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Evyaprotieg

Amopao1oTIKO TOpdyovTa, yio T dlEpEVVNOT ToL BEpaTog TG Tapovoag
AuAopoTikng AaTpig, amotéAece 1 0d IKAVOTATOV XPOVOL ETIKOVMOVIOG LLOG KOL 1)
apéPLoTN cvumapdotact amd tov kafnynt k. Haradnuntpiov Xpnoto. Hapdrinia, oty
dteEaymyn g épevvog cuvéBade 1 eBelovTikn cvppetoy Adtwpatik®v g [oAepukng
Agpomopiag. Téhog, Ba 0L Vo EDYOPICTHGM TNV OIKOYEVELD LLOV Y10 TNV OUEPIOTN
otpiEn Toug Ko’ OAN TN SLAPKELN TOV GTOVOMV LOL Kol 1O10HTEP KATE TNV EKTOVIOTN TNG

TOPOVCHG EPYACIOS.
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Iepidnqyn

H Awiknon AvBponivov [1opov amoteiel o emotun 1 omoia avayvopilet to
vYeYovOg OTL M TopEial Kol 1) ETTVYIO LIOG ETLXEIPNONG GLVOEOVTAL AUEGH LLE TNV OTOO0CN
TOV TPOCMTIKOV TNG KO Y10, 0VTO EYEL OC GTOYO TNV OMOTEAEGHATIKY SloyElpLon Kot
Bértiom aglomoinon Tov. Baoikd epyadeio eAEyyov ¢ amddoong amotelel 1 a&loAdynon
™G amdoooNc, N omoia amoterel Eva pHéETpo eEAEYYoL Tov Babuod otov omoio Kabe
epyalopevog cupPaiel oty emitevén TV oTdY®V oL £Yovv TebEL. TIpoc avtv Vv
KatevBvvon kwveiton 1 [Todepikn Agpomopia, otnv omoia 1 cuveyng a&lordynon dHvotot
va GUUPBAAEL oTNV dPTLo AgtToVpYio KOl GTNV EMLTLUYN OAOKANPMOOT) TG ATOGTOANG TNG.

H noapovoa Authopatiky] Awtpipr) anockomel 6Tn HeAETN Kot aviAVGT) TOV
GLOTNUATOG AELOAGYNONG TG OmAS00NG TOL £QUPUOLETOL GTOVS AELOUATIKOVG TNG
[ToAgpkng Agpomopiag. H évvola g Ba e€etachel e dAo TG 10 Ao, TpokELEVOL VOl
evtomiobel 0 TPOTOC 0EIOAOYNONG TOV AVAOTEP® GTEAEXDV KOl VO, TPOGO10PIGTOVYV TOCO TO
TAEOVEKTNLLATO OGO KO 01 0 dVVAUIES TOV GLGTHOTOC oV ePappoletat. [Tapdriinia, péoa
amd pio ToGoTIKY £pevva Oa TPOGOOPLOTEL 1] 6TACT TOV ASIOUATIKMV Y10 TO VPIGTAUEVO
GUOTNHO 0EOAOYNOTG.

AvoAivtikdtepa, otV apyn g epyocioc, Oa vrdpet pia Bempnrtikny avaivon g
emotuNg g Atoiknong AvBpomivov Avvapikov Kot Tov AEITOVPYIDOV TOL TEAOVVTAL GE
pa emyeipnon. Ztn cuvéxeln, LECO PBAIOYPAPIKTG AVAGKOTNONG, OVATTOCCETAL 1 £VVOLd
¢ a&loAdynong og epyaieio g Atoiknong g Amddoonc, Yivovtol avapopés o
1GTOPIKE OEOOUEVO GYETIKA LE TN SLOOIKAGIN TNG AEIOAOYNONG, LE TIC EVOEXOUEVES YPNOELS
NG OAAG KO LLE TO TL EMTVYYAVETOL LECH OVTNG Kot TV HeBddwv mg. Tavtdypova, Ha
E0TIOICOVE GTO WGYVOV GLGTHHA 0EAOYNONG Tov g@appoletar otn [Todepuxn Agpomopia,
toviCovtag Tnv avoykodtnta g aEoAdynons kot tpoceyyllovtag T YPNCULOTOLOVHEVT|
péBodo kot 1o voukd mTAaiclo oto onoio otnpilertal.

21 oVVEYELD, OKOAOVOEL TO EPELVNTIKO KOUUATL TNG TOpoVGaS daTplPng, TO 0moio
nepthapPdvet po tocotikn épgvva mov Ba dievepynbel otoug ASiopaTikons g
[ToAepkng Agpomopiog avapopKad LE T 6TACT TOVG AMEVOVTL GTO GUGTNLO 0EOAOYNONG
mov epapuoletar. Ta dedopéva e ev Adym peAétng Oa avtinBovv pe m ypnon
EPOTNUATOA0YIOV 6T0 0omoio Ba KANBoHV va amavicovy opiopuéva otedéyn kot Oa
avaALOOVV LE TO 6TOTIOTIKO TTpdYpappo ovdrvong dedopévev SPSS. Ta arotedéopata

NG €PEVVOG KATAGELKVOOVV £VOL LIKPO TOGOGTO 1KOVOTOINGTG amtd T d1adtKaGio TG



a&1oA0YN oG, 1 0TTola Yot TOAAR GTEAEYT YOPOKTNPILETOL TUTTIKN KOl TOUPOYNUEVN, XOPIC
Kopio ovodon cuvelsPopd ot Agttovpyia TG Ynpeciog.

270 TEAEVTOI0 GKEAOG TNG EPYAGING, O GLYYPUPENS TAPUDETEL TPOTACELS TTOL Oal
BeAtidoovv to vapyov cvotnua aEloAdynong g Ioiepikng Aepomnopiog, To omoio dev
TPEMEL VO ATOTEAEL TAEOV POl TUTTIKN, GKOUTTTY O100IKOGT0, OTOKOUUEVT od TV gVpHTEPN
Aertovpyio ko e€EMEN TV Evomlwv Avvéapemv. Avtifétmg, opsilel va avaPaduiotel Kot
va petotpanel og pio akpiPn, avTIKEWEVIKN Kot TOOTIKY dladikacio, 1 oroio o odnynoet
G€ U0, 0AAOYT] GTT) KOLATOVPO OV YopakTnpilel To cvotnua a&iomv g [oAepkng

Agpomopiag.

Aé&Eerg kKhewona: Aoiknon AvBporivov [1épwv, chotua alordynong amddoong,

A&iopoticoi, otedéym, [olepikr Agpomopia



Abstract

Human Resource Management is a science that recognizes the fact that the success
of a business is directly related to the performance of its staff and therefore aims to
optimize its utilization and management. The main tool for the control of performance is
the evaluation of performance, which is a measure of the extent that each employee
contributes to achieving the goals of business. Towards this direction, the Hellenic Air
Force is moving, in which the continuous evaluation can contribute to the optimal
operation and the successful completion of their objectives.

This Diploma Thesis aims to study and analyze the evaluation system of
performance that applied to the Hellenic Air Force Officers. Its meaning will be examined
in full range, in order to be identified the way of evaluation of the Officers and be
determined both the advantages and the weaknesses of the current system. Moreover,
through a quantitative research, the attitude of the Officers towards the existing evaluation
system will be determined.

More specifically, at the beginning of this paper, there will be a theoretical analysis
of the science of Human Resource Management and its functions in a company. Then,
through a literature review, the concept of evaluation is developed as a tool of Performance
Management references are made to historical data about the evaluation process, its
potential uses and what is achieved through it and its methods. At the same time, we will
focus on the current evaluation system applied to the Hellenic Air Force, emphasizing the
need for evaluation and approaching the method used and the legal framework on which it
IS based on.

The following part of this dissertation includes a quantitative survey, which will be
conducted on the Hellenic Air Force Officers, regarding their attitudes toward the current
evaluation system. The data of this study will be obtained via a questionnaire, which some
Officers will be asked to respond. Furthermore, these data will be analyzed by the
statistical program of data analysis SPSS. The results of the research show a small
percentage of satisfaction regarding the evaluation process, which for many executives is
characterized as formal and obsolete, without any significant contribution to the operation
of the Hellenic Air Force.

In the last part of the paper, the author presents suggestions that will improve the
existing evaluation system, which should no longer be a formal, rigid process, cut off from

the wider operation and development of the Armed Forces. Instead of this, the evaluation



must be upgraded and transformed into an accurate, objective and quality process, which

will change the culture that characterizes the value system Hellenic Air Force.

Keywords: Human Resource Management, evaluation system of performance, officers,

executives, Hellenic Air Force
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