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Evyopiotieg

Kot apydg emboud vo ekppdom Tig evyaplotieg pov otov emPAémovta Kabnynt
pov Ko Kmv/vo ABavacdémovro, yio tnv kafodynon, Ty EUTIGTOGVHVH Kot TV TN

TOV HOV £KOVE, avoAapufavovtag TV eniPAEYN TG SUTAMUATIKNG OV EPYOGiOC.

Eniong Oa nBeha vo exopdow €va PEYEAO €LYOPIOTO GTNV OWKOYEVELD LOV Yl TN
coumapdactacn , T Pondela Kot T GTAPIEN TOLG UEXPL VO QEPM €1 MEPOS TNV

POV EPYACIO. .



Iepiinyn

[Mapaxorovbdviag 11 oVYxpovee moykOGUIEG €EEMEEIC OTOV 1O1OTIKO TOUEQ,
TANODpA KPATIKOV OPYOVICUDOV € OAO TOV KOGUO EVIAGOOVV TO GUGTILOTO
a&lohdynong tov epyalopévav TOVG G OVOTOGTOCTO WEPOG TNG OlXEIpIong TOL
avOpOTIVOL SLUVOUIKOD TOVG. AT®MTEPOG 6TOYOG Yoo 6GAoVG  glvar 1 Peitioon g
OTOOOTIKOTNTOG KOl ATOTEAECUATIKOTNTAG TNG KPOTIKNG LIYOVIG.

O ot0)0g TG mapovoug epyaciag  elvar vo avadeifel v avaykodtnTo TG
aloAdynong g amddoong TV ONUOGI®V VIOAANA®V YO0 TNV EKTANPOON TOV
YEVIKOV Kol €0IKOV OTOY®V TV ONUOCIOV VINPect®V. MEeAeTdvIag OU®MG To
veotauevo cvotnuata agloAdynong eviomilovrolr mTANOmpa  mPoPANUATOV TOL
Ka016To0V Ta GLOTHHOTA OVAEIOTIOTO Kol «I60TEdMTIKOY. ['1 avtd oty gpyacio avt
HEAETATOL 1] GUVOEST] TOL GLGTNHLATOG AEIOAGYNONG TG ATOS0ONG UE GEPA KIVIITPOV
pe éupaon oty opopn, £tol ®ote N a&loAdynon g amdO0CeNE VO EMAVAKTGEL KOt
TdAL TOLG GTOYOVG TNG.

H epyocio avty amoteheiton and tpeig evotntes. Xty mpdTn €votNTo yiveton o
YEVIKN] TPOGEYYIOT KOl avAALOT POCIKOV EVVOLDV. XVYKEKPUEVO OVOADOVTIOL 1)
évvola g dnuoctag 810iknong, 0 opIGUAC Tov dNUOGIOL LIAAANAOL, 1| €VVOld Kol M
onpacio g agoldynong g amddoong Kabmg Kot 1 évvola TG opoPng Kot Tng
vrokivnone.

H devtepn evomto emkevipovetal oy a&loAOYNoN TG amdd0oNS TV OMUOGLOV
vroAMA@V. Alvetor  éueaon kvpiog otig advvopiec mov mapovotdlovial oTo
VELOTAREVO CLGTHUATA 0EWAOYNONG 6T0 ANUOGLo TOREN KO GTO TOGO EMITOKTIKY
Kptveton 1 avaykn obvoeong toug pe Kivntpa, 1060 £0MTEPIKA OGO Kol e£mTEPIKE
,ETGL AOTE TO TPOCHOTIKO Vo, epyaletar 5160V OMOSOTIKE V1oL VO LITOPECEL VAL PEPEL TAL
HEYIOTO AmOTEAECUOTO GTOV TOREN EVOVYVNG TOVC.

v 1pitn evOTNTa OVOADETOL TO VPIGTANEVO cVOTNUO aELOAGYNONG TNG ATOd00NG
TOV ONUOGI®V VIOAMA®V oTnV vId HEAETN Y®po pog mov egivar n Kompog won
Topovcslaloviol o TPOPANUATE TOL &V AOY® GCULGTNUOTOS, Ol GUVEMELEG TOV
TPOKLITOVY KABMG Kol 01 evoeyOueveS aAlayéC mov Emovat. [TapdAinia, yiveton pio
EVOEIKTIKN avopopd oTa cuoTiuate agloddynong oe yopeg g Evpdnng ko otnv

EALGSa o€ pio mpoomdbeio cVYKPIONG TV GLGTNUATOV QVTOV.



Téhog, mapoatiBetor o emiloyog, TO YEVIKO CUUTEPACUOTO/OIOMIGTMOEL; KOlU Ol
TPOTAGELS TOV GLYYPUPEN Yl TN PEATIOOT TOV CLGTHUOTOG AEIOAOYNONG TOV VITAPYEL
kot e@appoletar oto Kvumpiokd Anuodcio €161 dote vo kotaotel éva a&loAoyo
epyodeio eumédmong ¢ aSlokpatiog kKot kot emEKTAoT 0pONg OTEAEYWONG TV

VINPECIOV.



ABSTRACT

After watching the latest global developments in the private sector, multiple
government agencies around the world integrate employee evaluation systems as an
integral part of the management of their human resources. The ultimate goal for
everyone is to improve their efficiency and effectiveness.

The objective of this paper is to highlight the necessity of assessing the performance
of public officials to fulfill the general and specific objectives of public services. By
studying the existing evaluation systems, a number of problems that make the systems
unreliable and "leveling™ have been identified. In the present study, we investigated
the connection of performance evaluation system with a series of incentives with
emphasis on pay, so that the performance evaluation system can regain its objectives.

This thesis consists of three sections. The first section gives a general view of the
problem and analyzes the key concepts, such as the concept of public administration,
the definition of public official, the meaning and the importance of performance
evaluation and the concept of pay and incentives.

The second section focuses on evaluating the performance of public officials. This
section primarily emphasizes the weaknesses in the existing evaluation systems in the
public sector and stresses how important it is to form a link between performance and
incentives, both internally and externally, so that employees can maximize their
efficiency.

The third section analyzes the current performance appraisal system for civil servants
in Cyprus and presents the problems of the system, the consequences of these
problems and the possible changes that may follow. Also, reference is made to the
evaluation systems in other European countries and specifically to Greece in an effort
to compare these systems.

Finally, the conclusion presents the general findings and recommendations on how to
improve the existing evaluation system in the Cypriot Government so as to become a

valuable tool for creating meritocracy and to ensure proper staffing levels.
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