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INTRODUCTION

My PhD thesis deals with performance managementnasof the central elements of
human resource management. Recognizing the imper@inperformance management
may be detected even in public sphere besides-omidinted organizations. Comparing
systems used in public sphere and profit-orienteghrazations may lead to relevant
results. It has a great significance as expectaitiompublic sphere is greater and greater
relating to the fact that employees should carysmeh a performance on which basis
personnel decisions may be made. In order to exarthirs, measurable facts and
differentiation are needed. Operating performanaaagement systems is important in
the public sphere as well, but it is doubtful thatwhat rate it is efficient or it just
focuses on satisfying the legal regulation. Whateweveral studies explain that
performance management system operating in thet mufiere may be well utilized
with smaller changes even in the organization®efpublic sphere. Does it work so? If
yes, on which basis may the scope of changes bwufated? To answer to these
questions, it is necessary that differences betwleetwo systems might be detected in
order to compare the same dimensions. It would faetigal to utilize a uniform
appraisal method.

The importance of the subject is proved by the ttaat significant number of researches
and studies dealt with performance management glihe past years, but comparing
the two spheres is not so frequent, though demaistse Moreover, the appearance of
the new administration further strengthen the dityuaf the subject as it affects
definitely human resource management in severalewdmons, and performance
management among its functions. In case of proigrbed organizations there may be
questions asked, and the answers to these questiapsmake an already operating
performance management system more efficient. Xammation of competences is an
important field as the availability of certain coat@nces is essential to fill in positions.
Determining blocking factors may serve relevantitssor both of the spheres and may
be formulated as a starting point of developments.

The aim of my thesis is to compare certain limitgammpanies and corporations
operating in Northern Great Plain Region and mayoffices from the field of public

sphere and to make conclusions.



1. PRELIMINARIES AND OBJECTIVES OF THE RESEARCH AND

INTRODUCING THE RESEARCH HYPOTHESIS

The aim of the common research work started atbdginning of 1990’ies in the
Institute of Management and Organization in thevigrsity of Debrecen, Faculty of
Applied Economics and Rural Development was to aktlee content and correlations
of management functions.

The functionalism explains the aim and purpose eftain phenomena. The
functionalist view appeared at the end of th& t8ntury and at the beginning of the
20" century. The starting point of the research pnogris the classification of
DONELLY et al. (1992).

Topics in the research program are functions ofrntt@magement process, which are
properly determined and may be examined separadfielgagement functions consist of
three large fields, such as tasks relating to tigarozation, to human resource and to
process management (BERDE, 2010). There are sewdnBl thesis completed
concerning certain topics (JUHASZ CS., 2004; BART2Q04; DAJNOKI; 2006;
VANTUS, 2006; DIENESNE, 2007, GALYASZ, 2007; SZABATS; 2008, BACSNE;
2009, SZILAGYI B., 2009; TERJEK, 2010). The chagaistic of the research program
is the modular construction, which is based on emeng management tasks. Dividing
the topics into further sub-topics make examiningedain field in a more thoroughly
and detailed way possible in this way the examitoggics may be narrowed. At the
same time the research results of certain subsfigldy be continuously involved into
the investigation of a larger topic. It means tihat topics and sub-topics of the research
program may be narrowed and expanded both in hdak@nd vertical ways. Other
feature of the research program, thank to thetfatttopics are based on each other, is
that conclusions may be made according to timedsdbeas well as on the basis of the
results of different periods of the examined toghe temporal continuity may be
ensured (DAJNOKI, 2006). The division is illustrate Figure 1, which contains my
expansions, thus even the functions determined ha field of performance
management. Performance management being my rhskait may be classified to
the task group of human resource management. Fexfme management, as it was
introduced in the literature review, consists ofttier tasks and functions. If these
functions are more thoroughly examined, it may lobactuded that these involve

individual task groups.
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Figure 1:The Construction and Researcher Structure of the Bsearch Program “The
Functional Examination of Management” (Program Supevisor: Dr. Csaba Berde)
Source: Own construction according to BERDE, 2010



Performance management functions in the figure #re followings: planning
performance, developing measuring tools, communigaxpectations, monitoring and
quantifying performance, performance appraisal, difeek on performance,
communicating personnel decisions, developmentsdbas results. Along these task
groups researches may be carried out separatdly aggregating several of them, in
this way certain sub-fields of performance managemeay be investigated in a more
detailed way.

My research may be specified according to geogecaplaxtension, professional field
and in time. Regardingeographical extension the research was carried out in the
Northern Great Plain region, limited companies pooations and mayor’s offices got
into the sample. On the basis @fofessional field, the subject of the PhD thesis is
performance management being one of the importaitsf of human resource
management. To prepare my dissertation besidesndacgo data collection, even
primary data collection was implemented. Duringoselary data collection the relevant
literature were reviewed. As my examinations comedrmayor’s offices relating to
public service, it is practical to clarify “publservice”, which interpretation is used in
the dissertation. The personnel system of the p@pihere or using a more fashionable
expression the system of human resource managdfBM) is considered as public
sphere. This includes objectives which are wisloelet reached in connection with the
staff, as well as tools for reaching these objesti{strategy planning). In this scope, it
is all about solutions, written and unwritten ryleghich describe the conditions of
selection, application, waging, progression, agalaof the staff.

Regarding theéemporal extension the preliminaries of my research work date back to
2006, when | started to deal with the issue of gremtince management as a scientific
student. | won the third place in the local Scigntstudent Conference in March 2006
in the division of Management and Labour Scieneds)e in December | won the
special award of the Scientific Committee in thectism of Management and
Organization. | continued my previous researches lawon the second place in the
division of Human Resource Management of the seaifoEconomics in the National
Scientific Student Conference in April 2007. Basitihg dissertation and its actual
preparation happened between 2008 and 2011. Duhisgperiod | reviewed the
relevant literature, constructed, tested and fmealimy own questionnaire, collected,

processed and evaluated data. Data collection xtur 2009 and 2010.



General objective:

My general objective is the uniform examinationpefformance management systems
of profit-oriented organizations and mayor’s office

Tasks relating to the objective of the research:

* Judging the importance of performance managememngnthe other HRM
functions,

» Surveying the utilized performance management nastho

* Appraising the elements of performance managengetting to know its aims,

e Introducing aspects, competences, expected perfmgrgims being evaluated,

* Getting to know the blockages in the performanceagament systems.

Hypothesis of the research:

1. Performance management has an outstanding sigraBcamong the functions
of human resource management, which appears iattiedes of managers and
employees of organizations relating to performano@anagement in a
quantifiable way.

2. The set performance aims are known, basically aedepy the employees and
managers of organizations, the managers are coeunitd performance
management aims.

3. Job appraisals are regularly supervised by orgtoim for the sake of the
reality of the set aims and the objectivity of peniance appraisals.

4. Organizations strive to realize the harmony andrd#pendence of performance
management and motivation systems for the sak#icikeat operation.

5. Feedbacks relating to performance appraisals aweeforiented, are of problem
solving featured, managers take the suggestionsthef appraised into

consideration.

In my research the characteristics of performanemagement systems operating in
profit-oriented organizations and mayor’s officesrevexamined from the aspect of the
management. My research results may help in estabdj a performance management
system being introduced in the future and in destnggproblems and deficiencies of the

presently operating system.



2. DATABASIS AND UTILIZED METHODS

2.1. Introducing the Questionnaire for PerformanceManagement Examinations
and the Sample

The questionnaire consists of three parts: thebates of the organization and the
interviewee and the performance management quesiien The organizational
datasheet contains the centre, county, in caseayoris offices the number of the
applied, number limits, revenue, subsidies and mevenues in mayor’s offices, scope
of activity, operational form and the year of foatidn. The attributes of the
interviewee relate to sex, age, position, job, ational qualification, number of years
spent at the working place, the number of chanpibg, its reasons and waging forms.
The performance management questionnaire concemsplex fields such as judging
the importance of performance management among other HRM functions,
evaluating the used performance management metrmtiperformance management
phases. It deals with the objectives of performaappraisal, competences and the
expected performance aims. It even focuses on lirgetactors causing the biggest
problems, which may be found in performance managensystems. | determined
items within these fields, to which the respondératd to answer by the help of a seven-
graded scale. The advantages of the seven-graadésl rewvealed even during the test
survey, as according to my experiences, it engynester possibility for differentiation.
Naturally there were questions (for example scdpbeappraised, scope of appraisers,
frequency of appraisal, appraising techniques)yhach the answering happened from
previously determined answer opportunities.

The questionnaire were tested by several timestam$formed on the basis of the
experiences. It was supplemented by questionssaneé of them were neglected. In
cases the questions had to be more precise in traeeverybody could understand and
answer to the fact | was thinking. The finalizedsfionnaire mentioned above was last
transformed two years ago. | use it continuousty @mhance my database. The received
questionnaires are constantly processed and thialp@sults are put in publications.
My investigations were carried out in the North&@reat Plain Region, the number of
elements in the sample is 525. The sample was ales@lby disproportionate stratified
sampling, within the strata, elements got into sheple by single random sampling.
Strata were established according to operatiomad.f@34 of mayor’s offices (34%), 51
of corporations (19%), 340 of limited companies [2%re selected to the sample from
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the region. Stratifying happened in a dispropodiety way as too many limited
companies would have got into the sample, whilg é&lv of corporations and mayor’s
offices.

The sample is representative with respect to mayaffices and corporations because
of the high sampling rate (near one fifth of magooffices and one third of
corporations). As the number of limited compangesigh taking the rule “the root of

element number” into consideration the 340 entsggrigetting into the sample is 2,5

times higher than it is acceptedJ(STZG: 135). The sum of the chosen elements from
certain strata resulted in the required sample 3ike advantage of the strata is the fact
that besides the determined sample size it repiesle@ basic population better, thus
more precise conclusions may be made in connectith the basic population,
furthermore, the probability of sampling error dsages. Altogether a sampling ratio of
3% was reached from the population of 19 thousaewhents, which is representative
regarding the strata and may be considered as e for carrying out further
regional level analysis and making sound conclusion

Regarding the operational form of organizationsniog the sample 64,7% of them are
limited companies, while 9,8% are corporations. bt&y offices constitute 25,5% of
the whole sample. 44,1% of the organizations aretéal in Hajdu-Bihar county, 23,1%
in J&sz-Nagykun-Szolnok county and 32,8% in SzabBkatmar-Bereg county. In
case of 35,5% of the examined organizations andonsyffices the number of
workers is between 1 to 9, in 28,5% it ranges fddto 49, in 24,6% it is between 50
to 249, while in 11,4% it is above 250 persons5%®pf the interviewees are women
and 50,5% are men. According to their ages, 16,4%aem are between 20 and 29,
25,4% range from 30 and 39, 35,6% are 40 to 4%%2@&re between 50 and 59 years of
age, and 2,1% are above 60. According to the bigtan of interviewees on the basis
of subordinates and manager levels, 33% of thensaberdinates, 3,5% are first-line

managers, 20,3% are middle managers and 43,2% i gxecutive.

2.2. Used Methods During the Research

My research consists of two large parts. One ofmthe statistical tests used for
performance management examinations based on omgirgoted questionnaires, the
other is the data collected by the help of surviysrevealing Blockages Factors

(Figure 2). The examination of performance managegmnsgstem was carried out by



self-made questionnaires, while the investigatibBlockages Factors was based on the
guestionnaire of WOODCOCK - FRANCIS (1982).

r

*Princip al comp onent analysis
Varimaxrotation
EMO
wQuestionnaire for BRartlett test
performance Communality
management *One-way or multivariate analysis of variance
cxaminations” *Reliability examination
Cronbach’salpha
Icc
*sDiscriminant analysis

* Investigating factors blocking etticient
operation

Figure 2:Summarizing the Used Research Methods
Source: Own construction

During principal component analysismy aim was to reveal the background variables,
which modify other variables, in a way that varesblcorrelating to each other were
aggregated into a common (independent from eacker)otprincipal component
(SZEKELYI - BARNA, 2002). My other aim was to usesbker variables instead of
larger number of explanatory variables for invesiig the great amount of data.
During the analysis 47 principal components werenéxl from altogether 109 variables
(from 14 question groups), which is a 2,3 timesadaduction, meaning the fact that
data were reduced to more than half of them (Tapld’rincipal component analysis
requires that the number of observations shoul8 toel10 times higher than the number
of involved variables (certain questions). The skempcluded 525 observations, which
is sufficient from this point of view, as when famg principal components one
guestion group contained 8-9 questions in averagé,not more than 12. During
principal component analysis the significant pdrtthee data were managed to save,
which means that a principal component saved mioa® 70% of the information
(78,65% in average), which may be considered asmey good and it proves the
success of data reduction as well as the religholitthe questionnaire. In carrying out
principal component analysis Varimax rotation wasdj by which the gained principal
components became better understandable, thusasiadle should belong to only one

component.



Table 1:Summarizing the Resulted Principal Components

f Denomination f Denomination
f1 Performance appraisal, monitoring f25 Keeping rules, deadlines, instructions
Communication of personnel decisions, Recommendations. solving oroblems

f2 development f26 ' gp
f3 Expectations, performance planning f27 Turnover, revenue
f4 Clearing appraisal criteria, aims f28| Number of satisfied and served clientg
5 Efficiency of administration and system | {29 Decreasing losses and accidents
6 Performance-oriented organizational culturg f30 Production and service quality
7 Committed management f31 Real performance objectives

Subjective severity and exgessive suggestibilit Accepting the set aims, challenge
f8 the appraiser f32

Objectivity and differentiation of performance Aims are concrete and measurable

9 management f33
f10 Atmosphere of performance appraisal |f34| Aims connected to a given year, or jok
f11 Acceptance of performance appraisal | f35 Clearing troubles, problems, aims
f12| Comparing to others, to events happened ear| f36 Possibility of feedback

Revision of reliability and method of

Discussing promotion, advanced training
13 measurement f37

Controlling data processing and feedback At e e S ey

f14 f38 discussion

Getting to know and developing performance Humane atmosphere of appraising
f15 employees 39 Interview
f16 Revision of job descriptions f40| Planned state of discussion, its preparation
f17| Performance-related pay, allowance, motivati( f41 Job satisfaction
18 Innovation, study skill f42 Professional support
f19 Reliability, adaptation f43 Working hours, quantity of work
20 Importance of a:jtii’ﬁ)s/igon;nake independent s Responsibility in work
f21 Co-operation (in practice), teamwork f45 Self-training, progression
f22 Communication, handling conflicts fA46 Acknowledgment of work, wage
f23 Common result-orientation (in theory) fa7 Punishment, reward
f24 Precise, independent working

Source: Own investigation

The correctness of the analysis is reflected by K({@ser-Meier-Olkin) indicator and
Bartlett test. If KMO indicator reaches or exce8¢s, while significance is below 0,05
in case of Bartlett test, the principal componeats appropriate (SZEKELYI -
BARNA, 2002). The value of KMO test exceeded siigaiftly 0,5 in every run (0,854
in average), while Bartlett tests were significant every case. The value of
communality was 0,7, which may be considered apgitcAll these mean that data
were appropriate for analyzing. The major indicatoneasuring the correctness of
principal component analysis in question groupssaremarized in Table 2.



Table 2:Indicators of Correctness of Principal Component Aalysis Relating to

Question Groups

Phases of performance management 0,897 77,7 0,685
Qualifying the appraising system 0,895 81,18 0,725
Aims of performance appraisal 0,864 75,77 0,706
Appraising personal competences 0,832 78,12 0,636
Appraising social competences 0,876 78,97 0,693
Appraising expected behaviors 0,889 74,94 0,691
Appraising expected results 0,848 87,67 0,819
Judging expected performance aims 0,885 80,11 0,676

Justice of the used performance 0,901 74,46 0,686
management system

Efficiency of performance management 0,808 91,33 0,871
system

Aim of interview for performance appraisal 0,86 81,84 0,714

Characteristics of appraising interview 0,878 77,82 0,696
Satisfaction with work 0,794 73,47 0,651
Motivating factors to work 0,787 72,22 0,66
Average 0,854 78,65 0,702
Source: Own calculation

Before usinganalysis of varianceit is necessary to run a principal component aigly
to the answers. Its primarily aim is to reduce dabareveal dimensions behind the
answers and to classify questions (for examplease ®f performance motivations and
appraisal). ANOVA analysis happened right aftemfiorg principal components in
order to reveal the differences between opiniongespondents in mayor’s offices and
profit sphere. | looked for the answer to the goesthat in what dimension the
opinions were different and in what classificatibnespondents were classified on the
basis of operational form, number of employees paositions. Besides | examined
whether the criteria were in interaction with eaother modifying the certain
dimensions in this way and not separately. As jgpadccomponents measuring certain
dimensions were normal distributed variables widme dispersion, this proves the
application of the analysis.

Reliability examinations were also implementedeliability analysis is suitable for
testing the reliability of data. The analysis ird#8 Cronbach’s alpha and Intraclass
correlation, which determine the reliability.

H
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The coefficient of internal reliability is Cronbdstalpha, which relates to percentage of
points of answers, which variance comes from thiatpdcontrary to variance from
error). Its value is correct above 0,6, and prdggween 0,8 and 0,9 (KISS E., 2009).
Intraclass correlation (ICC) is used to measureréhability of testing and retesting,
and indicates resembling between two measuring Unyitcomparing the averages and
their sequence (KISS E., 2009). The Intraclassetation does not measure correlation
but compares variability of answers to variabibfyrespondents. In my case it measures
the resembling of answers given to certain questrefating to certain persons. In my

investigation the values of internal consistency E2C are reflected in Table 3.

Table 3:Cronbach’s Alpha Indicator and Intraclass Correlation in Question

Groups

Phases of performance management 0,881 0,874
Qualifying the appraising system 0,899 0,883
Aims of performance appraisal 0,898 0,892
Appraising personal competences 0,887 0,871
Appraising social competences 0,888 0,879
Appraising expected behaviors 0,883 0,868
Appraising expected results 0,901 0,892
Judging expected performance aims 0,874 0,871
Justice of the used performance management system 0,883 0,880
Efficiency of performance management system 0,931 0,930
Aim of interview for performance appraisal 0,874 0,857
Characteristics of appraising interview 0,899 0,885
Satisfaction with work 0,807 0,757
Motivating factors to work 0,768 0,711

Source: Own calculation

Discriminant analysis is suitable for separating two or more classeshenbasis of
considering more quantitative variables in a jgintbay. The starting basis of the
analysis is that every observed feature is sephrgi® classes in advance. Then
variables are highlighted being dominant in formitng classes. The method may
decide that which variables are those that stremgthe separation of the elements of
the sample by classification among the variablethénanalysis (MALHOTRA, 2009).
In my case operation form was the forth given dfisdion, in which two classes were

11



separated, the enterprise and mayor’s office sphéteoked for the answers that what
characteristics make a significant difference betwghe two spheres.

2.3. ,Blockages Survey”
The “Blockages Survey” series was worked out by VMGOCK - FRANCIS (1982)

within a program that reveals the present situajtens the required conditions and by
decreasing the distance between them it indichesi¢cessary steps of organizational
development. “The Blocking Factors” reflect problgnoups which block the efficient
operation of the organization, and which shouldsbked during the organizational
development. According to WOODCOCK — FRANCIS (1988jermination a block is
a factor which hinders the potential and perforneaoica system, for example a whole
organization.

The questionnaire series consists of three pavisginformation on the blockages
mentioned below:

-, Critical Blockages Survey”

Blockages relating to management and managergaealed separated into 11 factors.
- ,Organizational Blockages Questionnaire”

Problems in different operational fields of theamgation are revealed, collecting them
into 12 problem groups.

-> ,Blockages to Motivation Survey”

The availability of motivational tools and the pletns of their utilization are reflected
in 7 problem groups.

On the basis of the original questionnaire | maddater one and made them filled in
by workers in profit-oriented organizations and éy offices.

The structure of the questionnaire serving for ‘@iages Survey” is illustrated in Table
4. Basing on the questionnaire of WOODCOCK and FRAMN(1982) | constructed my
own questionnaire. The corresct record of the duesaire was ensured by the Method

Discription of Blockages Survey (1989).

12



Table 4:The Examined Factors on the Basis of “Blockages Suey”

Critical blockages survey

Inconsideration of management, problems of manageptelosophy

Weak management skill, problems of determininggask

Low coaching ability, problems of performance ajgah

Organizational blockages questionnaire

Weak education, insufficient advanced training gbems of human resource
development

Low motivation, problems of motivational tools

Improper management philosophy, management problems

Planning expert supply, lack of manager trainind lamowledge of future

Unclear aims

Unfair waging and rewarding system

Blockages to motivation survey

Wage, reward, allowance

Uncertainty

Individual development, feedback on performance

Interest, curiosity of work, its challenging feaur

Atmosphere at working place

Source: Own investigations

The questionnaire contains not questions but serfestatements, their number is
altogether 42. Statements were compiled in a seguevhich could not be identified by
the answerers; the answers were not grouped aogotdiproblems. After recording

and processing data the gained information wasyaedland the results of analyzing
the questionnaire “Questionnaire for performancenagament examination” are

compared to those gained from the analysis of “Bdges Survey”. My aim is to

determine the blockages which prevail in the penBomce management system of
organizations and strengthen my statements bstineey.

The evaluation is carried out both for profit-ottiesh organizations and mayor’s offices
separately, thus giving a chance to determine réfffees, which is proved by chi-

squared test.
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3. THE MAJOR FINDINGS OF THE DISSERTATION

My research was accomplished in the field of penfamce management in the profit
sphere and mayor’s offices. The starting point gfresearch was to reveal that where
performance management locates among the functibnHRM. Performance
management has a highlighted role. It is the muogbrtant factor in the profit sphere,
and the second one in mayor’s offices besidestther 61RM tasks (Figure 3).

| | | |
Saving certainty andhealth/work safety 525
Operatinginformation system of human resource ‘ ‘ ‘
maiagement ‘ ‘ ‘ !
Establishing and operating svstem oflabour relations ‘ ‘ ‘
Human resour ce development ‘ ‘ ‘ ‘ 509
Performance management ‘ ‘ ‘ ‘ 55 l}
Incentive management ‘ ‘ ‘ 530
5,
Ensuringflow of luman resource ‘ ‘ ‘ 4,63
Analyzing, planning and appraisingjob ‘ ‘ ‘ 4,96
Planningresourcesystem 4,76
| | | |
l 2 3 4 5 6 7

Figure 3.Appraising Factors of Human Resource Management h Respect to the
Whole Sample
Source: Own investigations
With respect to the appraised neither in profiepoted organizations nor mayor’s
offices performance appraisal system is used feryegmployee (Figure 4). In opinions
of workers in the examined profit-oriented orgatimas 55% of them think that
performance appraisal is used for every employekdrgiven working place. This ratio

is 43% in mayor’s offices.
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Profit-Oriented Organization

22%

m Performance of manual

employeeis appraised atthe
workingplace.

55% workerszis appraized at the
workingplace.

13% L Pel'formf_mce of i1_1te11ectual
workersis appraised at the
workingplace.
Performance of the
management ig appraized at
theworking place.

M Performance of every
10%

Mayor's Officc

4%

B Performance of manual
41% work_ersis appraisedat the
workingplace.

= Performance of intellectual
workersis appraized at the
working place.
Performance of the
management is appraised at
theworking place.

® Performance of every
employeeis appraised at the
workingplace.

Figure 4:The Scope of the Appraised
Source: Own investigations
Regarding the frequency of performance appraisalniiost frequent appraisal in the
profit sphere happens annually (44%), followed g quarter-appraisal (26%) and the
half-year-appraisal (12%). In mayor’'s offices penfance appraisal is carried out
mainly annually (89%). When investigating the upedformance appraising methods,
the most commonly utilized methods include labotandards, management by
objectives, informal report and the method of caticases. In mayor’s offices most of
the answerers indicated the grading scale chaizeterby behavior forms and
management by objectives. The significance of @ dgree feedback is very low in
both of the spheres. In profit-oriented organizaatimostly the direct superior makes the
appraisal (32%), which is followed by self-apprai@b%) and senior executive (23%).
In mayor’s offices performance appraisal is implated by the direct superior (56%)
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and senior executive (26%). Involving labour of lamdivision, appraising centers and
360-degree feedback have low significance in bbthespheres.
The respondents had to score personal competenctge doasis of the fact that how
important they were during the appraisal. Persooaipetences being considered as the
most relevant ones were reliability, conscienti@ss, preciseness, independence and
ability to make decisions. Among social competenceoperation (in practice) and
common result orientation (in theory) have morevaht significance. The interviewees
found that the expected performance objectives Idhbelong to their jobs. Workers
qualified the aims of the appraising interview. d@spondents’ opinion the most
important aim of the performance appraising corateya is to reveal the problems
relating to working tasks and their possible solutiThe second most important aim is
that there is a chance to clear the future objestiDuring investigating the satisfaction
of interviewees | found that they were mostly detcs with the facts that they were
aware of their working obligations. The most impoitt motivational factor is the
acknowledgement of work; income opportunity isha second place.
Differences were revealed according to differentialdes with respect to certain
principal components by using one-way analysisafance. Table 5 summarizes the
gained differences on the basis of positions.

Table 5:Differences Based on Positions in the Values ofiRcipal Components

Position
rincipal component Subordinate First-line Middle Semqr Significance
manager | manager | executive
Committed  manageme
(f7) -0,184 -0,364 0,064 0,133 0,006
Objectivity, differentiation
of performance
management (f9) -0,308 -0,153 0,140 0,208 0,000
Performance-related p4g
allowance, motivation (f17] -0,363 -0,118 -0,033 0,276 0,000
Importance of ability tc
make independel
decisions (f20) -0,237 -0,248 0,029 0,191 0,000
Recommendations, solvir
problems (f26) -0,193 0,162 -0,054 0,161 0,005
Accepting the set ain
challenge (f32) -0,221 -0,153 -0,038 0,181 0,001
Aims are concrete ar
measurable (f33) 0,137 0,455 -0,144 -0,084 0,014
Satisfaction with job (f41) -0,169 -0,365 0,115 0,110 0,009

Source: Own calculation
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The senior executive thinks that managers are folhynmitted to performance
management system. The opinion of subordinatediestdine managers are opposite.
This statement may be considered as negative aapihraiser and the appraised have
opposite opinions on the commitment of managerpeldormance management. In
order to resolve this duality, it would be practita involve the appraised into the
process of appraisal and to provide informationtlos operation and objective of the
appraisal system. The subordinates and first-lim@agers think that appraisal is not
objective in every case, while middle managers s@dior executive consider their
performance management system as more objectivetltsmaverage of the sample.
Both at middle manager and senior executive letredsimportance of the ability to
make independent decisions is relevant in contraryfirst-ine managers and
subordinates. In case of subordinates the indicaifoproblems and the frequency of
proposals are less significant during the evalaatitbogains a more relevant role in first-
line managers and senior executive. The opiniosutiordinates is totally opposite in
several issues than the opinion of senior execyfime example the objectivity and
differentiation of performance management, perforoearelated pay, allowance,
motivation). The opinion of first-line managerstlie same with that of subordinates in
a few cases (for example the importance of thatahd make independent decisions,
accepting the set aims). Middle managers gave pamimost of the factors near the
average of the sample.

Differences according to number of employees anensarized in Table 6.

Table 6:Differences in the Values of Principal Componentéccording to the
Number of Employees

Number of employees (person)

Principal component | 1-9 50-249 | above 250| Significance
10-49 person
persong persons| persons

Supervising job
descriptions (f16) -0,138| -0,012 0,075 0,247 0,049

Importance of ability tg
make independent

decisions (f20) -0,170 0,099 0,039 0,227 0,019
Aims connected to a

given year or job (f34) | -0,247 0,035 0,234 0,102 0,000
Possibility of feedback

(f36) -0,233 0,016 0,287 0,355 0,000
Self-training,

progression (f45) -0,247 0,125 0,120 0,123 0,001

Source: Own calculation
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Among the principal components of the aims of panfance management supervision
of job description is less typical to organizatemploying 1 to 9 persons and mayor’'s
offices. When appraising individual performance reikang the importance of the
ability to make independent decisions has greatgnifcance in organizations
employing more than 250 persons and mayor’s offid@g the increase of the
organization size the set objectives may be betianected to the given job and year.
By the increase of employee number feedback gamera and more important role in
the process of performance appraising interview.

Table 7 contains the differences between performamgnagement systems of mayor’s
offices and enterprises.

Table 7:Differences in the Values of Principal Componentsi Certain Operational

Forms
Operational form
Principal component Profit-o_riented Mayor's office Significance
organization
Performance-oriented organizatio
culture (f6) 0,108 -0,314 0,000
Committed management (f7) 0,103 -0,298 0,000
Acceptance of performance appra
(f11) 0,034 -0,283 0,002
Supervising reliability and method
measurement (f13) 0,040 -0,156 0,044
Controlling data processing a
feedback (f14) 0,025 -0,195 0,025
Supervising job descriptions (f16) -0,092 0,267 0,000
Performance-related pay, allowan
motivation (f17) 0,211 -0,613 0,000
Keeping rules, deadline
instructions (f25) -0,070 0,204 0,006
Real performance aims (f31) 0,056 -0,162 0,029
Aims are concrete, measurable (f3 0,065 -0,188 0,011
Aims connected to a given year
job (f34) -0,114 0,331 0,000
Satisfaction with job (f41) -0,110 0,324 0,000

Source: Own calculations
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The commitment of the manager to performance managesystem and performance
oriented organization culture are rather realizedgriofit-oriented organizations. The
statement is true for the acceptance of performappeaisal. Supervising the reliability
and method of measuring as well as data processidgfeedback are less important
efficient factors in mayor’'s offices. With respetd the objective of performance
management the regular review of job descriptiomde typical in mayor’s offices,
while performance-related pay, allowance and mttiwahave greater relevance in
enterprises. Among the expected behavior forms ikgepules, deadline and
instructions has a greater role for workers in mayoffices. Regarding the expected
performance aims the fact that they are concredena@asurable is more problematic in
mayor’s offices; however, they better connect given year than in case of enterprises.
Subordinates in mayor’s offices are more satisfit their job than the average of the
sample.

By utilizing multivariate ANOVA the manifestationf anteraction of major variables
was analyzed. In case of performance-related geoyyance and motivation being the
potential objectives of performance appraisal #wults are the following. Managers in
profit-oriented organizations think that performesielated pay, allowance and
motivation are realized. In mayor’s offices thebgeotives of performance management

have less significance (Table 8).

Table 8:Examining the Interaction of Operational Form and Rosition Relating to

the Factors of Performance-Related Pay, Allowancenal Motivation

Position
Operational form . First-line Middle Senior Total
Subordinate .
manager| manager | executive
Profit-oriented -0,155 0,230 0,130 0447 | 0211
organizations
Mayor's office -0,732 -1,946 -0,549 -0,402 -0,613

Source: Own calculation

In case of personal competences factors modifylegimportance of ability to make

independent decisions were investigated. Approachingreater size categories the
ability of making independent decisions is more armate relevant at levels of middle

managers and senior executive (Table 9).
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Table 9:Examining the Interaction of Position and Number ofEmployees Relating

to the Importance of the Ability to Make Independert Decisions

Number of Position

employees

(persons) Subordinat First-line Middle Senior

e manager manager executive

1-9 persons -0,264 -0,762 -0,829 0,133
10-49 persons -0,264 -0,539 0,338 0,166
50-249 persons -0,264 -0,019 0,064 0,328
above 250
persons -0,264 0,231 0,409 0,448

Source: Own investigations

The fact that objectives are concrete and measralbypical in both of the operational

forms according to first-line managers and subaidis. Middle managers and senior
executive in mayor’'s offices think that performanaens are less concrete and
measurable (Table 10).

Table 10:Examining the Interaction of Operational Form and Position Relating to

the Factors of Preciseness and Measurement of Pemfilance Objectives

Position
Operational form . First-line Middle Senior
Subordinate s
manager manager executive
Profit-oriented organizatior 0,118 0,469 0,079 -0,018
Mayor's office 0,170 0,385 -0,848 -0,345

Source: Own investigations

The classification was realized even by discrimireamalysis. The method may decide
that among the variable elements in the analysiglwhariables ensure mostly the
separation of the elements of the sample by a golassification. | looked for the

answer to the question that typically what featudessinguish the two spheres (Table
11). The profit sphere may be characterized byfadhewing principal components: the

efficiency and system administration, performanderied organizational culture,

commitment management, controlling data processind feedback, performance-
related pay, allowance, motivation, reachable, pedlormance aims.

The characteristics of mayor's offices are sup@misof job description, aims

connected to a given year and job, humane atmospbfethe appraising interview,

satisfaction with job, self-training, progression.

20



Table 10:The Coefficients of Discriminant Functions, the Searating Power and
Direction of Variables

Principal component Function coefficient D_|rect|on 9
influence
Efficiency of administration and system 017
(5) ’
Performance-oriented organizational 0,29 - E
culture (f6) S o
—.5
Committed management (f7) 0,19 % =4
Controlling data processing and feedbac 017 N g_
(f14) ’ Q CDD
Performance-related pay, allowance, 041 S 3
motivation (f17) ’ o
Reachable and real performance aims 019
(f31) ’
Supervising job descriptions (f16) -0,28 =
" . . Q
Aims connected to a given year or job 015 E
(f34) ’ =
- @)
Humane atmosphere of appraising _0.28 o
interview (f39) ’ =R
Satisfaction with job (f41) -0,23 8
Self-training, progression (f45) -0,29

Source: Own investigations

One of the important parts of my research was aptishing theBlockages Survey

On the basis of “Blockages” questionnaire serie8/@iIDCOCK and FRANCIS (1982)

| created my own constructed questionnaire. Thestiprenaire contains 42 items. In
order to understand it is important that the taSkhe interviewees was to approve or
not the statements in the questionnaire. Accorglitigdy put an X next to the statement,
if they thought that it was true. In this way, atetnent may have a value of up to
100%, thus this is the maximum value even in cdse/eraging, which means that the
closer the value to 100%, the more significans ik iblockage factor. If it approaches to
0, the less it is considered as a blockage falfttis value is 50%, it means that half of

the respondents indicated the factor as a blockBajgle 12 summarizes the results of

blockages survey separating the two spheres.
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Table 11:Result of Blockages Survey in Mayor’s Offices an&nterprises
, Profit-
Critical blockages survey M;}’iggs oriented | Significance
organization
Inconsideration qf management, problems of 19% 47% 0,001
management philosophy
Weak management skill, problems of determinin 20% 10% 0,002
tasks
Low c_oachlng ability, problems of performance 61% 250 0,001
appraisal
Organizational blockages questionnaire
Weak education, insufficient advanced training, 330 39% 0.265
problems of human resource development
Low motivation, problems of motivational tools 64% 29% 0,001
Improper management philosophy, managemen 37% 29% 0,105
problems
Planning expert supply, lack of manager training 34% 5106 0,001
and knowledge of future
Problems relating to aim setting 50% 52% 0,762
Unfair waging and rewarding system 44% 28% 0,001
Blockages to motivation survey
Wage, reward, allowance 60% 32% 0,001
Uncertainty 18% 42% 0,001
Individual development, feedback on performan¢ 29% 37% 0,12
Interest, curiosity of work, its challenging feagur | 26% 25% 0,91
Atmosphere at working place 22% 24% 0,733

Source: Own investigations

The last column of the table contains the resuitsho-squared test, from which the

significance level may be determined, thus it mayobvious that whether there is a
difference between the two spheres from the stalsispect.

Summarizing the blockages, in case of mayor’s effithe most relevant fact is that the
low financial motivation cannot be properly conmeegtto the performance management
system. People actually do not get detailed exgilamahat how their performance is

appraised. Many of them think that there are nat reotivating factors in order to

increase their performance (Figure 5).
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Figure 5:Result of Organizational Blockages Survey in Mayos Offices
Source: Own investigations
The lack of knowing the future and by this the utaiaty causes the biggest problem in
profit-oriented organizations. This is realizedtire fact that interviewees think that
their job is not certain in the long run (Figure 6)

Weak education,
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100%
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rewarding sy stem
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lack of manager
training andknowledge
of future

Figure 6:Result of Organizational Blockages Survey in ProfiOriented
Organizations

Source: Own investigations

23



Blockages relating to problems of setting aims raydetected in both of the spheres.
These problems may arise from improper objectivefsom the fact that the individual
aims do not coincide with the aim of the organizati

The gained results proved the fact that there asécldifferences in the performance
management system of profit-oriented organizatiand mayor’s offices. There are
deficiencies and blockages in both of the sphdmalsperformance management among
the HRM functions plays a highlighted role thussitobvious that both organizations
and mayor’s offices try to establish a well-opergtsystem and improve the already

operating one.
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4. NEW AND NOVEL SCIENTIFIC FINDINGS OF THE
DISSERTATION

1. During my research | examined the performance memagt system in limited
companies, corporations and mayor’s offices inNloethern Great Plain Region. |
worked out a questionnaire, which is suitable fvestigating the two spheres in a
unified system.

2. On the basis of one-way analysis of variance reato positions there is a
significant difference between the subordinates ammhagers: in judging the
commitment of performance management system, theifisence of decision
competences, as well as the frequency of recommiendawith respect to
performance appraisal.

3. Regarding the ANOVA values of the principal compainkeconcluded that the
management has a more relevant commitment to pesfice management system
and the acceptance of performance appraisal is mgvertant in profit-oriented
organizations than in mayor’s offices.

4. On the basis of the coefficient values of the dmsgrant function regarding the
objectives of performance management | concludatttie regular supervision of
job descriptions is more typical in mayor’'s officashile connecting financial
motivation to performance management system haseaeay significance in the
profit sphere.

5. According to the analysis of variance and coeffitiealues of the discriminant
function | concluded that the preciseness and dfiation of the set performance
objectives is more difficult in mayor’s offices; Wwever, they connect to the given
year in a more effective way than in profit-oriehterganizations.

6. By my research based on Woodcock and Francis’saddtieoncluded that the
connection of performance management system anthtiivational system is a
dominant and critical factor, the unknown futured amcertainty are the biggest
blockages in profit-oriented organizations.
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5. THEORETICAL AND PRACTICAL BENEFIT OF THE
FINDINGS

The results of my researches prove that human mes®uconsider performance
management in the organization as a highlightedmapt function of human resource
management. Both managers and subordinates finchoméing the performance
management and motivation system necessary.

It is important that communication should get suéint role in the process of
performance management. It is essential to tellajhygraised the objective precisely,
which may help in evolving confidence between mansagnd employees.

The most useful appraisal form would be the 360-eedeedback as it exceeds the
basic appraising form in its validity, and ensureach more reliable results. It is
relevant to prepare the appraised for the apprpissess, as they have to be aware of
the way of filling in. It would be worth for thenaking part in trainings and it would be
practical to ask a psychologist to prepare the aped for avoiding person perceptual
biases.

In mayor’s offices basically grading scales weredufor appraising. In the future when
developing the appraising process being introdudedvould be considered to
supplement grading with open questions, which wewlslure surveying other important
factors, for example getting to know developingaar a deeper way.

There is a greater opportunity for managers in iposfented organizations to use
financial motivational methods. In organizations miodest financial possibilities
managers have to find and use motivational toolghvimay help the more efficient
operation of performance management system. Suctoréa may be the carrier
development or advanced training, development. hg practice of performance
management operates in a way that it is in feediditkcontrolling and supervising the
job, it may be considered as a type of motivatiactdrs. On these bases it may be
concluded that the appraising system should beemed to jobs and these have to be
examined within a certain period of time. Thismsi@portant recommendation for even
organizations.

My investigations clearly proved that performancanagement is a complex system,
researching its modifying factors and elementsnaisihe research results may
significantly improve the success of the operatborganizations.
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