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ABSTRACT 
David Rosenbloom’s separation of powers approach to 
understanding the complex value-driven work of public 
administrators is an oft-cited, conceptually powerful framework. 
This article is a first effort to empirically test his framework. It 
explores the extent to which Rosenbloom’s distinct and 
normative value sets (managerial, political, and legal) objec-
tively reflect individuals’ perceptions of how public servants 
should perform their jobs and the role that public service 
motivation (PSM) may play in these evaluations. It finds that 
when comparing public sector and private sector jobs, 
individuals assign more similar levels of importance to the 
managerial, political, and legal values for public than private 
sector jobs, thus providing support for the importance of public 
administrators to integrate these three approaches in their 
work. Additionally, it finds that the higher an individual’s PSM, 
the more likely that a political or legal frame, rather than a 
managerial frame, will be the individual’s primary approach to 
management. 
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Multiple theories compete with and complement each other to describe the 
domain of public administration. An important part of this effort is the work 
of those scholars who have drawn attention to key distinctions between 
private and public sector organizations and employees (e.g., Boyne, 2002; 
Rainey, 2014; Van der Wal & Huberts, 2008). 

Within the public sector, however, scholars continue to theorize and test 
what it means to be “public” or to develop public administrative theory. 
The theoretical pluralism around these fundamental questions is not new 
for public administration (e.g., Denhardt & Catlaw, 2014; Frederickson, 
Smith, Larimer, & Licari, 2003; Miller & Fox, 2007), and many attempts have 
been made to bring some structure and coherence to this natural state of 
theoretical contest (e.g., Wamsley & Zald, 1973). 

One of the most widely incorporated contemporary approaches 
(Rosenbloom, 1983) embraces the contest by focusing attention on the 
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competing values and functions underpinning the practice and purpose of 
public administration (e.g., Christensen, 2009; Thompson, 2015). 

The goal of this article is to empirically explore the extent to which 
Rosenbloom’s (1983) public administrative theory might be reflected in public 
sentiment. Although Rosenbloom’s normative theory informs many studies 
and even a prominent public administration textbook, the theory remains 
relatively empirically untested. Specifically, an online quasi-experimental 
survey is used to explore whether college-aged citizens exhibit different 
expectations of public sector employees who otherwise have job functions 
similar to private sector employees. In short, it probes whether college-aged 
respondents exhibit a sense for the more complex, even competing, values 
—as Rosenbloom’s work suggests—involved in public jobs. 

The empirical research represented in this article finds significant sector- 
based differences in the expectations of respondents across job-pairs, and 
discusses how these exploratory findings might serve as an initial step in filling 
a gap in the literature to test and expand a popular theory of public adminis-
tration. These exploratory findings (a) help scholars better establish public 
administrative theory with empirical evidence, and (b) benefit educators in 
designing curriculum and professional training for young people, especially 
those who pursue careers in the public sector. To this end, this study can help 
politicians, public managers, and executives understand the complex and 
multiple values that operate in public service. The sections that follow review 
the literature the study adds to, describe the data and methods used to explore 
the data, and finally discuss the data to support the above claims of the impact 
and use of this research for theory and practice. 

Rosenbloom’s competing values framework 

Public administration scholars—including Kaufman (1956), Rosenbloom 
(1983), and Hood (1991)—have observed the complexity of public adminis-
trators’ work in terms of the many values or priorities that it is expected to 
satisfy. For example, in his classic treatment of New Public Management 
(NPM), Hood (1991) draws attention to three clusters of administrative values 
that have important implications for testing and understanding administrative 
design in the public sector. From a manager’s perspective, van der Wal and 
Huberts (2008) offer some evidence about core sector values distinguishing 
public and private service. In addition to institutional and managerial 
perspectives, others have offered a citizen-based perspective about the values 
implicit in public service. For example, Marvel (2016) recently observed 
that citizens often exhibit implicit, negative, and relatively inelastic bias in 
assessing public administrative performance as inefficient or inflexible. 

The goal of this article is relatively narrow but fits appropriately in the 
constellation of work seeking to identify and understand the core and 
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complex values inherent in public service. Specifically, the article takes up 
Rosenbloom’s (1983) public administrative theory as one of the earlier 
“classic” voices seeking to promote understanding about the values of public 
administration. Unlike Hood’s (1991) work, which has spawned more 
empirical examination, Rosenbloom’s (1983) normative theory has gone 
largely unexamined empirically, although it is relied upon widely in the field. 
The goal of this exploratory study is to empirically examine Rosenbloom’s 
propositions. 

In 1983, Rosenbloom argued that three constitutionally grounded lenses 
circumscribe public administration based on the functional mandates of the 
political, managerial, and legal domains. Described in greater detail below, 
these values are based on the separation of powers logic of the U.S. Consti-
tution, and Rosenbloom explains, “it is largely true that each of these 
approaches (political, managerial, and legal) is associated with the values 
embodied in a different branch of government” (p. 224), as described in 
Articles I–III, respectively. 

These three domains, defined in the Constitution’s separation of powers, 
are thereby characterized by distinct sets of priorities and normative values 
—each often at odds with the others. While these domains ultimately collapse 
to constitute the confluence of administrative functions, “each lens shows a 
well-established … approach for structuring thinking about how managerial, 
political, and legal values have developed and driven public administrative 
organizational structures and conceptualizations of individuals who are 
affected by administrative decisions, behavior, and operations” (Rosenbloom, 
2013, p. 382). 

In reflecting on the separation of powers framework, Rosenbloom (2013) 
notes that its utility has primarily been its functional focus: mapping the 
separate constitutionally implied mandates of the three broad roles of public 
administration that guide the legislation (Article II), execution (Article I), and 
adjudication (Article III) inherent in those jobs. While a functional approach 
is certainly relevant to the present inquiry, the focus of this article is on the 
values ascribed to each domain. More specifically, it explores the extent to 
which Rosenbloom’s distinct and normative value sets objectively reflect indi-
vidual perceptions of how public servants should perform their jobs. 

Analyzing the role of values in the administrative state is not new. Indeed, 
Dahl (1947, p. 11) contended that a science of public administration would be 
impossible until “the place of normative values is made clear.” In a seeming 
attempt to address part of this challenge, Kaufman’s (1956) analysis focused 
on the extent to which the competing values of representativeness, neutral 
competence, and executive leadership shaped the environment of public 
administration. Years earlier, White’s (1939) seminal text on public adminis-
tration amplified managerial values and priorities, an approach which rivaled 
the legal values and priorities espoused in Wilson’s (1887) essay. Waldo’s 
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(1948) field-defining text assessing the administrative state emphasized 
political values and theory. 

The separation of powers framework theorized by Rosenbloom embraces 
each of these emphases: managerial, legal, and political. The approach in this 
article explicitly recognizes that public administration is defined not only by 
theoretical and functional pluralism but also by value pluralism (see also 
Spicer, 2001). Therefore the examination is centered on the competing value 
sets in these multiple domains. Waldo summarizes these respective value sets 
while reminding the field that public managers 

must find the proper way to put … together the executive branch … and the 
emphasis … upon effectiveness and efficiency. For the legislative branch … the 
emphasis is upon the values of representativeness and responsiveness. For the judicial 
branch … the emphasis is on constitutional integrity on one side and substantive and 
procedural protections for individuals on the other. Realistically our public adminis-
tration does consist of varying mixtures of these three approaches or clusters. It is 
not just undesirable; it is impossible to narrow the concerns of public administration 
to any one of them. Our task is to find the proper way to put the three together. 
(Quoted in Brown & Stillman, 1985, pp. 463–464, emphasis added).  

Rosenbloom (1983) consistently points out that these “separate” values 
are often in conflict with one another. Efficiency, for example, is rarely 
simultaneously achieved in pursuing individual constitutional rights; litigating 
individual cases is expensive and time-consuming. 

Research questions 

There has been little empirical evidence to describe the extent to which 
Rosenbloom’s ideas capture the way individuals might instinctively appreciate 
a theory of public administration that is based on the conflict and confluence 
of separate values. If the popular press were the sole measure, for example, 
it would certainly appear that citizens do not appreciate the “value” of competing 
values. Marvel’s (2016) work offers some confirmation of this. As such, 
bureaucrat bashing remains a popular pastime. Measuring government’s 
success by efficiency alone gives plenty of cause to poorly rate government 
performance. However, if other values and metrics are used, the performance 
of government becomes at once both more complicated and perhaps 
attractive (e.g., Van Dooren, De Caluwe, & Lonti, 2012) and appreciated. 

All of this may rest, however, in how individual citizens formulate their 
expectations of individual public servants (see also Andrews & Van de Walle, 
2013). In making these expectations explicit by attaching them to often- 
conflicting values, perhaps one can begin to understand whether the 
normative arguments put forth by Rosenbloom are empirically justified in 
the human psyche, where perceptions and motivations can shape opinions 
and expectations. 
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Regarding motivation, the recent rise of the public service motivation 
literature cannot be ignored. Few studies until now have focused on citizens’ 
public service motivation (but see Braender & Andersen, 2014; Perry, 
Brudney, Coursey, & Littlepage, 2008); the present article does so in order 
to account for the possibility that citizens’ public service motivations shape 
their expectations and value priorities. 

The purpose of this exploratory study is to begin to empirically test and 
describe the separation of public administrative values theory. The specific 
research question is whether Rosenbloom’s separation of powers theory and 
the values underlying it provide a verifiable way to distinguish between public 
and private managerial priorities. The separation of powers theory is a powerful 
way to conceptualize the distinctiveness of public administrative functions, but 
does it have empirical validity in terms of the way people view public vs. private 
jobs, or the expectations they have of the individuals filling those jobs? 

Rosenbloom’s work suggests that the foundation of public administration is 
based on distinct political, managerial, and legal values, and that the public 
sector should consistently reflect more of these values than the private sector, 
which is predominantly driven by managerial values and has neither the 
same constitutional obligations nor the same institutional genesis that the 
Constitution imparts to public organizations. 

Based on these theoretical assumptions, the present study aims to directly test 
whether citizens ascribe different value expectations to the public and private 
sectors, respectively. It hypothesizes that if Rosenbloom is correct, citizens 
may implicitly differentiate their value expectations for employees with similar 
jobs by whether the job is located in the public or the private sector. More 
specifically, it explores whether citizens expect a broader variety of values 
(e.g., legal and political in addition to managerial) in public sector jobs. 

The authors are unaware of any prior studies with direct bearing on this 
hypothesis. However, their thinking is partly informed by Andrews and 
Van de Walle’s (2013) study of citizen perceptions of local services, in which 
sector—in the form of public-private involvement—consistently impacted 
how citizens viewed four dimensions of service performance. As is explained 
below, this is operationalized with measures of variance in competing 
value assignments, managerial efficiency, political representativeness, and 
legal-individual rights, for example. Lower variance corresponds to a more 
even distribution of how respondents weigh the various values. Therefore, 
it is hypothesized that: 

Hypothesis 1:  More similar levels of importance will be given to legal, political, and 
managerial values for public sector jobs than for private sector jobs. 

Second, it is posited that individual public service motivation (PSM) might 
influence value expectations for similar jobs in the two different sectors. With 
the increasing evidence that individual motives shape key dynamics in public 
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service, the study explores the issue of whether individual public service moti-
vations shape value expectations for jobs. The proposition finds its intuition in 
past work that demonstrates a positive correlation between PSM and percep-
tion of red tape (Scott & Pandey, 2005). These scholars utilized attribution 
theory to explain how employees with high PSM might associate red tape/rules 
with an internal attribution that legitimizes such rules and values. Similarly, it 
is possible that citizens with high PSM may be more likely to legitimately 
attribute multiple values to public sector jobs. In terms of the present study, 
this would be manifest as less variance (i.e., greater equality in rating values) 
in a respondent’s rating of public sector jobs as compared to private sector 
jobs. Due to the exploratory nature of this study, and the relatively scant 
empirical work on which to directly base its suppositions, this is articulated 
as a proposition rather than a hypothesis. Therefore, the following is suggested: 

Proposition 1:  A respondent’s PSM will be negatively related to variances in the 
respondent’s value assignments to public sector jobs, such that as 
PSM increases, the respondent will give more similar levels of 
importance to legal, political, and managerial values for public 
sector jobs than for private sector jobs. 

Data and methods 

Data 

This study employs quasi-experimental survey data from 154 undergraduate 
students at a large public university. The term “quasi-experimental” is used 
because assignments to treatment conditions were not randomized and a 
control group was not introduced at this exploratory stage. 

The population of respondents who participated in the survey lacked 
significant job experience or formal exposure to sector differences. In this 
exploratory study, an undergraduate student population was chosen not only 
for convenience but also in hopes of minimizing some of the bias toward public 
sector/government that can solidify and become relatively inelastic over time 
(e.g., Marvel, 2016). An undergraduate population enables exploration of 
Rosenbloom’s theory in a population that is adult but still relatively neutral, if 
not malleable, in their beliefs. As Oppenheimer (1999, p. 22) observed regarding 
undergraduates and their openness to his own field (psychology): 

Unlike many of the lay public who have preconceived notions of psychology 
and who are resistant to change, undergraduate students have had little exposure 
to the field and are much more flexible about their views of the nature of the 
discipline. Two of the many reasons that students attend college are to challenge 
their perceptions of the world, and to expand their world view.  

Participants’ demographic information is as follows: The number of 
students expressing male gender (58.08%) is slightly more than the number 
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expressing female gender (41.12%). White students were the majority of 
respondents (79.48%) in the survey, followed by Black (8.33%), Latino 
(5.12%), and others. Freshmen (43.75%) formed the plurality of participants 
in the survey, followed by sophomore (30.55%), junior (15.28%), and senior 
(10.42%) participants. Considering respondents’ age ranges, it was not 
surprising that most respondents had little or no work experience. 

Variables 

With this population, the study asked questions about how students assessed 
values and measured their individual PSMs according to items described in 
Kim et al. (2013). 

The primary dependent variable of interest measures the weight respon-
dents assigned to values they felt were important to each of the 12 jobs (six 
pairs) described in the survey. To assess value assignment, respondents were 
asked to divide 15 points into three, separate domains of value priorities based 
on Rosenbloom’s (1983) work discussed above. All respondents were 
presented with all 12 job descriptions, though in random order so as not to 
induce survey bias related to question order. The values for the three domains 
were described as follows: 
.� Political: citizen representation, accountability, responsiveness 
.� Managerial: efficiency, economy 
.� Legal: individual rights, constitutional integrity 

The dependent variable is therefore a measurement of how respondents 
balance or weigh competing value priorities. For example, if a respondent read 
a job description and assigned it five points of political values, five points of 
managerial values, and five points of legal values, that job would be described 
as “balanced” or equally weighted in terms of the priorities Rosenbloom 
describes in his separation of powers public administrative theory. 

Six job pairings were used to aid in the analysis. This bundle of jobs was cho-
sen to introduce variety in the industries and types of jobs within each sector 
while trying to maintain as much comparability across sectors as possible. The 
job pairings were as follows (public–private): city police officer–private sector 
security guard; budget director for a large state government agency–chief 
financial officer (CFO) for a large private corporation; county prosecuting 
attorney–corporate attorney; public high school teacher–teacher in a private 
high school; city parks & recreation director–manager of a private gym; 
department of motor vehicles employee–department store clerk. 

While these jobs were presented and analyzed as dyads, they were pre-
sented in a randomized order to each respondent. The descriptive statistics 
for each job and the comparative statistics for each job dyad are presented 
in Table 1. The information presented in the table compares the overall 
variance in the value weightings the respondents provided for each job dyad, 
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which drives how the hypotheses were evaluated, and shows the how respon-
dents weighted the managerial, legal, and political domains of management. 

The columns in the left half of Table 1 report the comparative statistics for 
each job dyad. The mean variance column measures the average of the vari-
ance for each respondent’s assignment of values for each job. The formula 
used to create this variable, [(managerial value −5)2 + (legal value −5)2 + 
(political value −5)2], is similar to the mathematical formula to calculate a 
variable’s variance. However, since it is hypothesized that public managers 
need to balance their managerial, legal, and political values to successfully 
accomplish their jobs, the formula used an expected mean of 5 to capture 
the variance from this normative expectation based on Rosenbloom’s 

Table 1. Descriptive statistics. 

Job Obs. 
Mean  

variance SD Min Max t Value Obs. 
Mean  
value SD Min Max 

Police officer 144  7.037  9.12 0 50  1.7204 Managerial 144  3.10  1.7369  0 7 
Legal  144 7.09 2.3750 0  15 
Political  144 4.79 2.1240 0  15 

Security guard 143  5.66  7.61 0 50 Managerial 143  4.11  2.2738  0 10 
Legal  144 6.17 2.2826 0  15 
Political  144 4.74 2.1418 0  9 

Budget director 
for state 
government 

144  5.49  7.78 0 32  −1.9859* Managerial 144  6.84  2.3877  0 13 
Legal  144 4.14 1.5327 0  8 
Political  144 4.01 1.8472 0  10 

Chief financial 
officer for 
private 
company 

144  6.77  9.02 0 50 Managerial 144  7.20  2.5681  0 15 
Legal  144 4.26 1.6171 0  8 
Political  144 3.53 1.9102 0  10 

County 
prosecuting 
attorney 

143  5.72  6.62 0 50  0.2577 Managerial 143  3.21  1.8956  0 10 
Legal  144 6.98 2.1055 0  15 
Political  144 4.81 1.6876 0  10 

Corporate 
attorney 

143  5.59  7.33 0 50 Managerial 143  4.96  2.4478  0 12 
Legal  143 6.06 2.2318 0  15 
Political  143 3.96 1.9224 0  8 

Public school 
teacher 

143  4.49  8.41 0 50  0.0138 Managerial 143  4.59  2.3801  0 15 
Legal  143 5.33 1.6356 0  10 
Political  143 5.06 2.2254 0  15 

Private school 
teacher 

143  4.44  6.00 0 32.67 Managerial 144  4.84  2.4072  0 13 
Legal  144 5.00 1.7501 0  9 
Political  143 5.18 2.2264 0  13 

City parks & 
recreation 
director 

143  3.87  6.57 0 40.67  −4.0779* Managerial 143  5.79  2.0991  0 14 
Legal  143 4.60 1.7960 0  13 
Political  143 4.60 1.7688 0  10 

Private gym 
manager 

142  7.92  12.08 0 50 Managerial 143  6.76  3.2651  1 15 
Legal  142 4.14 1.9591 0  9 
Political  143 4.12 2.3523 0  11 

DMV employee 143  4.96  8.19 0 50  −3.8536* Managerial 143  5.67  2.5799  0 15 
Legal  143 4.83 1.9282 0  12 
Political  143 4.48 1.9604 0  10 

Department 
store clerk 

143  8.76  14.00 0 50 Managerial 143  6.92  3.3985  0 15 
Legal  143 4.22 2.2143 0  12 
Political  143 3.85 2.1817 0  10 

Note: *p < 0.05.   
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separation of powers public administrative theory. The standard deviation, 
minimum, and maximum columns report the descriptive statics for the 
average of the values variance reported in the mean variance column. The 
t-statistic is a measure of the statistical significance of the difference in mean 
variance for each job dyad. 

For example, the top two rows on the left half of Table 1 contain 
information for comparing the police officer–private security guard dyad. 
The mean variance is 7.04 for police officers and 5.66 for the private security 
guard. The t-statistic column helps in evaluating whether these two values 
are statistically significantly different from each other. In this case, with a 
t-statistic less than 1.96 (the usual cut-off for the p < 0.05 level of statistical 
significance), the difference is not statistically significant. 

The columns in the right half of Table 1 contain information about how 
respondents weighted each of the three domains of management. They 
report the average of how the respondents apportioned the 15 points to the 
managerial, legal, and political values that should be used for each job. The 
standard deviation, minimum, and maximum report the descriptive statistics 
for the average of each public administrative domain. 

For example, the top six rows on the right half of Table 1 contain infor-
mation for how respondents apportioned the 15 points for police officers (first 
three rows) and private security guards (second three rows). For both jobs, 
respondents more heavily weighted legal values (7.09 for police officers, 
6.17 for security guards) than managerial values and political values. 

Items to measure public service motivation are from Kim et al.’s 16-item 
scale (2013), and the four dimensions of attraction to public service, com-
passion, self-sacrifice, and commitment to public values are identified with 
confirmatory factor analysis.1 The goodness-of-fit statistics (RMSEA = 0.064; 
CFI = 0.953; TLI = 0.43) all indicate good fit between the model and the data. 
Continuous factor scores are used in the analysis that follows. Respondents 
were also asked to rank how being a manager, a politician, or a judge best 
described themselves. On average, respondents ranked perceiving themselves 
as a manager (2.47) higher than as a judge (1.89) or as a politician (1.64). 

Finally, the respondents’ self-framing of the dominant approach of their 
work values were captured by asking them to rank the answers (manager, 
judge, politician) to the question “I am best described as” from 3 (phrase best 
describes me) to 1 (phrase is least like me). 

Hypothesis 1 was tested through a difference-of-means test for the mean 
variance values for each job dyad. Based on Hypothesis 1, the mean variance 
for the public sector job in the dyad was expected to be lower than the mean 
variance for the private sector job in the dyad. Proposition 2 was explored by 
examining pairwise correlations to look for patterns between an individual’s 
motivation for public service and the mean variance of value expectation 
for each job. 
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Analysis and results 

Values and sector differences  

Hypothesis 1. The analysis begins by exploring some general differences the 
respondents perceived between values in public and private sector 
jobs.  

The average total scores for managerial, legal, political values for all jobs in 
each sector are reported in Table 2. These are calculated by summing up 
the respondent’s answers for each of the values across the six jobs in each 
sector. In general, respondents tended to weight managerial values for private 
sector jobs and legal values for public sector jobs as the most important. 

Since market-based paradigms associated with the private sector are 
frequently founded on a consensus around the value of efficiency, this result 
is not surprising. Respondents tended to evaluate private sector jobs with higher 
scores in managerial values than their public sector job counterparts. To directly 
test these relationships, a series of t-tests were run to measure the difference in 
mean between average managerial values weighting on each public–private job 
dyad reported in Table 1. For each of the public–private sector job dyads, other 
than the public high school teacher–private high school teacher comparison, the 
managerial value for the private sector job is statistically significantly greater 
(p < 0.05 for a one-tailed test) than the value for the public sector job. Overall, 
the respondents believed that the managerial values of efficiency and economy 
are of greater importance in private sector jobs than in public sector jobs. 

To examine these value weightings visually for each of the job pairings, 
Figure 1 was generated. It shows the average scores for Rosenbloom’s separate 
values as they apply to each job. The spider chart’s axes juxtapose public/ 
private job pairings, with public jobs in the right hemisphere and private jobs 
in the left hemisphere. Respondents displayed a tendency to maximize the 
value of effectiveness, efficiency, and economy in private sector jobs such as 
department store clerk and private gym manager, while the more political 
values of responsiveness, responsibility, and accountability were typically 
prioritized for public sector jobs. 

While the initial results show that efficiency is valued more highly in 
private sector roles, this analysis does not get to the heart of the inquiry about 
the balance among managerial, legal, and political values in private and public 
sector jobs. Hypothesis 1 supposes that public sector job value assignments 
will have lower variances than private sector job value assignments. Table 3 

Table 2. Mean value of each administrative value by sector.  
Public Private 

Managerial  29.20  34.79 
Legal  32.97  29.85 
Political  27.75  25.38   
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reports the results from four difference-of-means tests. The first test examines 
the overall difference in the mean variance of values between public sector 
and private sector jobs. The three subsequent tests explore for differences 
in the mean variance for managerial, legal, and political values between all 
public and private sector jobs respectively. 

The average variance of values assigned is 5.20 for public sector jobs and 6.37 
for private sector jobs. A t-test for the difference in these two values (n = 139) 
returns a t-score of 3.06, indicating that this difference is statically significant. 
These results generally appear to be consistent with Rosenbloom’s theory of 
separation of administrative values, which suggests that citizens perceive that 
the three domains of values should be more balanced in public sector jobs than 

Table 3. Test of significance of difference between public and private jobs and public values 
(variance).  

Mean variance SD t p df n 

All values, all public jobs  5.2022  5.0444  −3.0634  0.0026** 138 139 
All values, all private jobs  6.3731  6.8459 
Managerial values in public jobs  6.6784  7.4042  −3.9709  0.0001*** 140 141 
Managerial values in private jobs  9.5768  12.0187 
Legal values in public jobs  5.1748  5.8695  1.0055  0.3164 141 142 
Legal values in private jobs  4.7409  5.5403 
Political values in public jobs  3.9460  4.2571  −3.8350  0.0002*** 141 142 
Political values in private jobs  5.3852  5.1798 

Notes: *p < 0.05; **p < 0.01; ***p < 0.001.   

Figure 1. Comparing separate values across sector pairings. 

Legend: POL: police officer; SEC: security guard; BDR: budget director for state government; CFO: 
chief financial officer for private company; CPA: county prosecuting attorney; PAT: corporate 
attorney; TPU: public school teacher; TPR: private school teacher; CPR: city parks & recreation 
director; GYM: private gym manager; DMV: DMV employee; DSC: department store clerk. 

Note: Jobs in the opposite direction are similar jobs in public and private sectors (i.e., POL-SEC).  
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in private sector jobs. The same is true if the view is isolated to just managerial 
or political values; less variance for public sector jobs. Interestingly, there is 
greater consensus (lower variance) around the role of legal values in private sec-
tor jobs, but this finding is not significantly different from the public sector 
findings. Overall, the results in Table 3 suggest that respondents provide more 
similar levels of importance to managerial, legal, and political values in public 
sector jobs than in private sector jobs, providing support for the first hypothesis. 

Returning now to the data provided in the left half of Table 1 for a more 
detailed exploration of Hypothesis 1, consider the mean variance of the value 
weighting between dyads. The results at this more granular level tend to reveal 
more nuances (see the Appendix for additional visual presentation at this 
level) for how respondents weight the role of managerial, legal, and political 
values for jobs beyond just their location in the public (Appendix Figure A1) 
or private sector (Appendix Figure A2). 

For half of the dyads (budget director for a large state government agency– 
chief financial officer (CFO) for a large private corporation, city parks & 
recreation director–private gym manager, and department of motor vehicles 
employee–department store clerk dyads), the mean variance is statistically 
significantly smaller (p < 0.05 for a one-tailed test) for the public than the priv-
ate sector job, thus lending some support to the hypothesis. However, there is 
no statistically significant difference for two of the dyads (county prosecuting 
attorney–corporate attorney and public high school teacher–private high 
school teacher), and for the city police officer–private security guard dyad, 
the difference in the mean variance is opposite what is hypothesized and 
marginally statistically significant (t = 1.72). However, this last finding, in large 
part, is due to the respondents weighting the legal values much more heavily 
for the police officer than the managerial or political values, indicating that 
in some cases, it is the job rather than the sector of employment that drives 
whether individuals normatively believe that managerial, legal, and political 
values ought to have equal weight when people perform their duties. 

Thus there was mixed support for the hypothesis: supported in general, but 
nuanced around specific job pairs. 

Values and public service motivation 

Proposition 1. The second part of this research assesses whether a respondent’s 
PSM conditions value expectations in similar jobs across sectors. Increased 
levels of PSM may be indicative of the respondent’s expectation that public 
sector employees need to balance managerial, legal, and political values in their 
jobs. It was proposed that as their PSM increases, respondents are more likely to 
balance their value assignments for public sector jobs, operationalized by lower 
variances in weighting the importance of the three administrative values. The 
correlation table used to examine this relationship is included in Table 4. 
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There were very few statistically significant correlations between PSM and 
variance in the values assigned to jobs in Table 4. As such, the results do not 
support the proposition that a higher PSM is associated with the lower 
variances in public sector jobs.2 

Motivation: Self-perception 

Given the lack of relationship between PSM and mean variance in job value 
weightings, the study examined the relationships between PSM and the extent 
to which respondents perceived themselves best described as a manager, a poli-
tician, or a judge. As seen in Table 5, the more respondents identified them-
selves as managers, the lower the level of all four PSM dimensions. Given the 
definition of PSM, a desire or interest to serve the public and to provide public 
good emphasizing equal opportunities and “selflessness” (Brewer & Selden, 
1998), it was not unexpected that PSM and self-perception as a manager had 
a negative correlation. Individuals who appreciate managerial traditions, 
including efficiency, effectiveness, and other businesslike values, more than 
political and legal values may actually feel conflicted in pursuing a career in 
the public sector, where devotion to society and the public is emphasized. 

On the other hand, the more respondents perceived themselves as a judge, 
the more an opposite relationship is seen: a positive correlation with each 
PSM dimension. There are two possible explanations. First, concepts of fair-
ness, equity, and procedural due process in legal values are likely to relate to 
PSM dimensions such as attraction to policymaking and commitment to the 
public interest. Second, the judiciary is not about costs/benefits to secure 
individuals’ rights; instead, it is about the ways to protect these rights and 
society. Therefore, it is not surprising to see some empirical evidence that 
the managerial approach’s focus on efficiency is negatively associated with 
the legal tradition, as Rosenbloom argued. 

In examining these correlations, PSM is found to be closely tied to 
individuals’ self-perceived managerial role. The lack of correlation between 
PSM and value assignment explored in the proposition, in conjunction with 
the positive correlation between PSM and self-perception, is consistent with 

Table 5. Correlation between PSM and self-perception.  

Attraction Commitment Compassion 
Self- 

sacrifice 
Myself as  
manager 

Myself as  
politician 

Myself as  
judge 

Attraction  1.0000       
Commitment  0.9750**  1.0000      
Compassion  0.9859**  0.9249**  1.0000     
Self-sacrifice  0.7543**  0.6277**  0.8179**  1.0000    
Myself as manager  −0.2032**  −0.1813**  −0.2133**  −0.2611**  1.0000   
Myself as politician  −0.0157  −0.056  0.0129  0.1067  −0.5490**  1.0000  
Myself as judge  0.2321**  0.2510**  0.2130**  0.1659**  −0.4886**  −0.4610**  1.0000 

Note: **p < 0.05.   
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research tending to indicate that PSM can be an important tool in recruiting 
and selecting people into public service. However, once they are in a parti-
cular job, PSM may not greatly (or even at all) influence how individuals 
do (or should) balance their managerial, legal, and political roles. 

Discussion/conclusion 

The purpose of this exploratory article is to begin to assess the extent to which 
the competing values in Rosenbloom’s separation of powers theory are not 
only normatively but also descriptively accurate. A quasi-experimental survey 
design and a student sample were used to empirically show how job sector 
and individual public service motives are related to perceptions of Rosen-
bloom’s managerial, legal, and political values. It was found that respondents 
generally exhibited lower variances (value equally placed on multiple values) 
when assessing public service positions than when assessing private positions 
(higher variances, typically favoring managerial values of efficiency). This was 
interpreted as initial empirical evidence supporting Rosenbloom’s normative, 
theoretical description of the recognition that public managers should be 
more mindful (than private administrators) of competing value frames. 

The study also found that while PSM does little to explain these value 
assignments, a respondent’s self-perception (or view of self as lawyer-like or 
manager-like) bears a strong correlation to the respondent’s PSM, regardless 
of dimension. In short, respondents who viewed themselves as managers were 
more likely to have lower levels of PSM. Respondents who viewed themselves 
as lawyers were more likely to have higher levels of PSM. These results 
provide initial empirical evidence that the political and legal values of 
Rosenbloom’s framework are what distinguish public management from 
private management. 

This exploratory work has obvious limitations beyond its single, cross- 
sectional design that relies on self-reported survey data. While the overall 
comparison of value variance among public and private sector jobs in the 
study appears valid and reliable, the same claim cannot be made for the dyad 
comparisons. In some cases, it is difficult to know if differences were found 
(or not found) because the study differentiated the sector or if the differences 
are related to the different characteristics of the job. In addition, using 
students as proxies for “citizens” misses out on years of interactions with 
government and private for-profit services that a more typical citizen might 
have, and which might reasonably shape how they ascribe various values to 
sector-based jobs. Thus, this exploratory work addresses the perceptions of 
undergraduates; it has value, because of their malleability, from a pedagogical 
perspective, but one can only speculate on how this might (or might not) 
apply to other, more entrenched populations of adults. Thus the authors 
recognize the need to incorporate more experimental elements into this 
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relatively rudimentary study. These would include random assignment to 
various treatment control groups in order to more accurately establish caus-
ality in some of the relationships raised here. Future work will be developed 
accordingly. Until then, the findings presented in this article can be regarded 
as encouraging first steps to strengthen the empirical aspects of one of public 
administration’s most widely used theoretical lenses. 

The main goal of this study has been to empirically explore the validity of 
Rosenbloom’s widely used normative theory. The results of this exploratory 
research provide empirical evidence to support the veracity of Rosenbloom’s 
theory; people perceive a greater need for integration of managerial, legal, and 
political values in public sector jobs than in private sector jobs. An important 
implication of the results for public managers recruiting individuals to public 
service is the need to attract people who are comfortable with managing 
through managerial, legal, and political lenses. The results also suggest the 
need to make sure that public administration students are educated about 
the political and legal contexts of the field and do not just focus on technical 
managerial skills. 
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Notes  

1. As previous studies on PSM have proved (Andersen, Pallesen, & Pedersen, 2011; Wright, 
Moynihan, & Pandey, 2012), the four dimensions of PSM are interrelated with statistical 
significance.  

2. This finding holds true whether PSM is measured unidimensionally or with each of the 
four subdimensions.     
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Appendix 

For closer investigation in differentiating public administration values, 
scores were split in value assignments by sector to examine differences in 
constitutionally based approaches in the jobs. Figure A1 displays three public 
administrative traditions by job in public sector. Interestingly, each public job 
has different value expectation; among six public jobs, police officers and 
county prosecuting attorneys are expected to be more responsible and 
accountable than DMV employees and city parks & recreation directors, 
whose primary expected values are of efficiency and effectiveness.  
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Figure A2. Values in private sector jobs. 
Legend: SEC: security guard; CFO: chief financial officer for private company; PAT: corporate 
attorney; TPR: private school teacher; GYM: private gym manager; DSC: department store clerk.  

Figure A1. Values in public sector jobs. 

Legend: POL: police officer; BDR: budget director for state government; CPA: county prosecuting 
attorney; TPU: public school teacher; CPR: city parks & recreation director; DMV: DMV employee. 

Notes: Similar patterns are observed in private jobs. Managerial values are the main traditions for 
jobs in private sector rather than other values; however, degree of expected efficiency differs, 
depending on job. For instance, CFO for a large company, department store clerks, and private 
gym managers are expected to be more competent and efficient. In common, political traditions 
are the least expected value for private sector jobs.  
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