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Abstract 
An important role of public administration bodies is stated in many strategic documents both at national and 

international level. The public sector has always been under pressure to increase its efficiency and productivity. 

As literature review points out, public administration should be able to flexible reaction to manage various agenda 

in effective way. The paper focuses on internal assessment of institutional readiness on flexible reaction to manage 

migration and diversity impacts by public organizations at local level. Pilot survey sample consists of public 

representatives from Košice County. Effective migration and diversity management is a current challenge for the 

systems of public administration. The results are intended to predict which categories of respondents (public 

representatives) have the odds to rank institutional flexibility to manage migration and diversity impacts as very 

low. Ordinal logit regression model was constructed. The findings point out that a significant proportion of the 

respondents have ranked institutional readiness to flexible reaction to manage migration and diversity impacts as 

medium and rather high. Work duration in public administration 1 – 10 years is shown as significant independent 

variable that influences the odds of respondents to rank flexible engagement of public representatives to manage 

migration and diversity impacts at local level as very low. 
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1 Introduction 

Public administration is an executive power. An important position of public administration 

bodies is stated in many strategic documents both at national and international level. Public 

authorities pursue given competences in the field of economic and social development, culture, 

security or environmental protection. However, the public administration system is 

characterized by dynamic changes due to internal and external factors (global effects, politics, 

citizens' expectations, financial crisis and others). Public authorities have to face different 

challenges, with constant pressure on the efficiency and effectiveness. The public sector has 

always been under pressure to increase efficiency and productivity. The challenges of 

globalization, increased mobility of people, technology, societal, demographic and climate 

change, are more than ever a fundamental impact on the role of the public sector and 

governments. These changes coupled with the importance of administrative capacity increasing 

require for strong and stable authorities, which are at the same time agile and flexible, and open 

to change (Matei – Iordache, 2016). Flexible reaction producing desired outcomes is required. 

It is clear that public authorities have recently been found unprepared e.g. to deal with the 

migration crisis or the financial crisis. This also highlights the need to build administrative 

capacity so they are prepared to manage and get under the control standard administrative 

agenda and less predictable consequences. The paper points out institutional readiness on 

flexible reaction to manage migration and diversity impacts in public organizations at local 
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level. Pilot survey sample consists of public organizations from Košice County. Effective 

migration and diversity management is a current challenge for systems of public administration. 

Administrative capacity building is a highlighted topic that is supporting by the European Union 

as well. Success of European integration and achievement of European goals is necessary based 

on skilled administrative capacity able to perform given competencies in effective way.  

 

2 Constantly under Pressure of Current Challenges 
The role and importance of public organizations in effective functioning of governments is 

emphasized in several scientific papers (e.g. Piña - Avellaneda, 2017; Matei – Iordache, 2016). 

The public sector has always been under pressure to  increase  productivity,  to  deliver  more  

citizen-centric  services  and  to  enhance  democratic   participation.  However,   the   current   

challenges   of   globalisation,  technology,  increased  mobility  of  people,  goods  and services, 

ageing, societal change, and climate change are now more likely than ever before to have a 

more fundamental impact  on  the  role  of  the  public  sector  in  Europe (European Commission, 

2013). The contemporary age of austerity has added further pressure on organizations to seek 

innovative solutions to deal with policy problems, whether they relate to dwindling resources 

for enforcement activities, or the ability to finance social services (Lodge – Wegrich, 2014). 

Public authorities are required not just for “ad hoc” solutions. They shall develop sophisticated 

policies to reach public interest. To do this, they need skilled administrative capacity. While 

public administration capacity building aims primarily at institutions (systems and structures), 

the capacity building of individuals (e.g. staff of institutions) can be equally important to 

improve the ability of these institutions to perform in a more effective and efficient way 

(European Commission, 2014). Public administration is facing various challenges stemming 

from the latest developments at local, regional, national as well as European and international 

level. Public institutions play a key role to serve and manage public interest. Just because public 

representatives must be able to reflect and predict future scenarios. Several strategic documents 

and scientific literature point to possible future challenges for public administration systems.  

 

Capacity building is  not  the  ultimate  purpose  of  any  public  sector  organization,  but  only  

a  means  to increase its capability to meet the challenges of the 21st century. The concept of 

public value is more and more frequently used by scholars  and  politicians  to  highlight  the  

overall  importance  to  consider  not  only  (in  the  sense  of  New  Public Management) the 

products/services delivered to the citizens-users and their impact on public problems, but also 

to address a broader agenda aimed at refreshing democratic processes and empowering the 

citizens (EIPA, 2015). Emphasis must be placed on building the capacity of public 

administration to foresee and prevent, or at least to manage, economic, financial and other 

crises. Emphasis must also be placed on preparing public servants who are capable of managing 

tomorrow today. In addition, public administration capacities must be strengthened through 

enhanced data-gathering and statistical systems, in many cases linked to monitoring systems. 

The capacity of public servants must also be enhanced so that they can adequately assess early 

warnings about possible crises, make a decision and act upon them in a timely manner. The 

needs that must be addressed by public administration must be assessed not only in terms of 

today, but also, and in particular, in terms of many years hence with a view to preparing for any 

crisis (UNPAN, 2010) Public  organizations  are  considered  as  intellectual  if creating  

innovative  approaches  concerning  fiscal  policy,  educational  system,  exploration  and 

development,  public  purchasing  procedures  and  other (Bounfour – Edvinsson,  2005). 

Considering  that  the  decisions  of  public  administration  are  being  made  and services  are  

provided  according  to  restrictions  and  priorities  formulated  by  the  politically administrative  

system,  the  most  important  factors  that  influence  labour  productivity of  public 

administration’s intellectual workers are the employee’s understanding of the core of the task 
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and  the  goals  to  be  achieved;  a  chance  to  take  part  in  and  contribute  intellectually  to  

the management  processes  of  both  their  work  and  the  whole  organization;  a  chance  to  

continually learn  and  develop;  the  selection  of  qualitative  work  assessment  methods;  work  

conditions  and the  organization’s  inner  culture  that  is  both  motivating  and  promotes  a  

creative  work atmosphere (Sarnovičs, 2010). Public administration reflects the institutional 

foundations of how countries are run. The quality of governance in general and of public 

administration in particular determines the performance of all public policy domains. Public 

administration addresses the needs of society and frames it’s functioning through organisational 

structures, processes, roles, relationships, policies and programmes. Public administration 

shapes economic prosperity, social cohesion and sustainable growth. It defines public services 

and moulds the environment for creation of public value (European Commission, 2016).  

 

On a European scale, the prerequisites for the modernisation of public administration and 

successful reform are often dealt with under the concept of administrative and institutional 

capacity building (Heichlinger et al., 2014). In practice there is a large variety of classifications 

of capacity building activities. According to the World Bank, institutional capacity building 

encompasses three main activities: skills upgrading (who), procedural improvements (how), 

and organisational strengthening (what system). OECD (2008) defines institutional capacity as 

the sum of organisational, structural and technical systems, as well as individual competencies 

that create and implement policies in response to the needs of the public. The emphasis on 

performance introduces the possibility that its predicates have been comparatively neglected or, 

at least, partially isolated from performance-based research and applications. Organisational 

capacity and performance in the broadest sense describe the inputs and the outputs (or 

outcomes) of management systems (Christensen – Gazley, 2008). Policy development  and  co-

ordination  needs  to  be underpinned  by  arrangements  and  capacities  for  policy planning, 

development, co-ordination, implementation and monitoring. The policy-making system needs 

to be well organised and to function in a competent manner. (SIGMA, 2016). 

 

3 Migration, diversity and public authorities 
The public sector faces economic, social and environmental challenges, technology is 

revolutionising how citizens interact with government, individuals and organisations across 

society are forming new kinds of partnerships. Today’s public administration has to be able to 

meet the challenges and requirements of the 21st century efficiently and effectively. The public 

sector plays a major role in society. The public sector determines, usually through a political 

process, the outcomes it wants to achieve and the different types of intervention. Public policies 

are formulated and implemented in order to attain the objectives which the government has in 

view for the ultimate benefit of the masses in general. 

 

Migration and asylum are multi-faceted phenomena across space and time. Migration and 

diversity are addressed by governments as well as by businesses, international organisations, 

research institutes and non-governmental organisations (European Research Council, 2017). 

The migration is accompanied by diversity. Cultural diversity is a driving force of development, 

not only with respect to economic growth, but also as a means of leading a more fulfilling 

intellectual, emotional, moral and spiritual life (United Nations, 2017). Local and municipal 

authorities, independently or in cooperation with other public agencies and non-governmental 

organizations, are providers of a large array of social services. The ability and potential of local 

government to manage multi-ethnic diversity and promote integration has been amply 

recognized (Anagnostou, 2016). Cities around the globe are playing an ever-increasing role in 

welcoming migrants and are developing the functions and tools required to manage greater 

diversity. They should be given the power and resources to do this properly. Good governance 
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of migration is simultaneously built from the bottom up and from the top down: from equipping 

local governments with the necessary prerogatives and resources for integrating newcomers, to 

designing international forums and partnerships that can facilitate policy coordination and 

convergence in critical areas (United Nations, 2017). 

 

Public administration scholars have  become  increasingly  concerned  with  exploring  the  

ways  in  which  organizational capabilities can enhance responsiveness to new problems and 

how these abilities could be best institutionalized within governments (Ingraham – Donahue, 

2000; Johansen, 2009). In particular, the concept of capacity has emerged as a powerful 

language for exploring the influence of administration and management on the relationship 

between policy inputs and outputs at all levels of government. At the local level, where the 

needs of immigrants are usually addressed, high capacity governments are thought to combine 

strong administrative capability, in terms of policy, programme, and resource management, 

with well-developed organizational capacity within the community that they serve (Gargan, 

1981; Lowndes et al., 2006). 

 

4 Methodology 
Questionnaire has been used as a mechanism for obtaining information and internal opinions 

on flexible reaction of public organizations to manage migration and diversity implications. 

Flexibility means that there are appropriate competencies, tools, skills and knowledge to take 

an action. Public representatives from the local self-government units (mayors or staff of 

competent departments), the local state administration (staff of client centres and specialized 

local state administration such as tax office, customs office, etc.), and from the organizations 

under the umbrella of local self-government units and state administration (primary schools, 

municipal police, specialized organizations, etc.) were selected as respondents. The sample 

consists of 42 respondents –public representatives from the Košice County (figure 1). 

     
Figure 1. Administrative map of the SR / Košice County

 
Source: own processing 

 

The survey was carried out from December 2016 till February 2017. The questions focused on 

public migration and diversity management at local level. The topic of migration and diversity 

management at local level covers development of integration policy, language skills, ability to 

support social inclusion, active participation of newcomers and cultural engagement. The 

questioner covers assessment of institutional and personal capacity to deal with migration and 

diversity. For this paper just data from the part devoted to institutional readiness and flexibility 

to manage migration and diversity impacts were selected. Data on flexibility were collected 

from the sample of public representatives independently for migration and for diversity issue 

although they are linked together. Likert scale was used to scaling responses in survey research 

(1-very low, 2-low, 3-medium, 4-rather high and 5-high). Ranks of institutional readiness to 

flexible management of migration and diversity impacts were also used as dependent variable 
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in ordinal logit regression model. Set of independent variables consists of respondent's position, 

sex, degree of education, professional specialization, and their work duration in public 

administration. Specification of public administration subsystems was used only in the case of 

migration impacts assessment. The models were constructed in the statistical environment R. 

The results are intended to predict which category of respondents (public representatives) has 

the odds to rank institutional flexibility to manage migration and diversity impacts as very low. 

Limitations of the methodology are stemming from the number of the answers received and 

low willingness of public representatives to participate in the survey. Findings are to be seen as 

a pilot survey that can be improved and possibly extending to public organizations from other 

counties. Formation of target groups consisting of public representatives is possible based on 

the expanded survey results. Interventions for human resources development in public 

administration can be more tailor-mode with focusing on support in flexible actions to take a 

part in local development issues. The results point out also comparison of ranking the public 

organizations flexibility to manage migration impacts and diversity impacts between the 

respondents. The assumption is that there are significant differences in the assessment of public 

organizations flexibility to manage migration and diversity impacts.  

 

5 Internal Assessment of Flexibility to Manage Migration and Diversity  
As literature review points out, public administration should be able to flexible reaction to 

manage various agenda in effective way. Public organisation should not be found unprepared 

to serve public interest. The role of administrative capacity building is to prevent public 

organisations from being unprepared. Effective administrative capacity building must be 

targeted for those who most need it. The topics of migration and diversity management are not 

totally new and the system of administrative capacity building should reflect it. The results 

point to public representatives’ perception of flexibility relating to successful management of 

migration and diversity impacts, subsequently, the characteristics of respondents who have 

predispositions to rank flexibility as very low can be analyzed. Assessment of institutional 

readiness to flexible management of migration and diversity impacts can be seen on the figure 

2.  
 

Figure 2. Institutional readiness to flexible management of migration and diversity impacts 

 
Source: own processing 

 

The respondents ranked flexibility of their public organizations to manage migration impacts 

as medium (mode) / 2,9 (average). Flexibility to manage diversity impacts was ranked as 

medium (mode) /3,2 (average). Only 2% of respondents (diversity) and 0% of respondents 

(migration) ranked flexibility of their institutions to manage respective impacts as high.  
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These results are alarming and indicate existing needs to support administrative capacities and 

introduce specialized training for skills and knowledge development in order to effective 

management of migration and diversity impacts at local level. Comparison of institutional 

readiness of flexible reaction to manage migration and diversity impacts ranking is outlined on 

the figure 3. A contour plot is used for a better visualization. A significant proportion of the 

respondents have ranked both questions as medium and rather high. The research question is 

that which respondent has higher/lower odds to ranked flexibility as very low and where the 

weaknesses may be found? 

           
Figure 3. Contour Plot 

 
Source: own processing 

 

Based on the results (table 1.), independent variables “education in political science/public 

administration”, “work duration in public administration 1-5 years” (p < 0,05),  “work duration 

in public administration 6-10 years” and “work position in subsystem of public administration 

-  budgetary and contributory public organizations” (0,05 < p < 0,1) are significant. The 

respondents with education in political science and public administration have lower odds (-

3,66x) to rank flexibility of public organization to manage migration impacts as very low. On 

the contrary, the respondents working in public administration relatively short time 1-5 years 

have higher odds (2,83x) to rank it as very low. The respondents with work position in 

budgetary or contributory organization have higher odds (2,59x) as well. A significantly higher 

odds (17.68x) to assess the institution's flexibility as very low have respondents who work in 

public administration for 6-10 years. 

 
Table 1. Ordinal Logit Regression Model  

Institutional Readiness to Flexible Reaction to Manage Migration Impacts 

Coefficients: Value td. Error t value p value 

Managerial position - - - - 

Non-managerial position -0.06623 1.037e+00 -6.390e-02 0.949049302 

Woman - - - - 

Man -0.77271 8.492e-01 -9.099e-01 0.362864585 

Secondary education - - - - 

Higher education -0.42555 1.148e+00 -3.705e-01 0.710983031 

Economy, economics, management - - - - 

Political science / public administration -3.66144 2.174e+00 -1.684e+00 0.092146861* 

Other social and human science -0.27069 1.159e+00 -2.335e-01 0.815365580 
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Coefficients: Value td. Error t value p value 

Natural science and technology science 0.44176 9.902e-01 4.461e-01 0.655499562 

Other specialization -1.09924 1.283e+00 -8.567e-01 0.391610943 

Work duration in PA  less than 1 year - - - - 

Work duration in PA  1-5 years 2.83423 1.543e+00 1.837e+00 0.066205644* 

Work duration in PA  6-10 years 17.68324 1.619e-06 1.092e+07 0.000000000** 

Work duration in PA  more than 10 years 0.65651 1.453e+00 4.517e-01 0.651465933 

Subsystem of PA  state administration - - - - 

Subsystem of PA  self-government -0.36977 1.151e+00 -3.212e-01 0.748039314 

Subsystem of PA  budgetary and contributory 

public organizations 
2.58663 9.744e-01 2.654e+00 0.007943486** 

p value ** p<0.05, * 0.05< p <0.1 

Source: own processing 

 

Taking into account limitations of the methodology, the results offer interesting findings. For 

example, employees working longer in public administration have higher odds to rank 

flexibility to manage migration impacts as very low. Higher odds is reported also for employees 

of budgetary and contributory organizations such as primary schools, specialized centres, etc. 

Further research can be focused on reasons of these increasing odds. The results can also 

indicate where future interventions should be directed in the framework of administrative 

capacity building in public administration. 

 

The results in the field of flexible management relating to diversity impacts are posted in the 

table 2. Independent variables “education in other social and human science” and “work 

duration in public administration 1-5 years” (p < 0,05) and  “work duration in public 

administration 6-10 years”  (0,05 < p < 0,1) have shown significance.  

 
Table 2. Ordinal Logit Regression Model  

Institutional Readiness to Flexible Reaction to Manage Diversity Impacts 

Coefficients: Value td. Error t value p value 

Managerial position - - - - 

Non-managerial position 0.45374 0.9865 0.45994 0.6455589490 

Woman - - - - 

Man -0.54370 0.8101 -0.67115 0.5021258529 

Secondary education - - - - 

Higher education -0.80044 1.0247 -0.78113 0.4347273142 

Economy, economics, management - - - - 

Political science / public administration -2.06462 1.29 -1.10829 0.2677373308 

Other social and human science 2.77444 1.0960 2.53140 0.0113608910** 

Natural science and technology science 0.62211 1.0335 0.60194 0.5472147270 

Other specialization -0.05189 1.1338 -0.04576 0.9634994624 

Work duration in PA  less than 1 year - - - - 

Work duration in PA  1-5 years 3.63794 1.86 2.19334 0.0282828757** 

Work duration in PA  6-10 years 3.90515 2.15 1.74217 0.0814784584* 

Work duration in PA  more than 10 years 1.63964 1.90 1.02538 0.3051826750 

p value ** p<0.05, * 0.05< p <0.1     

Source: own processing 
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Work duration in public administration is shown as significant independent variable that 

influences the odds of respondents to rank flexible engagement of public representatives to 

manage migration and diversity impacts at local level as very low. The odds are higher also 

regarding to the respondents with education in social and human science. As mentioned above 

identification of detailed reason for odds increasing or decreasing may be a part of further 

survey activities. Based on the results following opinion can be taken into account. The 

respondents working in public administration longer are clear aware of public organizations 

weaknesses. With understanding of ideal picture of performance they assess flexibility of public 

organization to deal with migration and diversity impacts from realistic point of view. Therefore 

significant differences are appearing.  

 

6 Conclusion 
Scientific and grey literature confirms that public organizations contribute to local and regional 

development. Effective management of public agenda is based on the skilled administrative 

capacity they have. The topics of migration and diversity impacts and implications are 

increasing their importance in today’s society. Public organization should not been found 

unprepared to serve the public interest. Governmental strategies devoted to human resources 

management and administrative capacity building in public administration should be tailored 

so they will support flexible engagement of administrative capacity. The Slovak Republic have 

adopted several reforming strategies in public administration. Despite that weaknesses can be 

seen in practice. The paper focuses on the internal assessment of institutional readiness (ability) 

to manage migration and diversity impacts at local level. Sample of respondents consists of 

public representatives from the Košice County. The results show that a significant proportion 

of the respondents have ranked both questions (with regard to migration and diversity) as 

medium and rather high. “Work duration in public administration 1-5/6-10 years”, “education 

in social and human science” and “work position in budgetary/contributory organizations at the 

local level” are shown as significant independent variables which influence the odds (increase) 

of respondents to rank flexible engagement of public organisation to manage migration and 

diversity impacts at the local level as very low. On the contrary the independent variable 

“education in political science/public administration” decreases the odds to rank the flexibility 

relating to migration impacts as very low. Further survey activities may be carried out and the 

proposed methodology can also be discussed.  
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