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Introduction

This report presents the results from a survey of personnel mangers conducted in the
context of two ReSPA projects on Improving Merit Recruitment and Performance Appraisals
in the Western Balkans. Both projects were commissioned by the ReSPA Working Group on
Human Resources Management in the Public Sector. This report complements the
comparative, cross-country ReSPA reports (Meyer-Sahling et al 2019, Staronova 2019)."

The survey was conducted between September and November 2018. It targeted managers
responsible for human resources management in public sector organisation that applies the
Law on the Civil Service. The survey was closely coordinated together with the Ministry of
Information Society and Administration in Northern Macedonia and the Ministry’s
representative on the ReSPA HRM Working Group. The local partner provided a list of
institutions, the names of responsible personnel managers and their email addresses.

The survey consisted of approximately 80 questions including two batteries of questions on
merit recruitment and performance appraisal. The focus of the questions was on the practice
of human resources management in their institutions. The survey hence differs from
assessments of the legal basis of civil service management but focused on the level of
implementation. Moreover, the survey differs from evaluations of management practices that
compare countries rather institutions or individuals. Indeed, one of the main purposes of the
survey was to reveal potential differences in management practices ‘within’ countries,
thereby taking into account that experience with recruitment and appraisals may differ
considerably across institutions.

The survey was translated into local languages and uploaded to Qualtrics, a platform for the
design and implementation of online surveys. Participants were invited to complete the
survey. They were sent up to three reminders to ensure a high cooperation rates among
participants.

Table 1 below shows the list of 43 institutions whose designated personnel manager
completed the survey in Northern Macedonia. 22 institutions remained anonymous. With 133
institutions whose personnel manager was invited to participate in the survey project and 65
responses overall, the cooperation rate is 49 per cent in Northern Macedonia.

The report is divided in three parts. The first part presents the results of personnel
managers’ experience with the recruitment of civil servants in their institution. The second
part reports their experience with the performance appraisal system in their institution. The
third part provides open text answers and comments on how to improve recruitment and
performance appraisal practices and on how to better support HR Departments of individual
institutions. The third part is kept in local languages to facilitate the use by local partners.

Table 1. List of institutions

Agency for Food and Veterinary

Agency for Foreign Investments and Export Promotion

Agency for Posts

Agency for Promotion and Support of Tourism of the Republic of Macedonia

! Meyer-Sahling, JH et al (2019) Merit Recruitment in the Western Balkans: An Evaluation of Change
Between 2015 and 2018. Danilovgrad: ReSPA Publications. Staronova, K (2019) Performance
Appraisal in the Western Balkans. Danilovgrad: ReSPA Publications.



Agency for Promotion of Agricultural Development Bitola
Agency for protection of communities' rights

Agency for Supervision of Fully Funded Pension Insurance
Agency for Supervision of Insurance

Civil Aviation Agency

Commission for Relations with Religious Communities and Religious Groups
Crisis Management Center

Directorate for Security of Classified Information

Fund for Innovation and Technological Development
Health insurance fund

Ministry of Culture

Ministry of Education and Science

Ministry of Environment and Physical Planning

Ministry of Finance

Ministry of Health

Ministry of Local Self Government

Ministry of Transport and Communications

Municipality of Bitola

Municipality of Bogdanci

Municipality of Cair

Municipality of Debar

Municipality of Demir Hisar

Municipality of Dolneni

Municipality of Gazi Baba

Municipality of Gevgelija

Municipality of Gostivar

Municipality of Kratovo

Municipality of Kriva Palanka

Municipality of Kumanovo

Municipality of Makedonski Brod

Municipality of Mavrovo and Rostushe

Municipality of Ohrid

Municipality of Plasnica

Municipality of Radovis

Municipality of Sveti Nikole

Municipality of Vinica

State Commission fo Appeals on Public Procurement Skopje
State Statistical Office

The Agency for Financial Support of Agriculture and Rural Development
Anonymous — 22 institutions
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|. Merit Recruitment
Positions approved

Before starting a recruitment process, positions (either individual positions
or as part of a staffing plan) are approved by a central institution,
e.g. the Ministry of Finance and/or the central civil service management authority
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Selection committees

A selection commission is formed before the beginning of a recruitment process
(either at your institution or centrally at another institution)
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Vacant positions internal advertisement

Percent
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Vacant positions external advertisement

Vacant positions are advertised externally (i.e. publicly advertised)
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Written exams

Candidates have to pass a general and/or job-specific written examination
(either at your institution or centrally at another institution)
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Exam questions known in advance

Some candidates know about the exam questions before sitting the exam
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Ratio of exams passed

What proportion of candidates, which take a written examination
(either at your institution or centrally at another institution), successfully passes it?

Percent
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Personal interviews

Candidates are tested by means of a personal interview (either at your institution

or centrally at another institution)
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Exam test skills for civil service career

Written examinations and/or personal interviews test
skills and knowledge that are relevant for a career in the civil service
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Exam test job skills

Written examinations and/or personal interviews test skills and knowledge that

are relevant for the job that the successful candidate will perform after selection
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Candidates ranked

Percent
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At the end of the process, candidates are ranked
in accordance with their performance in the examination and/or interview
(either at your institution or centrally at another institution)

Never

Rarely Sometimes

- Senior civil servants

Mostly Always Candidates
undergo neither
written examination
nor personal interview

_ Expert civil servants

16



Top ranked selected

The top ranked candidate is selected for the position to be filled
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Time to fill vacancies

How many weeks does it take, on average, from the day the procedure
to fill a position has been approved until the day of appointment of a civil servant?
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Recruitment procedures not completed

During the last twelve months, what was the percentage of
recruitment and selection procedures that were initiated but not completed,
i.e. no civil servant or fewer than planned were appointed?

Percent
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0% 1-9%  10-19% 20-29% 30-39% 40-49% 50-59% 60-69% 70-79% 80-89% 90-99%  100%
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Complaints against recruitment procedures

Looking at the last 12 months, how many official complaints
have been filed against the implementation of the recruitment and
selection procedures administered by your institution?
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Overall quality of the recruitment procedure

Overall, how would you rate the quality of the recruitment and selection procedure?
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Selection critiera: Academic qualifications

How important are the following the following criteria

when selecting candidates in your institution?
Academic qualifications
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Selection critiera: Rules and procedures

How important are the following the following criteria
when selecting candidates in your institution?

Knowledge of administrative rules and procedures
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Selection critiera: Ability to manage

How important are the following the following criteria
when selecting candidates in your institution?

Ability to manage people and processes inside the institution
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Selection critiera: Subject expertise

How important are the following the following criteria
when selecting candidates in your institution?

Subject expertise (i.e. technical policy knowledge) for the position to be filled
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Selection critiera: Political support

How important are the following the following criteria
when selecting candidates in your institution?

Support from the political leadership (i.e. the Minister, State Secretaries and/or
Deputy Ministers, Political Advisors, Mayor (if applicable)) of the institution
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Selection critiera: Party support

How important are the following the following criteria
when selecting candidates in your institution?

Support from or contact to a political party and/or party functionary
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Selection critiera: Family support

How important are the following the following criteria
when selecting candidates in your institution?

Support from a family member, friend or other personal acquaintance working
in your institution or elsewhere in public administration
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Selection critiera: Ethnic social

How important are the following the following criteria
when selecting candidates in your institution?

Belonging to a particular ethnic or social group
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Selection critiera: Merit

According to your experience, does the recruitment process lead to the
selection of the best-qualified candidate?
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Selection of previously temporary employees

According to your experience, does the recruitment process lead
to the selection of candidates who have previously been employed on
temporary contracts or in an acting role within your institution?
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Number of applicants

Percent
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Quality of applicants

How would you rate the quality of applicants?
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Knowledge and understanding of recruitment process

Percent
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Material for selection commissions
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What (if any) kind of information material does your institution provide

for members of selection commissions in relation to the recruitment and selection process?
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Presence of personnel department

Percent
40 80 100

20

60
1

Does your institution have a separate personnel/HR department or division?
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No
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Role of central civil service authority

How would you describe the role of the personnel/HR department in the
recruitment and selection process in your institution?
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Importance for selection of prime minister

How important are the following sets of actors in (directly and/or indirectly)
determining the outcomes of recruitment and selection processes?

Prime Minister
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Importance for selection of minister

How important are the following sets of actors in (directly and/or indirectly)
determining the outcomes of recruitment and selection processes?

Minister responsible for your institution
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Importance for selection of senior political appointee

How important are the following sets of actors in (directly and/or indirectly)
determining the outcomes of recruitment and selection processes?

Senior political appointees (i.e. State Secretaries, Deputy Ministers,
Mayors or equivalent) working in your institution
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Importance for selection of senior civil servants

How important are the following sets of actors in (directly and/or indirectly)
determining the outcomes of recruitment and selection processes?

Senior civil servants of your institution
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Importance for selection of political parties

How important are the following sets of actors in (directly and/or indirectly)
determining the outcomes of recruitment and selection processes?

Party leaders and functionaries
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Importance for selection of central civil service authority

How important are the following sets of actors in (directly and/or indirectly)
determining the outcomes of recruitment and selection processes?

Central civil service management authority
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Importance for selection of personnel department

How important are the following sets of actors in (directly and/or indirectly)
determining the outcomes of recruitment and selection processes?

Personnel/HR department of your institution
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ll. Performance appraisal
Application of performance appraisal

In your institution, do you operate a system of performance appraisal
for all civil servants or groups of civil servants?
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Frequency of performance appraisal

How often do civil servants usually have to undergo
a formal performance appraisal?
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Non-compliance with performance appraisal

What percentage of civil servants does not undergo

a formal performance appraisal as usually required?
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Agreement of objectives before beginning of assessment period

Individual performance objectives are discussed and set
before the beginning of the assessment period
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Hard work will lead to better ratings

his/her performance appraisal rating
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Proportion of staff with highest grade

During the last assessment period, what percentage
of civil servants was awarded the ‘highest’ grade?
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Discussion of results with appraisees

Appraisers (i.e. (senior) civil servants who appraise other civil servants)
discuss the results of the performance appraisal with the appraisees
(i.e. civil servants who have undergone the appraisal)
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Written feedback

In practice, the report of the performance appraisal includes
a written justification of the rating decision
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Consequences of performance appraisal for promotions

In practice, the results of the performance appraisal influence

the career advancement (e.g. promotion) of civil servants
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Consequences of performance appraisal for salaries

In practice, the results of the performance appraisal influence
the salary level (e.g. base salary, salary bonus, allowances) of civil servants
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Consequences of performance appraisal for training

In practice, the results of the performance appraisal influence
training and development needs of civil servants
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Consequences of performance appraisal for dismissal

In practice, one or more negative performance appraisals may lead to
the dismissal of a civil servant
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Performance appraisal is a box-ticking exercise

The performance appraisal is merely a formality or box-ticking exercise
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Appraisers have skills and knowledge

How would you rate the appraisers’ knowledge, skills and understanding
of the following aspects of the performance appraisal process?

Percent
40 60 80 100
1

20
1

Poor Fair Good Very good Excellent

Translation of organizational goals into
individual performance appraisal goals

Measurement of individual performance goals

Measurement of competencies Conducting performance interviews

Preparing performance reports and
developmental plans

Taking rating decisions




Information material provided by personnel departments

Count

What (if any) kind of information material does your institution provide for
appraisers and/or appraises in relation to the purpose and implementation of the performance appraisal?

o
N

15

No specific material

Emails with general information
provided by your institution

Manuals/guidelines prepared
by your institution

Trainings delivered
by your insfitution

One-off meetings organized
by your institution to inform staff

Emails with general information provided by
the central civil service agency/department

Manuals/guidelines prepared by
the central civil service agency/depariment

Trainings delivered by the central civil service
agency/department or central
civil service training institute

Trainings delivered by
external/contracted providers

Other
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Functions of personnel departments

How important are the following functions for the personnel/HR department in the

process of managing performance appraisals in your institution?
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Not at all Very Somewhat Neither Somewhat Very Extremely Institution has
important unimportant unimportant  important nor important important important no HR Dpt
unimportant
- Development of support material - Training of appraisers
(methodologies, templates, manuals) (i.e. persons who conduct appraisals)

Co-ordination of appraisals _ - .
- within the institution Menitoring of the appraisal process and results

Importance for performance appraisal of direct superior

How important are the following actors in (directly and/or indirectly)
determining the outcomes of performance appraisals?

Immediate superior of the appraisee
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Not at all Very Somewhat Neither Somewhat Very Extremely
important unimportant unimportant important nor important important important
unimportant

_ Senior civil servants _ Expert civil servants
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Importance for performance appraisal of senior civil servants

How important are the following actors in (directly and/or indirectly)
determining the outcomes of performance appraisals?

Senior civil servants with authority over the immediate superior of the appraisee

o
o —
—
o
(e0]
= o
= -
o) ©
(&)
—
[}
o
o
ﬂ-
[
N
P p—
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unimportant

B scriorciviiservants [ Expert civil servants
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Importance for performance appraisal of peers

How important are the following actors in (directly and/or indirectly)
determining the outcomes of performance appraisals?

Peers (i.e. (senior) civil servants of equal rank) of the appraisee
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Importance for performance appraisal of political leaders

How important are the following actors in (directly and/or indirectly)
determining the outcomes of performance appraisals?

Political leadership (i.e. Minister, senior political appointees such as
State Secretaries and Deputy Ministers, political advisors, Mayors if applicable) of the institution

Q |
o =
-—
o |
[o0]
= o
O
o
—
D
o
o |
v
(=
N
o I
Not at all Very Somewhat Neither Somewhat Very Extremely
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Importance for performance appraisal of central civil service authority

How important are the following actors in (directly and/or indirectly)

determining the outcomes of performance appraisals?
Central civil service management authority
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Importance for performance appraisal of personnel department

Percent
60 80 100
1

40

20

How important are the following actors in (directly and/or indirectly)
determining the outcomes of performance appraisals?

Personnel/HR department of your institution

Not at all Very Somewhat Neither Somewhat Very Extremely
important unimportant unimportant important nor important important important
unimportant

B scriorciviiservants [ Expert civil servants
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Importance for performance appraisal of appraisees

How important are the following actors in (directly and/or indirectly)
determining the outcomes of performance appraisals?

The appraisee, i.e. the importance of the appraise in determining the
final appraisal rating via partial or full self-assessment
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Complaints against performance appraisals

Looking at the last 12 months, how many official complaints

and/or appeals from civil servants have been filed against the implementation of

the performance appraisal outcome and procedure conducted in your institution?
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Overall quality of performance appraisal

Overall, how would you rate the quality of the performance appraisal process?
=3 I
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Very bad Bad Poor Neither good Fair Good
nor bad

Very good
I scnior civil servants

I Expert civil servants
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[1l. Free Text Answers

Be monume, HaBegeTe HajMHOry TPy acnekTu of nocrankara 3a cenekuuja v
BpaboTyBame, 3a KOM cCMeTaTe AieKa MMa Hajronema notpeba Aa ce cMeHaT Unu
ha ce nopo6par. O6jacHeTe, Kako OBME acnekTu 6u Tpeban opga ce nogobpar.

- [a ce cmeHun NogMLWIHWOT NNaH ga He NnoMuHyBa Ha coBeT: - 3a BpaboTyBawe aa
oanydysa PakoBogHOTO nuue Ha nHcTuTyumjata: - la ce BpabotyBaat coonbetHu
KaHanaaTu:

- TpeTaTta pasa Ha cenekuuja, OAHOCHO UHTEPBjYTO Aa ce nogodbpu co
BOBeJyBak-€ Ha 3aJ0SDKUTENHN Npallaka COCTaBEHM COOABETHO 3a paboTHOTO
MEeCTO LUTO ce NonornHyBa, Aa bugat NnMCMeHo oaroBapaHun co jacHO HaBedeHo
BpeJHYyBaHeTO Ha cekoe npallake co Len 6o40BuTe oAeneHn o cTpaHa Ha
4YneHoBUTE Ha KoMucujata ga ugat BMANUBU

-boduvanjeto na stektanoto formalno ucenje -obemot na materialot za ucenje shto
e potreben da se sovlade za pominuvanje na stucniot ispit -prashanjata da se
prevedeni i na drug jazik

-Mpen pacnuwyBare Ha ornac ga He ce 3eMaar nuuarta npeky AreHuuja 3a
npvBpemMeHn BpaboTyBara Unn co 4OroBop 3a Aeo, na kora ce pacnuvile jaBHuoT
ornac cuTe 3Haart 3a Koro e HameHerT. -[la ce BpaboTyBaT nuua co obpasoBaHue
Koe ogroBapa Ha paboTHuTe 3agauym (4a bugat cuctemaTusayuuTe CTporo
KoHTponupanu). Mpumep ce 6apa pakoBoauTen Ha o4Aa. 3a npaBHU paboTu co
couwmonoruja. -fa ce 6apa paboTHO UCKYCTBO BO CTpykaTta, a He 61no Kakeo
paboOTHO UCKYCTBO.

1"
ne se sprovedeni postapki soglasno ZAS i ZVJS

Bo oenoTt Ha MHTEePHMOT Oornac Kako Aoka3 O CTpaHa Ha anfnukaHoT ce
AocTaByBaaT oueHyBaha 3a nocrneaHuTe ABe oueHyBaka npen objasa Ha
ornacoT cMeTaM [ieka TUe He ce [OBOfEeH A0Ka3 3a KOMNEeTEeHTHOCTa Ha
OLlEeHYBaHMOT O MPUYMHA LUTO NPOLLECOT Ha oueHyBane 360 He gaBa [obpu
pesyntatu. Tpeba ga ce npoMeHn MoaynoT 3a OLeHyBaHe

Bo pen e , camo cmMeTam aeka cute kaHauaaTty Tpeba ga ce npujasaT u goctasart
AOKYMeHTaLumja XapTUEHO a He eNeKTPOHCKM

[a 6uge TpaHcnapeHTHO 6e3 pasnuka Ha NonnTUYKa napTuja, HaLMOHaNHOCT, Non
W Opyru pasnukun Kov rv umame. Bo jaBHMOT ornac ga He CTou MakeAoHeL, Uiu
anbaHel TyKy OTBOPEHO 3a fja MMaT MOXHOCT Ja ce HageBaaT u apyrute
annuKkaHTu.
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[a ce Hamanu BNujaHMeTO Ha MHTEPBjyTO NpU BKYMHOTO Boanparse 1 aa He buge
npecygHo npu n3bopoT Ha kaHangaTuTe, buaejkm ce ocrasa NpocTop 3a
MaHunynaumja npy goaenysake Ha 6040BUTE 1 Ce OBO3MOXYBa peanHo cnaburte
KaHauaaTtuv, Aa gobujat noBeke NOeHW 1 Aa CTaHaT NPBU Ha paHr nucTaTa npu
n36opoT. Mnu nak koMucuKja nnu YoBedkn paktop ga Hema Guaejkm Ha TOj HaumH
ce flaBa MOXHOCT crabu kaHauaaTv ga n3bujaTt Ha NpBO MECTO.

[a ce 0BO3MOXM npujaByBawe Ha KaHOMaaTUTE U BO XapTMeHa Bep3nja n cute
npunosun ga ce goctaByBaaT 4O KOMUCKHjaTa BO opurMHan unm saBepeHa
doToKOMMe BO nNpBaTta asa og agMuHUCTpaTUBHaTa cenekuunja.fla He ce
nuMmnTMpa 6pojoT 3a Bre3 Bo BTopaTta dpa3a o nocrankarta v ga um ce 0BO3MOXN
[a ce nonara CTPYYHWOT TECT ako KaHauaaTuTe rv UCNornHyBaaT ycnosuTe.

Aa ce nogobpat MHTepBsjyaTa 1 ga ce Hanpasu obyka 3a Toa, buaejkm npaBUNHoO
CNpoBeAEeHO MHTEPBjY € MHOry BUTHO BO camaTa noctanka 3a BpaboTyBawe

[la ce cMeHU HaYMHOT Ha nonarawe Ha CTPY4YHUOT ucnut (OnwT 1 nocebeH aen)
BO paMkn Ha MNOA.

€THUYKa NpunagHocT = AUCKPMMUHaUMja Aa ce BpeaHyBa oGpasoBaHue cnopes
paHrMpaHocTa Ha YyHMBep3uTeTuTe Bo enybnvka MakenoHwja ga ce BpegHvBa
BTOP W TPET UMKNYC Ha 0b6pa3oBaHMe He3aBMCHO Aanv o4 HEero umMa unu He
noTpeb6a Ha paboTHOTO MeCTO cropen akToT 3a cucTemaTmsaumja

WHTepBjyTo Tpeba aa He ce 6oampa buaejkn ce oTBapa NPOCTOP 3a MaHunynauuja
M NOTLEHYBaHe Ha BUCTUHCKUTE KaHanOaTy

MUCnaM HajBaXxxHO e Aa buae edukaceH 3a Ha paboTta 1 ga ce cenekTupa TOYHO
TOj 4YOBeEK WTO € noTpebeH 3a Toa paboTHO MecTo.

HesaBucHWTe perynaTopHu Tena, caMu Aa ja BogaT LenokynHaTa nocranka 3a
BpaboTyBate, CaMo Taka TMe caMu Ke CU HajaaT Kagap Koj UM e notpebeH.
Mwucnam geka oBa e HaBMCTUHA HajronemM npobnem.

HEe3aBUCHOT Npu ofayyvyBake Koj Aa ce Bpabotu
Hemam 3abeneLuka

Op acnekT BpaboTyBake Ha cryx6eHnk UHCTUTYLMjaTa Tpeba Aa uma noronem
yBUZ Npu cenekumja Ha kaHamaaTuTe 3a BpaboTyBahe,04HOCHO 3a CEKOj
BpaboTeH LWTo 1 e noTpebeH Ha Nobp3 n noedmkaceH HaYNH camaTa MHCTUTYLUMja
[a ro 3BpLUN CENeKTUParETO.

OpnpXXyBaHeTo Ha MocTankaTa co MHTEPBjy MMa MPOCTOp Aa Ce MaHunynupa co
oarosopute. MNogoGpyBare MOXe Aa ce HanpaBu ako eNEeKTPOHCKMN Ce NOCTaBEeHM
npaluarwarta ¥ UMa TOYHO HEZIBOCMUCIIEH OArOBOp.
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nocrtankute 3a BpaboTyBawe Ce MHOry KOMMMEKCHN 1 cMeTaM feka e noTpebHo
HUBHO ynpocTyBake noTpebHa e Kopekuuja BO knacudukaumjata Ha HaydyHuTe
nonuka n HUBHO ycornacyBawe co pakTuykaTa cocTojba

MoTpebHo e NpeaBMayBake Ha AOMOMHUTENHN KOMNETEHUUN 3a PaKOBOAHUTE
mMmecTa, PokoBuTe ga ce Hamanart

MoTpebHo e LenuoT Npouec Ha cenekunja n BpaboTyBake fa ce NOeAHOCTaBn U
na ce nogobpu.

lMpawakaTa Ha MHTEPBjYTO

Mpeky cTyann Ha cniyyvaj kage jacHo 6u nokaxane kaHangatute
CTPY4YHOCT,KOMNETEHTHOCT U NO3HaBak-e Bo obracrta 3a koja ce BpaboTyBaar.
HajuyecTo kaHangaTuTe v yyaT npallakaTa 1 ro nosioxysaaTt UCMUTOT a NoJoLuHa
BO TEKOT Ha paboTer-eTo He 3HaaT Aa rm NpumMeHyBaaT npasunaTa u nponucuTe
COOJBETHO Ha MaTepujaTa co koja paboTaT, Na nma NOTELIKOTMUM BO
OCTBapyBaH-€TO Ha 3aKOHCKUTE HaOJIEXHOCTU.

NpuvnagHoOCT Ha KaHAMAAaT No HaLMOHANHOCT, Kako KpUTepuym (nocTtankuTe ce
noBTopyBaaT Nno ABa naTv ako BO NpBarta nocranka Hemano kaHamaaT og
oApeneHa nNpuMnagHocCT LWTO M UCMOMHWUA YCroBUTE, NocTankaTa Mopa aa ce
noBTOPW)

CuUTE acnekTn ce BO pea n Hema npeanor 3a HUBHa NpoMeHa

Cnopen meHe noTpebHO e Aa ce BOBeAe CUCTEM Ha Kapuepa, nocrankaTa 3a
cenekuuja e Bo pep 3a HeKoj Koj NpB naTt ce BpaboTyBa BO jaBHa agMuUHUCTpaUuja,
HO 3a Beke BpaboTeHuTe HeMa noTpeba oA uenata Taa npouegypa. Jac ce
3anaram 3a cucTeM Ha kapuepa, bugejkm co oBoj cuctem Ha paboTHU mecTa He ce
BpeaHyBa UCKYCTBOTO LUTO HEKOj BpaboTeH ro uma Bo camarta MHCTUTyuumja u
yHanpeayBaweTO 3aBMCU 0 Toa KONKY HeKkoj BpaboTeH € HaKNoHeT KOH
paboTofaBeLoT U MMame criydan Kora NOMCKYCHUTE OCTaHyBaaT Ha MOHMCKX
HMBOA a Ha MOBMCOKM HMBOA, HAj4EeCTO PaKOBOAHU Ce npuMmaar nyre Kou ro
HemMaaT CoOBETHOTO UCKYCTBO BO obrnacrta o koja pabotat. CeTo Toa
JOonNpuHecyBa KOH HEMOTMBUPAHOCT Ha BpaboTeHuTe u HenpogecnoHanHocT BO
BpLUEHETO Ha paboTHUTE 3agaun, CO UCKMYYOK Ha OApedEHN UCKITYHOLMN.
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Be Mmonume, oGjacHeTe, oA BalleTo AOCerawHoO UCKYCTBO ,,KOMY" Ke My buaar
noTpe6Hn noBeke MHpopmMaL M n o6yka BO O4HOC Ha NocTankara 3a
BpaboTyBaHe U cenekyuja 1 BO O4HOC Ha ,,Kou enieMeHTU" o noctankara.

- funkcionerot (deka izorot mora da e fer i demokratski vo princip na zasluzhenost)
-rakovodnite administrativni sluzhbenici (administrativna selekcija.... -
zainteresiranite kandidati (poveqe informaci za rabotnoto mesto za koe konkurira)

- Ha KoMucujaTa
na licata koi ucestvuvaat vo komisijata

Bo ogHoc Ha noctankaTa 3a cenekumja u BpaboTyBamwe, NoTpebHn ce obyku 1 Ha
npeanarayot Ha 3AC n 3BJC kako 1 Ha BpaboTeHMTe BO ogAeNeHMeTo 3a
YOBEYKUN pecypcu of MpuUYUHa WTO NocTankaTta e nogeneHa Bo cMucna, ja
WHUUMpa opraHunsaumjaTta Koja uma notpeba og paboTHuMK, nocTankarta 3a
perpyTauuja ja cnposegysa AA, HO cenak n3bopoT e Ha PakoBOAHOTO NULE Ha
WHCTUTYLMjaTa Koj MMa NpaBo 1 Aa ro oabue npennoroT ako cMeTa geka He
3a70BOMNyBa onpeaeneHn Kputepnymu.

BpaboTeHnTe BO MHCTUTYUMjaTa, (DYHKLMOHEPU,PAKOBOAUTENM

eHepanHo Ha cekoj uneH Ha Komcuja, o4roBopHO nuue 1 cekako Haarpaaba Ha
3HaeHa Ha NMULETO 3a YOBEYKUN PECYPCH.

ronemMun HegopevyeHoOCTM MMa BO AenoT Ha coBnarakweTto-ageksaTHocTa Ha 180 co
120 EKTC u HenocToere Ha Hekou 3Bara BO knacudukalmjata Ha HayvyHuTe
obnactun

Enykaumja Ha Komucujata 3a cenekuumja Bo cmucna 3a gedovHupare Ha npailama
3a crnpoBefyBake MHTEPBjY CO KaHauaaTuTe 3a BpaboTyBakse.

Mucnam geka noseke ke 6bugaTt 3a kKaHoMpgaTuTe
Ha BpaboTeHnTe BO AreHumja 3a agMuH1cTpaumja

Ha BpaboTeHuTe Bo OaaeneHneTo 3a ynpaByBake CO YOBEYKN PECYPCU U
PaKoBOAHUTE aAMUHUCTPATUBHU CNyX6eHnUM a 0cCOBEHO CEKPeTapoT BO OAHOC Ha
agMyHUCTpaTMBHATa cenekumja u UCNUTOT 3a aAMUHUCTPATUBEH CIYXGEHMUK

Ha BpaboTeHuTe og oaaeneHneTo 3a YoBEYKMN pecypcu 3a cute asm Ha
nocrtankarta 3a BpaboTtyBame

Ha BpaboTtenute og OYYP u pakoBogHuTe nuua duaejkn ce gen og Kommcunte 3a
BpaboTyBake 1 cenekumja

Ha kaHoupaTuTe Kou ce npujaByBaaT Ha ornacw.

Ha Komucujata 1 Toa BO AenoT Ha crpoBefyBake Ha UHTEPB]YTO.
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Ha komucujaTa 3a cenekuunja

Ha nuuata kou rv BogaTt npouecute 1 paboTHMT 3agadm og obnacrta Ha
YoBEYKUTE Pecypcu, BO 0OHOC Ha CUTe eNneMeHTM Ha kou GMno nocTanku 3a
BpaboTyBaHEeTO, JOHECYBaHETO Ha OANYKN, MPecMeTKka Ha nnaTa.

Ha pakoBogHuTe kagpu 1 BpaboTeHUTe BO ynpaByBahe CO YOBEYKM PTECYPCU KOU
y4yecTByBaaT BO rnocTarnkaTa 3a BpaboTyBawe U cenekumja cornacHo 3akoHOT

Ha pakoBogHuTe nuua

Ha cuTe BpaboTeHU Bo YoBeYKM pecypcu Kako 1 Ha nuuaTa NocTaBeHU Ha
pakoBOAHW NO3ULINK

Ha cute yyecHmum, coogBeTHO N KOHKPETHO BO OOHOC Ha CnpoBeayBaHe Ha
nocTnkaTa,kako Ha KaHaugaTuTe, pakoBogHUTE cny>k6eHmum n yHKUnoHepuTe
OAroBOPHM 3a nocTankarta 3a BpaboTyBawe 1 NononHyBake Ha paboTHUTE MecTa
COrfacHo ycrioBuTe yTBpAEeHU BO 3aKOHOT M BHaATPELUHUTE akTu 3a
cuctematvaumjaT Ha paboTHUTE MecTa BO MHCTUTYyLMjaTa.

Ha dyHKUMOHEpOT, BO OTCYCTBO Ha CeKkpeTap BO LenaTa nocranka.

Ha uyneHoBuTe Ha Komucnnte 3a cenekuuja, noTpebHo € aa ce objacHe uenocHarta
nocranka oKkony UCTUOT npoLec

Ha uneHoBuTE Ha KOMUCHKjaTa, NpecMeTyBawe Ha 6040BM paHrMpaHje n u
npenosHaBake Ha aunrnoma 3a CTpydHu kBanudukaumm Bo Koja rpyna e
Knacvdukaumja Ha Hay4YHu 3Bama

HeMaM KOMeHTap 3aToa LUTO BO MojaTa MHCTUTyUMja uMa nocebHn ycnosu 3a
BpaboTyBare

O6ykaTta e cywITeCcTBeH fen Koja kako anaTka ja nogobpysa paboTtaTa Ha cekoj
efeH BpaboTeH 1 3aToa e noTpebHo cekoj o4 BpaboTeHnUTe NOCTOjaHo Aa ce
oby4yyBa u aa rv Hagorpagysa cBouTe 3Haewa. Co ornen ga Bo Komucuute 3a
cenekuuja e noTpebHO Aa ydecTByBa pakoOBOAUTENOT Ha opraHM3auuoHaTta
efuHULa 3a Koe e MoBeAeHa nocTarnka 3a nonosiHyBakwe Ha paboTHO MecTo
(BpaboTyBane, yHanpegyBake) NOTPeOHO € UCTUTE MOKOHKPETHO M NPaKTUYHO Aa
ce 3anos3HaaT co coogBeTHaTa nocranka. Cekako 3apaau nogobpa KoMyHMKaLmja,
KOOpAMHauuja n opxxewe Yekop CoO HOBUHUTE BO 0OnacTa Ha YoBEYKMTE pecypcH,
notpebHo e MpexaTa Ha opraHu3auMoHMTe eQUHNLM 3a YrpaByBake CO YOBEYKU
pecypcu fa bvae noakTMBHA M NOYECTO Aa ce OA4APXKYBaaT COCTaHoUM 1 cpeabu
Ha kou 6u ce HagMUHanNe oapeaeHu npatlaka 1 NpakTUYHM NpobremMu Bo
npoLecuTe Ha ynpaByBake CO YOBEYKUTE PEeCypCH.
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MoTpebHM ce 0byku 3a cUTe pPakOBOAHWN ApPXKaBHWU cnyxbeHnuu 3a uenara
noctanka 3a BpaboTyBare 1 cenekuunja o acnekT Ha NocToeykaTa 3aKoHcKa
perynatmBa Co NpakTUYHU NpuMepun u cumynauun. Bo nHctutyumnjata cme umane
obyka oa HagBopeluHu cTpaHckn HR ekcnepTu kou noBeke bune BO Hacoka Ha
pa3BuBak-€ Ha BeLWTUHUTE 3a BOAEH:-E MHTEPB]jY NpM NocTankaTa 3a cenekuuja.

UneHoBuTe Ha koMucHjaTa 3a BpaboTyBake U cenekuumja (ko He ce gen of
CeKkTopoT/ogaeneHneTo 3a ynpaByBake CO YOBEYKMN pecypcu) nmaaTt notpeba of
3ano3HaBare CO LenmMoT NpoLec, Kako U KaHauaaTuTe Kou annuuupane 3a
oapeneHo paboTHO MecTo.
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Be Mmonume, onuweTe KakoB BUA Ha o6yka 6u 6una HajnoTpebGHa 3a BpaboTeHuTe
Bo CekTopoT/OppneneHMeTo 3a YHOBEYKU pecypcu.

prakticni obuki vo odnos na primenata na zakonskata regulativa

soft skills obuki, obuki za sledenje na nmogubrojnite zakonsi promeni,
Upravuvanje so sistenot za MISHR

EnekTpoHCKu cucTem 3a yrnpaByBake CO YOBEYKU pecypcu

3a 3aKOH 3a agMUHUCTPATUBHU CryXGeHuLm

3a cute pasm Ha npouecoT Ha BpaboTyBawe a ocobeHo MCYYP

3a crpoBefyBak€e Ha MHTPEBjya U 3a OLieHyBakbe

3a XPMUC, 3a nameHnte Ha 3akoHUTE, 3a OLEeHYBaweTO, BpaboTyBaHETO,
yHanpeayBawe

obyka 3a HRMIS cucrtemo, n CYYYP
O6yka 3a BpaboTyBawa Ha agMUHUCTPATUBHUTE CIy>XKOeHUL M,

obyka 3a npakTu4Ha npMMmeHa(MmnnemMmeHTaumja) Ha 3akoHoT 3a
aAMUWHHUCTPATMBHU CAY>XOEHMLM 1 3aKOHOT 3a BpaboTeHn BO jaBHUOT CEKTOpP U
NnononHyBakwe Ha cuTe obpacum Ko npousnerysaar.

O6yka 3a npumeHnTe Ha 3akoHoT 3a AC, 3PO 30VYI1 utH
obyka 3a yHanpegyBake Ha Mefy4oBeYKUTe 0QHOCU

O6yka n HagorpagyBahe Ha 3Haewa og obnacTta Ha crnegHuUTe 3aKoHM - 3aKoH 3a
ornuwTarta ynpaBHa nocranka , 3akoH 3a aAMMUHUCTPATMBHU Cry>X6eHnum, - 3akoH
3a BpaboTeHUTe BO jaBHUOT CEKTOP, - 3aKOH 3a paboTHUTE ogHOCK, -3aKoH 3a
6e3benHocT 1 3gpasje npu paboTta - 3akoH 3a NoXXapHMKaAPCTBO (BO nNornea Ha
npaeaTa 06BpckuTe BpaboTyBaweTO OArOBOPHOCTUTE HA NOXapHMKapUTE Kou ce
BpaboTeHn Bo TIME Bo ONwTMHMTE), N NOA3AKOHCKMN aKTK KOW npousneryesaart u
o[, 3aKOHCKaTa perynartmea

obyka cornacHo 3akoHuTe 3a BpaboTeHn BO jaBHUOT CEKTOTP U aAMUHUCTPATUBHU
cnyx6eHnun

O6ykun 3a nogobpyBare Ha Mefy4yoBeYKM OOHOCU, HaManyBakwe Ha CTPEC Kaj
BpaboTeHnTe, MOTMBaUWja 3a Nnogobap ycnex Ha BpaboTeHUTE N NCKOPUCTYBaHE
Ha MakCUMyM Of NoeauHeLoT

06YKM MOBP3aHN CO OLIeHyBaHje, CTPY4YHO YCOBpLLYBaH-€ Ha aAMUHUCTPATUBHUTE
cnyx6eHuun, obykn NOBp3aHN CoO NPoLLEeCcOT 3a BpaboTyBake 1 yHanpeayBake Ha
aaMVHUCTPATUBHU CNyX6eHnLm
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OKOIy U3roTeyBak€ Ha akTUTE 3a CI/ICTeMaTI/I3aLWIja Ha pa6OHI/ITe mMecTa,n3aMeHn

ONLWITK U cneumjanuanpaHm obykn Ha TEMM NOBP3aHU CO yNpBayBake CO YOBEYKMN
pecycpu

MoTpebHO e KOHTUHYMPAHO y4ere o cute obnactm Ha paboTHM OQHOCK M YOBEYM
pecypcu o4 NpuYUnHa WTO CTaHyBa 360p 3a cneumdmryHa maTtepuja.

noTpeGHO e NPBO ekMnupame Ha oadeneHneTo
npakTMyHa

[MpakTn4yHa NpUMeHa U Ha4YMHOT Ha UMNNeMeHTaLmja Ha NponucuTe Kou ja
perynupaar nocrankaTta a BpaboTyBawe

MpakTnyHM NpuMepmn 3a noctankarta 3a BpaboTyBawe 1 yHanpeayBamwe
MpumeHaTa Ha HOBMTE 3aKOHW BO JABHWOT CEKTOP
PepnosHo ce noceTyBaat 06yku

cekakBa, o npouec Ha BapboTyBake na 40 NEH3NOHUpPaHe ako ce uma npeasua
Jeka nocregHaTta AeueHnja peyncu 1 ga Hemalle HUKakeu BpaboTyBarba.
MoTpebHun ce n obykM Ha BpaboTeHUTE 3a 3HAYEHETO Ha OOYKUTE. U CEKaKo
MWOA pa vma noeeke o6yku o4 cute ob6nacTn Ha YOBEYKUTE pecypcu

Cekoj B1g Ha obyka noBp3aH Co 3aKoHCkuTe obBpckn 3a OgaeneHneTo 3a
4YOBEYKM pecypcu

cenekunja Ha BpaboTeHu, obykM 3a cnpoBeayBare Ha MHTEpPBjy, obyka 3a
yrnpaByBah-€ CO 4. pecypcu

cute obyku noBp3aHM co 3akoHOT 3a AOMUHUCTPATUBHM Ncy3beHnumn n 3akoHOT
3a BpaboTeHUTe BO jaBHUOT CEKTOP

Cute, 6ugejkm og ctpaHa Ha MMHUCTEPCTBOTO HE € cripoBefeHa HUTY eaHa obyka
3a HUTY efeH BpaboTeH Beke 3 rogmHu, a ctaHysa 360p 3a 0byku Kou ce
3a0MKUTENTHM CO 3aKOHOT 3a agMUHUCTPATUBHU CIyX6eHuum

Cnefetse Ha cuMTe pa3BOjHU NPOMEHU 0o 06nacTa Ha YOBEYKUTE pecypcu
TEKOBHU 0OYKM sa NPOMEHWTE BOO 3aKoHckaTa nerucnatuea

dyHKLUMOHanHa aHanunsa
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Ha koj HaumMH 61 cakane ga ce npomeHu (M nogobpu) ynorata Ha CekropoT/
OppeneHneTo 3a YoBeYKM pecypcu Bo Bawara MatuyHa nHctutyumja?

oddelenieto za coveski resursi treba da e odgovorna za detektiranje na potreba za
novi vrabotuvanja ili popolnuvanje na rabotno mesto,,, aktivho® da ucestvuva i
odlucuva vo site fazi na selekcija

Bu cakana ge ce popmmpa OpraHusaumoHeH o6nuk 3a oBa obnacT co noeeke
BpaboTeHu.

BpaboTyBake Ha Kaapu CO COOBETHO obpa3oBaHue, yCOBpLUYBake Ha Kagpu co
y4ecTBO Ha 00yKuM n cn.

Oa 6uae He3aBMCEH BO [OHeCYyBare Ha oanyKu Npu cenekuuja Ha KaHauaaTm

[la nma noeeke nNnua aHraxxmpaHyu ogHOCHO BpaboTEHN BO OAENEHMETO 3a
YOBEYKN pecypcu 3a No € epnkacHo N epekTMBHO OAHOCH KBaNNTETHO
cenekTupawe Ha Kagpu UM U3BpryBawe Ha 3aJadnte Kou npoanerysaat o4 AKT 3a
cuctematmsaumjaTa u cnposefyBakbe Ha 3aKOHOT 3a aAMUHUCTPATUBHMN
cnyx6eHnun

[a paboTuMe UCKNYYMBO Ha MaTepuja of YOBEYKM PECYpCU a He 1 o apyru
obnactu

Aa ce BoBeaart penieBaHTHU TeCTupatka 3a KOrHUTUBHUTE cnocobHoCcTu-
KapaKTepucTtukmn Ha KaHangatute

[a ce page noronemMo 3Hayekwe Ha ogaeneHneTo 3a YOBEYKN pecypcu

[a ce ekunupa co cooBeTeH kagap

[a ce 3ajakHaT agMUHUCTpaTMBHUTE Kanauntutetn Ha OgaeneHneTo

[a ce sronemu 6pojoT Ha BpaboTeHn n OgeneHuneTo ga ce npeteopu Bo CekTop.

[la ce oBo3moxaT noeeke paboTHM cocTaHoum, cpeabu, obyku, paboTunHuum oa
HagnexHata MHCTUTyumja co uen ga Guaeme BO KOHTaKT CO HalUKW Konern og,
OPpYrv MHCTUTYUMKW, a pa3MeHyBaMe UCKYCTBa U 3HaeHe.

[a ce nogobpu 3akoHcKkaTa perynatmea, NoegHOCTaBHU NOCTanNky 3a 61Mno Koj
npouec Kou Ke BpoaaT Co nnog

[okonky BpaboTeHnoT e og OgaeneHMeTo 3a YOBEYKN pecypcu 3aBUCK
PUHKLUMOHEPOT 0 Koja NoNMTMYKa NapTuja npunara He rv npegnara ga 6uaart Bo
KomucwnjaTta 3a cenekuuja. lNpegnor AreHumjata ga He 4o3BosiyBa popMmpae Ha
Komucuja 6e3 ga nma npeTcTaBHUK 0 O4EMNEHNETO 3a HOBEYKM PECYPCMU.

JononHutenHu obykn Ha BpaboTteHuTe. MHCTUTYUMjaTa e HaHawa cTpaHal
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[ocnegHo cnpoBefyBake Ha 0OYykM 3a BpaboTEHUTE BO OBj CEKTOP U
cnpoBeayBaH€e Ha UCTUTE, OJHOCHO HMBHA COOABETHA NpUMeHa.

KOHKpeTu3npare Ha paboTHM 3a4aymn, CO HUBHA NpaBunHa pacnpegenta un
LIeNIOCHO MOMOMHYBaH-e Ha 0BOj CEKTOP CO BMCOKO Npod)ecroHaneH kagap

KoHTUHynpaHu obyku
Hemam 3abeneLuka
na 6u Tpabano Ha HEKOW LUTO Ce HajBaXKHM 3a MHCTUTYLUujaTa

Morope mopa ga ce nsbepe onumjata geka ce KOHCyNnTUpa 3a u3bopoT, 3aToa LWTO
yneHoBUTe Kako uneHosn Ha Komucujata He camo wrto Tpeba aa pedepupaart Kaj
oApeneHo nuue, TyKy n reHepanHo ce gobusaaTt HaTaMOLLHM HaCcoKu 0CobeHo 3a
uHTepBjyTo. OBa e NoBeKe reHepanHo UCKycTBo 6asnpaHo Bp3 OCHOBa Ha
CO3HaHWja Ha BoAeH€e Ha NocTankuTe BOOMLITO U 0 CTpaHa Ha Apyru Koneru, a
CO ornep Aeka BO MaTuyHaTa UHCTUTYUMja MMHUMareH e 6pojoT Ha cnpoBeaeHn
nocranku 3a BpaboTyBahe,Na 1 3a yHanpeyaBake, 1 HeMalle NpcoTop 3a
BNujaHune, ro KOpMCTaMm NPOCTOPOT Aa AadaMm Crivka BOOMLITO 3a Toa AeKa KoKy
efeH KaHamaaT ga e gobap, 4 aro nNonoXu UCNUTOT, ako He Tpeba aa ce BpaboTw,
Ha MHTepBjyTO HeMa Aa noMuH. OBa e co3HaHWe reHeparniHo BO CUTE NocTanku BO
ApyrnTe MHCTMTYUMK. VIHaky, yrnoraTta ce ceegyBa noBeke Ha 4nucta
agMuHUCTpaTUBHA 3aJava, a npomeHuTe Tpeeba aa ogat BO npaseL Ha LenocHO
ocnocobyBake M 0CaMOCTOjyBak€, ako € MOXXHO BO Kpenpame Ha MoNMTUKK 3a
ynpaByBah-e (Tyka r'm CMeTaM 1 akTuTe 3a opraHusauuja, cuctemaTusauyuja),
pearnHa npuMeHa Ha Ap.3aKOHCKM pelleHnja BO KOHKPETHM nocTanku, bes
NPUTUCOK U BNWjaHWne of ApYyrv nuua.

npen LOHeCyBake Ha perynatmBaTa 3a YOBEYKUTE PECYpCU Aa ce KOHCynTupa
npegnarayoT Ha perynatvMeaTa co Len 3a eprkacHo ynpaByBake CO YOBEYKUTE
pecypcu BO jaBHUOT CEKTOP

CO 3rofiemyBan-€ Ha 6pojoT Ha BpaboTeHu kou 61 ce GaBene co YOBEYKU pecypcu

Co HoBaTa 3akoHCKa perynaTtmsa BO MHOIy HellTa ce nogobpu coctojbarta co
ynpaByBahk-€TO CO YoBeUkuTe pecypcu Bo Penybnuka MakegoHuja. OBoj TpeHa
Tpeba ga NpPoaoIKM 1 NOHAaTakKa.

Co ornep geka craHysa 36op 3a nHctutyumja co 300 BpaboTeHu, noTpebHo e
peopraHusaumja Ha ogaeneHneTo BO CEKTOP CO Hajmarnky ABe ogaeneHuvja u
KaApOBCKO ekunupame (BO NoAroToBKa Ce M3MEHM BO aKTUTE 3a BHATpeLluHa
opraHu3saumja u cuctemaTtmsaumja Ha paboTHM MecTa CornacHoO HanpaBeHa
dyHKLMOHanHa aHanmsa)

DyHKUMOHEPUTE Aa GuaaT 3ano3HaeHn Co BaXXHOCTa Ha yrnpaByBaweTO CO
YoBEUKUTE pecypcu 1 ga ce 3ano3HaaT Co yroraTta koja ja uma oBaa ogaeneHue
unu BpaboTeH.
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Be Mmonume, o6jacHeTe co cBOM 360pOBMU, AaNM HEKOj aCNeKT o4 NPoLecoT Ha
cnpoBeAyBak-€ Ha NocTankara 3a oueHyBawe Tpeba Aa ce MeHyBa 1 noaobpwu.

izborot na vnatreshnite i nadvoreshnite ocenuvaci ( pri izbor na vnatreshni
ocenuvaci sekogash birat shto e mozhno najbliski kolegi i toa direkno vlijea do
nerealno ocenuvanje, pri izbor na nadvoreshni ocenuvac izbirat nesodvetno lice
shto isto taka doveduva do nerealno ocenuvanje. Smetam deka postapkata za
ocenuvanje treba da pridonese kon megjusebna sorabotka na pretpostaveniot i
administrativniot sluzhbenik a ne samo formalna procedura

soodnosot vo vkupnata ocenka megu ocenkata od neposredno pretposatven i
odtanatite ocenuvaci

BHaTpeLLHMTE oLeHyBauu: ce nsbnpame cnopep Toa Koj Konky 4obpo cTom co
HEKOro HaaBOpPELLUHMUTE OLEHYBaun: 3a KakBu hrHacMm Tme Moxe aa He
OLeHyBaaT 1 3a pea Apyrn komneTteHunn. Moxe camo 3a KOMyHUKaTUBHOCT U
euKacHOCT. 1 MHOry xapTuja 3a HewwTo 6e3 pe3ynTaTu K nocTankata € pamHa Ha
n3bopHa. Mima nn notpeba og Toa?!

Bo nenot oa mepku oa edpekTuTe O OLIEHYBaHETO , HE € BO pe[ AOHECYyBawe Ha
HeraTMBHa OTLEeHKa 6e3 npeaxoaHo Aa uma JOHEeCEeHo AUCUUNIMHCKA Mepka
NPOTMB aAMUHUCTPATUBHUOT CINYXOEHUK.

[a 6uae peanHo oueHyBaHeTO
[a Hema TornkKy Yekopu BO oLeHyBawe (Ha np. 6p. Ha oueHyBa4u)

[a ce oueHyBa paboTaTta a He nonuMTMYKaTa NPMNagHoOCT, POOAHUHCKM BPCKU |
GrIMCKOCT Ha OLleHYBaYOT CO OLLEHYBaHMOT, B6/IMCKOCT CO DYHKLMOHEPOT U CIINYHO.

[a ce noegHocTaBy NpoLECcOT BO MHCTUTYyLUMMTE co nomn 6poj Ha BpaboTteHn n aa
ce u3eaHa4vm NpoLeHTOT Ha BHATPELLHMUTE OLEeHYBa4M CO NPOLIEHTOT Ha
npeTnocTaBeHNOT aAMUHUCTPATUBEH CNYXOEHNK.

[la ce npoMeHKn 3aKOHOT 3a aAMUHUCTPATUBHU CNYyXOeHnLMN.

Aa Tpeba ga ce HanpaBaT M3MEHU BO 3aKOHOT 3a aAMWHUCTPATUBHU cryx6eHnum
BO [€N0T 3a yrnpaByBake CO e(pekTOT Ha agMUHUCTPaTUBHUTE CryX6eHnum 1
noTpebHO e Aa ce cBeAe Ha eAHO NOMYyroAuLLIHO MHTEPB]jY 0f CTpaHa Ha
NpeTnoCcTaBeHNOT M NOTOA KpajHaTa oLeHKa UCTO Taka of npeTnoctaBeHnoT. Moja
3abenelluka 0AHOCHO MUCNEHE € [ia Ce TPrHaT oLeHyBaunTe YeTBopumLa
BHATpELUHM U [Bajua Ha4BOpPELLHW.
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[a, 6u Tpbano ga npomeHn noctankarta 3a oueHyBakwe . Cnopea MmeHe 6u
Tpebano ga 6uage NoeaHOCTaBHO € He Lerna roguHa aa ce 3aaHMMaBame Co eeH
npouec Koj noyHyBa oc 15 gekemBpu 3a HapegHaHa rogvHa 3a 3aspluyBsa [0
jaHyapu crnepHaTa rogvHa A0 M3roTBYBake Ha paHr nNucTa 3a 4ocTaByBawe 40
MWOA. 3Haum Bo OggeneHneTo 3a YP 6um Tpabano ga nma egeH BpeboTeH Koj ou
ce 3aHMMaBan camo CO OLeHyBaheTO 3Haun rybere Bpeme.....

AenoT Co HaaBOpeLLHUTE oueHyBayn He Tpeba Aa NoCcToM a [OKOSKY MOCTOM
Tpeba ga ce cMeHM obpaseLoT LenaTa nocranka 3a oueHyBawe e npegonra ce
TpoLwn NpeMHOry maTepujan-xapTuja 1 HeMoXe [ia ce YyBa BO JocueaTa Ha
BpaboTeHuTe .[JOKONKy ce NPOAOIMKM NO UCTMOT NpUHLMN Tpeba ucrata ga ce
crnpoBeflyBa Camo enekTpoHcku 6e3 xapTuja

KOMMSIETHO LeNNOoT NpoLec Aa ce N3MEHHU
MHory npouenypu, a Hema ePUKacHOCT, LennoT npoLec € popmaneH.

Moe mucnewe e geka 0BOj Ha4YMH Ha OLEeHyBawe, HE M AaBa BUCTUHCKNUTE
pesyntatu. [p>xaBHute cnyx6u Tpeba ga 6ugaT oueHyBaHu oA rparaHuTe.

HapgBopeluHuTe oLeHyBayun He ce NoTpedbHM Aypu U BHATPELLHUTE OLeHyBaum
Ouaejkn cee e popmanHo caMmo MHOTy aHraxkupawe 6e3 pesyntatu. [la ce BpaTu
CTapoTOo OLeHyBake Camo NPeTNoCTaBEHNOT U MOXe U Konernte of
cekTop/opaeneHuve 3a aa ce 6banaHcupa oueHkaTa BO Criyyaj NpeTnocTaBeHunoT Aa
oLeHyBa co crnaba oueHka.

He Tpeba ga nocTojaT HaABOPELLHM OLEHyBa4m
HemMaMm
Hemam 3abeneluka

OueHyBaweTO Ce 0BMBa MO MHAMBMAYarnHa NpoueaHKa Ha OLEeHYBayoT U
KpuTepnymmnTe, OAHOCHO KBanmuTeToT ce 3aHemMapyBaaT Ha OLeHYBaHWOT, Na
MMame criydam kora HecnocobHu cnyxobeHnumn gobueaat 4o6pM OLEHKK

OueHyBareTO HAa aAMUHUCTPATUBHUTE CY>XOeHNLUN

MNoBeke e hopmanHo
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MpouecoT Ha oLeHyBake BOONWTO He e noTpebeH. [JoKosKy ce cTopu noBpeaa Ha
paboTHUTE OBBPCKU UMM HEKOj HE T U3BPLLYBA BOOMLUTO UMK HE Kako LWTOo Tpeba,
nocTojaT COOABETHU OUCLMNITMHCKN MEPKM U MEXaHM3MK Kou BegHal Tpeba aa ce
npuMmeHaT. Hema HuKakBa nornka Bo Toa fa Ce Yeka rogulliHo oueHyBake na Ha
Hekoj Aa My ce gage ogpeneHa oueHa. Moxe ga ce cnyyn pabotogaBeuoT o
Hajpa3nNMYHn NpUYNHN POPMarHO Aa He Npe3eme OUCLMNITMHCKU MepKM, na Aa ce
OoCTaBM nNpeTnocTtaBeHUOT cnyxbeHuk ga Tpeba ga gage oueHa.Ho,
npeTnocTaBeHMOT CryXbeHWK oLeHyBa 3a U3BpLUYyBake Ha paboTHUTE 3agaun u
Toraw Moxe Aa Aafe v HeraTMBHa UKW HaMmarieHa oueHa BO NoeANHEYEH Cryyaj
CaMO 3a Ha4MH Ha U3BpLUYBake Ha pbaoTHUTe 3agayn. Ho, oueHaTa 3a 0aHOCOT,
KOMyHMKaLmjaTa n op.BELUITUHM HE € BO HeroBa Haa IeXXHOCT Npu OLIEeHYBaHETO, a
OLEeHyBa4yoT cam M nsbupa Apyrute BHaTPELIHMN U HAABOPELLUHM OLeHyBa4vm Kou
3a Toa Tpeba ga ro oueHaT, nNa BO Cry4aj Ha HErOBO HECOOABETHO OHECYBaHE€ Ha
paboTa npeky NMYHUTE MaHMPU KOW M noceayBa U MaHudecTmpa, a Baksu
npumepun nma 6e36poj, NOBTOpHO Hema Aa buae oueHeTe HeraTUBHO, a KamMonu
na oupge caHkumoHmpaH. OBa 3aTo

lMpouecoT Ha oueHyBawe e (hopmManeH, He ja AaBa peanHarta cnuka u
npeTcTaByBa camo TPOLLEHE Ha YOBEYKUTE pacypcu of cektopoT/ogaeneHneTo
3a YOBEYKM pecypcu.

Tpeba ga ce CMeHM HaYMHOT Ha OLleHyBaH-e UMK NakK LienaTta nocranka aa ce
YKVHe, Lenara nocrarnka ce cnpoBefyBa camo 3apagu 3akoHckaTa obBpcka,
HepearnHo oLeHyBawe U 6e3 HUKAKOB NO3UTUBEH edeKT

Tpeba ga ce cnposeaysa objekTuBHa eBanyaumja Ha paboTtHaTa nsseaba

LlenaTta noctanka e npecnoxeHa, BKIy4yyBa MHory nyre (buaejkn nmame
oueHyBane 360 3a cute BpaboTteHun) n npemHory xapTunja. Cekoj BpaboTeH ce
OLleHyBa 0 HenocpeaHWOT pakoBoauTeN, 4 BHATPELLHN oueHyBa4n n 2
HagBopeLHn oueHyBayn. OueHyBaweTo e cumyrnaumja Ha nsbopu, ce ctaBaart
oueHeTuTe obpacum Bo rnacadka kytunja. Ce TpoLum MHOry BpemMe 1 xapTuja.

LIeNoCHO Aa ce MPOMEHM oA NPUYMHA LUITO UCTUOT € HENPUMEHNMB nopaaun
NOCTOEHETO Ha MHTerpmpaHa CTpykTypa co ApMmujaTa O4HOCHO BOEHU nuua Ha
PaKOBOAHM MO3MLMM KOM 3aKOHOT He ' Npeno3HaBa [a ce jaBaT Kako OLeHyBayu
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