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Abstract

The aim of this study is to determine the interaction between career and performance from the perspective of the
German Public Personnel System. The examination of Turkish and German public personnel systems constitutes
the scope of the article, after the definition of the concepts. As a method, scientific Turkish and English sources on
the subject were searched and Turkish and German legislation were examined. As a result, career and
performance are concepts that affect each other, both for the Turkish Public Personnel "Memur" and for the
German Public Personnel "Beamte". Because career is the static and dynamic performance required for the job.
According to this, when looking at the success of the candidate civil servants in terms of the performance in their
current career while starting and rising to work; According to the human resources management theory, which
affects the understanding of today's personnel management, the necessary career environment should be provided
to the public personnel in order to increase their performance in terms of successful work, and importance should
be given to their education and rewarding. However, the main factor that increases performance is remuneration.
Accordingly, similar to the wages of Turkish civil servants, basic duty pensions for Beamtes working in the lower
class, middle class, upper middle class and upper class in the German public personnel system, special service
compensation for special professions such as police, labor for hard work. Compensation, transitional allowance
to federal government services, and overtime wages. As a result, the positive effect of increasing performance with
motivational tools such as wages on the career of civil servants was also determined in the light of the German
public personnel system.

Keywords: Career, Performance, German public personnel system, Turkish public personnel system, Memur,
Beamte

Oz

Bu ¢alismanin amaci, Alman Kamu Personel Sistemi 1s18inda kariyer ve performans etkilegsimini belirlemektir.
Kavramlarin tanimlanmast sonrasinda, Tiirk ve Alman kamu personel sistemlerinin incelenmesi makalenin
kapsamini olusturmaktadwr. Yontem olarak, konuyla ilgili bilimsel kaynaklarin taramast ve Tiirk ve Alman
mevzuatimin incelemesi yapimistir. Sonug olarak, gerek Tiirk Kamu Personeli “Memur” i¢in gerekse Alman Kamu
Personeli “Beamte” icin kariyer ve performans, birbirini etkileyen kavramlar olmaktadir. Ciinkii kariyer is igin
gereken statik ve dinamik performansdir. Buna gore, kamu personeli ise baslarken ve yiikselirken aday kamu

personeli mevcut kariyerindeki olusmug performans anlamindaki basarilarina bakilirken; giiniimiiz personel
yonetimine anlayisina etki eden insan kaynaklar: yonetimi kuramina gére kamu personeline, basarili ¢alisma
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anlamindaki performansini artirmasi icin gerekli kariyer ortami saglanmali, egitimine ve ddiillemesine 6nem
verilmelidir. Ancak, performansi artiran esas faktor iicretleme olmaktadwr. Buna gore Tiirk kamu personeli
ticretlerine benzer bicimde, Alman kamu personel sistemindeki alt sinif, orta sinif, orta iistii sinif ve iist sinifta
calisan Beamteler igin de temel gorev ayligi, ozel meslekler 6rnegin polisler icin 6zel hizmet tazminati, agir isler
icin is glicliigii tazminati, federal devlet hizmetlerine gegis ddenegi ve fazla mesai iicretleri 6denmektedir. Sonucta,
ticret gibi motivasyon araglarryla performans artisinin kamu personelinin kariyerine olumlu etkisi, Alman kamu
personel sistemi 1siginda da belirlenmistir.

Anahtar Kelimeler: Kariyer, Performans, Alman kamu personel sistemi, Tiirk kamu personel sistemi, Memur,
Beamte.

1. Introduction

It means the positive characteristics, experiences and successes of the personnel at the beginning and
after the employment, and it continues throughout the entire working life of the personnel. Therefore,
the career of the personnel should be managed. Because, while career management is primarily looking
at the career of the candidates in recruitment and promotion, caring and considering the career; It
includes the processes of providing a suitable environment for the personnel to make a career after they
are employed. The pre-employment career in question is the job-related training of the candidates, the
branch, the courses and seminars attended, the awards and achievements received, and positive
experiences. After entering the institution, the duties, projects, in-service trainings, academic training
programs, both in his field of expertise and in the institutional field.

Another prominent concept in today's public personnel management systems is performance. In terms
of public personnel performance, it is the amount of work produced by the personnel in accordance with
the job description. This job includes the stages and features in the job description; and periodic business
targets. However, first of all, setting standards for every job done in the institution for performance; then
it is necessary to prepare the tokens showing that the works are done. In case the works are done
according to the job description for the quality criticized performance, not only the ones that are counted;
quality is also taken into account. On the other hand, it is necessary to see and evaluate performance not
only as individual performance, but also as team performance according to corporate structure, produced
goods and services and business methods.

2. Conceptual Framework

First of all, the concepts of career and performance, which are among the basic elements in the Public
Personnel Management System, and their management should be concerned. Although the definition of
career in the civil service system in Turkiye is included in the Civil Servants Law (Devlet Memurlar
Kanunu No.657), which is the basic law, no direct place is allocated for performance definition. The
relationship between these two important concepts is also crucial and it will also be evaluated in this
section. After the current situation analysis in Turkiye, the German civil service system, which has a
similar structure due to its bureaucratic theme and functioning, will be discussed in the same order.

2.1. Career and Management

The concept of career, which is stated to come from the French word "carriére" in the online dictionary
of the Turkish Language Institution, is defined the Notion as "stage, success and expertise achieved in
a profession with time and work™ (TDK, 2021). In daily life, it is used as the work done by the person,
progress in working life and the continuing professional path has taken to the position.

Career is meaning etymologically; “Latin carrus (carriage) and carrera (road); French carriére (runway,
arena); English, it is known that it derives from the words "carreer (occupation, professional life)"
(Uyargil, Adal et al. 2009: 264). On the other hand, it is a concept that includes the work done by the
civil servants or employees or workers during their business life, the development and progress in
business life (Bingdl, 2013:245). In other words, it is a profession that a person will be busy with
throughout his life and will constantly rise. The career in the personnel system corresponds to the
profession and classes map regulated by the legislation and based on expertise (Ayman Giiler,
2005:194).

The career (i.e., rank) is a system that has been applied in Europe since the 19th century and is known
to have originated from England, France and Germany. It is a personnel-oriented classification based on
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the parameters of service area and education level, and according to this, civil service become as a
lifelong profession. The career system — traditional and hierarchical public administration, rational
bureaucracy and formalized rules are prevalent in Continental Europe. On the other hand, the prevalence
of the cadre (job classification) system, which has been applied in the United States since the 20th
century and which classifies the jobs and connects them to the cadre/norm staff, is also valid. In this
system, civil service is defined in the cadre and it is named as the job whose existence depends on that
cadre. In addition, this situation prevails in Anglo-Saxon countries with the prevalence of managerial
principles, pragmatic management and charismatic leadership (Ayman Giiler, 2005: 190-191; Smalskys
and Urbanovi¢, 2017: 1).

Career is the state of being a civil servant in the public administration. In practice, it is a professional
life that is employed at a young age, has service security, and regularly promotes / progresses until
retirement (Eryillmaz, 2019: 327). It is the general flow of the plan that a person chooses to follow
throughout his working life (Mondy and Noe, 1989: 336). Professional public career, on the other hand,
is a more complex concept that can be defined in many ways. Accordingly, following a predictable rule
for career, a job rank in ascending order of prestige, including an employed individual; it can be called
a series of activities and positions in a hierarchy with associated jobs (Novac and Abrudan 2008: 67).

As it is known, civil service, in other words, public career; means the acquisition of personal and
professional experience by the individual throughout life and continuously in order to achieve and
maintain personal, professional and social status. This process which is dynamic, special, innovative
and knowledge-based, economically life-long, requires a permanent development (Ilies, 2011: 186). By
planning and developing their careers, civil servants not only improve their skills, knowledge and
experience, but also improve themselves. To be clear; career planning and development; by ensuring
coordination between the goals of the civil servants (workers), the institution and their own goals; is the
development of qualifications to better fulfill their current duties and gaining new skills for positions
that can be promoted in the long term (Gokdeniz, 2017: 123).

Issues such as the healthy flow of a work done, an established order, the ease of follow-up of the process
can be with the existence of a system. For this reason, in order for the concept of career explained before
to be sustainable both in the private sector and in the civil service, the career system must be present and
functionally work.

It is seen that the existence and meaning of the career system in human resources management has an
important meaning in terms of the whole and continuity of the system. Albayrak (2016: 68-69) lists the
main features of this system as follows:

» In the career system, personnel are expected to become expert in a particular profession or task.
Subjects such as the professions that will receive the services and their job descriptions are
determined by classification, which is the most important element of the system.

» Allissues including the acceptance conditions of the personnel, the required qualifications, working
conditions, advancement, promotion and retirement must be subject to written rules.

» Lifetime work is set as a rule, but this should not be perceived as a definite job guarantee. Rather, it
means that to know which steps will rise under fulfill the conditions. Therefore, it aims to foresee
the career steps up to retirement rather than job guarantee.

» Examination and certification are another important feature. After the exam results required for
starting the service, the documents showing that he/she meets the special conditions required for the
job (foreign language score, graduate diploma etc.) are also included in the career system.

» Education occupies an important place throughout the career. As the career steps change with the
entry into service, the training needs also change according to the requirements of the service and,
when appropriate, the market.

» The characteristics of the task are included in the remuneration career system, which can vary
according to the qualifications of those who will perform that task, shaped according to the
professional characteristics.

Ayman Giiler (2005: 196-197) states that the career system mainly requires education and diploma at
the first acceptance and that promotion in the job starts with the fulfillment of the requirements of the
next level, starting from the level of entry into service. On the other hand, the understanding of ‘equal
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pay for equal work' is included in the career system. Remuneration is made directly to the position, not
to the performance of the person. The basic assumption is that good performance comes from a sense of
service, not from salaries, and therefore it is paid in cash at the beginning of the period. Finally, the
system is based on the classification of government services, not individual tasks.

There are also weaknesses of the career system particularly for public services (Smalskys & Urbanovic,
2017: 9): For instance, when civil servants obtain strong job guarantee, they may not have the necessary
motivation for working and their work life. In such a lifetime employment situation, there will be
difficulties in matters such as dismissal. However, in this system, dismissal is very difficult and needs
much requirements and reasons. On the other hand, the costs of public service are quite high.
Maintaining this system is not easy, as employment for a civil servant is guaranteed and pay increases
with length of service or qualification. Last but not least, it is hard to determine a wide salary range
based on performance and strike a fair balance.

On the other hand, for career development strategy, in other words, career management, Armstrong
(2014: 271-272) listed the following stages; there should be an internal promotion policy wherever
possible, career path should enable talented people to move vertically or horizontally within the
organization in terms of their development and opportunities, personal development planning should be
made as an important part of the performance management process to improve the knowledge and skills
of each individual, Systems and processes must be developed to enable sharing and development. The
career management procedure can be presented as follows (See figure 1):

Career Management Policies

Performance and potential Talent audits

assessment Demand and supply

forecasts

Succession planning Career planning

Development processes and
programs

Figure 2. Career Management Procedure (Source: Armstrong, 2014)

In Turkiye, under the basic principles, which is Article 3 of the Civil Servants Law, the concept career
has definition of “to provide civil servants with the opportunity to advance to the highest ranks in their
classes, in accordance with the necessary knowledge for their services and the conditions of their
upbringing.” (State Servants Law, 1965). It is seen that the framework of the concept of career in the
Turkish Public Personnel System has been drawn by the legislation for civil servants. Accordingly, it is
underlined that there is a need for a flow in which progress to higher degrees is covered by this definition,
but in addition to this, the knowledge and skills are also crucial.

The civil service system in Turkiye is based on the career system. Therefore, civil service is accepted as
a lifelong profession. In other words, the continuity of the service of the civil servant operates in the
order of service-career, not work-cadre (Ayman Giiler, 2005: 192-197).

In addition, there is no definition of "class" in the frame law. In the classification principle, which is
considered one of the basic principles; “Government is to classify civil service duties and civil servants
working in these positions according to the qualifications and occupations required by the duties.” It has
been said. With the latest regulation made with the Decree-Law No. 668 dated 2016, there are 12 classes
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established for civil servants employed in institutions. Each of these classes works as a civil servant.
However, today, "career" arrangements are made for different groups such as doctors and teachers.

2.2. Performance and Management

As mentioned in the Turkish Language Association's (TDK) internet-based dictionary, the word
performance is originated from French and corresponds to "achievement” in Turkish language.
Furthermore, the word achievement is referred to as “the success achieved and the best degree that a
person can do". This concept, which is said with similar tones in different languages, also has multiple
explanations such as dance or ballet performance or staging of a musical work.

Performance is the product obtained by the personnel at the end of the activities and processes within
the scope of duty in order to achieve the objectives within the organizational behavior. This product can
be goods, services or ideas (Basaran, 1191: 79 as cited in Helvaci, 2002: 156). According to the State
Planning Organization Eighth Five-Year Development Plan Report (2000: 74), performance is a concept
that is defined as the measurement of the level of reaching a goal, which quantitatively and/or
qualitatively determines the performance achieved as a result of a purposeful and planned activity in
general. On the other hand, Barutcugil (2015: 20) defines as the activities performed by the civil servants
with the knowledge, skills and attitudes that they have, acquired or developed in relation to
organizational beliefs and values in order to achieve results at the organizational, departmental and
personal level.

According to Apan (2008: 60), “performance”, basically, is the measurement of productivity. When we
define performance as the degree of work performance, performance is not just a situation as a result of
managerial action, but a positive situation in terms of reaching the goal or getting closer. In other words,
what is meant by performance is the process of reaching the target amount determined in line with the
purpose of the institution, very well or at a good level. Administrative work and functions at or below
average are not performance, but show a degree of output far from the targeted (Akgay and Bilgin, 2016:
156).

With the definition of Bilgin (2016: 183), performance, which is a positive situation in terms of reaching
or getting closer to the goal, rather than any situation that occurs as a result of the action taken, is the
realization of the target amount/level determined in line with the purpose, at a very good or good level.
An average or below-average result is not considered as performance. It indicates a degree of output that
is far from the target. To be clear, if the level of public service delivery, which is the main goal of the
public institution, is to meet the expectations of the citizens 100%, it is necessary to perceive the
performance as the successful delivery of public services with a value of 60% and above. It would not
be correct to accept values below this ratio as performance in terms of success. These values are only
the result and should not be considered as the targeted success.

Holton (1999: 26-38), on the other hand, stated that performance is multidimensional and often not fully
defined. Accordingly, it is stated that the following basic factors should be considered when classifying
performance:

Performance is a multidisciplinary phenomenon.

There are biases in every performance appraisal model.

There cannot be a single opinion about performance.

Performance levels and performance indicators appear to be mixed in some models.
The subsystems of the models are very diverse.

An integrated model is needed for the dimensions of performance.

YVVVVYY

The results of the 1973 Global Economic Crisis, which affected the development and change of the
science of management, were known as the reason for the emergence of neo-liberal policies. It is an
orientation that opposes the state to undertake such an intense task on the basis of neo-liberalism, which
emerged at the end of the period when the welfare state's understanding of the welfare state was
predominantly involved in all economic and social areas. Instead, the activity areas of the state should
be narrowed and private affiliates should be given priority (Isikli, 1997:77-78). With the observations
made by Taylor to increase productivity in enterprises brought the result as productivity, performance
and profit-seeking in enterprises have been among the most basic goals. Performance, the starting point
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of which is "Business Management", has started to be applied to Public Administration as well, with the
effect of the world's crises, changes and globalization. With the privatization practices the similar themes
and concepts has become to be applied to public administration also.

Reforms have been made during the period of being under the influence of the New Public Management,
which is the dominant approach in public administration. These reforms are based on the idea of
efficiency and economy in the context of state and private sector relations (Balci, 2005:23). It is said
that the common point of these practices is the 3E, which consists of the initials of 'economic’, ‘efficient’
and 'effective’ (Boden, Cox and Nedeva 2006: 132). Here, it refers to making economic expenditures as
much as necessary, efficiency refers to the relationship between input and output, and effectiveness
refers to the extent to which goals/targets are achieved (Songiir, 2015: 203). It is important to clarify
these three components in order to understand the concept of performance.

Regardless of the private sector or public institutions and organizations, the criterion of “economically”
has been accepted as the basic criterion of the performance phenomenon (Bilgin, 2020: 198). This issue,
which should not be considered as using the resources very little, means not spending more than
necessary to reach the goal (Kubali, 1999: 37). Efficiency, on the other hand, refers to excellence in
individual and corporate performance in public institutions, especially at the point of providing the best
possible service with scarce resources. It is very difficult to determine the excellence and efficiency of
the staff in public institutions. However, it is known that for the institutions providing services as well
as for the citizens to receive better service, it is beneficial to accept excellence as the basic element and
to design the system in a way that will enable it to achieve a 'high performance level' (Berkeley and
Rouse, 2004: 306 as cited in Kirilmaz, 2012: 74).

Both managers, employees and customers/citizens have benefited in organizations that apply the
scientific management principles set by Frederick Taylor. The main goal in these institutions is to
guestion how to apply the best method to the point of efficiency with the least cost and power. It is
absolutely necessary to know how to use the energy of the civil servants wisely (Ozer, 2015: 54).

On the other hand, the relationship between efficiency and productivity was put forward by Peter
Drucker as follows: “Efficiency is the basis for success, efficiency is a factor that reinforces this success.
Efficiency measures provide various benefits to the organization in the performance improvement
process. The first is to reach the full capacity of all resources under the current conditions, and the second
is to reach the ideal potential by ignoring internal and external constraints” (Akal, 1992: 18).

In the Court of Accounts Law No. 6085, the following statement is included for the elements on which
the audits will be based (whether suspended or not): “Determining whether public resources are used
effectively, economically and efficiently, measuring the results of activities and evaluating them in terms
of performance...”. It can be clearly seen from this definition that the control and supervision of
resources that are known to be limited are also handled with the approach of effectiveness, economy
and efficiency from the perspective of performance.

On the other hand, effectiveness means revealing the most appropriate output targeted with the most
appropriate source and material. Furthermore, in public administration, it requires the satisfaction of the
citizen, that is, the target audience. Therefore, effectiveness is the smartest management way and it is
the whole of the performance most conveyed to the audience served (Bilgin, 2015: 27).

Finally, there is a relationship between performance and motivation that constantly feeds, balances and
interacts with each other. Motivation is derived from the word "motus", which means movement in Latin
and means to direct people to perform or stay away from performing a certain action. According to
Arslan (2018: 107), Maslow's "Hierarchy of Needs Approach"”, Herzberg's "Double Factor Theory",
McClelland's "Need to Achieve Theory" can be given as examples of theories that depend on and
emphasize on directly the person.

The place of motivation in working life differs in terms of private sector and public services.
Accordingly, the situation for public sector workers reveals the fact that they are motivated by
opportunities to reach higher levels (advancement/promotion) as well as by responsibility, growth,
feedback or recognition, rather than simply earning a decent salary (Rashid as cited in Nel et al. 2001).
and Rashid: 2012: 25). The main function of motivation in the public sector is to keep qualified
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personnel in the institution and to ensure managerial efficiency. Public organizations compete with
private sector organizations in retaining qualified and well-trained personnel. The high public debts
neutralizing the high salary, which is the important trump card of public organizations, led them to
different searches (Acatrine, 2010: 2, as cited in Arslan, 2018: 109).

Today, it is obvious that organizations, institutions and companies need management in order to
maintain their continuity and existence more effectively, efficiently and economically. Based on the
definitions given above, the management of performance, which plays an important role in achieving
these goals, is an important point that needs to be addressed separately. As explained and conveyed, the
management of the performance of civil servants plays a very important role in the management of their
careers.

Performance management is a modern management approach that is put into practice with a deeper
perspective of the basic activities of management such as planning and auditing and following the
developments in the concept of performance (DPT, 2000: 76). In addition, it can also be defined as a
systematic process for improving organizational performance by improving the performance of
individuals and teams. It is a way of achieving better results by understanding and managing
performance within an agreed method within the framework of planned goals, standards and competency
requirements (Armstrong, 2009: 9).

It is seen that the performance management approach in the public sector focused primarily on economy
and efficiency, and adopting a result-oriented approach in order to control the inputs and producing
maximum service with minimum input was adopted as the main objective. Then, with a broader
perspective, the relationship between output and results rather than input became a priority. At this stage,
the link between targets and actual results gained importance by identifying, setting and measuring
targets (S6zen, 2005: 116-117). With all this point of view, it should actually be sustainable and should
prove and maintain its existence as a practice that is accepted and participated by everyone.

Armstrong (2009: 62) while describing the performance management process stated that, it is very
similar to the continuous improvement cycle created by Deming. This is not a coincidence. Performance
management is all about continuous improvement. In addition, he listed the following as the
requirements of successful performance management:

> Being clear about what is meant by performance,
» To understand where and what the organization needs in terms of "performance culture”,
» Focusing on how individual employees will benefit from this process and their responsibilities.

In the study conducted by Radnor and McGuire (2003: 245-246, 259), an answer was sought to the
guestion of the current state of performance management in the public sector and whether performance
management systems based on private sector experience could actually increase and improve
productivity and performance in public institutions. Accordingly, performance management systems in
the public sector should have two main purposes, such as improving public services through economic,
efficiency and effectiveness, and providing by strengthening accountability. In this way, organizations
can be held clearly responsible for the resources they use and the results obtained. With the study, the
existence of systems where strategy, people, organizational form/design and performance can be
evaluated (managed) and the limits of their relations with each other should be revealed in order to
realize performance management especially in the public sector. By this means, it has been understood
that the current skills and motivation of the workers within the organization can be developed and
motivated appropriately. Finally, this management system will be successful if the processes and
systems in the organization are clearly defined and the relationships between various sub-processes and
other systems are understood and a meaningful feedback system is created and performance is rewarded.

On the other hand, it is known that performance appraisal is a method that reacts to the 'result’
measurement that uses it to measure performance and performance management to 'manage'
performance. In this respect, it can be said that Performance Management; training, teamwork, dialogue,
management style, attitudes, shared vision, employee involvement, multiple competencies, Total
Quality Management (TQM) incentives and rewards. In fact, studies have shown that performance
measurement remains in the second place in performance management process (Lebas, 1995: 34).
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In the 1990s, when strategic thinking and management were heavily on the agenda, globalization and
competitive pressures led organizations to review management activities and create new prescriptions.
The approaches presented in such an environment and the proposed solution to the problems focused on
performance management (Akgakaya, 2012: 199). This situation has led to the understanding of
performance in public administration not only on the basis of economy, efficiency and effectiveness
criteria, but also on different criteria that respect human rights, question their decisions before taking
them, and explain them transparently to the public after taking them. As a result, today's public
institutions that adopt accountability and transparency have emerged (Karasoy, 2014: 263).

Accountability means “any person or group making a statement or replying to another person or group
outside of himself/herself due to the actions and transactions he/she has performed” (Kluvers & Tippett,
2010: 47). For public administrators, it is a criterion by which resource usage is audited and performance
is monitored. The fact that the citizen receiving service is more actively involved in this process adds
further importance to the criterion (Balci, 2003:115). With this criterion, the citizen gained the
opportunity to control the administration by obtaining information due to the fact that the citizen is in
the focus (Karasoy, 2014: 263).

Transparency, on the other hand, is the open sharing of expenditures with citizens by public
administrators. It is the announcement of the objectives set in order to serve the strategy and the results
of the activities carried out within this scope to the public in a regular, clear, understandable, consistent
and reliable manner. Thus, the auditability of public actions becomes more possible. This criterion also
allows public decisions and actions to be audited by supervisors (Kuzey, 2004:66). As a result of
compelling effects such as the constantly developing world, changing technology and competitive
environment, it is expected that the public sector will achieve a certain standard in service delivery and
make it sustainable with the mentioned themes.

Performance management, considered for the public sector, can be defined as the processes and activities
of ensuring business performance in the production of goods and services, for which authority, duty and
responsibility is taken in line with the purposes of establishment in public administration. Another
element of governance can be considered as the accountability of administrators to citizens, especially
through mechanisms such as policy making, program development and regular reporting. From this
point of view, it should be aimed to develop strategies that increase performance and have a basis in
public administration (Wholey and Hatry, 1992: 604).

The importance of “public performance management” emerges in the transition from personnel
management to human resources management in the public sector. From this point of view, the approach
to human resources highlights a performance-based management approach that the most important
resource of an organization is human. In other words, the effectiveness of the organization is a derivative
of the individual performances of the personnel (Canman, 1993: 2).

In Turkiye, legislative arrangements have also been made in order to ensure that this strategic
management perspective spreads to public institutions and to allow performance-oriented management
and supervision. The Public Financial Management and Control Law No. 5018 was published in order
to provide the necessary atmosphere for performance management. Accordingly, the following
provision is included in the Law:

“Public administrations, in order to provide public services at the desired level and quality;
They have to base their budgets and resource allocations on the basis of programs and
projects on their strategic plans, annual goals and targets and performance indicators.”

Performance management in public administrations is thought as the perspective of resource allocation
and strategic planning. It is known that with performance management for institutions, the goals of the
team and the individual are organized, the civil servants are motivated, the sense of responsibility
increases and develops, the basic values of the institution spread to the base, the training and
development processes develop so that a continuous improvement environment is formed, expertise-
mastery develops and career. It creates a basis for planning, an environment for staff to be rewarded
with tools that are not related to salaries, and an opportunity arises for the development of talented
personnel (Oztiirk, 2008: 76).

3274



Délek, G. N. — Bilgin, K. U. , 3267-3294

Civil servants, on the other hand, know the comprehensible tasks and targets expected from them in line
with the strategic targets set by the organization with the performance management system. Thus, while
receiving incentives and support for a better performance, he/she will know that his/her success will be
appreciated and rewarded with activities such as revealing his/her own goals, planning, business
development/enrichment (Celik, 2013: 33; Canman, 2000: 137).

Considering the current public personnel management tradition applied in Turkiye, it is clearly seen that
it is not easy to apply the performance evaluation for civil servants. There is already no personnel
evaluation method available in Turkiye (Ozkal Sayan and Giineser Demirci, 2018: 673). In the light of
all the negative reasons mentioned before, ways to "manage performance" should be sought within the
framework of a systemic approach to increase the efficiency of the organization instead of subjecting
public personnel to "performance evaluation". According to Sanger (2008: 79), trying to transform
public bureaucracies into such agile and innovative performance-based systems is trying to "make the
elephants dance".

With a similar approach, Ozkal Sayan (2016: 690) emphasized that after the abolishment of the registry
system, which was in the career system previously defined for civil servants and used for personnel
evaluation, there was no personnel evaluation system yet, and emphasized that it should be established
and implemented as soon as possible.

In his book, Bilgin (2004: 26-27) deals with public performance management in detail and it is seen that
he puts the basic principles of public performance management in a perspective that is based on the aim
of providing a more effective, efficient and economical public service. These principles are listed as:
acceptance of the understanding of performance, establishment of corporate performance, monitoring
of individual performance, existence of countable performance targets, measurable performance criteria,
clarity, legality and humanity.

In the compilation dictionary named Performance and Risk Audit Terms of the Court of Accounts (2000:
51), performance management is defined as “to unite all civil servants in organizations for common
purposes aiming at the continuous improvement of performance, and to coordinate the planning,
measurement, direction, control works necessary to achieve these goals, in coordination with other
functions of the management. It is defined as a form of management that envisages the execution of This
description shows that there is a flow in line with the steps described earlier.

Therefore, in order to achieve the strategic goals determined in line with the existence purposes of the
institutions, performance management process, would be appropriate to manage all resources
economically, efficiently and effectively, including the human resources element.

The definition of "Achille’s tendon" of human resource management (HRM) has also been used to
emphasize how important performance management is. All modern organizations face challenges during
finding the best way to manage the performance. At this stage, they must identify the best ways to set
goals, evaluate work, and distribute rewards so that work can be further improved over time (Armstrong,
2009: 2). In other words, it can be said that the way to increase the success of institutions and quality
service delivery as a result of the effective and efficient use of human resources is through good
performance management.

The benefits of performance management can be listed as follows in the short and long term (Akal,
2003: 10-11; DPT, 2000: 76):

> All activities are carried out in line with the determined purpose.

» It ensures that managers and civil servants agree on common and individual goals in harmony with
each other and work by spreading these goals throughout the organization.

» It enables personnel to take responsibility for acquiring the skills that will enable them to achieve
these goals.

> It prepares an environment for easier achievement of common and individual goals with the
participation of all personnel and functions as a unifying force. All public personnel can see what
they need to do and the contribution they make to achieve the goals of the organization.

» It creates communication channels that provide mutual and effective information flow from top to
bottom and bottom to top within the institution.
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> It provides the opportunity to measure the actual performance of the institution against its real
potential. It provides by applying the performance management steps created for the purpose of
continuous improvement of performance.

» It increases the confidence in the administration's decisions because it is based on the right
performance indicators. It ensures that decisions are taken on time in accordance with the
determined schedule and are more consistent.

> By setting high internal targets, resources are used more efficiently and effectively.

While Armstrong (2006: 10) refers to a top-down scoring-based evaluation for performance evaluation.
This is more related to paperwork annually and under control of the human resources department, and a
system associated with salary; emphasizes that the process of performance management is value and
behavior-oriented without being directly associated with salaries, with a flexible dialogue, less
documents and continuous improvement perspective.

The performance management approach is an effort to create a corporate culture in which the work
processes, skills, behaviors and contributions of the organization impose responsibility on its personnel
and teams with the logic of continuous improvement. Therefore, arranging and directing the mutual
relations of organizations consisting of horizontal, vertical and even complex network of relations
according to the goals and objectives of the institution will be realized by maintaining performance
management (Cevik et al., 2008: 58).

Although the goal setting required for performance management in public institutions and organizations
cannot be defined comprehensively and clearly, the target audience of the sector is citizens, and the lack
of shareholders of these institutions makes it difficult to implement performance management in the
public sector (Apan, 2008: 82). On the other hand, with the fact that factors such as lack of motivation,
insufficient information on the subject, lack of communication between subordinates and superiors,
ineffectiveness of the manager in time management, and unfair and non-transparent administration
negatively affect performance management (Oztiirk, 2009: 67), the public is clumsy and very susceptible
to change. It will be a very challenging process to develop and establish performance management in its
unsuitable structure.

Performance management has types and from general to specific; institutional, team and individual
performance management (Bilgin, 2018: 55-56). It is a known and expected fact that the elements in
this order feed each other, and the ground of the other gets stronger with the good management of each.
Performance management types that will be explained from this stage will be discussed within the
framework of public institutions.

Team performance, which appears as a step between institutional performance management and
individual performance management, due to its strategic location, it acts like a bridge and create synergy
between them (see Figure 2).

Institution

Team Strategy & Developing

Cooperation & Synergy

Individual
Targets & Outputs

Figure 2. Performance Management Types (Source: Bilgin, 2020)
2.3. Career-Performance Interaction

Career, as mentioned before, includes all the steps from the civil servant starting to work life in a public
institution until the time he retires, and the efforts he has made in this process and the work he has done.
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Accordingly, the "individual performance" of each civil servant is the most important building block in
the development of his personal career.

Individual performance, which is directly related with career, can be defined as the competencies owned
and used by the personnel in order to achieve the objectives of the institution/organization. Duties and
behaviors not only related to work but also outside of this are within the scope of these competencies.
Competencies that are not directly work-related include teamwork, customer focus, enthusiasm,
helpfulness, ownership of corporate culture, and individual discipline. The three main aspects that make
up individual performance are; focus, competence and dedication (Barutgugil, 2015: 46-47).

Since the purpose of the performance management process is performance improvement initially at the
individual employee level and finally at the organizational level (DeNisi & Pitchard, 2006: 255), it is
obvious that individual performance management should be handled thoroughly at the very beginning.

At this point, it should be noted that while individual performance has been an important performance
indicator of employees in every period, with the industrial revolution, productivity, quality, innovation,
reputation, intellectual capital accumulations and similar criteria have begun to be considered within the
scope of realized performance with the information society (Sap, 2016: 179).

The prerequisite for institutions to provide effective and efficient service has become the continuous
improvement data of the performance of their employees. In other words, managing individual
performance will increase the performance of the organization directly. For this purpose, it is very
important to create a working environment where civil servants can motivate themselves by making
their duties meaningful, that is, to feel successful and competent, and to establish a system that aims to
continuously improve performance (Col, 2008: 45). In other words, it is argued that there is an
accelerating relationship between institution personnel capacity, that is, human resources, and
institutional performance, and therefore, the investment to be made in “human” will make significant
contributions in public institutions, especially in the performance management process (O'Toole and
Meier, 2009: 499).

People are the “blood and guts” of organizations. The factors affecting the organization are largely
related to the education, motivation, culture and skills of the personnel (Radnor & McGuire, 2003: 258).
Therefore, the planning of their working lives, namely their careers, and the correct management of their
individual work are very important for the healthy functioning of the system. Since the wok life in other
means career of the personnel is directly be affected by the individual performance; there is an obvious
connection between these two phenomena.

However, it is important to evaluate the individual performance, which is so important for institutions,
and to handle it from the right angle. When Cederblom and Pemerl (2002: 138) processes are examined
in detail, it is obvious that performance management is not just "personnel evaluation”. Therefore,
performance management in organizations should not be reduced to individual performance evaluation.

On the other hand, performance management should be able to successfully manage human resources,
which is the most important resource of the organization. It is obvious that people take on the role of
unifying the other resources of the organization, transforming them into products and services, activating
and revealing by producing goods and outputs in line with the aims of the establishment (Bilgin, 2007b:
60). For this reason, individual performance management is vital for institutions. Armstrong (2009: 3),
on the other hand, said that individual performance is mostly affected by the system (organization,
institution) in which the work is done, together with the initiative, abilities and efforts of the individual.

Establishing a systematically objective individual performance management is very valuable both in
terms of determining the performance targets and standards of public institutions and organizations and
presenting their managerial successes, as well as in terms of administrative steps and measures to be
taken regarding the motivation of human resources (Walker 1980: 199’dan aktaran Bilgin, 2007b:60).

In a study that analyzes the relationship between individual and corporate performance in support of this
situation and using the data of the National Management Research Project in the USA between 2005-
2006, the expectations of the employees on issues such as performance-based rewards or the promotion
of merit, career opportunities are considered as factors that increase individual performance. In
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particular, opportunities such as career development programs and training motivate personnel to
increase their commitment to organizational performance (Kim, 2010: 39-41).

Performance management for public personnel consists of three stages: individual performance
preparation, individual performance determination and implementation. While the last two stages are
the parts where the personnel have knowledge, the first stage, the performance preparation stage, is
another stage where performance criteria and indicators are determined beforehand. At the stage where
various analyzes should be made; The process should be completed by first making organizational
analysis and job analysis, then job measurement, job design, norm staffing and finally job description
(Bilgin, 2007a: 98-99). In this way, the relationship between the individual performance (or person) and
the functioning/order/system of the organization (institution) can be put forward again through these
designs.

It is known that job satisfaction and motivation in working life are significantly effective in affecting
individual performance in public institutions. Civil servants’ job satisfaction, organizational
commitment and motivation levels directly affect their individual performance. In the studies, it is seen
that financial incentives/supports have less effect on the motivation of the employees than expected, but
it is seen as an opportunity to serve a greater purpose with the excitement of taking part in the public
policy making phase (Alonso and Lewis, 2001: 363-364). It is also thought that this situation creates an
infrastructure for career specializations that offer "job and career satisfaction" separate from the civil
servant structure in the structuring of public institutions and organizations mentioned before.

At this point, although it is known that job satisfaction has a positive effect on individual performance
and increases motivation, it is stated that this situation is also related to institutional performance as well
as individual performance (Wright and Pandey, 2008: 502-503). Therefore, individual performance
management practices should be guided by business strategy and aligned with each other and with the
organization's overall HRM system. (Armstrong, 2009: 37). Thus, Maslow's definition of self-
actualization in the motivation theory "the need to develop potentials and skills or the belief of oneself
to do anything he want” can be realized for the personnel (Canman, 2000: 140).

3. German Public Personnel System

It is very difficult to define “civil servant” who are public service providers in the presence of EU
member countries, to deal with the concept comparatively between these countries and to define the
public personnel systems in this context. Different public employment trends, reforms that are currently
being implemented in public personnel laws, contract formats, employment requirements, and human
resource transfer between the public and private sectors are a few of these reasons (Auer et al., 2009: 7).
However, it is known that "comparative™ methods, especially in the social sciences, are a leading factor
in understanding systems and then developing models specific to countries’ own dynamics.

The Prussian “General Law” (Allgemeines PreuBlisches Landrecht), which was codified in 1794, could
be accepted as the initial point of a professional civil service regulation in Germany. The regulation
specifying the rights and responsibilities of the king's servants, rebuilt the roles and relationship between
the state and labor (Derlien, 2003: 105). With the alteration of the world, new recipes which are thought
to be cure for the administrative problems has been applied step by step. In the final situation, a dynamic
soul of the Basic Law (the German Constitution) of 1949 by the Federal Constitutional Court has
constantly determined and extended the normative scope of fundamental rights, that binding upon the
legislative, executive and judicial powers of democracy (Kuhlmann et al., 2021: 4).

It is stated in the report of Coordination for Cohesion in the Public Sector of the Future (COCOPS)
named as Public Sector Reform in Germany: Views and Experiences from Senior Executives that in the
1960s, an 'active state' narrative emerged, which emphasize the need for state planning and intervention
as a basic rule for further both social and economic development. To address the overburdened and
overblown state of the German welfare state, and in line with the ideas of the New Public Management,
it was replaced by a 'lean state' theme, emphasizing approaches to privatization, de-bureaucracy and
governance. Finally, the concept of the 'state in motion' emerged as a new recipe of public sector reform
in the late 1990s. These innovations affected in the federal government's various public sector reform
programs over the past two decades. A large-scale initiative for “Lean Government” in the mid-90s was
followed in 1998 by “Modern Government - Modern Administration” under a red-green coalition
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government in 1998, followed by “Innovative Management” in 2006 (Zukunftsorientierte Verwaltung
durch Innovationen) and finally a “Networked and Transparent Management” (Vernetzte und
transparent Verwaltung) program which is the most recent reform program adopted in 2010. The
program in 2006 clearly resembles both NPM and Neo-Weberian ideas. To be clear flexible HRM, better
public administration based on modern management concepts, structural changes (e.g., shared services,
task reduction, process orientation, customer service and an effective e-government program. More
obviously, there are many projects by this manner namely the 'open government' are only in the fairly
early or pilot stages. (COCOPS, 2013: 7).

With the applications of NPM and after that trying to find best way as Neo-Weberian solutions, the
focus of public personnel system of the country changes sometimes. However, main structure of the
system stays remain. For this reason, the career and performance management of civil servants in the
Turkish Public Administration system and the same elements of Germany, which has adopted a
management system similar to Turkiye, and which is subject to the Continental European system, have
been examined comparatively.

3.1. General Structure and Operation of the German Public Personnel System

In terms of the public personnel system, the priority of the EU member states is to create a competitive
environment among the civil servants as a requirement of the free market economy, with the
"performance-based salary", the "customer-oriented" progress of the public service provision. With the
implementation of these principles, differences such as changing employment models in a concrete sense
and applying flexible methods through contracted personnel employment also emerge (Egitim-Sen
Publications, 2010:27).

In Germany, civil servants occupy a highly respected and trusted position in the society. Especially in
Continental Europe, it is one of the most important features of the public personnel system, which is one
of the leading representatives of the tradition of strong civil service regime and the continuity of
Specialization and systemic administrative functioning is ensured (Akin, 2009: 444).

Public administration in Germany is divided into three independent departments. These are; the federal
administration, states administration and local government administration (German Federal Ministry of
the Interior, 2013: 15). Civil servants are employed in these all three independent divisions.

According to 2022 data, a total of 4 million 968 thousand! people, including federal, state and local
government employees and public workers, are in the status of providing public services on the official
statistics website (Destatis) of the country, which has a population of 83.2 million? and consists of 16
states. This rate corresponds to about 6% of the German population. This number is quite low
considering the population of the country and the services offered. Considering the successful public
personnel management example of Germany, which is known to be one of the countries where the career
and rank system was first implemented in the civil service system and which dominates the bureaucratic
state structure due to being the starting point of the Weberian bureaucracy and cameral sciences, it can
be seen how much specialization, career planning and development in this context are concerned. It
should be examined under the light of whether there is any connection between the management system
of career and individual performance management processes.

Public servants (Angestellte) who are under the public law status and employees work under private
contracts as blue or white collar are the two main classes in the system. In the desired bureaucratic
version of the civil servants (Beamte), as Weber’s system and also the system applied in Germany, civil
servants are hired for a continuous career in order to get job success and under the light of merit system,
trainings and promotions are given to them. Also, salaries are covered by regulations and strike is
forbidden to them. And additionally, they are granted life-long tenure. Furthermore, pensions or health
care expenses are covered by public budgets and not from insurance funds (Derlien, 2003: 105).

Ihttps://www.destatis.de/EN/Themes/Government/Public-Service/Tables/public-service-personnel-type-employ
ment-contract.html;jsessionid=9789654A237280B07E9FF80B72CA8AL6.internet742, Access: 29.01.2022
2https://www.destatis.de/EN/Themes/Society-Environment/Population/Current-Population/_node.html;
jsessionid= OFD9750A48E00863555FE941E644D490.live721, Access: 23.12.2021
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There are three main institutionalized respects in traditional German public sector in terms of human
resource management. Respects. First of all, the constancy of the HRM and the civil service which are
under the frame of strong regulations is an important deal. Compatibility and equality have become a
crucial impact of HR applications. Furthermore, decisions of the administrative and constitutional courts
could be sometimes very complex for relevant regulations and labor agreements. Secondly, the values
of the public bureaucracy were influenced by the foundations that shaped the HRM. However, service
orientation, competitiveness, mobility and flexibility should be less important than to provide civil
service which is stable and reliable and also professional. Finally, trainings and education focus on
regulations and traditional values and in the end, they strengthen each other. Since the key roles of the
public sector are taken by lawyers, overemphasis is given on programs in public administration and law
whereas strategic planning, budgeting, enhancing motivation gains rather marginal point which are the
main topics of management. In the light of these issues, on the other hand, there are hot topic debates in
German public sector management as HRM and one of them is known as performance-related pay
(Siegel and Proeller, 2021: 376-379).

3.2. Career Management of the German Public Personnel System

In Germany, career system is applied as merit system and there is a straight career path for civil servants.
According to the law on public service, civil servants ‘careers contain generally binding rules. These
rules could be applied on all public personnel of the administration system, which objectivize the
policies, ensure continuity despite leadership changes, and guarantee a uniform minimum standard for
professional performance. Specific trainings should be accessible to civil servants for both individual
progress and a special career path in a complex career system. The ability to assign a wide range of roles
to a civil servant within the framework of his or her specific career qualification provides greater
flexibility in human resource management (Otto, 2007: 3).

According to the European Public Administration Network (EUPAN) Report titled Civil Service System
at the European Level (2020: 14-15) in 16 states of Germany, besides the two main categories of civil
servants (Beamte) and public employees (Angestellte) working in the aforementioned level
administrations, workers (Arbeiter) and judges and military personnel. In practice, the separation of
functions between civil servants and public employees is clear. Each authority can decide whether to
employ civil servants or public employees according to its field of work. The legal status of civil servants
is regulated by laws and regulations. The German Bundestag has the right to determine by law the
salaries and pensions of civil servants, as well as their rights and duties. The employment of judges and
military personnel, as well as civil servants, is governed by public law. Public employees are employed
on a contract basis in accordance with private law. General labor law applies to all employees in
Germany as well as to them. However, certain working conditions are specified in collective agreements
negotiated between public employers and responsible unions at the federal, state or local level.

A dynamic interpretation of the Basic Law (German Constitution) of 1949 by the Federal Constitutional
Court has consistently determined and expanded the normative scope of fundamental rights that directly
bind the legislative, executive and judicial powers (Kuhlmann et al., 2021: 4).

Every German citizen is eligible to apply for any public office on the basis of ability, qualifications and
professional achievements. This also applies to the long-term employment of civil servants and public
servants. According to this issue, which is defined as the principle of merit by the German Constitution
(EUPAN, 2020: 77):

» Promotions are awarded based on ability, qualification and professional achievement.

> Inorder to become a civil servant, the applicant must have completed the relevant internship or have
a qualification related to a particular profession (such as vocational education or training).

» In order to become a public employee, the candidate must have the qualifications required by the
relevant position.

On the other hand, Article 11 of the German Federal Civil Service Act (Federal Civil Service Act-BBG)
published in 2009 regulates the career (process for career civil servants) issue for civil servants. It is
stated in this article that “a civil servant may be appointed for life and to serve a specific purpose. The
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candidacy period of the Federal Republic for obtaining a higher career or for another career in a higher
category passes during this period.”

There are four categories of public servants corresponding to the hierarchy of education they have. First,
university-graduated higher civil service and equivalent workers. The following group is A-Level
certificated ones and they are eligible for university admission. The third career group roughly
corresponds to a British B level or a US high school degree; it is the largest career group. Finally, the
"Simple service" group comes and these are the ones graduated from primary school (Hauptschule) after
9 years of education. However, this group has almost disappeared due to past updates. Each career
groups consists of four degrees or offices (Amt) attainable through promotion. Second and third ones
are gathered automatically after time, regardless of performance. Also, as a basic rule, every applicant,
regardless of professional experience gained in the private sector, has to enter at the very beginning
point in his career in civil services (Derlien, 2003: 109). This application is similar to Turkiye.

Education of Law at university and the law-oriented (internal) administrative college education are
accepted as general civil servants career path with common professional values and skills. The executive
positions in the general administrative branch, including ministries, consist of these general officials.
Also, generalists are expected to move easily between branches/departments and other positions of
government. Subjective role can be found at the highest levels of the civil service, which is regularly
maintained for civil servants. These civil servants are responsible for the staff they encounter union-
dominated councils of their policies and agencies (Derlien, 2003: 110).

In addition to civil servants whose employment conditions, salaries and rights are regulated by law,
these situations of public employees are determined by contracts, but the general labor law is also valid
for them (Otto, 2007: 2). Civil servants in these conditions consist of four classes, as mentioned before,
and transitions between these classes are bound to very difficult rules. Each class includes at least a five-
tier system of merit-based passes. These classes are from top to bottom (Derlien and Peters, 2008: 170):

» Hoherer Dienst (administrative class- administrative service, higher),

» Gehobener Dienst (executive class- implementing service, higher intermediate),
» Mittlerer Dienst (intermediate service) and

» Einfacher Dienst (ordinary service) classes.

On the other hand, in-service training and/or a certain year of professional experience play an important
role in developing the career. For the fulfillment of certain tasks, the public administration also needs
specialists who (through their training) cannot be transferred by the civil service and who have gained
expertise in a preparatory period. Admission to the civil service of civil servants is based on a certain
period of full-time professional experience, rather than completion of preparatory period and career
examination. In addition, the basic requirements for admission to the above-mentioned career classes
are listed as follows (Otto, 2007: 3-4):

» Administrative class (higher service): Successfully completing a university education in an
appropriate field. Here, especially law education is accepted as equivalent to economics, finance
and social sciences for general administration service.

> Executive class (higher intermediate service): Successful completion of a practicing class, a
polytechnic education (Fachhochschule) or other school education that qualifies for admission to a
university or its recognized equivalent,

> Intermediate service: Successful completion of secondary grade, general school education (10 years)
or attendance at a modern secondary school, as well as further professional training or a recognized
equivalent;

» Ordinary service: Successful completion of secondary education or a recognized equivalent program
in ordinary service.

For all classes there is a preparatory term of civil services. This enables both practical and theoretical
training and, in the end, there is career examination in order to finalize the period. There are some
differences in the application. To be clear, civil servants are generally employed subject to revocation
during the preparatory service, however, for the intermediate service at least one year, usually two years;
for the higher intermediate service, usually three years; and for the higher service at least 18 months,
usually two years is applied (The Federal Public Service Report of Ministry of Interior, 2014: 51).
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As a rule, and since it was mentioned before during the preparatory service for careers in the higher
intermediate service should be carried out at universities of public administration. For the federal
administration this is the Federal University of Applied Administrative Sciences, having various several
departments namely general internal administration, foreign affairs, Federal Police, administration of
the federal armed forces, finance, criminal police, agricultural social insurance, intelligence services,
social insurance and meteorological service. When the career examination has passed successfully, a
probationary period should be completed by the civil servants. On the other hand, in recent time there
is no preparatory service for the ordinary service at federal level. The requisition for employment is only
successful completion of a secondary modern school or equivalent and occupational training graduation
(Ibid, 2014: 52).

However, in contrast to civil servants, there is no force to be recruited to a certain career path for public
employees. With the collective agreement criteria are set out and the sole basis for placing the employee
in a specific pay group occurs (Ibid, 2014, 65).

The federal state, the Lander, or local governments are responsible for the training and preparation of
the civil servants. Although there are institutes, agencies and schools that play an active role in the
training of civil servants in some European countries, there is no such structure in Germany. On the
other hand, although transitions between classes are possible, these transitions require very difficult
conditions. For example, in order to pass from the executive class to the administrative class, it is
necessary to pass a very heavy education period and exams in addition to a law license. Therefore, it
can be said that the competent and expert system, which is the necessity of the principle of merit, is tried
to be operated effectively (Yavuzdogan, 2016: 227).

In the German public administration system, the base salary of civil servants is calculated separately on
a staff basis. Basic, medium, executive and administrative class services staff from Al to A16 receive
direct pay. Here, the basic criterion in the base salary is the severance payment and the related increase
score. Officers receive "seniority" every two years. In other words, they can “rise” every two years. On
the other hand, Payment Group B; It covers soldiers in special positions and senior civil servants with
pay scales from Bl to B11 (11 ranks) and fixed salaries only. It corresponds to the same amount
regardless of the officer's seniority and age. These salaries apply to senior executive positions of the
civil service. The W Pay Group (3 levels from W1-3) is for university lecturers (professors) and their
assistants. Finally, the R Payment Group is a table for judges and prosecutors (10 levels from R1-10)
(Capar, 2010: 59).

3.3. Performance Management of the German Public Personnel System

In the German civil service system, the management of the performance of the civil servants whose
career planning is started with the entrance and the methods used for this purpose are another hot topic
to be considered provide effective and efficient service.

Reducing the number of public personnel in the country with the methods put into practice as a result of
the changes in the post-Fordist period did not succeed due to the strong civil service system and the
resistance of the unions. There have been remarkable developments especially in the implementation
phases of the Federal Civil Servant Law and the Post-Fordist personnel regime. A performance-based
bonus approach has been adopted in civil servants, which are classified as “A” level, especially with the
law that puts performance on the agenda. The new regulation created executive cadres to be employed
on a probationary basis before being appointed to permanent civil service at the federal level. At the
federal level, it is understood that the status of civil servant is preserved (Aslan, 2005: 182-183).

In contrast to the Ecole Nationale d'Administration (ENA) system, which is the institution operating for
the purpose of training public officials in France but was recently closed, in Germany, each authority
(federal or Lénder government, local government) is responsible for the training of its own personnel
(Yavuzdogan, 2016: 236). As mentioned before, the absence of a special public personnel training
mechanism gives freedom to local governments in their own fields, together with federated systems in
both career and performance management.

With the bonus system processed in 1997, the "performance-based payment™” mechanism was basically
intended to be adopted. Accordingly, if the performance level of a civil servant is not appropriate, his
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basic salary is not changed until the performance is deemed sufficient. Here, performance-related tools
make it possible to react directly and quickly to service performance and to increase the motivation of
particularly well-skilled and high-performing personnel. In order to prevent performance bonuses and
allowances from routine, restrictions/regulations regarding beneficiaries, amount and forms of payment
were introduced in the Civil Servants Salary Law. As a one-time payment, the performance bonus is the
most obvious way to emphasize it as a “reward” for special effort, as it is given for outstanding service
previously rendered and thus does not become a routine bonus. Bonuses can be awarded up to the
amount of the corresponding basic initial salary of the civil servant. Continuing performance allowance
is based on a positive performance appraisal and is time-limited (up to twelve months) and is paid
monthly up to 7% of the basic initial salary. While this system is a reward for high performance, it also
provides the opportunity to impose sanctions on low performance. There were also possibilities such as
postponement by the superiors, especially in the transition to the next promotion step (Otto, 2007: 7-8).

The 2005 performance variable emerged due to the salary reform, especially the desire for reform in the
public sector, and the demographic change of Germany. With the expectation that the number of retirees
will increase significantly until 2030, with approximately 25 thousand retired civil servants every year,
the efforts to make the civil servant salary system fully performance-based have gained momentum. It
was implemented with the salary reform adopted by the federal government in 2005. Accordingly,
although basic salaries are decreasing, in the new system, 2%, 4%, 6% or 8% performance variable can
be added to the basic salary depending on the performance. For example, a person who meets the
minimum requirements will not receive any performance variables and will receive 96% of the old base
salary. A normal successful person with satisfactory performance will receive a performance variable in
step 1 (plus 2% ie 98% of the old base salary); a high achiever with very satisfactory performance will
receive an additional 4%, ie 100%, of the old base salary; 102% of former base salary with an additional
6% pay for above-average performance; and an additional 8% for outstanding performance, plus 104%
of the old salary. However, due to the prediction of some problems that may be experienced in practice,
the current discussion brought about the efforts to improve the 1997 bonus system (Otto, 2007: 7-8).

It is also stated in the Federal Public Service Guide (2013: 89-90) published by the German Federal
Ministry of Internal Affairs that some allowances are given to civil servants. These allocations and their
requirements are as follows:

» Functional allocations: Serves to differentiate between offices, are regulated in the offices'
compensation plans and are considered an element of the basic salary. They are included in general
salary increases and are also taken into account when calculating pensions. Thus, for example, a
functional allowance of up to 30% of civil servants may be awarded if they perform work exceeding
the general level of this pay grade in the top pay class of intermediate service (salary grade A9).

» Postal allocations: These are given to security guards, for example, to the police. It is not associated
with pensions of retirement.

» Hardship allocations: Paid for work performed outside of normal working hours or under difficult
conditions (e.g., 3.20 EUR per hour for working on Sundays or public holidays, 1.51 EUR per hour
for working nights, rotating shift and shift work allowances). Additional salaries for difficult
working conditions are not subject to retirement.

» Compensatory allocations for transitions to federal service: Civil servants are regularly assigned to
work in certain areas of the federal administration. These allocations are intended to compensate for
any pay gaps between the federal and state levels so that state-level civil servants remain willing to
work in the federal civil service.

» Overtime payment: Overtime is only paid in certain areas (e.g., police, customs and fire department)
and for certain service schedules. It is paid as a percentage of the hourly salary.

In addition to the performance steps of the minimum salary, civil servants and military personnel who
are paid according to the A salary scale can receive performance bonuses and performance allocations
for outstanding special achievement. These performance-based payment tools aim to reward superior
performance and of course increase motivation and productivity. A performance bonus (in other words
bonus system) is a one-time payment that rewards special achievements. It can be paid up to one month's
basic initial salary (German Federal Ministry of Internal Affairs, 2013: 90).
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The most current debates on public administration in Germany continue on public service motivation,
performance-based pay and diversity management (Kuhlmann et al., 2021: 379). While there are
differences between the government levels and the 16 Lénder (states), and the traditional incentive and
remuneration system is discussed in the German public, the elements of the management, performance-
based payment are still relatively similar to the payment systems in the German public administration.
However, the rule still relates to being an experienced worker to earn a higher salary (Kuhlmann et al.,
2021: 385-387).

It is obvious that the performance-based salary system for civil servants in Germany is applied to all
segments of the system, without making any class distinctions such as executive class or lower-level
civil servants. As mentioned before, with the “Remuneration for Public Servants Law” that came into
force in 1997, all the parameters regarding the additional fee to be paid for the service rendered by the
civil servant within the working dynamics of the country were revealed. At this point, instead of adding
a routine additional fee to the salary, it has been chosen to make a payment based according to the
performance. Thus, it became as a standard keeping this additional fee constant and keeping the civil
servants motivating at all times. Furthermore, determined performance criteria by the Federal Ministry
of Internal Affairs are “output of work (amount of work, completion of work on time), expert
knowledge, working method (aggression, ability to represent, self-expression, etc.), social skills
(consciousness of responsibility, reliability) and leadership (instruction and supervision), supporting
team members)” (Eraslan and Tozlu, 2011: 54).

The substantial elements of pay for performance (PRP) did not be a part of traditional incentive and
remuneration system in German public administration system. Today, the remuneration systems of the
sixteen Lander in German public administration are still relatively similar despite small differences. On
the other hand, these differences could be challenging in some reasons like pay scheme of civil servants.
Furthermore, there is a system that all same jobs gather same salary without any effect of whether the
civil servant lives in a metropolitan like Hamburg or Munich or in a rural region where the costs of
living are much lower. This inequality, at the end, made a promotion to some big city governments to
initiate extra pay (Siegel and Proeller, 2021: 385).

There is an exception to the equal pay rule, surcharges have recently been introduced for certain jobs
such as IT professionals. But still the rule is that in order to get a higher salary an experienced employee
must be promoted to a job with more experience or a higher salary (where ‘jumps' rarely occur). A
significant difference in salary stems from the distinction between the two status groups, which are civil
servants and public employees. The specific and systematic features between the two groups lead to
important differences in the public payments, but none of these differences are related to job
performance. More than two decades, performance-based pay (PRP) has been on the reform agenda. In
1997, civil service laws were amended to create a performance-based bonus option. Today, guidelines
allow for bonus eligibility limited to no more than fifteen percent of civil servants employed in the
institution, an individual bonus of no more than seven percent of annual salary, and an enterprise
institution’s total bonus payments not to exceed 0.3 percent of the sum of the total personnel expenses.
Performance-based pay elements for public employees were introduced as part of a major overhaul of
employment contracts and came into effect ten years later in 2007. The capacity of financial incentives
should potentially be increased to eight percent of personnel costs, but actually set at a much lower rate
(for example, two percent in federal and local government as of 2010). However, these incentives came
with attached conditions: payment for performance would be based on clear and 'objective' evaluation
criteria, performance agreements and reviews. In addition, the system will be developed, adopted and
implemented by each organization independently. Therefore, while imposing a very high standard,
leaving attention to detail to organizations, HR managers and civil servants’ representatives had to
contend with the practical and fundamental challenges of implementing the system.

Finally, results from PRP have been mixed and somewhat disappointing. In an empirical study that
considers local government practices in North Rhine-Westphalia (the largest state), Schmid et al. (2011)
and Schmidt and Miiller (2013) found that although performance-based pay is introduced in most
institutions, traditional appraisal is predominantly used for review and bonuses tend to be evenly
distributed, but often not based on actual performance. The system was not accepted among the
employees, had almost no effect on motivation and incentives were limited. Moreover, in another
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research study, Meier (2013) surveyed twenty-one German counties and cities to analyze whether the
introduction of the PRP into the civil service had any exclusionary effects on intrinsic motivation and
Public Service Motivation (PSM). The design of performance evaluation schemes has proven to be the
dominant factor influencing the perception of PRP, particularly the perceived fairness and transparency
of the PRP concept. The study shows that over ninety percent of employees receive at least some
performance pay, and the percentage of top performers is very high. The PRP has generated a lot of
controversy in the German public sector and has caused some problems. Due to the different regulations
regarding PRP, some problems arise from the differentiation between public employees and civil
servants. In 2009, the PRP was practically abolished at the federal level. Since 2014, there is no
obligation to implement PRP at Lander level. Unions argue that PRP does not achieve its purpose and
often creates conflict and arouses jealousy (Ibid, 2021: 386-387).

3.4. Career-Performance Interaction of the German Public Personnel System

As mentioned before, in the section of comparative public administration between countries, especially
in the career and performance management practices of civil servants; Germany, which has a
bureaucratic climate just like Turkiye, is discussed.

German law makes a distinction between civil servants and public employees in the field of civil service.
As it is expected this does not depend on performance or related issues. Only the employment conditions
and contractions and education levels defines this situation. Regarding the classification of civil
servants, the career principle applies, providing four career paths (lower, middle, senior, senior service).
Each career path includes all postings that require relevant and equivalent basic and further education.
For admission to careers, training courses and qualifications are allocated to careers taking into account
the requirements of the careers. Within the senior service, the German system distinguishes between
advisors, unit heads, sub-departmental heads and department heads in ministries. Secretaries of state
have different divisions in their responsibilities, and they support and represent the minister.

As it was mentioned before, a classification system is applied for civil servants. The classification
depends on the needs of each workplace: the higher the level of training required and the complexity,
relevance and responsibility of the tasks, the higher the level of classification attributed.

Civil servants’ duties are properly evaluated and assigned to positions according to the requirements
associated with them. Each office is legally assigned a certain degree, which is the central basis of the
amount of payment. Regarding civil servants, there are four levels according to their training and
meeting the requirements of the post. These are:

» Civil servants whose roles require only a short onboarding time but no specific training
(compensation categories 1, 2, 3 and 4)-ordinary services,

» Civil servants who have completed three years of vocational training in the same or similar field of
practice (salary categories 5, 6, 7, 8 and 9a)-Intermediate services,

» Civil servants with a university degree (German “Diplom” or Bachelor) which is also a requirement
for the job performed (salary categories 9b, 9c, 10, 11 and 12)-Higher-intermediate services,

» Civil servants with a university degree (Master's), which is also a requirement for the job performed
(salary categories 13, 14 and 15)-Higher services.

In the German Civil Servant system, there is a salary system created by considering the tenure, job to
be done and graduation information as criteria.

It has been a long time of “Public Management Researches in the light of the ‘science of reform’ in
Germany”. However, since the decline of NPM applications, the crucial focus has become to be on
“administrative reforms”. Digitalization and e-government applications are the trigger problems but, on
the other hand; powering include difficulties with respect to foresee the effects of complex institutional
alterations and mobilization of resistance to change. Furthermore, a new dynamism in public
management reform has become a need and politicians and bureaucrats are trying to find the best way
for this. (Wegrich, 2021: 1113-1114). Unfortunately, these reforms are not directly related with public
personnel and their career management, these are on digitalization and related issues.

However, concerning the administrative-internal application of performance measurement, only a small
number of public administrations have concluded performance-based contracts. According to the
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principles of NPM, there should be a greater need for introducing and applying contracts between the
political and the public management level (Greiling, 2005: 565). This criticism to the system also
demonstrates that performance measurement and relatively performance management applications need
to be strengthened in the country.

Performance measurements of civil servants covers an assessment of professional achievements (as
individual level), aptitude and qualifications. There are guidelines where criteria for performance
appraisals are set out in order to determine and detect an objective and consistent information about civil
servants’ performance. Appraisals serve as the basis for proper personnel decisions and personnel
development measures; they thus constitute an important instrument of human resources management
(The Federal Public Service Report of Ministry of Interior, 2014: 52).

4, Conclusion

Studies carried out within the scope of career planning for public personnel also include personnel
performance. Because, career management is a long-term process, and it means managing personnel
performance to be continuous. Because both concepts have a positive meaning and interact with each
other. It is possible for the personnel with increased performance to move up the career ladder easily. In
other words, having performance means putting the personnel career plan into practice and maintaining
it effectively.

Considering the provisions of the DMK for the interaction between personnel career management and
performance, the "Registry" application, which means performance evaluation, was abandoned in 2011
and a new system was not introduced; however, it is seen that provisions have been introduced for the
rewarding, which is required for performance, to be run more regularly. Accordingly, civil servants can
receive a "Certificate of Achievement" for their performance based on extraordinary efforts and concrete
data: if the third Certificate of Achievement is earned, a "Certificate of Outstanding Achievement" is
given to the civil servant; even a monetary award may be given to the personnel whose performance is
very impressive at the discretion of the administration. However, in the Turkish Public Personnel
System, rewarding practices are not common; It manifests itself in different numbers and forms
depending on the organizational.

Due to similar developments in Turkish Public Administration, when the general management structure
and functioning of the "Beamte" and "Angestellte” in the German Public Personnel System, career
management, performance management and their interaction are examined, in a way to shed light on the
civil service in Turkey, in Germany federal, It is seen that there are nearly five million public personnel
working in public administration at the state and local level and a career management based on merit is
essential.

From the point of view of performance management in the German public personnel system, it was
desired to use performance management in order for the civil servants who started to work in the public
service in Germany according to their career planning, to work efficiently and to provide effective
service; however, the public personnel system, whose number was reduced and strengthened as a result
of post-Fordist understanding, could not be successful as a result of union opposition. However, in 1997
there is a performance-based reward system. Accordingly, the performance award, which does not
exceed the basic salary, is paid according to the results of the annual performance evaluations of the
civil servants; Thus, there may be indirect sanctions for those who work below the average.

The German public personnel structure, which is managed with the thought that career is as important
as merit, has also had a positive effect on performance. Accordingly, the reflection of Turkish public
personnel’s emphasis on merit for performance should also be given importace to career.

Kariyerin, liyakat kadar onemi oldugu disiiniilerek yonetilen Alman kamu personeli sisteminde,
performansa da olumlu etkisi ortaya ¢ikmistir. Buna gore Tiirk kamu personelinin de performansi i¢in
liyakata 6nem vermenin yanisira, kariyere de onemsenmelidir.

Finally, in terms of career and performance interaction, there is a merit-based career system in the
German Public Personnel System; Since there are various problems in the practice of performance
management, it is seen that only the performance is tried to be reflected in the wage depending on the
success of the work. On the other hand, the level of education of civil servants is of great importance in
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fulfilling their duties and determining their salary levels. Because the pricing is made according to the
scale consisting of 15 degrees. Although it shows that administrative reform initiatives are mostly
focused on e.government and digital studies; It is emphasized that performance contracts are made with
public personnel in some public institutions and that exemplary practices regarding performance
management in the German Public Personnel System should be strengthened. Because, measurement
tools related to performance management enable the professional achievement of personnel at the
individual level to be determined objectively; It is an important indicator that should be looked at for
promotion and rewarding. For this reason, it should not be forgotten that attempts to move to a career
management system that is based on or cares about the performance of public personnel despite the
reluctance, obstacles and difficulties encountered in both the German and Turkish systems are important
for the economic efficient and effective production and presentation of public goods and services.

KAYNAKCA

Akal, Z. (2005). Isletmelerde Performans Olgiim ve Denetimi, Ankara: MPM yayin1.

Akcakaya, M. (2012). Kamu Sektoriinde Performans Yo6netimi ve Uygulamada Karsilasilan Sorunlar,
Karadeniz Arastirmalart Dergisi, 32, 172-202.

Akgay, V.H. ve Bilgin, K.U. (2016). Kamu Performans Yénetimine Etkisi Agisindan Psikolojik
Sermaye, Kastamonu Universitesi, [IBF Dergisi, 12, 154-174.

Akin, O. (2009). Federal Almanya’da Kamu Yé&netimi, S.C.Tabak¢1 (Ed.), Kamu Yonetimi Ulke
Incelemeleri, Ankara: Imge yayn.

Albayrak, S.0. (2016). Kariyer Uzmanlik Sistemi, Ankara: TODAIE.

Federal Ministry of Interior (2014). The Federal Public Service: An Attractive And Modern Employer,
Berlin.

Alonso, P. & Gregory B. L. (2001). Public Service Motivation and Job Performance: Evidence from the
Federal Sector. The American Review of Public Administration, 31 (4), 363-380.

Apan, A. (2008). Yeni Kamu sletimi ve Performans Yénetimi, Tiirk Idare Dergisi, S.460, 57-86.

Armstrong, M. (2006). Performance Management: Key Strategies and Practical Guidelines, London
and Philadelphia: Kogan Page.

Armstrong, M. (2009). Armstrong’s Handbook of Performance Management: an Evidence-Based Guide
to Delivering High Performance, London and Philadelphia: Kogan Page.

Armstrong, M. (2014). Armstrong’s Handbook of Human Resource Management Practice (13th
Edition), London and Philadelphia: Kogan Page.

Arslan, M. (2018). Ozel Sektér Motivasyon Araglarinin Tiirk Kamu Sektdriinde Uygulanabilirligi,
Sayistay Dergisi, 109, 103-136.

Auer, A., Demmke, C. & Poltet, R. (2009). Civil Services in the Europe of Fifteen: Current Situation
and Prospects, European Institute of Public Administration, Maastricht: EU publication.

Ayman Giiler, B. (2005). Kamu Personeli Sistem ve Yénetim, Ankara: imge Kitabevi.

Balci, A. (2003). Kamu Yonetiminde Hesap Verebilirlik Anlayisi, A. Balci vd. (ed.), Kamu Yonetiminde
Cagdag Yaklagimlar iginde (s.115-133), Ankara: Se¢kin yayni.

Barutcugil 1. (2015). Performans Yénetimi, Istanbul: Kariyer Kitabevi.

Bilgin, K. U. (2004). Kamu Performans Yonetimi Memur Hak ve Yiikiimliiliiklerinin Performansa
Etkisi, Ankara: TODAIE.

Bilgin, K. U. (2007a). Performance Management for Public Personnel: Multi-Analysis Approach
Toward Personnel, Public Personnel Management, 36 (2), 93-113.

Bilgin, K. U. (2007b). Kamuda Olgiilebilir Denetime Hazirlik “Performans Y énetimi”, Sayistay Dergisi,
65 Ozel say1, 53-87.

3287



Délek, G. N. — Bilgin, K. U. , 3267-3294

Bilgin, K. U. (2015). Kamu Personel Yénetiminde Olgiit ve Gosterge Odakli Performans Yonetimi,
Strategic Public Management Journal, 24-39.

Bilgin, K. U. (2016). A Parallel Change with the New Public Administration Approach: Human
Resources Performance Management, Y. Demirkaya (Ed.), New Public Management in Turkey
inside (s.177-206), New York: Taylor and Francis published.

Bilgin, K. U. (2018). Tirk Kamu Personel Yonetiminde Aktif Caligma Politikast: “Performans
Yonetimi”, Ed.C.Babaoglu-E.Akman (Ed.), Kamu Politikasi Analizi-Tiirkive Uygulamalari
icinde, (s.43-73), Ankara: Gazi Kitabevi.

Bilgin, K. U. (2020). Kamusal Bir Sorumluluk Olarak Kamu Personeli Performans Y6netimi, V.Eren—
T.Eroglu (Ed.), Kamuda Performans Yénetimi i¢inde, (s.195-236), Ankara: Nobel Yaymevi.

Bingdl, D. (2013). Insan Kaynaklar: Yonetimi, Istanbul: Beta Yayincilik.

Boden, R, Cox, D. &e Nedeva, M. (2006), “The Appliance of Science? New Public Management and
Strategic Change”, Technology Analysis & Strategic Management, 18 (2), 125-141.

Canman, D. (2000). /nsan Kaynaklar: Yonetimi, Ankara: Yarg: Yayinlari.

Cederblom, D. & Pemerl, D. E. (2002). From Performance Appraisal to Performance Management: One
Agency’s Experience. Public Personnel Management, 31 (2), 131-140.

Coordination for Cohesion in the Public Sector of the Future (2013). Public Sector Reform in Germany:
Views and Experiences from Senior Executives, Country Report, Berlin.

Capar, S. (2010). Almanya’da Kamu Personel Sistemi, Tiirk Idare Dergisi, S.466, 47-63.

Celik, V. (2013). Avrupa Birligi’ne Uyum Cercevesinde Performans Yonetiminin Tirk Kamu
Yénetiminde Uygulanabilirligi, (Doktora tezi). Gazi Universitesi, Sosyal Bilimler Enstitiisii,
Ankara.

Cevik, H. H. and the others (2008). Kamu Kurumlarinda Performans Yonetimi. Ankara: Seckin
Yayincilik.

Col, G. (2008). Algilanan Giiglendirmenin Isgoren Performans: Uzerine Etkileri. Dogus Universitesi
Dergisi, 9 (1), 35-46.

DeNisi, A. S. & Pritchard, R. D. (2006). Performance Appraisal, Performance Management and
Improving Individual Performance: A Motivational Framework. Management and Organization
Review, 2 (2), 253-277.

Derlien, H. U. (2003). German Public Administration: Weberian Despite "Modernization” In:
Comparative bureaucratic systems. Tummala, Krishna K. (Hg) 97 — 122.

Derlien, H. U. (2008). The German Public Service: Between Tradition and Transformation, Derlien, H.
U. & Peters, B. G. (Ed.), The State at Work: Public Sector Employment in Ten Western Countries
inside (chapter 7), Cheltenham.

Destatis (2022). Statistisches Bundesamt, Population, Current Population of Germany,
https://www.destatis.de/EN/Themes/Society-Environment/Population/Current-Population/ _node
.html; jsessionid=0FD9750A48E00863555FE941E644D490.live721 Access:29.10.22.

Destatis, (2022). Public Service, Staff by Type of Emplayment Contract.

https://www.destatis.de/EN/Themes/Government/Public-Service/Tables/public-service-personnel-
type-employment-
contract.html;jsessionid=9789654A237280B07E9FF80B72CA8A56.internet742,
Access:25.10.2022

Devlet Memurlar1 Kanunu (1965). Official Gazette dated 23/07/1965 and numbered 2056,
https://www.mevzuat.gov.tr, Access:25/10/22.

3288


https://www.destatis.de/EN/Themes/Society-Environment/Population/Current-Population/_node%20.html;%20jsessionid=0FD9750A48E00863555FE941E644D490.live721
https://www.destatis.de/EN/Themes/Society-Environment/Population/Current-Population/_node%20.html;%20jsessionid=0FD9750A48E00863555FE941E644D490.live721
https://www.destatis.de/EN/Themes/Government/Public-Service/Tables/public-service-personnel-type-employment-contract.html;jsessionid=9789654A237280B07E9FF80B72CA8A56.internet742
https://www.destatis.de/EN/Themes/Government/Public-Service/Tables/public-service-personnel-type-employment-contract.html;jsessionid=9789654A237280B07E9FF80B72CA8A56.internet742
https://www.destatis.de/EN/Themes/Government/Public-Service/Tables/public-service-personnel-type-employment-contract.html;jsessionid=9789654A237280B07E9FF80B72CA8A56.internet742
https://www.mevzuat.gov.tr/

Délek, G. N. — Bilgin, K. U. , 3267-3294

Devlet Planlama Teskilati (2000). Sekizinci Bes Yillik Kalkinma Plani, Kamu Ydnetiminin
lyilestirilmesi ve Yeniden Yapilandirilmasi Ozel lhtisas Komisyonu Raporu, Ankara: DPT

yayini.

Egitim-Sen. (2010). Kamunun Déniisiimii ve 657 DMK Degisiklikleri Uzerine, Ankara: Egitim Sen
yayini.

Eraslan, T., Tozlu, A. (2011). Kamu Y®&netiminde Performansa Dayali Ucret Sistemi, Sayistay Dergisi,
81, 33-63.

Eryilmaz, B. (2019). Kamu Yénetimi: Diisiinceler, yapilar, fonksiyonlar, politikalar, Istanbul: Umuttepe
yayini.

European Public Administration Network (EUPAN) (2020). The Civil Service System At European

Level, Bucharest. https://www.eupan.eu/wp-content/uploads/2020/05/Report-The-Civil-Service-
System-at-European-Level.pdf, Access:29.01.2022.

Gokdeniz, 1. (2017). Ozel Sektér ve Kamu Yo6netiminde Kariyer Planlamasi. KMU Sosyal ve Ekonomik
Arastirmalar Dergisi, 19 (32): 123-131.

Greiling D. (2005). Performance Measurement in the Public Sector: the German Experience,
International Journal of Productivity and Performance Management, 54 (7), 551-567.

Helvaci, M. A. (2002). Performans Y&netim Siirecinde Performans Degerlendirmenin Onemi, Ankara
Universitesi Egitim Bilimleri Fakiiltesi Dergisi, 35 (1-2), 155-167.

Holton, E.F. (1999). Performance Domains and their Boundaries, Advances in Developing Human
Resources,1, 26-46.

Ilies, Camelia. (2011). Career Management Perspective in Public Administration, Romanian Journal of
Economics. 33, 184-193.

Isikl, A. (1997). Kamu Kesimi ve Siyasal Rejimin Demokratiklesmesi, Miilkiyeliler Birligi Dergisi, 21
(200), 75-79.

Kamu Mali Yonetimi ve Kontrol Kanunu (5018). Turkish Official Gazette dated 24.12.2003 and
nembered 25326.

Karasoy, A. (2014). Tirk Kamu Y6netiminde Performans Y6netimine Bir Bakis, Uluslararast Yonetim
Iktisat ve Isletme Dergisi, 10 (22), 257-274.

Kirilmaz, H. (2012). Saghk Hizmetlerinde Performans Yonetimi: Saghk Bakanligi’na Bagli Hastaneler
Ornegi, (Doktora Tezi), Sakarya Universitesi Sosyal Bilimler Enstitiisii, Sakarya.

Kim, J. (2010). Strategic Human Resource Practices: Introducing Alternatives for Organizational
Performance Improvement in the Public Sector, Public Administration Review, 70 (1), 38-49.

Kluvers, R. V., & Tippett, J. (2010). Mechanisms of accountability in local government: an exploratory
study. International Journal of Business and Management, 5 (7), 46-53.

Kubal1, D. (1999). Performans Denetimi. Amme Idaresi Dergisi, 32 (1), 31-62.

Kuhlmann S., Proeller, 1., Schimanke, D. & Ziekow J. (2021). Public Administration in Germany,
Governance and Public Management, University of Birmingham, Birmingham: Palgrave
Macmillan.

Kuzey, P. (2004). Avrupa Kamu Y®&netimi Ilkeleri, SIGMA Raporu/271, Maliye Dergisi, 147, 57-89.

Lebas, M. J. (1995). Performance Measurement and Performance Management, International J.
Production Economics, 41, 23-35.

Ministry of Interior (2014). The Federal Public Service an Attractive and Modern Employer, Berlin.

Mondy, R. Wayne & Noe, Robert M. (1989). Personnel The Management of Human Resources, Third
Edition, New York.

3289


https://www.eupan.eu/wp-content/uploads/2020/05/Report-The-Civil-Service-System-at-European-Level.pdf
https://www.eupan.eu/wp-content/uploads/2020/05/Report-The-Civil-Service-System-at-European-Level.pdf

Délek, G. N. — Bilgin, K. U. , 3267-3294

Novac, E., Abrudan, D. (2008). Human Resource Management-Theoretical and Practical Elements,
Timisoara: Eurobit Publishing House.

O’Toole, L. J. & Kenneth, J. M. (2009). The Human Side of Public Organizations: Contributions to
Organizational Performance, The American Review of Public Administration, 39 (5), 499-518.

Otto, K.A. (2007). Civil Service Salary System in Germany And Recent Reform Trends in Romanian,
Conference on Civil Service Salary Systems in Europe, Bucharest, Romania, 25 April 2007,
SIGMA,

https://www.sigmaweb.org/publicationsdocuments/conferenceoncivilservicesalarysystemsineurope--
bucharestromania25april2007.htm, Access:09.12.2022.

Ozer, M. A. (2015). Frederick Taylor’in Gériislerini 21.Yiizy1l Yénetim Mantigi ile Yeniden Okumak,
Verimlilik Dergisi, 2, 41-72.

Oztiirk, U. (2008). Organizasyonlarda Performans Yonetimi. Istanbul: Sistem Yaymcilik.
Oztiirk, U. (2009). Performans Yonetimi. Istanbul: Alfa Yayincilik.

Radnor, Z., McGuire M. (2003). Performance management in the public sector: fact or fiction?,
International Journal of Productivity and Performance Management, 53 (3), 245-260.

Rashid, S., Rashid, U. (2012). Work Motivation Differences between Public and Private Sector,
American International Journal of Social Science, 1 (2), 24-33.

Sanger, M. B. (2008). From Measurement to Management: Breaking through the Barriers to State and
Local Performance, Public Administration Review, Special Issue, 70-85.

Sayan, 1.0. (2016). Tiirkiye’de Kamu Personel Sisteminde Sorun Alanlar1 ve Coziim Onerileri, Ankara
Universitesi SBF Dergisi, 71 (3), 669-691.

Sayan, 1.0. ve Giineser, D. A. (2018). Kamu Personelinin Degerlendirilmesinde Performans Sistemine
Gegis Siirecinin Analizi, Ankara Universitesi SBF Dergisi, 73 (2), 667 - 700.

Sayistay (2000). Performans ve Risk Denetim Terimleri: Derleme. Ankara: Sayistay yayini.

Sayistay Kanunu (6085). T.C.Sayistay Baskanligi, Turkish Official Gazette dated 3.12.2010 and
numbered 27790.

Siegel, J. & Proeller 1. (2021). Human Resource Management in German Public Administration, in
Kuhlmann S. & etal. (Eds.), Public Administration in Germany, Chapter 21, Palgrave MacMillan.

Smalskys, V., & Urbanovic, J. (2017). Civil Service Systems, Oxford Research Encyclopedia of Politics,
1-18.

Songiir, N. (2015), Kamu Y6netiminde Degisim ve Stratejik Planlama, F.Kartal (Ed.), Tiirkiye 'de Kamu
Yénetimi ve Kamu Politikalart iginde, (s.191-216) Ankara: TODAIE Yayni.

Sozen, S. (2005). Teori ve Uygulamada Yeni Kamu Yonetimi. Ankara: Seckin Yaymi.

Sap, O. (2016). Bilgi Yonetim Ortamu ile Ise Adanmishk Qrgﬁtsel Baglilik ve Algilanan Bireysel
Performans Iligkisi: Bir Arastirma, (Doktora Tezi), Istanbul Universitesi Sosyal Bilimleri
Enstitiisii, Istanbul.

Tiirk Dil Kurumu (2022). Tiirk Dil Kurumu Sozliigii, Ankara: https://sozluk.gov.tr/ Access:09.12.2022.
Uyargil, C. ve Adal, Z. (2009). Insan Kaynaklar: Yonetimi, istanbul: Beta Yayin.

Wegrich, K. (2021). Is the turtle still plodding along? Public Management Reform in Germany, Public
Management Review, 23 (8), 1107-1116.

Wholey, J.S. & Hatry, H.P. (1992). The Case for Performance Monitoring, Public Administration
Review, 52 (6), 604-610.

3290


https://www.sigmaweb.org/publicationsdocuments/conferenceoncivilservicesalarysystemsineurope--bucharestromania25april2007.htm
https://www.sigmaweb.org/publicationsdocuments/conferenceoncivilservicesalarysystemsineurope--bucharestromania25april2007.htm
https://sozluk.gov.tr/

Délek, G. N. — Bilgin, K. U. , 3267-3294

Wright, B. E. & Pandey S. K. (2008). Public Service Motivation and the Assumption of Person
Organization Fit: Testing the Mediating Effect of Value Congruence. Administration & Society,
40 (5), 502-521.

Yavuzdogan, S. (2016). Almanya’da Kamu Goérevlilerinin Hizmet Oncesi Egitimi ve Atanmalari,
Tiirkiye Adalet Akademisi Dergisi, 26, 227-246. ***

3291



Délek, G. N. — Bilgin, K. U. , 3267-3294

Arastirma Makalesi

Career-Performance Interaction From The Perspective of The German Public
Personnel System

Alman Kamu Personel Sistemi Perspektifinden Kariyer-Performans Etkilesimi

Gizem Naz DOLEK Kamil Ufuk BILGIN
Uzman, Calisma ve Sosyal Glivenlik Prof. Dr., Ankara Haci Bayram Veli
Bakanlig1 Universitesi
gizemnaz.dolek@csgb.gov.tr I.IB.F.
https://orcid.org/0000-0001-9067-9720 kamil.bilgin@hbv.edu.tr
https://orcid.org/0000-0001-5715-5466

Genisletilmis Ozet

Fransizca kokenli bir bir sdzciik olan kariyer, ise girerken ve girdikten sonra personelin ise iligkin olumlu
ozellikleri, deneyimleri ve yine ise iliskin bagarilar1 anlamina gelmekte ve personelin biitiin ¢alisma
hayati boyunca siirmektedir. Bu nedenle personelin kariyeri yonetilmelidir. Ciinkii kariyer yonetimi
oncelikle ise alimlarda ve yiikselmelerde adaylarda kariyere bakilmasi, kariyerin 6onemsenmesi ve
dikkate alinmasi olurken; ise girdikten sonra da personelin kariyer yapmasi i¢in uygun ortam saglanmasi
stireglerini icermektedir. S6z konusu is Oncesi kariyer, adaylarin ise iligkin egitimi, bransi, katildig1 kurs
ve seminerler, aldig1 6diil ve basarilar ile olumlu deneyimleridir. Kuruma girdikten sonra ise, gerek
kendi uzmanlik alaninda gerekse kurumsal alanda tistlendigi gorevler, projeler, hizmetici egitimler,
akademik egitim programlari, odiiller ile diger basarilari i¢in personele kariyer politikasi ¢ercevesinde
hazirlanan kariyer planina gore yonetsel kararlar alinmasi ve uygulanmasidir. Bu kavram Tiirk Kamu
personel yonetim sisteminin temelini olusturan 657 sayili Devlet Memurlar1 Kanunu’na (DMK, md.3)
ilke olarak yansimis ve kariyer “Deviet memurlarina, yaptiklarin hizmetler icin liizumlu bilgilere ve
yetisme sartlarina uygun sekilde, suflar icinde en yiiksek derecelere kadar ilerleme imkaninin
saglanmast” olarak tanimlanmistir.

Giliniimiiz kamu personel yonetimi sistemlerinde de 6ne ¢ikan diger bir kavram ise, performansdir. Tiirk
Dil Kurumu’'nun “basarim” diye cevirdigi performans (TDK, Sozliikk), mal ve hizmet {iretiminde
ekonomik olmak; verimli olmak ve etkili olmak demektir. Kamu personeli performansi agisindan
bakildiginda ise, personelin is tanimina uygun olarak iirettigi is miktaridir. Bu isin, is tanimindaki
asamalar1 ve Ozellikleri icermesi; ve donemlik is hedeflerine yonelik olmasi gerekmektedir. Ancak,
performans i¢in kurumda yapilan her is igin Oncelikle standart belirlenmesi; daha sonrada islerin
yapildigin1 gosteren belirteclerin hazirlanmasi gerekmektedir. Nitelik elestirisi yapilan performans igin
islerin ig tanimina gore yapilmasi halinde, sadece sayilan degil; kalitenin de dikkate alinmasi s6z konusu
olmaktadir. Diger taraftan performansi sadece bireysel performans degil, kurumsal yapi, iiretilen mal ve
hizmet ile is yontemlerine gore takim performansi olarak gérmek ve degerlendirmek gerekmektedir.
Ciinkii baz1 kurumlarda isler proje veya sube olarak gerceklestirilmekte ve performansin ona gore
degerlendirilmesini gidilmektedir. Hatta bireysel ve takim performansi olarak yapilan Olgiimlerin,
kurumun donemsel is hedeflerine yonelik olarak ulasilan noktaya bakilarak “kurumsal performans” 1 da
6lgmek ve degerlendirmek miimkiin olabilmektedir. Ancak kurumsal performansin belirlenmesinde,
biitcesel Olciitler kullanilmaktadir.

Kamu personeli i¢in kariyer planlamasi dahilinde gerceklestirilen ¢calismalar, personel performansini da
icermektedir. Zira, kariyer yonetimi uzun erimli bir siire¢ olup, personel performansinin siirekli olmasi
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icin yonetilmesi demektir. Ciinkii her iki kavram da olumlu anlamda olup, birbiriyle etkilesim
halindedir. Performansi artan personelin kariyer basamaklarini da rahat¢a ¢ikabilmesi miimkiindiir.
Diger bir deyisle performansin olmasi, personel kariyer planinin uygulamaya gegirilmesi ve etkin olarak
siirdiiriilmesi demektir.

Personel kariyer yonetimi ile performans etkilesimi i¢cin DMK hiikiimlerine bakildiginda, performans
degerlendirmesi anlamina gelen “Sicil” uygulamasindan 2011 yilinda vazgegildigi ve yerine yeni bir
system getirilmedigi; ancak, performansin arandigi 6diillendirmenin daha diizenli galigtirilmast igin
hiikiimler getirildigi goriilmektedir. Buna gére Devlet memurlari olaganiisiit ¢abayla ve somut verilere
dayali performanslari i¢in “Basar: Belgesi” alabilmekte: {igiincii Bagar1 Belgesinin hak edilmesi halinde
memura “Ustiin Basar: Belgesi” verilmekte; hatta idarenin takdiriyle performansi ¢ok etkileyici olan
personele para odiilii bile verilebilmektedir. Ancak, Tiirk Kamu Personel Sisteminde, odiillendirme
uygulamalarina pek rastlanmamakta; orgiit kiiltiiriine bagli olarak farkli say1 ve sekillerde kendini
gostermektedir.

Alman kamu personel sistemi, tarihsel olarak 1794 Prusya Genel Yasasi’na ve Kralin hizmetindekilerin
hak ve sorumluluklarini belirleyen yonetmelige ve ardindan da 1949 Alman Anayasasi’na
dayanmaktadir. 1960’11 yillarda “Aktif Devlet-Yalin Devlet” anlayisi; 1990’11 yillarda “Modern Devlet”
anlay1s1; 2006 sonrasi “Yenilik¢i-Inovatif Devlet” anlayisi; giiniimiizde ise, “e.Devlet” ve “A¢ik Devlet”
anlayistyla yonetilen Alman Kamu Yonetiminde Neo-Weberyan ortamda esnek bir insan kaynaklar
yoOnetimi s6z konusudur. Tiirk Kamu Yo6netiminde de buna benzer gelismelerin yasanmasi nedeniyle,
Tiirkiye’deki Devlet memurluguna 151k tutacak sekilde Alman Kamu Personel Sistemindeki “Beamte”
nin genel yonetim yapist ve isleyisi, kariyer yonetimi, performans yonetimi ile bunlarin etkilesimini
incelemek faydali olacaktir.

Yap1 ve isleyis acisindan bakildiginda Almanya’da Beamte’ler, {i¢ farkli kademe biirokraside gorev
almaktadirlar: Alman Federal Yonetimi, Eyalet Yonetimi, ve Yerel Yonetimler. 2022 verilerine gore
Almanya’daki 16 eyalette yasayan 83.2 milyon insana, 3 farkli kademedeki 4.968 bin kamu personeli
hizmet vermektedir. Bunlar s6zlesmeli mavi ve beyaz yakali kamu iscileri “Angestelite” ve Devlet
memuru Beamte” dir. Almanya’da kamu personeli kariyer ve liyakatina gore ise alinmakta; hizmet igi
egitim sonucu yiikselmekte, devlet biitcesinden aylik ve ve saglik harcamalari karsilanmaktadir. Ancak
iki biliyllk memur sendikasina karsin, grev haklari bulunmamaktadir. Esitlik, uyum ve istikrarin,
biirokratik degerlerin ve kurumsallagsmanin 6nemine karsin; performans ticretleme giincel bir konudur.

Kariyer yonetimi agisindan bakildiginda, Almanya’da liyakat sistemine dayali bir kariyer yonetimi
mevcuttur. Kariyer yonetiminde, siyasetin ya da liderin degigmesinin etkisi pek goriilmez. Bu nedenle,
memurlarn kariyer edinme ¢abalarinda hizmet igi egitimin ve esnek IKY anlayisinin etkisi vardir.
Avrupa Kamu Yonetimi Ag1 (EUPAN)’na gore, Beamte ve Angestellte ile Arbeiter-isgilerin tabi
olduklar1 genel yasa ve yonetmelikler olmakla birlikte, isttihdam edilmeleri eyelet vb. her kademede
miimkiin olabilmektedir. Alman Anayasasi’ndaki Liyakat ilkesine gdre her Alman vatandasi,
memurluga bagvurabilmekte ve adaylarin bagvurulan ige iliskin aranan niteliklere sahip olmasi; mesleki
egitimini veya stajin1 tamamlamig olmasi gerekmektedir. Memuriyette yiikkselmesi igin ise yetenek,
nitelik ve mesleki basar1 gostermesi gerekmektedir. Ancak Tiirkiye’dekine benzer bigimde mezun
olunan okul seviyesine gore bir kariyer edinilmektedir. S6zlesmeli personel i¢in uyulan is kanunu
olmakla birlikte, Kamu Hizmetleri Kanunu’nda alt hizmetle sinifi, orta hizmetle sinifi, orta isti
hizmetler yonetici sinifi ve iist hizmetler ydnetici smifi kamu personeli bulunmaktadir. Ust simiflara
gecis icin liyakat ilkesi geregi, adaylarin egitim ve sinav siirecinde basarili olmasi gerekmektedir.
Ancak, Almanya’da yonetici egitimleri i¢in Fransa’daki “ENA-Ulusal Yonetim Okulu” benzeri uzman
bir enstitii veya okul bulunmamaktadir.

Performans yonetimi agisindan bakildiginda, Almanya’da kamu hizmetine kariyer planlamasina gore
ise baglayan memurlarin verimli ¢alisip, etkin hizmet sunmasi i¢in performans yonetimine gidilmek
istenmis ancak post-fordist anlayis sonucu sayisi azaltilan ve giiglendirilen kamu personel sistemi ile
sendikal kars1 koyus sonucu basarili olunamamistir. Ancak, 1997 yilinda performansa dayali bir 6diil
sistemi mevcuttur. Buna gore temel maasi asmayacak miktardaki performans 6diilii, memurlarin yillik
performans degerlendirmeleri sonucuna gore 6denmekte; boylece ortalamanin altinda galisanlara da
dolayl1 olarak yaptirim s6z konusu olabilmektedir. Her yil yaklasik 25 bin memurun emekli oldugu
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Almanya’da, 2005 yilindaki performans oOdiilii/iicreti reformu yapilmis ve sistemin tamamen
performansa dayali hale getirilmesi i¢in ¢alismalara hiz verilmistir. Buna gore memurlara temel maasin
en az %2’si ile %81 arasinda bir {icret, performans ticreti olarak 6denebilmektedir. Ancak, uygulama
sorunlar1 nedeniyle tam gegis saglanabilmis degildir. Hatta eyaletlerde vazgegilmistir. Ustelik
memurlara, Tirkiye’de oldugu gibi cesitli adlar altinda is giicliigi, is tehlikesi ve bazi islerin 6zelligi
geregi ek ddemelerin yapildig1 goriilmektedir.

Son olarak kariyer ile performans etkilesimi agisindan bakildiginda ise, Alman Kamu Personel
Sisteminde liyakata dayali bir kariyer sisteminin mevcut oldugu; performansin ydnetilmesine iliskin
uygulamada cesitli sorunlar olmasi nedeniyle, sadece performansin calisma basarisina bagli olarak
{icrete yansitilmaya galisildigi goriilmektedir. Ote yandan memurlarin gérevlerini yerine getirmelerinde
ve maas seviyelerinin belirlenmesinde, sahip olduklar1 egitim seviyesinin biiyiik 6nemi vardir. Ciinkii
iicretleme, 15 dereceden olusan bareme goére yapilmaktadir. Buna gore belirli bir egitim gerektirmeyen
siradan isler i¢in 1,2,3,4. derece licretleme; en az {i¢ yillik mesleki egitimi gerektiren igler i¢in 5,6,7,8,9a
derece iicretleme; tiniversite diplomasint gerektiren isler i¢in 9b, 9¢c, 10, 11, 12. derece iicretleme;
lisansiistii (master ve doktora) egitim gerektiren isler i¢in ise, 13,14,15. derece iicretleme s6z konusudur.
Idari reform girisimlerinin, daha ¢ok e.devlet ve dijital ¢aligmalar iizerinde yogunlasma oldugunu
gostermekle birlikte; bazi kamu kuruluglarinda kamu personeliyle performans sézlesmelerinin yapildig:
ve Alman Kamu Personel Sisteminde performans yonetimine iliskin 6rnek uygulamalarin
giiclendirilmesi gerektigi {izerinde durulmaktadir. Zira, performans yonetimine iligkin 6l¢iim araglari,
personelin bireysel diizeydeki mesleki basarilarimin nesnel bigcimde belirlenmesini saglamakta;
yiikselme ve odiilleme i¢in ise bakilmasi gereken onemli bir gosterge olmaktadir. Bu nedenle, gerek
Alman sisteminde, gerekse Tiirk sisteminde karsilasilan isteksizlikler, engeller ve zorluklara karsin
kamu personelinin performansini esas alan veya dnemseyen bir kariyer yonetim sistemine gegilmesi
yoniindeki girisimlerin, kamusal mal ve hizmetlerinin ekonomik, verimli ve etkili tiretim ve sunumu
icin 6nemli oldugu unutulmamalidir.
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