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Abstract. The aim of the article is to present the position of public administration officials with a focus on
the Czech Republic as an example of good practice. In today’s globalized society, the term clerk (or offi-
cial) appears in a rather negative connection, following the organizational structure and bureaucratic appa-
ratus. However, it is difficult to identify from the perspective of the media and the society itself what the
view of the officials themselves on their profession and the difficulty of this profession is. The aim of the
paper is to describe the position of the official and his/her performance connected with the view of the dif-
ficulty of this profession. The paper uses quantitative research methods through a questionnaire survey in
public administration aimed at officials as respondents. Other methods used in the paper are analysis,
comparison and description. All these methods of research give an overview of the selected view of offi-
cials on the performance of their profession in the selected group.
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1. Introduction

The Ministry of the Interior of the Czech Republic,
in the published code of ethics of officials and em-
ployees working in public administration, states at
the outset that “every official and employee of
public administration is obliged to respect and re-
spect the legality of all procedures and equal ac-
cess to to all natural and legal persons. The pur-
pose of this Code is to create, maintain and deepen
public confidence in public administration’. From
the foregoing it is clear that the preamble to the
preamble reveals the difficulty of this profession,
which is, without a doubt, the status of civil serv-
ant. The aim of the paper is to clarify and focus on
selected problems of this profession towards the
performance of clerical profession. The position of
officials is not easy at all, not only in the Czech
Republic but in the globalized world. They are re-
quired by law to observe the principles of state
administration. Their profession is directly related
to the law and is associated with it without excep-
tion. The paper will focus on the basic characteris-
tics and definition of an official not only in the
Czech Republic. Subsequently, it defines the prob-
lems commonly encountered in the performance of
state administration. Basic risks and opinions of
the officials themselves on selected problems will
be identified. The analysis of these opinions was
carried out by means of a questionnaire survey,

which was attended by over one hundred respond-
ents performing this preference in the selected re-
gion.

The paper will use methodological methods of
analysis, synthesis, induction, and deduction. The
methodological basis of the research follows the
objective of the paper, which is selected problems
of employees in public administration with a par-
ticular focus on the Czech Republic. The method
of analysis serves to divide more complex facts
into simpler parts, according to common or differ-
ent features. This research method will be used
mainly in the introductory chapter, but its features
will be found throughout the text. Synthesis is a
true opposite, thus combining several elements into
a whole. This method is noticeable in the paper
mainly in defining the risks of the profession of
officials as well as in the critical areas of their per-
formance. The mentioned methods will be fol-
lowed by induction and deduction, which are used
mainly in the field of secondary data in the last
chapter of the paper. A method that is indispensa-
ble for the contribution is a description, ie descrip-
tion of the existence of phenomena and their prop-
erties. Without this method, the contribution would
lose its meaning (Hendl, 2005). The defined objec-
tive of the work, thus defining and describing se-
lected problems of public administration officials,
will be supported by quantitative research carried
out by authors of the work based on a question-
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naire survey among officials in the Czech Republic
and participants in administrative proceedings.

This paper will serve as a marginal insight in-
to the performance of the civil servant’s profession
and may serve as a basis for further comparison of
civil servants’ activities in each country. The
sources used in the text | at the end of the article
are not only from the relevant laws, professional
literature and available publications, but also use
the findings of the research conducted by the au-
thors of the article.

2. Human resources in public administration

In the past, the issue of human resources was ad-
dressed by Max Weber, who considers the so-
called signs of “inhumanity” to be ideal. At pre-
sent, society is turning rather to the negative side
of public administration and regards officials as
persons who tend to damage public administration
by their position. However, Professor de Vries
points out that there is, first and foremost, much
more to be done to make people feel proud to serve
the public. To constantly criticize and complain
about bureaucracy is not going anywhere. It can be
stated that without state administration, including
the provision of a public office at the level of mu-
nicipalities and regions, it would not be possible
for public administration matters. However, the
public is little aware of this fact (Wiesnerova,
2015). Thus, this chapter will focus on the basic
definitions and characteristics that relate directly to
officials. These are, in particular, terms such as
human resource, civil servant, service, civil service
and public service. It is important to define this
theoretical basis, as the follow-up research will
cover only a selected sector of government at the
territorial level.

Peter F. Drucker states that people are the
largest capital. It is undeniable that the term is
based on the private sector, but at present the strict-
ly defined boundary between private and public is
lost (concepts of social responsibility, PPP, etc.).
Mr T. Ciceron (Philosopher, 106-43 BC) describes
the official as a person who is to be aware that “his
task is to represent the community, protect its dig-
nity and honor, uphold the law, rule on the law and
remember that all of this has been entrusted to his
conscience” (Miller, 2000). The above definition
appeals to the issue of the use of human resources
in the area of public administration and appeals to
the difficulty of this profession. For this reason,
personnel issues are one of the basic components
of administrative science and administrative poli-
cy, which are generally classified as public admin-
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istration. The institute of the profession of civil
servant and its establishment is closely connected
with the promotion of the state ideas of the 18th
century European states, which were constituted on
the territorial principle. On this basis, however, the
relationship between the monarch and his official
has received certain “fiscal dependencies”, such as
loyalty, the peculiarities of the Monetary relation-
ship, which have been expressed by some kind of
clerical ethos and law. It is a period in which bu-
reaucracy arises as a special profession. In modern
times, public administration has become more
open and thus more transparent and controllable. It
takes on the nature of a service to the public and
ceases to be understood only as a ruling authority
(Zimek, 2010). This is connected with the trans-
formation of the role of public administration em-
ployee. The new role of an official (authorized of-
ficial) of public administration is also related to his
relationship with politics. It’s a contradictory rela-
tionship. Naturally, public administration is the
realization of the policies of the state, municipality,
region or other public administration bearer. For
this reason, it retains its importance in the modern
democratic state, and the aforementioned expres-
sion of loyalty, but also in the sense of neutral and
loyal administration in the public interest, regard-
less of the immediate composition of the governing
body. Ordering such fidelity does not mean that a
public servant is to be restricted in his lifelong du-
ties, for unjustified privilege and inequality, for
guaranteed career advancement, and as a barrier to
those who stand apart from the state apparatus.
Reference is also made to the decreasing efficiency
of the civil service profession. These include in
particular the anonymity and isolation of officials,
the maintenance of unnecessary official secrecy,
the solidarity of the bureaucracy externally, which
makes it opaque and leads to the irresponsibility of
individual officials, respectively. corruption, as
well as delays in handling the affairs of citizens
and other parties to administrative proceedings.
The decreasing efficiency of the clerical profession
is associated with a tendency to inertia and comfort
(which is often not true) (Frederickson etal.,
2012). If a definition is to be sought in the legal
order, we can find it in the Czech Republic specifi-
cally in Act No. 312/2002 Coll., On Officials of
Territorial Self-governing Units, as amended (here-
inafter the Officials Act). In this case, the cited Act
defines an official as (provision of § 2 (4)) an em-
ployee of a territorial self-governing unit involved
in the performance of administrative activities. For
the purposes of law, administrative activities shall
mean the performance of tasks in the independent
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or delegated competence of the territorial self-
governing unit according to special legal regula-
tions.

The following terms “service relationship”,
“civil service” and “public service” relate to the
exercise of a civil servant's profession and thus
directly to human resources as such. The service
relationship is generally based on Act No.
234/2014 Coll., On Civil Service, as amended. It is
a contractual relationship between an employee
and an employer, which is the state. The subject is
a work activity that a public servant undertakes to
perform for a salary (not a wage) for an employer.
In the Czech Republic, it is governed by the rele-
vant legal regulations, in particular Act No.
234/2014 Coll., On the Civil Service and Act No.
361/2003 Coll., On the service relationship of
members of security forces. The employment rela-
tionship may be concluded for an indefinite period
of time or possibly for a definite period of time,
after which time it ends. The service relationship
takes into account in a certain way the specific po-
sition of civil servants in comparison with employ-
ees in normal employment relationships, resp. em-
ployment. There are various statutory restrictions
on employees in this relationship, as well as certain
benefits (eg there may be legally limited options
for termination or specifically modified severance
payments). The term civil service is used only for
employees of the state. However, this civil service
is a narrower term than the public service, which
also applies to employees of other public admin-
istration holders. In the conditions of the Czech
Republic, the difference may also be expressed by
the fact that an employee of another public admin-
istration holder (eg a municipality or a region) may
have a different legal regime than an employee of
the state. The public service as an administrative
activity can then be divided from various points of
view, for example according to the duration of the
activity, the appointment to the function, or the
method of implementation (Pavlik et al., 2014).

3. Public administration in the Czech Republic
and its classification

Public administration in the Czech Republic has
undergone a significant transformation, namely
since 1993, when it became an independent demo-
cratic state. Since 1989 it has been defined as dem-
ocratic, but it was still part of the Czechoslovak
state. However, this was changed by Constitutional
Act No. 1/1993 Coll.

The road to modern democratic public admin-
istration has led to considerable reforms that have
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taken place in two phases. The first was the estab-
lishment of regions and the transfer of a wide range
of competencies from the central state administra-
tion to the territorial self-government. The second
meant the abolition of district offices and the trans-
fer of competencies in public administration to re-
gions and municipalities. The result of the second
phase of the reforms was therefore the creation of
municipalities with a delegated municipal authority
and the determination of municipalities with ex-
tended powers (Act No. 314/2002 Coll.). It can
therefore be stated that in the present democratic
Czech Republic there is a so-called two-tier system
of territorial self-government, which consists of
municipalities, which are basic territorial self-
governing units and regions that are higher territo-
rial self-governing units (including the City of Pra-
gue). In the case of autonomous competence, we
are talking about self-government within which
municipalities or regions administer their affairs
independently, on their own account, in their own
name, being bound only by laws and other legal
regulations. The principle of subordination does
not apply here. The delegated competence con-
cerns the exercise of state administration, which is
not carried out directly by the state by its own au-
thorities, but indirectly, through the bodies of local
self-government. The principle of subordination
applies.

In the Czech Republic, the so-called joint
model of public administration was chosen. that
municipalities and regions carry out in addition to
self-governing powers also state administration in
delegated powers. There are also state administra-
tion authorities in the territory (eg financial admin-
istration, social security administration), but these
are in the nature of specialized bodies for individu-
al branches or their parts, the state administration
body with general competence in the territory does
not operate in the combined model. Self-
government performance is also based on the prin-
ciple of decentralization in the combined model, ie
self-government is not subordinate to the state and
lower self-government is not subordinate to higher
self-government (Ministry of the Interior Czech
Republic, 2018).

3.1. The position of civil servants

In the Czech Republic, the key law for the charac-
teristics of the civil servant profession is Act
No. 312/2002 Coll., On officials of self-governing
units and on amendments to certain laws (hereinaf-
ter the Act on Officials). This Act regulates the
employment of officials and their training. Thanks
to this Act, the profession of an official is also con-
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sidered in the Czech Republic as an employee of
the office of a territorial self-governing unit, who
participates in the performance of administrative
activities while being included in the office of the
given local self-governing unit. The above-
mentioned Act does not apply to employees classi-
fied in organizational units of territorial adminis-
trative unit, employees classified only in its special
bodies and employees who perform exclusively so-
called service activities or who manage the per-
formance of such activities. It also does not apply
to members of elected bodies of territorial self-
governing units, nor to those persons whose em-
ployment relationship with the given territorial
self-governing unit is given by an agreement on
work performance or agreement on work activity,
even if these persons were participated in the per-
formance of administrative activities. These labor-
law relationships are governed by the Labor Code,
not the Act on Officials. Interestingly, the Act on
Officials beyond the Labor Code lays down the
preconditions for the employment of an official.
Thus, an official may become a natural person who
is a Czech citizen or a natural person who is a for-
eign citizen but who has a permanent residence in
the Czech Republic provided that he / she has
reached the age of eighteen, and / or legal capacity;
language and meets the prerequisites for carrying
out administrative activities set out in a special le-
gal regulation (Kamradova & Sciskalova, 2019).
The law clearly states that the duty of an offi-
cial is to act in the public interest, to act and decide
impartially, to comply with constitutional regula-
tions, laws and other legal regulations. Another
duty of an official outside the above is his obliga-
tion to refrain from such conduct that would seri-
ously undermine the credibility of the territorial
self-suffering unit (municipality, region). The posi-
tion of employees in public administration is not
only related to the actual adjustment of the condi-
tions stipulated by the law for the conclusion of an
employment contract, but also mainly to further
education, which is obligatory for civil servants in
the Czech Republic (Institute for Public Admin-
istration Prague, 2019). Territorial self-governing
unit (region, municipality) provides education
through accredited educational institutions. Each
official must have a timetable for upgrading the
official’s qualifications. This plan shall be drawn
up by the Territorial Self-Governing Unit no later
than one year after the official’s entry into service.
The plan must include at least eighteen days’ edu-
cation over the next three years. It is the duty of the
clerk to deepen the qualifications of the individual
parts in initial and continuing education and in the
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preparation and verification of special expertise.
This education is completed by a proficiency test.
(Act No. 312/2002 Coll., On official self-
governing units).

Despite the above-mentioned demands that
are imposed on employees in public administration
from the perspective of the law, there are still oth-
ers that can be defined from the so-called social
point of view, which include psychological, social,
ethical, cultural and social claims. Each of these
claims entails mainly the resilience and readiness
of individual officials to deal with situations they
may not always be prepared for. Among them we
can also include the issue of aggressive client,
which appears in today’s society more and more
often. The question concerning aggressive clients
and meeting them in the performance of their pro-
fession was part of the research of the authors,
which was conducted from July to December 2019
in the selected region in the Czech Republic. The
research was focused on officials of self-suffering
units and besides their position also focused on the
mentioned issue. Altogether 234 officials partici-
pated in the survey and from them alarming 81%
replied that they not only met an aggressive client
in their profession but also felt their aggression
through verbal attacks, threats, physical assault,
family assault, personal property destruction ( such
as cars, house damage), unjustified criminal com-
plaints, bullying, complaints, lying, etc. The an-
swers to the above questions are shown in Fig-
ure 2. Which percentage expresses the means used
by aggressive clients towards officials. Figure 1
shows the number of officials who answered
whether or not they had met an aggressive client in
the exercise of their profession.

It is interesting how this topic provokes pro-
silent discussions. With regard to this fact, the cli-
ents of the authorities whose officials answered the
question of the aggressive client were also contact-
ed in the region. The clients themselves felt in this
respect, however, affected by the so-called aggres-
sive clerk. Their aggression manifested eg.

Yes [EH No [

Figure 1. Number of officials meeting an aggressive
client (Kamradova & Sciskalova 2019)

It is clear from the above that an aggressive
client encounters a considerable part of the office
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staff very often. Only 18% of the survey partici-
pants did not see this type of clenta.

Interestingly, a significant number of authori-
ties already routinely envisage an aggressive or
otherwise negative client, for example, the City of
York, England, has issued a manual on how to
treat clients (instructions are mandatory). Part of
the handbook is also a procedure how to treat a
problem or aggressive client. For example, the of-
ficial's recommendation is to maintain calmness,
smile, use assertiveness, and only in extreme cases
is the official allowed to leave the counter (Baga-
rova Grzywa, 2002). In the questionnaire survey of
the authors of the article, the question of a manual
for meeting an aggressive client also appeared, on-
ly 36% of respondents said that the manual was
available to their bureau for officials. 60% of par-
ticipants would welcome this manual at the work-
place (Kamradova & Sciskalova, 2019).

13(5,6%)
12(51%)
0% 5% 10% 15% 20% 25% 30% 35% 40% 45% 50% 5% 60% 65% 70% 5% B

(| (I 1 [
Verbal Attacks, Threats, Physical Assault, Others

Figure 2. Types of attacks of aggressive clients
(Kamradova & Sciskalova, 2019)

As mentioned above, the clients also respond-
ed to the question of agrees in their dealings with
the official. More than thirty percent said they had
encountered an aggressive official, which is not as
high as in the previous view, but this is alarming in
relation to the professionalism of the officials. Ac-
cording to clients, the aggressiveness of officials
was manifested, for example, by bias, superiority,
arrogance or verbal attacks. This is indicated by
Chart 3 below.

2(4,7%)
0% 5% 10% 15% 20% 2% 30% 35% 40% 45% 50% 55%  60% G5% 0% 754

Captivity BB Superiority [ Insults C]Other I

Figure 3. Means of aggressive officials
(Kamradova & Sciskalova, 2019)
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However, one of the questions that has been
raised with regard to public administration clients
has also been aimed at officials who, on the other
hand, were extremely willing to help clients solve
their problems. It is positive that over eighty per-
cent of those polled answered positively to the
question and defined the official as being extreme-
ly willing to help them, being willing to advise
them, or simply discussing their problem and pro-
posing a solution beyond their competence within
the office. This fact must also be taken into ac-
count as a shift from the negative social perception
of officials to the positive.

Corruption is a very interesting area from the
point of view of claims on civil servants and em-
ployees in public administration (the authors clas-
sify it as a group of so-called ethical claims). Cor-
ruption is generally considered a covert, unfair act.
The authors often look at it similarly and exhaust-
ively define it from various points of view (large,
small, common, municipal, etc.). Professional
qualification acquired in 2016. A total of one hun-
dred and twenty officials working in public admin-
istration participated. When asked whether their
code of ethics was applied in their office, seventy
percent answered yes, which is a high percentage
given the negative attitude of the public. Interest-
ingly, however, was one of the questions relating
to the relationship of the code of ethics to the be-
havior of officials and corruption. Three quarters
of respondents replied that the Code of Ethics very
well regulates the behavior and conduct of officials
of territorial self-governing units (ie their work-
places) so as to prevent corruption. On the other
hand, there are twenty percent of respondents who
have no information at all. Here is the question for
discussion, where is the problem? Inadequate in-
formation to the public or officials, or rather their
superiors, who are responsible in this respect. De-
spite this fact, it is positive that these respondents
have an overview of the basic rules of corruption.
Ninety-nine percent of respondents answered cor-
rectly when asked about what is not corruption.
Specifically, it was a choice of: receiving a bottle
of alcohol, receiving a bouquet, providing cash,
and providing counter-services. Respondents were
well acquainted with the fact that only accepting a
bouquet is not a corrupt act (Sabatova et al., 2017).

The issue of corruption has also been raised in
the authors’ questionnaire, both from the point of
view of the officials themselves and from the point
of view of clients who answered the question of
whether they encountered corruption among offi-
cials and by what means. 80% of officials an-
swered this question in the negative and another
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20% omitted the question altogether. Against this
fact, the participating clients, specifically, only ten
percent of the participants who said they have en-
countered corruption of officials through small
gifts, protectionism, clientelism and money.

One of the interesting areas of the civil serv-
ant's performance is also their remuneration, which
is mainly governed by law. Given that public ad-
ministration employees have considerably limited
opportunities in any way other than those provided
for by law, earnings, the financial remuneration
should be sufficiently high in view of the difficulty
and performance requirements of the profession.
(Tichackova, 2019) In the Czech Republic, there is
a certain advantage that, during the practice, at
least every two years the salary increase is ensured
for officials by an average of CZK 1,500 (Praco-
mat, 2019). In practice, however, this is often dif-
ferent. Salaries in public administration are deter-
mined on the basis of pay tables for civil servants,
this category, of course, also employees in public
administration in general. In the salary table, it is
possible to determine, on the basis of grade and
step, to which basic salary a civil servant is entitled
(Civil Service Act 234/2014 Coll.).

This question was also affected by the authors'
questionnaire survey. As part of the clerical part of
the questionnaire, officials were asked to answer a
series of questions about the difficulty of their pro-
fession in terms of education, their entitlement to
education and their social life, the public's view of
their profession and, of course, their financial per-
formance. Act. Sixty-six percent of respondents
said that although the demands placed on public
officials are much higher than in the public sector
and the financial reward is not so great, they are
willing to work in this sector for several reasons,
including certain social security, social prestige
and of course, a salary procedure. They consider
the most demanding in their profession knowledge
of law, responsibility, education and others (offi-
cials have written self-education, loyalty, decency,
morality, ethics, mental resistance, etc.). The an-
swers are shown in the graph. No. 4.

103 (44,0%)

8(3,4%)

0% 5% 10% 15% 20% 25% 30% 35% 40% 4% 50% 55%  60%  65%  70%

Law [ ResponsibilityC@EducationC—] Other N

Figure 4. Knowledge necessary for the performance of
the official (Kamradova & Sciskalova, 2019)
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It should be noted that, despite the many
negative views not only of the company and the
media on the performance of the civil servant pro-
fession, a positive view of their profession
emerged from the perspective of clients. Eighty
percent of the re-spondent said they were aware of
the demands of the accounting profession. This
includes work with people, entitlement to educa-
tion, financial remuneration and responses to
changes in law and other necessary methodology.
Clients, however, recommend to the officials fur-
ther development in terms of greater understanding
of the problems of clients coming to the office,
compliance with the code of ethics, more impar-
tiality and independence, less bias, more considera-
tion or study of law, willingness and smile.

The officials themselves were confronted with
the view of the officials themselves and their per-
formance by answering seven questions that had to
be answered yes or no. These questions were:

The profession of civil servant is viewed
positively by the company.

As an official in public administration, |
feel my profession as a mission.

The company perceives the profession of
official negatively.

In the public sector, employees are more
restricted by law.

The concept of bureaucracy in the nega-
tive sense of the public administration in
the Czech Republic does not apply.

At my workplace, | feel support and sup-
port in my superiors under the decentrali-
zation system.

Benefits for civil servants have limits,
which need to be constantly improved.

As mentioned above, officials have been in-
volved in this survey for more than two hundred
and some answers of these employees are highly
alarming in terms of human pride in their profes-
sion and the position they occupy in the company.
see above). For example, the first question when
officials ask if their profession is perceived posi-
tively by over eighty percent of those involved re-
sponds negatively, a rather alarming figure in to-
day’s modern and educated society. Despite this
fact, more than sixty percent of officials feel their
profession as a mission they fulfill for the good of
society. The third question only asks the answers
of the individual officials to the first question and
the fact that the company perceives the officials
negatively. Yes, more than seventy-seven percent
responded. The other two questions in the Yes / No
series concern the performance of public admin-
istration and the position of individual officials
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therein. When asked about bureaucracy in public
administration, most respondents answered that
they were not aware of the negative meaning, but
most of the officials feel their support and support
at their workplace. Nevertheless, the last question
about the limits of public administration in the
temporal republic was clear, ninety-two percent of
the respondent replied that the limits need to be
constantly shifted and there is always room for fur-
ther shift in it towards approaching the employees
themselves but also clients. Graph 5 shows the an-
swer in more detail.

315.4%)

148(6324)
182(778%)
205(876%)

157(671%)
26{52.3%)

Yes A No [

Figure 5. Statements and opinions of officials in %

6. Conclusions

The aim of the paper was to present the position of
civil servants with a focus on the Czech Republic
as an example of good practice. It is clear that in
contemporary society the term clerk appears rather
in a negative connection, in relation to the organi-
zational structure and bureaucratic apparatus. As
the aforesaid, the clerks themselves tend to have a
negative view of themselves and the exercise of
their profession in their position in society. Alt-
hough public administration is a management-
driven organization, governed mainly by law, it
cannot forget that the human factor is indispensa-
ble for the performance and functioning of public
administration. Essentially, we could characterize
the findings in several key points that apply to this
article:
— Modern public administration has under-
gone several reform stages over the last
twenty years, which has resulted in the
strengthening of local government and
decision-making in it.
Thanks to these steps, individual states
have strengthened not only the demands
placed on civil servants but also the de-
mands on the execution of the authorities
towards clients — citizens.
As a result of these steps, there are often
negative views on the authorities them-
selves and the bureaucracy, often due to
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the overload of individual positions within
the public administration.

Independent Officials Despite the compa-
ny’s noon performance, they view their
position in society and occupation as a
mission to be accomplished.

The first part of this article is based on the
basic facts concerning public administration and
the role of the human factor in it. In the following
chapter it analyzes the position and basic structure
of public administration in the Czech Republic as
in a modern democratic state, which in this respect
represents an example of good practice, how the
public administration works and the officials them-
selves. Part of the final part of the article is an
analysis of the questionnaire survey of the authors
of the article, which was carried out through two
guestionnaires created for the territorial self-
government concerned with a focus on the selected
region. These questionnaires were aimed both at
officials and clients themselves, who use the ser-
vices of officials in self-government offices. The
article focused on several selected areas of prob-
lems that individual officials and clients at the au-
thorities face in everyday contact. Very interesting
answers appeared in the questionable question of
the aggressive client, which was met by almost
eighty-two interviewed officials. Opposite in this
respect seems to be the issue of aggressive or arro-
gant officials, which over eighty percent of clients
surveyed met. Another issue that raises discussion
on the part of both officials and clients is the issue
of performance. Despite the fact that both so-called
camps (officials and clients) realize the de-
mandingness of this profession, there is a rather
negative view of this performance, even from offi-
cials themselves, who perceive this negative per-
ception of their profession in society.

The aforementioned are only marginally se-
lected problems faced by officials and clients in the
public administration, but there are still risks that
officials are much more at risk in their perfor-
mance than, for example, employees in the private
sector. These risks are identified by the authors of
the article in their paper entitled The Difficulty of
Official Performing in Public Administration with
Focus on the Czech Republic (Kamradova & Scis-
kalova, 2019). They are:

Social risk: Possible exclusion of employ-
ees from society based on strict regula-
tions and exclusion from certain social ac-
tivities of citizens who are not legally
bound by employment.

Mental risk: There is an increased risk of
burnout and psychological extinction due
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to the constant increase in professional
demands on employees and the amount of
communication with clients.

Economic risk: The disproportion be-
tween the amount of obligations and fi-
nancial remuneration in the public sector
is often the cause of employees leaving
the private sector.

The aim of the paper was to describe the posi-
tion of an official and his performance connected
with the view of the difficulty of this profession.
The paper uses quantitative methods of research by
means of a questionnaire survey in public admin-
istration aimed at officials as re-spondents. Other
methods used in the paper are analysis, comparison
and description. All these methods of research give
an overview of the selected view of officials on the
performance of their profession in the selected
group. The aim of the authors of this article was to
stimulate discussion in this area and to make pos-
sible recommendations for further research, either
practical or theoretical. The literature that is used
in this article is mainly focused on legislative doc-
uments based on the Czech legal order, but theoret-
ically, it also used professional literature in con-
nection with the focus of the article mostly on the
Czech environment.
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