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Abstract  
Following contribution deals with chosen results of a specific analysis done within the project 
‘Optimisation of service evaluation of professional soldiers of the Army of the Czech Republic’. The 
research was implemented in several phases during October 2016 till February 2017 and was focused 
on identification of the soldiers’ evaluation impact on motivation of chosen members of the Army of the 
Czech Republic towards the service advancement.  

Generally, the evaluation is considered to be a significant motivation tool which offers the pieces of 
information for forming working abilities and skills of workers. It deals not only with evaluation of 
achieved working performance but also with working behavior and relationships of colleagues. The 
aim is also to identify working skills and the development potential.  

Service evaluation follows generally used theoretical solutions of workers’ evaluation. The sense of 
evaluation of soldiers of the Army of the Czech Republic is emphasized by adjustment of the Act No 
221/1999 Coll. on Professional Soldiers which states that ‘service evaluation is the foundation in 
deciding the matters of service employment (article 1 paragraph 17). The basic function of career 
management is the competitive selection of personnel. The motivation function also follows the facts, 
that proved success in service evaluation, has got a direct impact on service placement on a place 
with higher rank, education, setting of soldiers’ rank for career advancement and setting of the 
performance bonus amount.  

The aim of presented research was to identify the extent of impact of evaluation on motivation of 
chosen members of the Army of the Czech Republic in the career development. Considering the set 
aims of the research, the combination of quantitative and qualitative approach was used. Collection of 
data was done by the technique of strongly structured questionnaire. The questionnaire and its items 
originated as an operationalization of the motivation theory and career theory reflecting the influence 
of the constructive point approach with the aim on holism and the individual as a deciding fact of the 
construction of life and career. To clear the reasons of discovered state, structured interviews, aimed 
on realizing the base of behavior and acting of an individual, were done. 

Keywords: Motivation theory, career theory, quantitative and qualitative approach, Operationalization, 
service evaluation, professional soldiers, personnel selection, research. 

1 INTRODUCTION  
The first references about systematic evaluation of employees are dated to the beginning of the 20th 
century and are connected to the research work Time and Motion by Taylor (Karuntimi, 2015). The 
origin of employees’ evaluation was connected mainly to the employer’s decision-making about the 
amount of income which was considered to be the deciding factor of working performance at the 
beginning of the 20th century. Together with the development of social sciences, the knowledge 
enlargement took place too. Research reports also gradually described the impact of other factors 
which influenced working performance. A new model of working evaluation, which was considered to 
be the tool of employees’ motivation, came into existence in the United States in 1950s. Motivation 
was considered to be a field with a big influence on working performance. According to Kanfer, Chen 
and Pritchard the knowledge of employees motivation character enables the organization not only of 
the understanding of behavior and acting of employees; the way of stimulation can be set on their 
basis (2008). The connection and achievement of harmony with other personnel activities is important 
for achieving motivation effects of employees’ evaluation. A big importance is put on the training and 
process of evaluative interview (Dvořáková 2007, Hronik 2006, Koubek 2007). Sandler and Keefe 
emphasize that the choice of words within the evaluative interview and its subsequent written report 
are completely crucial (2004). Employees evaluation within an organization has not only the motivation 
function but is also an important tool of knowledge enabling the manager to analyze the activities of 
subordinates, it is a tool of personnel management, it enables employees comparison, evaluation of 
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changes in working behavior and accepting corresponding measures (Dvořáková 2007, Kociánová 
2012). Formal working evaluation has also a significant psychological hygienic function which is, 
according to Wágnerová, based on enclosing a period and its evaluation which can lead to clarification 
of an individual’s position in the past, outline of the future outlook and what can lead to tension release 
(2008). Along with the development and use of new employees’ evaluation models, it was connected 
more and more to the organization strategic management within the systems of working performance 
management which are related to the main function of management. According to Armstrong, the 
concept of performance management is superior to the working evaluation issue; it offers more 
integrated and systematic approach to employees’ management on the basis of so called 
psychological contract, representing the transaction relationship between employee and employer 
(2007). Implementing of this approach into practice and including the army environment is very 
important because ‘non-acceptance of people’s abilities often leads to disincentive, dissatisfaction in 
one’s own service placement and it develops the spiral of fluctuation tendencies towards possible 
quitting the places they hold’ (Pospíšil, 2011, s. 187).  

The main theoretic sources of the research project were the motivation theory and career theory. 
According to Dvořáková, the motivation theories are hypothetic structures representing the aim and 
causes of individuals’ acting, the author describes the working behavior motivation as a particular set 
of theses between impulses and real acting which determine the direction, permanency and strength 
of final acting (2007). For their practical use, it is important to get to know the mechanisms which are 
the power of working activity (Kleibl). Quantity and intensity of working activities are influenced by the 
effect of inner stimuli and outer immediate stimuli. The Herzberg's motivation theory was followed for 
the needs of the research, this theory devices motivation into inner –concerning the quality of working 
life and it is related to the terms of success, work itself, responsibility, the possibility of abilities 
development, career advancement, and outer motivation – representing outer influence of inner 
motivation e.g. working conditions, interpersonal relationships, salary and safety, company policy 
(1993). When creating the concept of research methodology, the personnel determination of career as 
a long-term accumulation of education, skills and pieces of experience which the individual offers to 
the employers for providing the means to ensure the lifestyle. According to Pauknerová et al., career 
consists not only of working activities, professional orientation, career choices but also of individual 
development issue. According to the mentioned concept, career is influenced by individual and 
external factors which are related to social, economic environments and organisational factors. 
According to the authors, it is necessary to consider not only characteristics of mentioned factors but 
also their interaction (2009). 

Evaluation, in general, is considered to be a significant motivation tool which provides pieces of 
information for forming working skills and abilities of employees. It deals not only with evaluation of 
achieved working performance but also with working behaviour and relationship towards colleagues, 
the aim is also to identify working abilities and a development potential. Service evaluation follows the 
generally used theoretical sources of workers evaluation. The activity of the Army of the Czech 
Republic members is specific. To perform as a professional soldier, it is characteristics that the job is 
performed by using weapons; it put health and life in danger in difficult conditions, quick and adequate 
reactions in ambiguous and necessary conditions. Thus, it is important to use specific methods of 
applicants’ selection, individual and collective training to achieve the tasks which are more and more 
difficult. Considering mentioned facts, the performance management in the Army of the Czech 
Republic deals with remuneration, the effectiveness of processes increase, development of skills and 
competencies of military professionals with the aim of increasing personal performance. Performance 
management is annual, its features are interconnected with the aim to motivate a military professional 
in career advancement on the basis of skills development and thus it is an important part of 
professional soldiers’ service evaluation. 

Service evaluation of soldiers is adjusted by the amendment of the Act No 221/1999 Coll., on 
Professional Soldiers which says that it lies mainly in considering the service tasks achievement, 
soldier's obligations, his professional and psychical eligibility and physical condition for other service 
performance'. Results of service evaluation are the basis for decision making about the extension of 
service employment length (OMD no 63/2015), about setting the rank of soldiers in particular ranks 
and professionals (OMD no 9/2017) and conclusion of service evaluation are also the basis for service 
placement (the Act No 221/1999 Coll.). Thus service evaluation is a significant tool for soldiers' 
motivation in relation to increase the quality of service tasks fulfilling and development of their 
potential. 
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2 METHODOLOGY 
The author's aim of performed research was to identify the amount of influence of service evaluation 
on motivation of chosen members of the Army of the Czech Republic in career advancement. 

The research problem of chosen part was following: 

RQ 1 Does service evaluation motivates the soldiers-respondents to increase the quality of service 
activities? 

RQ 2 Does service evaluation motivates the respondents to the advancement in the net of service 
careers? 

Following hypothesis was formulated on the basis of technical literature study and on the analysis of 
key characteristics –‘Service evaluation does not motivate professional soldiers to the performance of 
service activities and their career growth.’ When verifying the hypotheses, the statistic software 
Rstudio was used, the verification was mostly done on the significance level 0. 05. 

A sequential combination of quantitative and qualitative research approach was used in harmony with 
set aims. The research was done in three periods of time from October 2016 to February 2017. During 
the preparation and realization of the quantitative research, the method according to Gavora was 
used. It recommends organizing the research in following phases – information preparation of the 
research, setting of the research group, research technology preparation, collection, process and 
interpretation of data (2009). 

Soldiers of the Army of the Czech Republic were the basic group of mentioned part of research, 
however considering their number, it was important to set a selective group. On the basis of 
consultations with professionals and in harmony with methodology of quantitative research, the 
selection group consisted of 123 professional soldiers who achieved the Captain rank in chosen 
organization units. Soldiers in the Captain rank represent soldiers who achieved the peak of the career 
in lower rank of junior officers, have vast set of pieces of knowledge and skills, they are in the role of 
evaluated and also the evaluators. Mentioned group of soldiers significantly influences the way how 
the service evaluation is performed at the subordinate units. 

The technique of collecting data was used. The questionnaire and its items was created as an 
operationalization of theory of motivation and career theory reflecting the influence of a constructive 
point of view with emphasis put on holism and an individual as deciding features of the system of life 
and career. The questionnaire consisted of 20 questions focused on getting to know the ideas and 
attitudes of respondents, a combination of closed and open questions was used and respondents had 
the possibility of choice from four and two pointing scale. To verify understanding and appropriateness 
of questions, a pilotage and after a correction of questions a pre-research at chosen respondents from 
the University of Defence in Brno were done. In total, 123 questionnaires were distributed to the 
respondents of the chosen group, the response rate of questionnaires was 69%, one questionnaire 
from the mentioned number was discarded because it was not completed. Data were processed from 
85 questionnaires.  

The second part of research was qualitative. Structured interviews focused on getting to know the 
basis of behavior and acting of respondents were done to clarify the reasons of discovered state. The 
chosen group consisted of panel of professionals whom the requirements were set in advance. The 
panel consisted of 7 respondents. 

Following research questions for the qualitative part of research were set on the basis of questionnaire 
research results: 

RQ 1 Why did some respondents answer in the questionnaire research that the service evaluation 
does not motivate them to increase the quality of service activities? 

RQ 2 What is the reason that some respondents answered that the performance bonus does not 
motivate them to increase the quality of service activities? 

Some chosen results of the research are presented in following part. 

3 RESULTS 
Given the aim of this article, we will focus on questions related to the influence of evaluation on the 
quality of service activities and career advancement (the service activities quality is considered to be 
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one of the deciding Graph 2 Do you agree that those motives positively influence the service 
performance activities of your subordinates?requirement for soldiers’ career advancement). Attitudes 
of respondents towards the motivation effect of particular factors of inner and outer motivation were 
discovered by particular questions of the questionnaires. 

Table 1.  Answers on question no 1: What motivates you to increase the quality of service activities? 

Source: Dolečková, 2017, (1 total number of answers is 82, three respondents did not complete the question, 2 total 
number of answers is 84, one respondent did not complete the question) 

According to above mentioned facts, respondents consider the factor of satisfaction from performing 
work to be the most motivational. Also, other factors of inner motivation, the possibility of one’s growth 
(education, languages, courses…), the possibility to accept responsible assignments, the possibility of 
career growth significantly influence the quality of service activities of respondents. 89 % of 
respondents consider the possibility of one’s growth (attendance in training activities) to be 
motivational, 92 % of respondents consider the possibility to accept responsible assignments to be 
motivational and 79 % the possibility of career growth (18 % certainly yes and 61 % rather yes) in 
contrary 14 % answered rather not and 7 % certainly not. 

Service evaluation is considered as a motivation factor of increasing the quality of service activities by 
50 % of respondents and 50 % does not consider it as a motivation factor. The connection between 
performance bonus and motivation was evaluated by respondents as follows: 25 % certainly yes, 
32 % rather yes, 29 % rather not and 14 % certainly not. There is a graphic chart of answers on 
mentioned question in Graph 1. 

 
certainly YES rather YES rather NOT certainly NOT 
number in % number in % number in % number in % 

a) Praise 28 33 % 36 42 % 12 14 % 9 11 % 

b) Punishment 6 7 % 15 18 % 27 32 % 37 43 % 

c) Recognition 1 46 56 % 30 37 % 6 7 % 0 0 % 

d) Favourable working 
conditions  43 50 % 33 39 % 6 7 % 3 4 % 

e) Possibility of one’s 
growth 36 42 % 40 47 % 9 11 % 0 0 % 

f) Financial remuneration 45 53 % 21 25 % 16 19 % 3 3 % 

g) Positive interpersonal 
relationships  43 51 % 39 46 % 0 0 % 3 3 % 

h) Possibility to accept 
responsible assignments 2 

30 36 % 47 56 % 7 8 % 0 % 

i) Possibility of career 
growth 15 18 % 52 61 % 12 14 % 6 7 % 

j) Service evaluation  9 11 % 33 39 % 25 29 % 18 21 % 

k) Satisfaction from 
performing work  60 71 % 25 29 % 0 0 % 0 0 % 

l) Performance bonus  21 25 % 27 32 % 25 29 % 12 14 % 
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Graph 1 Some answers to the question no 1:  

What motivates you to increase the quality of service activities? 
Source: Dolečková, 2017. 

Respondents expressed their attitudes towards mentioned motivation factors in previous question. 
According to the authors of this article, a significant fact is expressing of respondents how mentioned 
factors influence service activities performance (in the roles of evaluators and evaluated). The 
respondents stated that the most significant factor which motivates their subordinates is the 
satisfaction from performing work (71 % of respondents answered certainly yes). Thus there is a clear 
difference in attitude of respondents towards factors of motivation, for themselves and subordinates.  

If we focus on comparison of respondents’ attitudes towards motivation caused by performance bonus 
and the possibility of career growth at the respondents themselves and in the relationship with their 
subordinates, 75 % of respondents have a positive attitude towards the performance bonus in relation 
to their subordinates but only 57 % to themselves. More respondents have a negative attitude towards 
the influence of this factor in relation to themselves; the contrary tendency appeared also at their 
attitudes towards the possibility of career growth factor. Considering the motivation factor of the 
possibility of career growth 3.5 % of respondents answered certainly yes and 0 % certainly not in 
relation to their subordinates, but 18 % of respondents answered certainly yes and 7 % certainly not in 
relation to themselves. These facts reflect different hierarchy of values which the respondents have 
towards their subordinates and themselves. There is a graphic chart of perceiving the connection of 
motivation and performance bonus, the possibility of career growth and evaluative interview of service 
evaluation of subordinate soldiers in the Graph 2.  
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Testing of statistic hypotheses which particularized working hypothesis was a significant part of 
research. When testing statistic hypotheses, we distinguish null (tested) hypotheses and alternative 
hypotheses. Null hypotheses are those to be decided by testing, whether they will be accepted or 
rejected. Alternative hypotheses are those which are accepted when rejecting the null ones (Budíková, 
2010). Generally, null hypotheses express the assumption that there is no relationship between 
observed phenomena (dependency, difference). Alternative hypotheses in contrary expect the 
relationship (dependency, difference) between observed phenomena (Chráska, 2016). Null 
hypotheses were set for the research. They express the independences (null relationship, null 
difference) between two phenomena: the attitudes of respondents towards a particular question (X) 
and complementary data (Y). Complementary data represent the division of respondents according to 
the age (up to 40 and from 41), service length (up to 15 and from 16 years), and the number of 
subordinates (up to 5 and from 6 to 10). 

When verifying the hypotheses, the statistic software R studio was used. Fisher’s test, Parson’s chi-
squared test, Wilcoxon’s test and Welch’s test were done by using the software. Furthermore, the 
Pearson’s and Spearman’s correlation tests were used when verifying the answers of respondents 
with answers to verifying questions. According to Chráska, verifying hypotheses is dependent on 
chosen significance level α (usually 0.05) and if the p value is lower than α – null hypothesis is 
rejected and an alternative hypothesis is accepted. If p value is higher than α – null hypothesis is 
accepted (2016). 

To test H1 – 1 – H1 – 4, the key answers of respondents j) service evaluation were to the question no 
1: ‘What motivates you to increase the quality of service activities?’ A verifying question was 
intentionally set for this question. This verifying question ascertains whether respondents answer the 
same question the same way (if they correlate). Thus, the answers of respondents to the question no 
1 were verified due to the answers to the statement: I think that the process of service evaluation is a 
motivation tool of the question no 19. The Spearman’s and Parson’s tests of correlation were done, 
which confirm statistically significant correlation of answers of respondents on the significance level α 
= 0.05. 

H1 – 1 and H1 – 3 on the significance level α = 0.05 were rejected according to the results and 
alternative hypothesis were accepted. 

H1 – 1A: The attitude of respondents towards the motivation effect of service evaluation on the service 
activities performance is dependent on the participation of respondents in the organizational unit. 

H1 – 3A: The attitude of respondents towards the motivation effect of service evaluation on the service 
activities performance is dependent on the service length of respondents. 

Table 2.  Verification of answers of respondents j) Service evaluation to the question no 1 with the 
statement h) I think that the process of service evaluation is a motivation tool 

Pearson’s correlation test correlation (α=0, 05) Spearman‘s correlation test (α=0, 05) 

correlation coefficient p – value correlation coefficient p – value 

0,6064 7,732  0,6199 2,506  
Source: Dolečková, 2017 

Pearson’s and Spearman’s tests showed a statistically significant dependence (correlation) of answers 
of respondents on the significance level α = 0.05. 

Table 3.  verification of answers of respondents i) the Possibility of career growth to the question no 1 with 
the statement c) i am motivated to achieve the best results in service evaluation  

because they contribute to my career growth 

Pearson‘s correlation test  (α=0, 05) Spearman‘s correlation test (α=0, 05) 

Correlation coefficient p-value Correlation coefficient p-value 

0,3410448 0,001403 0,3497608 0,001 
Source: Dolečková, 2017 
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Pearson’s and Spearman’s tests showed a statistically significant dependence of answers of 
respondents on the significance level α = 0.05. 

Table 4.  Answers of respondents l) The possibility of career growth to the question no 2 correlate with the 
statement i) Service evaluation as a motivation tool for influencing subordinates’ career development 

Pearson’s correlation  test (α=0, 05) Spearman’s correlation test (α=0, 05) 

Correlation coefficient p-value Correlation coefficient p-value 

0,2918429 0,006727 0,2843973 0,0083 
Source: Dolečková, 2017. 

Pearson’s and Spearman’s test showed a statistically significant dependence (correlation) of answers 
of respondents on the significance level α = 0.05. 

Dependency between attitudes of respondents towards the motivation effect of service evaluation on 
the service activities performance and their participation in the organization unit was proved in the 
quantitative part of research when testing the statistic hypotheses (Fisher’s test or Pearson’s chi-
squared test). Dependency between attitudes of respondents towards the motivation effect of the 
performance bonus on the service activities performance and their participation in the organization unit 
was proved.  

By testing the hypotheses, dependency between the attitudes of respondents towards the motivation 
effect of the evaluative interview on the service activities performance of their subordinates and the 
age of respondents was proved. Respondents up to the age of 40 answered on average that the 
evaluative interview of the service evaluation does not rather motivate their subordinates for the 
service activities performance and respondents from the age of 41 answered on average that rather 
yes. According to the Welch’s test, it is a statistically significant difference of mean values with 95% of 
probability.  

During following testing of hypotheses, dependency between the attitudes of respondents towards the 
motivation effect of the performance bonus on the service activities performance of their subordinates 
and the participation of the respondents in the organization units was proved. According to the 
Welch’s test, it is a statistically significant difference in the mean values on the significance level 
α= 0.05.  

It is also possible to say that the dependency between the attitudes of respondents towards the 
motivation effect of service evaluation in connection with the career growth and their participation in 
the organization unit was proved. Respondents of one organization unit said that they rather disagree 
with the fact that they are motivated to achieve the best results in service evaluation because they 
contribute to their career growth. The average of answers of the respondents of the second group was 
rather yes. Welch’s test proved that it is a statistically significant difference in answers of respondents 
on the significance level α = 0.05. 

The research proved the dependency of attitudes of respondents towards the motivation effect of 
service evaluation of subordinates in connection to their career growth. Respondents up to the age of 
40 answered on average that they rather disagree with service evaluation being a significant tool for 
career growth of subordinates.  

When testing set hypotheses, dependency between attitudes of respondents towards the motivation 
effect of service evaluation of subordinates in connection to their career development on the service 
length of respondents was proved. Respondents with the service length up to 15 years said on 
average that they rather disagree with service evaluation being a significant tool of career 
development of subordinates but respondents with service length from 16 years answered rather yes 
on average. 

By a structured interview, the author of this contribution was discovering the reasons why respondents 
most likely answered by above mentioned ways. The members of panel stated that the probable 
reason why respondents answered that service evaluation does not motivate them to the service 
activities performance is a negative experience with service evaluation in the past. The reason why 
soldiers stated that the performance bonus does not motivate them to increase the service 
performance activities is the fact they compare its amount with past period. The members of panel 
agreed with respondents that they do not consider the evaluative interview of service evaluation to be 
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a motivation tool to influence working performance of their subordinates. As possible causes, they 
formulated as decisive reasons mistakes made by evaluators and also an inappropriate frequency of 
annual evaluation. We consider the agreement in attitudes of the members of the panel towards the 
change within the service evaluation process to be crucial; this agreement would lead to the increase 
of motivation effect. The mutual feature is the concept of involving more evaluators into the process of 
service evaluation. The mentioned measure would increase not only its objectivity but it would 
increasingly correspond to the level of fulfilment of requirements of inner costumers of an evaluated 
person.  

4 CONCLUSIONS 
It was possible to suggest recommendations aiming for increasing of motivation effect of the service 
evaluation process towards the social activities performance and career growth of professional 
soldiers of AF CR on the basis of the analysis and evaluation of data. It would be appropriate to set 
the standards of a soldier who is evaluated as excellent, very good, good, sufficient, insufficient, which 
followed from the analysis of the current state of the service evaluation process of AF CR.  

Respecting the results of continuous evaluation of soldiers is a significant solution for objective service 
evaluation. It would be appropriate to introduce a standardized record of mentioned behaviour in case 
of important event or if he does not fulfil set task, this followed the analysis of the service evaluation 
process.  

The possible reason why the service evaluation does not motivate soldiers to the activities 
performance lies in a bad approach towards service evaluation in the past because the concepts and 
recommendations for career and development of soldiers set in the service evaluation were not used 
and the results of the service evaluation for soldiers’ career management were not used sufficiently, 
which follows from performed interviews in the second – qualitative part of the research. 

From the empirical research followed that a part of respondents do not put appropriate emphasis on 
individual training for service evaluation both in the role of an evaluated person and evaluator (81 % of 
respondents had not done the service evaluation by using the evaluative form of service evaluation 
before your last evaluative interview, 7 % of respondents had not realised the content and description 
of service activities of an evaluated soldier before the last service evaluation, 14 % of respondents had 
not known the results of previous service evaluation of soldiers before the last evaluation, 3 % of 
respondents thinks they do not have technical pieces of knowledge to evaluate subordinates). It would 
be appropriate so that a soldier would be familiarized with evaluation and could subsequently prepare 
for evaluative interview. It can be assumed that if a soldier is actively involved in the tasks and aims of 
personal development assignment, it could be an appropriate prerequisite for motivating the soldier to 
his development and to improve the service activities. Furthermore, it followed from the interviews that 
the possible cause of some soldiers not being motivated by the service evaluation to the service 
activities performance and the reason why they do not consider it as a tool of motivation of their 
subordinates is connected to the evaluators’ mistake, or rather superiors. This can be eliminated by 
thorough training of evaluated people and evaluators.  

Another finding from performed research is that some crucial and measurable indicators are not 
covered in the part no. 3 of the evaluated form of service evaluation which influences resulting grade 
and thus also its motivation effect. Also evaluation of fulfilling of set tasks and aims of personal 
development belongs among measurable and thus objective indicators. According to the comparative 
analysis in Hungary, mentioned factors significantly affect the overall result of an evaluated soldier. 
Another inspiring suggestion following the research and comparative analysis of the service evaluation 
processes is the possibility of involving more evaluators into the service evaluation process to 
increase its objectivity and motivation effect.  

The panel of experts said that primarily evaluators ranked in the places of squad and section leaders 
do not have appropriate pieces of knowledge and necessary skills so that the evaluation is performed 
objectively.  

E.g. in the Republic of Croatia and the Kingdom of Belgium, more evaluators are involved in the 
service evaluation process. This fact is in harmony with modern approaches of practical personnel 
management.  
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