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Abstract: The performance management system has its specificities in public service institutions, which arise especially from the nature of
the institution's work and from various interactions with interested parties. This paper focuses on the analysis of some factors that affect the
efficiency of performance management systems in public service institutions to a various degree. Results are based on a survey that verified
hypotheses related to three factors affecting the efficiency of the performance management system in public service institutions — suitability
of using standard models of performance management, role of social responsibility in the performance management and interconnection of
organizational and individual performance objectives in public service institutions
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1. Introduction

The performance is a notion that is in the strict sense of the
word related to outputs and sources spent in order to achieve
them. The broader sense of the notion performance is aimed in
addition to outputs also to results and their impacts on
interested parties [1]. This approach should apply to both
private sector organizations and public service institutions.

A traditional approach towards the performance measurement
in the public administration is based on the assessment by
means of achieved outputs — what has been achieved, how
many tasks have been solved [2]. Less attention is paid to
achieving the quantitatively set targets and very sporadically
the targets of the performance are agreed with citizens,
potentially in relation with citizens. At the same time there are
continuous problems to monitor, together with the achieved
targets, also another indicator connected with the performance
which is, in the quality management called efficiency [3].

In the efficiency is evaluated a portion of consumed sources
against planned sources for achieving an expected output. This
approach towards measurement of the organizational
performance is called the end to end performance measurement
[4]. For its simplicity it is not complicated to create and keep
the system of the performance management, however in the
organization it does not allow to identify the fields where there
is the biggest improvement potential (bottleneck, stint of the
quantity of sources, error rate).

2. Assumed factors affecting the efficiency of the
system

Works of authors pay in the analysis of requirements for the
performance management system attention to areas of creating
the environment (including the performance culture) in the
institution [5], taking into account the need of centralization
and the rate of standardization of implementation processes in
the institution related to it, as well as requirements for learning
from historical data and best practices obtained from the best in
the area of operation [6].

On the other hand, authors dealing specifically with the issue of
public service emphasize the need to take into account project
nature of work, requirements for interconnection of

organizational and individual performance [7] as well as the
role of public service institutions in promoting social
responsibility [8]. The performance management system is
efficient if it provides necessary information for the manager to
collect the data and evaluate performance, interpreting the
outputs of performance measurement, improving the system of
performance measurement and setting the new objectives of
performance measurement [9].

Said inputs led to structuring of hypotheses presented in Fig. 1.

Organizational
context

Current needs of the organization with
regard to performance management

Perspective and sustainability
performance management system

Previous experience
and competence
of the organization

Using
the performance
management system

Setting performance
management system

H3

Social
responsible
behavior

Level of
centralization
Level of
standardization

Figure 1: Hypothesis construction scheme
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Hypotheses:

Hypothesis H1 focused on the assumption that satisfaction of
employees in organizations with experience and knowledge
from standard system approach to the quality/performance
management represented for instance by models of quality
management (ISO 9001, EFQM, CAF) will be higher than in
public institutions where experience with standard
quality/performance management systems (such as with the
CAF model) are not yet demonstrable. Confirmation of the
hypothesis would direct the performance management system
towards standard approaches; non-confirmation/refusal of the
hypothesis would direct the performance management system
towards approaches specific for a particular organization.
Hypothesis H2 examined the assumption that the performance
management system with specific functions supporting also soft
elements is more successful than system supported solely with
hard elements. "Soft" elements include in the management
system the perception of importance of a correct approach,
credibility, previous results in the area of ethics and social
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responsibility, as well as success rate in risk management (man-
oriented approach). "Hard" elements are focused solely on
actual performance, speed of innovation implementation,
available technical sources and their utilization, measurable
indicators (process-oriented approach).

Hypothesis H3 examined the need for transparent
interconnection of objectives of both the organizational and
individual performance and the impact of such interconnection
on the general level of performance of the whole organization.
The known assumption that measurement and evaluation of the
performance itself affects results of activity will be confirmed
or rejected at the level of relation between the individual and
the public service institution.

3. Survey among public service institutions
employees

3.1 Results and reliability analysis

The questionnaire was tested as to the reliability of its construct
by mean of its results. Analysis of selected parts of the survey
was performed in the statistical software SPSS IMB. The first
aim of the analysis was to verify the reliability of the survey as
a whole as well as for groups of attributes individually and also
to obtain inputs for confirmation or rejection of hypotheses
linked to the objective of the dissertation thesis.

Reliability was verified with the proven Cronbach’s alpha [10],
which is one of the most frequently used indexes for
examination of reliability of a measuring tool (questionnaire).
It is based on the structure of the questionnaire and obtained
results:

a = (k(k-1)* [1-2 (") $un] 1)
where
k — number of items (questions, quality criteria)
s — variance for k items

S sum — variance for the sum of items

Procedure is described in more detail in the annex to this
dissertation thesis named Project of empirical research.
Calculated values are given in the table 1.

Table 1 Values of Cronbach’s alpha (analysis of reliability).

EAETIee Cronbach’s

Scope of reliability analysis number
. alpha

of items
All items/variables 22 0,915
Variables for the hypothesis H1 6 0,827
Variables for the hypothesis H2 10 0,841
Variables for the hypothesis H3 6 0,768

Analyses of the group of attributes imply that the reliability of
data obtained from the main survey is sufficient (although the
value of the Cronbach’s alpha 0.768 of the analysis of
reliability of variables for the hypothesis H3 is lower than the
recommended value 0.8, the internal consistency of the scale is
considered suitable also if the value of the coefficient is higher
than 0.7). Such consistency of variables was deemed sufficient
for the needs of examination of the hypothesis validity with
regard to considerable latency and abstraction of the whole
measured construct

3.2 Testing of hypotheses

Testing of the H1 hypothesis included examining the
dependencies between statistical variables characterising
previous experience of the institution - existence of the quality

management system (non-conformity prevention systems) and
performance management system and dynamic variables
expressing the reflection of using a systematic approach in
employees’ satisfaction results, what is one of the required
effects of management systems.
The hypothesis H2 was operationalized by means of the static
part represented by results determined about the degree of
computerisation and equipment of the workplace; and dynamic
part expressing the perception of importance of factors
affecting the performance, such as ethics, anti-corruption
behaviour and good relationships at the workplace.
The hypothesis H3 examined the dependency between total
performance results and satisfaction of managers and the
knowledge of tasks and duties by employees, knowledge of
links between own activity and achievement of goals of the
institution, connection of the remuneration system with the
performance of the employee.

Said variables in positions of static and dynamic parts of H1 to

H3 hypotheses were tested with the Kruskal-Wallis test, which

is an extension of the Mann-Whitney U test in case more than

two variables are used. The test indicated whether at least one
variable (in this case perceived as dynamic) randomly
dominates a static variable.

According to results of testing:

e H1 was accepted, meaning that standardised systems for the
support of performance management lead to better
efficiency of performance management also in public
service institutions;

Table 2 Kruskal-Wallis test Results according to H2.
Test Statistics™®

SatisfactionP | SatisfactionInf | SatisfactionTr | SatisfactionR

articipation ormation aining ewarding
Chi-Square 245804 327,960 242363 183,556
df 3 3 3 3
Asymp. Sig. ,000 ,000 ,000 ,000

a. Kruskal Wallis Test
b. Grouping Variable: ExperienceQualitySystem

e H2 was not confirmed, meaning that it is not assumed that
incorporation of elements including also the culture and
social responsibility into the performance management
system of an institution automatically leads to a better
performance of the institution;

Table 3 Kruskal-Wallis test Results according to H2.

Test Statistics™®
ImportanceW ImportanceCo
orkEnvironme | ImportanceRe | Importancelnf | ImportanceAn | rrectneesinstit
nt lationship ormation ticorruption ution
Chi-Square 267,129 324,412 170,554 60,163 2,065
df 4 4 4 4 4
Asymp. Sig. ,000 ,000 ,000 ,000 724

a. Kruskal Wallis Test
b. Grouping Variable: SourcesTechnology

e H3 was accepted, meaning that transparent division of
performance targets of an institution down to the level of an
individual positively affects results of institution’s
performance.
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Table 4 Kruskal-Wallis test Results according to H3.
Test Statistics™®

AllignmentPer
formanceRew | AllignmentStr FreeProcedur | ClearTaskDef
arding ategyTask e inition
Chi-Square 251,41 371,024 509,724 330,542
df 4 4 4 4
Asymp. Sig. ,000 ,000 ,000 ,000

a. Kruskal Wallis Test
b. Grouping Variable: OverallPerformance

4. Conclusion

Effective performance management system should with priority
focus on utilisation or adaptation of standard tools and models
of performance management; should take into account and
thoroughly deal with the interconnection and division of
strategic performance targets of an institution to individual
levels of institution’s management down to individual
employees.
In the last decade alot of possibilities for the performance
improvement of organizations and individuals in the public
administration have been opened. However, utilizing the
scientific approaches requires not only the knowledge of
managers of the public administration in the field of
possibilities of solving these problems, but also accomplishing
many particular steps, among which, in the Slovak Republic,
we can include the requirements for:

e advocacy of the process approach in the organizations of
the public administrations,

e implementation of the system of activity (task)
classification in the organizations of the public
administration,

e tying up the performance measurement and assessment of
an organization with the performance measurement and
assessment of employees,

e determination of mutually tied up aims in the organizations
of the public administrations (Balanced Scorecard),

o utilizing the system approach for an exchange of experience
from the measurement of individual and organizational
performance (benchmarking)

Managing a systematic approach to the performance
management can be followed by further escalation of efforts
that should lead to a status when there is a cohesive set of
strategies in a public service institution; interfaces between
processes are solved by determination of process owners;
objective interdependencies are mapped and better understood
and decision-making is based on facts.
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