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Abstract

Transparent, accountable and quality driven civil service is a cornerstone of a democratic state
in any modern society. In the developed countries, especially in the EU countries, assessment
of civil servants is well-established and successful practice. In order to improve HR
management systems one step has already moved forward - Annual assessment and appraisal
systems were implemented as a pilot system in 2018 and promotions and salary growth
determined based on performance assessment. Therefore, this part of the public service reform
in Georgia has not actively researched yet. To be more precisely, research of comparative

analysis of the assessment system in public services does not exist.

The main objective of the research is to analyze and compare principles, what determines the
choice and implementation of different and / or similar assessment systems by Georgian public
institutions; To identify the main difficulties faced by HR managers in the practical

implementation of the assessment system; Identify challenges and write recommendations.

The results of the study showed that most of the difficulties in the introduction of the
assessment system appeared on the initial stage of the system's enactment, when the employees
still had no experience, knowledge and readiness to get acquainted. Also, more than half of the
structures have chosen a model based on the assessment of competences to ease the difficulty
of the first year. In addition, an important role of the human resources management unit has

been demonstrated in effective implementation of civil servants assessment.



