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NEPIAHYH

‘Evag atrd Toug KupldTepoug oTdxoug TNG Aloiknong AvBpwTrivou Auvauikou
gival n agloAéynon amrédoong Twv gpyalopévwy. Mia KaAd dounuévn agloAdynon
avOpwTTIVOu BUVAUIKOU TTAPEXEI OTIC ETTIXEIPIOEIS KAl OTOUG OPYQAVIOUOUG TTOAUTIUEG
TTANPOPOPIES yIa TNV ETTIAOYA Kal TNV TOTTOBETNON TOU TTPOCWTTIKOU, TNV AvATITUEN
KAl TNV TIpoaywyr TwV UQIOCTAUEVWY Epyalopévwyv  Kal pEéoa ammd  Tnv
avaTtpo@oddTNON ToV TTPOCdIOPICHO TWV avayKwV BEATIwWONG Kal KATAPTIONG.

2TV Tapouca  gpyacia, MEoa  ammd  BIBAIOypa@IKy  avaoKoTTnon
KATAYyPAPOoVTal TEXVIKEG AEIOAOYNONG aTTOdOoNG TWV EPYACONEVWY, OI OTTOIEG £XOUV
TIPOCOPUOCTEI OXETIKA OTNV OPYAVWOIOKH TOUG KOUATOUPO Kal CUCTHPOTA TTOU
epapudlovtal oTov dNPOCIO TOPEA EUPWTTAIKWY Xwpwv. Agloloyeital €TTiong 10O
IoXUov ouoTnua agioAdynong amddoong Tou eAANVIKOU dnPociou, PE ATTWTEPO
OKOTTO ThV €@apuoyn €vOog VEOU, AEITOUPYIKOU Kal dla@avous TTAaIgiou yia Tov
KABOoPIOUO TWV AVTIKEIMEVIKWY OTOXWV.

H petappuBuion Tou Onuooiou Topéa TTpoXwped o€  aANayég  Kal
avadiopBpwoelg  uTToupyEiwv/ TUNUATWY Kal Opyaviouwy, oTn BeAtiwon Tou
VOMOBETIKOU, KAVOVIOTIKOU Kal  OIadIKAOTIKOU  TTAQIoiou, OTnNV  NAEKTPOVIK)
dlakuBEpvnon, o€ oxXedIAOUS Kal EQAPPOY OTOXEUNEVWY TTOAITIKWYV YIO QVATTTUEN
KAl KUpiwg, yia KaAutepn alotroinon kal avéAiEn Twv dnuooiwv UTTOANAwY pE
AyoTEPEG TTONITIKEG TTapEURAoElS. H agloAdynon Twv atrod0oewyV Kal ETTIOOCEWYV E
MOpIOdOTNON yia avéNiEn Kal  TTPoaywyEéG WeE  KaBopiouévn  Baputnta, n
avatpo@oddTnon Kal n TEPIYPa@IK agloAdynon tng avwrtatng dioiknong Oa
OUMBAAEI OTNV IKAVOTTOINGN TOU avOpwITIvOu SUVAUIKOU Kal 0Tn BEATIWoN TTAPOXNS
UTTNPECIWV TWV ONUOCIWY THNUATWV.

H BewpnTikl avdAuon &edopévwyv TTEPIAQUBAVEL I0TOPIKI avadpOour OTO
VOMUOBETIKO TTAQiOIO TTOU ioxue oTnv agloAdynon Twv dnudoiwv UtTaAARAwv NG
KUtrpou wg kai 10 2022 kal avaAvel Tn véa vopoBeaia TTou Ba eQapuooTei oTNV
agloAdynon Tng ammoédoong yia 1o 2023. MNapaTiBevral KavoTodieg Kal aduvapieg Tou

VEOU OUOTAUATOG, ME TIPOTACEIG VIO TNV QVOEKTIKOTNTA TNG EQAPHOYNAG.



ABSTRACT

One of the main objectives of Human Resources Management is the
performance evaluation of employees. A well-structured HR assessment provides
businesses and organizations with valuable information for the selection and
placement of staff, the development and promotion of existing employees, and
through feedback, the identification of improvement and training needs.

In this study, through a literature review, employee performance evaluation
techniques are recorded, which have been adapted to their organizational culture.
In addition, different performance evaluation systems applied in the public sector of
European countries are also written down. The current performance evaluation
system of Greece with the ultimate goal of implementing a new, functional and
transparent framework for determining objectives, is examined and recorded too.

The Public Sector Reform is proceeding with changes and restructuring of
ministries/departments and organizations, improving the legislative, regulatory and
procedural framework, e-governance, planning and implementing targeted policies
for development and above all, better utilization and advancement of public servants
with fewer political interventions. The evaluation of performance using a scoring
system for promotion, the provision of feedback and the descriptive evaluation of
top management will contribute to the satisfaction of human resources and the
improvement of service provision by the various public departments.

The theoretical data analysis includes a historical review of the legislative
framework that applied to the performance evaluation of the public servants in
Cyprus until 2022 and analyzes the new legislation that will be applied to the
performance evaluation of the employees for the year 2023. Innovations and
weaknesses of the new system are listed and proposals for the durability of the new

employee evaluation application are recorded.



