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ABSTRACT: This paper examines education and education neamaigt issues and sets out to explore, in this ggrgerformance
evaluation processes. We argue that, higher educatstitutions, as employers, must effectively @mde continuing professional
development, based on certain indicators, withrectlieffect on the career planning of each indiaidarofessional in the academic

environment.

1. INTRODUCTION

While writing this article it was important to cadsr higher
education management and HR management, what Kirzdeo
they have in our life, whether they are correlatechot, and
performance evaluation of the academic staff ansl
consequence professional development could not die |

considered to be the basis for doing analysis @.qualified
staff), as well as the basis for establishing theessity to make
a personnel decision.

From the point of view of ways to carry out the gass of

it performance evaluation it is rather a difficult sph to make

decisions. There are many ways of implementing the

untouched. The notion of higher education managemen€valuation. Employee Evaluation is considered tafgart of

appears to be hard to understand. It is seen ag lbeimplex

and abstract. “It shows itself in very concretenisrand modes
of cultures and techniques to be found with regarautonomy
and external stewardship, to internal leadershigp steering

and so on”. (Higher education governance betweemdeatic

culture, academic aspirations and market forcé)g}.

HR management is supposed to be more than jushdnakée
“right people in the right place, at the right timé’'s about
instituting the people — related practices andvaiets that will
help the organization to achieve and improve itSiless
results. In this respect Performance Evaluatiorofisgreat
importance, its methods, principles, and its meismas
through which Performance evaluation is correlateith
Capacity Building. Performance Evaluation has al gma
evaluate the improved results and an increaseficiegfcy of
the work of employees. As a result of Performanealiation
a range of problems is cleared out, demanding tdkema
decisions. Consequently at this point Continuingféssional
Development becomes actual when any institutionl)Hifes
to solve the range of problems cleared out as altres
Employee Performance Evaluation.

The idea of Capacity-Building appeals to certaigid: if you

believe in and support people to do their best warld in an
ongoing fashion encourage that development, chameethat
people will improve. Finding ways to make that happan
feel elusive, but some strategies are as simptaadstaining a
closer relationship with the people and the pracésse, as a
manager, are available to offer strategic directfiosomeone
reaches an impasse, we can offer support to tidatidlual’s

development. In the same way, once one of our pebpb
completed a project, we should take the time toridéhvith

them: what went well, what could be done differgrdéind help
that person to develop a strategy that incorporaies
feedback, allows us to make the maximum impact witbrt,
but calculated discussions. This, in turn, allohat tperson to
be more strategic in their next assignment (andimmag their
contribution). As an employer a higher educatiostitation

should organize the process of Performance Evaluathich
is an opinion about the stage of development ofcamlity (of
a group) of an employee, about the results of hisking

activity. In this sense, it has a great signifi@nas it is

the whole Performance evaluation system; it mustdreied
out in a very tight correlation with its methodshWé choosing
certain evaluation induces of the staff, it is imtpat to take
into consideration the general orientation of thighér
education institution on the basis of concrete granance
induces.

Management efficiency greatly depends on how ddep t
subject dominates full, operative information abthé object,
i.e. peculiarities. The main source of informatiégm the
relationship of the staff is considered to be i@mplex
evaluation, which must be carried out continuouwsig be the
ground for further professional development.

2. THE GOOD OF EMPLOYEE
PERFORMANCE EVALUATION

At the very point the question “Why do we need Eogpk
Performance Evaluation? arises. Here a very impbriact
must be underlined that Performance Evaluation jsvat of
the whole personnel work. And for clear explanatiotable of
Performance Evaluation of employees’ work resultkilev
making personnel decisions should be illustrated:

Sphere of making decisions

Identifying employee’s skills

Increasing work efficiency

Defining the possible professional development opymities

Career planning

Individual planning to improve work results

Identifying the salary and rewards for good perfance

Nowadays in Post Soviet countries higher education
institutions face the difficulties of the PerfornecanEvaluation

of their personnel and Career Planning. In Armetiiare are
approximately 18 state universities, only 10-20%tt&fm are
aware of the Employee Performance Evaluation sysdaech
implement it in the work process. Only very few adthat
Performance Evaluation is based on implementatibrihe
method of comparison, with three approaches towards
Performance evaluation based on comparison ofchieging
goals and tasks placed before employees, 2) assesdmy
stakeholders, 3) employees with each other. (AongtrM.
And Baron A.(2002)).
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A more objective evaluation is reached when sevexthods
are used and are in combination. However, in practve have
to give our preference to one of the methods wénwaluating.
One of the famous methods of evaluation and inangas
effectiveness of personnel work abroad is Evaluatizethod
and Management by objectives (MBOKapramoga, JI. B.
(2005))

Nowadays more than 50% of foreign big companiesiuge
practice for Employee Performance Evaluation. Atipalar
place of implementing the very method is givendaarete and
clear aims, which the employee is supposed to reable

above mentioned methods of evaluation provide tirec

connection of each employee’s work to meet finautss,
providing their maximal participation in making adision and
interest in carrying out tasks, as the employeesaifmtakes
part in setting them. As we have touched upon tioblpm of
Employee Performance Evaluation we should also ligigh
the Continuing Professional Development in HEIs.

Continuing Professional Development can be defiasdthe
conscious updating of professional
improvement of professional competence throughqeraon's
working life. It is a commitment to being professit, keeping
up to date and continuously seeking to improveés the key to
optimizing a person's career opportunities, bottayoand for
the future (Chartered Institute of Personnel andelmment
(2000)).

Continuing Professional Development should be -eingag
informative and progressive, embracing 'best prattand

knowledge ané th

easily digestible knowledge. It should neither beessively
demanding nor uninteresting. It should stimulatéesire to
learn more about your profession and participati. iSimply,

it is the lifelong process of active participatiam learning

activities that assists individuals in developimgl anaintaining
continuing competence, enhancing their professipnattice,

and supporting achievement of their career goaldstéhould

enhance the career planning of each professionaikimg

there by providing all the possible ways of coofircawith

each other, i.e. university/employer» a professional (a
lecturer, professor)/employee.

3. CONCLUSIONS

Hence we may conclude that HEIs are employers winch
are concerned with Employee Performance Evaluatjstem
and enhance Continuing Professional Developmeteaathing

staff, affecting the career planning of each indiil
professional in the academic environment.
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