to bear the uncertainty and
postponement without becoming nervous or anxious.

Table 3. Compare leadership factors between 2 grosp

?rrt Leadership factors Gro_up l Group 2 t Dif. Sig.
Ploiesti | Brasov

1. | Communication ski 1,74 1,94 1,593 42,674 0,001
2. | Motivation skill 1,57 1,83| 2,219 4487F 0,040
3. | Decision-making skill 1,57 1,60 0,276 44244 0,292
4. | Empowerment skill 1,68 1,78/ 0,938 44,097 0,032
5. | Emotional skill 1,56 1,64 0,800 44,766 0,087
6. | Negotiation skKil 1,62 1,7¢| 1,337 | 44,61(| 0,00t

7. | Teamwork skill 1,69 1,75| 0,603 44,778 0,116
8. | Planning skil 1,69 1,94 1,790 44,995 0,001
9. | Human skill 1,76 0,19| 1,349 42,499 0,005
10. | Innovation skill 1,60 1,76| 1,058 44,975 0,019

The significant difference between leadership fiexcemd leadership perspective from the two groups
is communication skill, motivation skill, negotiati skill, planning skill, human skill and innovatio
skill. For example, the significant value of comnuation skill was 0,001 that was lower than 0,@5, i
means leadership from the two groups have sigmifigadifferent perspectives. At the same time,
decision-making skill, empowerment skill, emotiorskill and teamwork skill are non-significant
difference leadership factors perspective.

The leader of the second group is much better ipeienms of assuming the role than in the onéén t
first group. He acts like a spokesman for the groggeaking as a representative of the group,
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maintaining intensive work in groups, organizesugraoneetings outside the institution, while the
leader of the other group is the leader in namg.onl

5. Conclusions

Sustainable development is a visionary developmaradigm. Over the past 20 years governments,
businesses, and civil society have accepted saslainievelopment as a guiding principle and try to
made progress on this way. According with MoyoO0@0the world has made little progress in
implementing programs and policies to improve ilied of the poor, and the integration of the three
pillars of economic development, social developmamid environmental improvements remains a
challenge. Sustainable development is not easywalhdake considerable time and effort. Public
leadership may involve both politicians and manag®ganizations in creating a sustainable and
realistic. On the other hand strategic managensembt without relevance in the new organization and
should be a key focus when debating the directfquublic sector reform. As a normative concept, it
complements the traditional focus of public adnimitson upon bureaucracy and the rule of law by
emphasizing the achievement of objectives througharozational design and the handling of
contracts with the team responsible for public iserprovision.

Comparative analysis of the results of subjectifohg administration of the questionnaire LBDQ
the following conclusions:

— The research hypothesis is confirmed, there aferdiit perceptions of behaviors as leaders in
the two organizations studied.

— All dimensions are characterized by the existericsignificant differences between the two
organizations. In other words, the perception opleyees on the behavior of the leader of the
second group of respondents is much higher thanctineesponding subjects in the first
organization. This means that the leader of thersorganization has a democratic behavior,
knows how to motivate and appreciate his employeespared to the leader of the first
organization, whose behavior approaches that eliéocratic leader.

— The leader of the second organization is definipyceived by his employees as charismatic,
professionally competent, having communication egldtionship skills. Able to maintain an
organizational climate without climates, he vallés employees, motivates them to optimize
and streamline their activities.

— The leader of the first organization should leamwho motivate your subordinates to do the job
well, try to understand what your subordinate wamd know and what is the most important
influence to motivate your subordinates for sucagss. He should give more opportunities to
his subordinates to make decision some job by thethalways assign job to your subordinate
to improve their skill and their ability to makeabperformance.

- In terms of representation outside the organizatioere are differences between the behaviors
of the two leaders, between the perceptions of grployees accordingly. Thus, the first is
concerned with his image more than the organizdi®mepresents, compared with the second,
who is the organization itself and the people whimgose it.

- A larger number of subjects of the second grougegiee their leader the way he speaks and
acts as a representative of the group. He actspakesman for the group, speaking as a
representative of the group.

Our results are useful for administrative organmizet wishing to develop their own policies on
sustainability and to acknowledge responsibility fhe environment and society. Moreover, the
specific characteristics of different administratimits provide information for future researchtbae
shaping of guidelines to generate a possible nfoddétader’'s assessment by his employees. Based on
this, sustainability can be achieved in terms adnges in those organizations. The benefit of this
research is that employees can achieve and gaie kroywledge about leadership behavior and
leadership styles. Education and experience arerrhaye influence and effect to leadership behavior
and leadership development. This research will dreefit to leaderships how to improve leadership
behavior to be change in organization. It coulcalyeference for further study for a person who was
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interested in public leadership. The further stadyld use this study for other research for example
the different leadership behavior between leadprahid employees as perceived by taxpayers. The
main limitations of our research are related, oe band, to the evaluation of sample size and bias
responses, which can be subjects of debate foragathst. On the other hand, it may be that the
extension and the homogeneity of the sample impptgr emphasis on information obtained through
interviews. In conclusion, today, strong public deeship is required to address the difficult
challenges. Therefore we believe that restoringfidence in leadership in administrative
organizations can only be done by assessing ptiyrayiits own employees to pursue the creation of
long-term sustainable value.
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