


Repubhe of die Philipoine:
PROVINGE m; ACAN
ity of \szm

"“’WMM‘bm.w-l
S ;"gﬁ’i SEmy

OFFICE OF THE GOVERNOR 3 IELD m\i?;g:sg;’:;“;ﬂ wé
RECEIYED

e P

i

Tear Director Cochon:

T ve to the implementation of the Provincial Government of Bulacan - Strategic Performance
System (PGB - SPMS). The PGB-SPMS was approved for implementation on November

2015 after - substantially wmpiymg with the policies and submitting pertinent documenta y

*quirements including the general guidelines.

B-5PMS general puidelines was updated to incorporate the Employee Equal Opportunity Poﬁicv
by PRIME-HRM and the provisions in Executive Order No. 55-2019 Enjoining ht
constitution of the PGB Performance Management Team {PMT) issued on November 2019,

this regard, we are submitting herewith the updated general guidelines of the PGB-SPMS for \gbur
eview and appraval. : |

fank you very much,

by yours,

_~UANIEL H. FERNAND,
Frovingi ’
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PROVINCE OF BULACAN
City of Malolos

PROVINCIAL GOVERNMENT OF BULACAN
Strategic Performance Management System

STRATEGIC PERFORMANCE MANAGEMENT SYSTEM
LEGAL BASES

= ltem 1 (d) of Senate and House of Representatives Joint Resolution No. 4 (Governing Principles
of the Modified Compensation and Position Classification System and Base Pay Schedule of the
Government) states that “o performance-based incentive scheme which integrates personnel
and organizational performance shall be established to reward exemplary civil servants and
well performing institutions”;

= Civil Service Commission (CSC) Memorandum Circular No. 6 series of 2012 provides Guidelines
in the Establishment and Implementation of Agency Strategic Performance Management
System.

CONCEPT

The Provincial Government of Bulacan’s Strategic Performance Management System {PGB-SPMS)
is focused on linking individual and department’s performance vis-a-vis the provincial
government’s vision, mission, and strategic goals. It is a mechanism that ensures that the
employee achieves the objectives set by their respective department and the department, on the
other hand, achieves the objectives that it has set itself in its strategic plan.

GENERAL OBJECTIVES

a. Concretize the linkage of organizational performance with the Philippine Development Plan,
the Provincial Government of Bulacan (PGB) Strategic Plan, and the Organizational
Performance Indicator Framework;

b. Ensure organizational effectiveness and improvement of individual employee efficiency by
cascading institutional accountabilities to the various levels of the organization anchored on
the establishment of rational and factual basis for performance targets and measures; and

¢. Link performance management with other Human Resource (HR) systems and ensure
adherence to the principle of performance-based tenure and incentive system.

DECLARATION OF EMPLOYEE EQUAL OPPORTUNITY POLICY
The Provincial Government of Bulacan adheres to the existing general policy of no discrimination
based on gender identity, sexual orientation, disabilities, religion, and indigenous group affiliation
and by any other characteristics protected by existing laws and by the Gender and Development
(GAD) Code of Bulacan. This policy applies to all terms and conditions implemented in the PGB-
SPMS.



Republic of the Philippines
PROVINCE OF BULACAN
City of Malolos

PROVINCIAL GOVERNMENT OF BULACAN
Strategic Performance Management System

V. BASIC ELEMENTS

= Goal aligned to agency mandate and organizational priorities. Performance goals and
measurements are aligned to national development plans, agency mandate/vision/mission,
and strategic priorities, and/or organizational performance indicator framework. Standards
are predetermined to ensure efficient use and management of inputs and work processes.
These standards are integrated into the success indicators as organizational objectives are
cascaded down to operational level.

=  Qutputs/outcomes-based. The system puts premium on Major Final Outputs (MFOs) that
contribute to the realization of the organization’s mandate, vision/mission, strategic
priorities, outputs, and outcomes.

s Team approach to performance management. Accountabilities and individual roles in the
achievement of organizational goals are clearly defined to facilitate collective goal setting and
performance rating. The individual’s work plan or commitment and rating form is linked to
the division/unit/office work plan or commitment and rating form to establish clear linkage
between organizational performance and personnel performance.

= User-friendly. The forms used for both the organization, department and individual
performance are similar and easy to accomplish. The department and individual major final
outputs and success indicators are aligned to facilitate cascading of organizational goals to the
individua! staff members and the harmonization of the department and individual

performance ratings.

= Information system that supports monitoring and evaluation. The Monitoring and Evaluation
(M&E) and Information System will ensure generation of timely, accurate, and reliable
information for both performance monitoring/tracking, accomplishment reporting, program
improvement and policy decision-making.

s Communication Plan. A program to orient officials and employees of the new and revised
policies on SPMS shall be implemented. This is to promote awareness and interest on the
system, generate employees’ appreciation of the SPMS as a management tool for
performance planning, control and improvement, and guarantee employees’ internalization
of their role as partners of management and co-employees in meeting organizational

performance goals.
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VI. KEY PLAYERS AND RESPONSIBILITIES

a. SPMS Champion {Provincial Governor)

=5 = Responsible and accountable for the establishment and implementation of the SPMS;
s Sets PGB performance goals/objectives and performance measures;

= Determines PGB target setting period;

= Approves department performance commitment and rating; and

s Assesses performance of departments.

b. Performance Management Team (PMT)

s Sets consultation with all Heads of Offices to discuss the office performance commitment
and rating system and tools;

s Ensures that office performance management targets, measures, and budget are aligned
with those of goals of the agency;

= Recommends approval of the office performance and rating system and tools;

s Acts as appeals body and final arbiter;

= |dentifies potential top performers for awards; and

= Adopts its own internal rules, procedures, and strategies to carry out its responsibilities.

0

R S

Chairman: Provincial Administrator

Members: Provincial Human Resource Management Officer
Provincial Planning and Development Coordinator
Provincial Budget Officer
Employee Representative 1st Level Position
Employee Representative 2nd Level Position
Representative from Health Services

Adviser: Provincial Director
Civil Service Commission — Bulacan Field Office
Consultant on Personnel Matters

Secretariat: Provincial Planning and Development Office

A Technical Working Group (TWG) was created composed of representatives from the following
offices to assist the PMT in the discharge of its functions:

- Office of the Provincial Administrator

- Provincial Human Resource Management Office

- Provincial Planning and Development Office

- Provincial Budget Office

- Bulacan Employees 1* and 2" Level Position

- Health Services
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ple for the establishment and implementation of the SPMS;

a) Responsible and accounta
/objectives and performance measures,

b) Sets agency performance goals
¢) Determines agency target setting period;
d) Approves office performance commitment and rating; and

e) Assesses performance of offices.

Management System (PHRMO)

a) Monitors submission of individual Performance Com

s the Summary List of Individual Performance Rating;
{l/competency §2ps, and talent develo

Provincial Human Resource
mitment and Review {IPCR) Form;

b} Review

¢) Provides analytical data of retention, ski pment

plans; and
d) Coordinates development

al interventions that will form part of the HR Plan.

Secretariat
a) Accomplishment of Office Performance Commitment and Review (OPCR) form;

b} Monitors submission of the Department performance Commitment and Review
form and schedule the review and evaluation by the PMT;

¢) Consolidates, reviews, validates and evaluates the initial pe
based on the accomplishments reported against the success indicators, and budget

{DPCR)

rformance assessment

against actual expenses.
d) Conducts an agency performance planning
provides each office with the final office assess

individual employees.

and review conference annually; and

ment as basis in the assessment of

Head of Office (Department Head)
primary responsibility for performance management in his/her department;

anning session with supervisors and staff and agree on the outputs that
goals/objectives of the PGB and submits DPCR form

= Assumes
= Conducts strategic pl
should be accomplished based on the

to the PPDO;
« Reviews and approves IP

performance period;
hment report to the PMT Chair;

«  Submits monthly accomplis
« Does initial assessment of department’s performance using the approve

« Determines final assessment of individual employees’ performance level

CR form for submission to the PHRMO before the start of the

d DPCR form;
pased on proof of

performance;

s Informs employees O

pased on the assessment of developmen
= Recommends and discuss a development plan with the subordinates who obtain
he rating period not later than one (1} month after the

tten notice/advice to subordinatesthat a succeeding

t their separation from the service.

f the final rating and identifies necessary interventions to employees

tal needs;

Unsatisfactory performance during t

end of the said period and prepares wri

Unsatisfactory performance shall warran
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® Provides preliminary rating to subordinates showing Poor performance not earlier than the
third (3rd) month of the rating period. A development plan shall be discussed with the
concerned subordinate and issue a written notice that failure to improve their performance
shailt warrant their separation from the service.

d. Division Chief (or equivalent)

® Assumes joint responsibility with the Department Head in attaining performance objectives
and targets; :

* Rationalizes distribution of targets and tasks;

® Monitors closely the status of performance of subordinates and provide support and
assistance through the conduct of coaching for the attainment of targets set by the
department and individual employee;

®  Assesses individual employees’ performance; and

= Recommends developmental interventions.

e. Individual Employees
* Act as partners of management and co-employees in meeting organizational performance
goals.

Vil. PERFORMANCE MANAGEMENT CYCLE

The SPMS follows the four-stage PMS Cycle: performance planning and commitment, performance
monitoring and coaching, performance review and evaluation, performance rewarding and
development planning.

Stage 1: Performance Planning and Commitment

This is done prior to the start of the performance period where Department Heads meet with the
supervisors and staff and agree on the outputs that should be accomplished based on the
goals/objectives of the PGB.

During this stage, success indicators are determined. Success indicators are performance level
yardsticks consisting of performance measures and performance targets. This shall serve as bases in
the department and individual employee's preparation of their performance contract and rating form.

Performance measures need not be many. Only those that contribute to support the outcomes that
the PGB aims to achieve shall be included in the office performance contract, i.e. measures that are
relevant to the PGB’s core functions and strategic priorities. The performance measures must be
continuously refined and reviewed.
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Performance measures shall include any one, combination of,

or all of the following general
categories, whichever is applicable.

‘ Ca?egory Definition , =

Meéﬁg’g‘lént‘tmi ng the right thir";gs done. it refers to the degree to which objectives are |
Quality achieved as intended and the extent to which issues are addressed with a certain

degree of excellence. (Elements: Accuracy, Completeness or comprehensiveness of
reports, Client satisfaction)

The extent to which targets are accomplished using the rﬁinimum amount of time
or resources. Applies to continuing tasks or frontline services (e.g., issuance of
Efficiency | licenses, permits, clearances, and certificates) with the ff elements: Standard

response time, Number of requests/applications acted upon over number of
requests/applications received

Measures if the targeted delivérable was done within the scheduled or expected
timeframe. Timely performance involves: Meeting deadlines as set in the work plaan

Timeliness

Target setting for the following year shall be done within the last quarter of the current year taking
into consideration the PGB Strategic Plan, Annual Investment Plan (AIP), and other relevant PGB plans.

Moreover, the targets shall take into account any combination of, or all of the following:

* Historical data. The data shall consider past performance.

® Benchmarking. This involves identifying and cémparmg similar functions or processes.
Benchmarking may also involve recognizing existing standards based on provisions or
requirements of the law.
Client demand. This involves a bottom-up approach where the PGB sets targets based on the
needs of its clients. The PGB may consult with stakeholders and review the feedback on its
services.
Top Management instruction. The Governor may set targets and give special assignments.
Future trend. Targets may be based from the results of the comparative analysis of the actual
performance of the PGB with its potential performance.

In setting work targets, the PGB shall likewise indicate the detailed budget requirements to help the
Governor in ensuring a strategy driven budget allocation and in measuring cost efficiency. The PGB
shall also identify specific departments/individuals as primarily accountable for producing a particular
target output per program/project/activity. These targets, performance measures, budget and
responsibility centers are summarized in the OPCR.The approved OPCR form shall serve as basis for

department and individual employee’s performance targets and measures to be prepared in the DPCR
form and IPCR form. :

Unless the work output of a particular duty has been assigned pre-set standards by management, its
standards shall be agreed upon by the supervisors and the ratees. Individual employees' performance
standards shall not be lower than the PGB standards in its approved OPCR.



H

|

)

¥

) ) |

|

)

)

i

}

)

}

3

14

}

y

\

\

)

A

}

J

|

Republic of the Philippines
PROVINCE OF BULACAN
City of Malolos

PROVINCIAL GOVERNMENT OF BULACAN
Strategic Performance Management System

Stage 2: Performance Monitoring and Coaching

During the performance monitoring and coaching phase, the performance of the departments and

every individual shall be monitored on a regular basis.

n place to ensure that timely and appropriate steps
ure that its objectives or goals are met in the most
i support data management should be installed

Monitoring and evaluation mechanisms should be i
can be taken to keep a program on track and to ens

effective manner. Aiso, an information system that wi
to produce timely, accurate, and reliable information for program tracking and performance
monitoring/reporting. Department Heads and Supervisors play a critical role at this stage. Their focus
is on their critical function as coaches and mentors in order 10 provide an enabling

environment/intervention to improve team performance; and manage and develop individual

potentials.
Stage 3: Performance Review and Evaluation

In this phase, the department and individual employee’s performance level shall be assessed based
on performance targets and measures as approved in the department and individual performance
commitment contracts. The results of assessment of department and individual performance shall be
impartial owing to scientific and verifiable basis for target setting and evaluation.

e Department Performance Assessment ’
The PPDO shall consolidate, review, validate, and ev
the Department Heads based on reported department accomplishments against the success
indicators, and the allotted budget against the actual expenses. The result of the assessment shall
be submitted to the PMT for calibration and recommendation to the Governor. The Governor shall

aluate the initial performance assessment of

determine the final rating of the departments.

A PGB performance review conference shall be conducted annually by the PPDO for the purpose
of discussing the PGB assessment with concerned Department Heads. This shall include the
the Provincial Budget Office as regards budget utilization. To ensure complete and

participation of
Il departments shall submit monthly accomplishment

comprehensive performance review, a
report to the PMT Chair.

Any issue/appeal/protest on the department assessment shall be articulated by the concerned
Department Head and decided by the Governor during the conference; hence the final rating shall

no longer be appealable/contestable after the conference.

The PPDO shall provide each department with the final department assessment to serve as basis

of offices in the assessment of individual staff members.
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e Individual Performance Assessment

The immediate supervisor shall assess individual employee performance based on the

commitments made at the beginning of the rating period. The performance rating shall be based
solely on records of accomplishment.

The SPMS puts premium on MFOs towards realization of PGB mission/vision. Hence, rating for
planned and/or intervening tasks shall always be supported by reports, documents or any outputs

as proofs of actual performance. In the absence of said bases or proofs, a particular task shall not
be rated and shall be disregarded.

The supervisor shall indicate qualitative comments, observations, and recommendations in the
IPCR form to include competency assessment and critical incidents which shall be used for human
resource development purposes such as promotion and other interventions.

Individual employee’s assessment shall be discussed by the supervisor with the concerned ratee
prior to the submission of the IPCR form to the Department Head. The Department Head shall
determine the final assessment of performance level of the individual employee in his/her
department based on proof of performance. The final assessment shall correspond to the
adjectival description of Outstanding, Very Satisfactory, Satisfactory, Unsatisfactory, or Poor.

The Department Head may adopt appropriate mechanisms to assist him/her distinguish
performance level of individuals, such as but not limited to peer ranking and client feedback.

The average of all individual performance assessment shall not go higher than the collective
performance assessment of the department.

The Department Head shall ensure that the employee is notified of his/her final performance

assessment and the Summary List of Individual Ratings with the attached IPCRs are submitted to
the PHRMO,

Stage 4: Performance Rewarding and Development Planning

Part of the individual employee’s evaluation is the competency assessment vis-a-vis the competency
requirements of the job. The result of the assessment shall be discussed by the Department Heads
and supervisors with the individual employee at the end of each rating period. The discussion shall
focus on the strengths, competency-related performance gaps and the opportunities to address these
gaps, career paths and alternatives. The result of the competency assessment shall be treated
independently of the performance rating of the employee. Appropriate developmental interventions
shall be made available by the Department Heads and supervisors in coordination with the PHRMO. A
professional development plan to improve or correct performance of employees with Unsatisfactory
and Poor performance ratings must be outlined including timelines, and monitored to measure
progress.
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The results of the performance evaluation/assessment shall serve as inputs to the:

a. Governor in identifying and providing the kinds of i

nterventions needed, based on the

developmental needs identified;

b.

PHRMO in consolidating and coordinating developmental interventions that wil

| form part of

the HR Plan and the basis for rewards and incentives;

incentives.

Vil.

Rating Period

PMT in identifying potential PRAISE Awards nominees for various awards categories; and
PRAISE Committee in determining top performers of the PGB who

qualify for awards and

MECHANICS OF PERFORMANCE RATING

Performance evaluation shalf be done semi-annually. However, if there is a need for a shorter or

longer period, the minimum appraisal period is at least ninety (90)
while the maximum is not longer than one 1)

Rating Scale

calendar days or three (3} months
calendar year.

Various rating scales may be used for specific sets of measures. However, in general there shall be

five-point rating scale (1 to 5)

» 5 being the highest and 1, the lowest.

Numerical Adjectival )
i , Description
Rating Rating
el mbutstgﬁayiﬁg Perforr;);f;;;exceéa}:hg targets by 30% and above o
Performance represents an extraordinary level of achievement and
commitment in terms of quality and time, technical skills and
knowledge, ingenuity, creativity and initiative.
4 Very Performance exceeding targets by 15% to 29%.
(4.00 to Satisfactory Performance exceeded expectations. All goals, objectives, and targets
4.99) were achieved above the established standards.
3 Satisfactory | Performance of 100% to 114% of the planned targets. L
(3.00 to Performance met expectations in terms of quality of work, efficiency
3.99) and timeliness. The most critical annual goals were met.
2 Unsatisfactory Perf;rmance of 51% to 99% of the planned targets. &
{2.00 to Performance failed to meet expectations in terms of quality work,
2.99) efficiency and timeliness. The most critical goals were not met.
1 Poor Performance failing to meet the planned targets by 50% or below.
(1.00to Performance was consistently below expectations, and/or reasonable
1.99) progress toward critical goals was not made. Significant improvement
is needed in one or more important areas

The 130% and above range for Outstanding )-ating and the 50% and below range for Poor rating are 3
based on the ranges prescribed under CSC Memorandum Circular No 13, s. 1999. The 90% to 114%
range for Satisfactory rating is based on Executive Order No. 80, s. 2012 (Directing the Adoption ofa
Performance-Based incentive System for Government Employees).



fEEEEEEEEEEE N RN

Republic of the Philippines
PROVINCE OF BULACAN
City of Malolos

PROVINCIAL GOVERNMENT OF BULACAN
Strategic Performance Management System

Rating Computation

At the end of the rating period, the supervisor and employee accomplish the IPCR form by filling up
alt the necessary columns,

a. Individual employee (ratee) determines accomplishment based on target for each key
performance measure

b. Supervisor and empioyee rate each accomplishment by comparing the target against the
accomplishment.

¢. Compute for the percentage of accomplishment for each quantitative target using the following
formula:

?’gr“centageafAc?:ompul;shment = Accomplishment x 100
Target

Example: 4 x 100 = 133%
3

d. Determine the point score using the level of performance.

e. Add all the scores under Quality, Efficiency, and Timeliness and divide by numbers of entries to
get the Average Point Scores.

. Add all the Average Point Scores and divide by number of entries to get the Final Average Rating.

8- Determine the Final Numerical Performance Rating and Adjectival Rating.

Uses of Performance Ratings

a. Security of tenure of those holding permanent appointments is not absolute but is based on
performance. Hence: Employees who obtained Unsatisfactory rating for one rating period or
exhibited poor performance shall be provided appropriate developmental intervention by the

Department Head and supervisor, in coordination with the PHRMO, to address competency-
related performance gaps.

If after advice and provision of developmental intervention, the employee still obtains
Unsatisfactory ratings in the immediately succeeding rating period or Poor rating for the
immediately succeeding rating period, he/she may be dropped from the rolls. A written
notice/advice from the Department Head at least 3 months before the end of the rating period is
required.

10
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b. The PMT shall validate the QOutstanding performance ratings and may recommend concerned
employees for performance-based awards. Grant of performance-based incentives shall be based
on the final ratings of employees as approved by the Department Head.

€. Performance ratings shall be used as basis for promotion, training and scholarship grants and
other personnel actions. Employees with Outstanding and Very Satisfactory performance ratings
shall be considered for the above-mentioned personnel actions and other related matters.

d. Officials and employees who shall be on official travel, approved leave of absence or training or
scholarship programs and who have already met the required minimum rating period of 90 days
shall submit the performance commitment and rating report before they leave the office.

For purposes of performance-based benefits, employees who are on official travel, scholarship or
training within a rating period shall use their performance ratings obtained in the immediately
preceding rating period.

e. Employees who are on detail or secondment to another department shall be rated in their present
or actual department, copy furnished their mother department. The ratings of those who were
detailed or seconded to another department during the rating period shall be consolidated in the
department, either the mother {plantilla) department or present department, where the
employees have spent majority of their time during the rating period.

IX. SANCTIONS

Unless justified and accepted by the PMT, non-submission of the DPCR form to the PPDO and the IPCR
forms to the PHRMO within the specified dates shall be a ground for:

a. Employees' disqualification for performance-based personnel actions which would require the
rating for the given period such as promotion, training or scholarship grants and performance
enhancement bonus, if the failure of the submission of the report form is the fault of the
employees.

b. An administrative sanction for violation of reasonable office rules and regulations and simple
neglect of duty for the supervisors or employees responsibie for the delay or non-submission of
the department and individual performance commitment and review report.

¢. Failure on the part of the Department Head to comply with the required notices to their
subordinates for their unsatisfactory or poor performance during a rating period shall be a ground

for an administrative offense for neglect of duty.

d. Non-submission of agency SPMS to the CSC for review/approval shall be a ground for disapproval
of promotional appointments issued by concerned agency heads.

4
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X. APPEALS

a. Department performance assessment as discussed in the performance review conference
shall be final and not appealable. Any issue/appeal on the initial performance assessment of
a department shall be discussed and decided during the performance review conference.

b. Individual employees who feel aggrieved or dissatisfied with their final performance ratings

can file an appeal with the PMT within ten (10) days from the date of receipt of notice of their

. final performance evaluation rating from the Department Head. A department or individual

employee, however, shall not be allowed to protest the performance ratings of other

departments or co-employees. Ratings obtained by other departments or employees can only

be used as basis or reference for comparison in appealing one's department or individual
performance rating.

c. The PMT shall decide on the appeals within one month from receipt.
Appeals lodged at any PMT shall follow the jurisdiction of the CSC under the Revised Rules on
Administrative Cases in the Civil Service (RRACCS) which provides: Officials or employees who
are separated from the service on the basis of Unsatisfactory or Poor performance rating can
appeal their separation to the CSC or its regional office within 15 days from receipt of the
order or notice of separation.

XI. EFFECTIVITY

This Strategic Performance Management System shall take effect immediately upon approval by the
Civil Service Commission Region 11l
IERY
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Annex A
Executive Order No. 02 Series of 2014
An Order Creating the Performance Management Team

AN ORDER CREATING THE PERFORMANCE MANAGEMENT TEAM

cof the

WHEREAS, the Provineal Government of Bulacan purs

ant to the p
state aims o cominuously improve

> thie o

burcaucracy. provide adequate apport
s 1o enhance their not

government officials and ey

s and capabil
wead povernance and w provide henefits and incentives 1o

hieve efficient and honest ¢

WHEREANX, in the pursuit of the afurementioned objective, our local government
t s determined o implement CSC Memorandum Cireular No. 6 series of 2012,
vtherwise known as the Establishment of the Mandated Age

Manu; em {SPMS):

v Strategic Performance

WHEREAS, 1w establish SPMS lin the Provincial Government, it is likewise
imperative to form @ Performance Manggement Team  (PMT). who shall act as key
ayers in carrying out significant responsibilitios lor is effective implementation:

1514

WHERLAS, pursuant 10 the provisions of Section 465 (23 (iii) of Republic
7160, otherwise known as the Local Government Code of 1991, the Pravincial Governor
hus the power to issue such excoutive orders for the faithiul and appropriate enfurcement
and execuiion of faws and ordinances:

NOW, THEREFORE, 1, WILBELMINGO ). BY-ALVARADO. Govemor of
the Provinee of Bulacan, by virtue of pow

s vested in me by law, do hereby order the
creation of the Performunce Munagement Team (PMT) with (he foilo

ing provisions:

SECTION L. COMPOSITION:

Chairman: HION. WILHELMING M. SY-ALVARADO

Govormnor

Chairman's Permianent MROEUGEMNIO C. PAYONGAYONG
Alternate Representafive: Provincial Adminisitaior

Membery 2 MR.UIOVITO V. SAGUINSIN

Provincial Human Resource Munagement Officer

G« Telephune No <80

13
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Seeretariat: Drov;

SECTHON L FUNCTIONS:

ENE G PASCUAL
! Planning and Developmen: Coordinaior

MRS, MARINA SR, FLORES

Provindial Budget Offices

Bulacan Emplovees Cre

it Cog pe mative

Adviser: MR EDGARDO €. CRU

Civil Service Commission- Bulucan Field ¢

vineial Planning and Devel lopment Office

a.} respo ;\mz«» and acvountable for the estabiishment and implenie

=x;~,

Vi

2 goals/ ohjectives and performance measures

uves Gl o

s
pork

.3 ASsCsses perlormiance .

ol

B Performanca Management Team (PN

a3 sels consultation mectings with all Heads of Offices
£
PLruh Mance conunitment and mtm,, svstem and (o

to discuss the oftfice

b ensures that office performance manageme

¥id

someasures, and budget
are aligned with those of gouls of the agency.

reeommends approval of the wmw performanes: and

) ng sy stem and tools;
d.) acts as .mp\‘z:h body and final ar
}

identities potential op performers for awards: and
fo adopts ity own interaal rules. procedures. and  stran

respansibilifiog

souree Management Oftice (HRMOY

denitors submission of Individuat Performance Conmiiment and Rating

::Ei’f,‘i{- Form:
I

Reviews the sunnme v i

st ol individual performance rating

+
<3 Provides analyues! dat of retention. skill competency gaps. and talem
development plan; and

4 Conrdinates developmeniad interventions that will form part of the 1R Pian

lation of the
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Republic of the Philippines
PROVINCE OF BULACAN
City of Malolos

PROVINCIAL GOVERNMENT OF BULACAN
Strategic Performance Management System

Checretarial: Plunning Office

-

Monitors submission of Of

o
schedude the review and evaluation by the PMT;
b} Consolidares. resvi validmes and evaluates the imtial performance assessment

based on the hishments

reporied against succe indicators and budpet

ainst actual expens

e Conducts an ageney performance planning and review conference annually, and
i} Provides each office with the final office assessment us basis in the asses

individual emplovees;

SIment o)

SECTION L HONORARIA

Phe merabors of the Pertonmance Manasgement Team are enttled 1o the wrant of

subjuct 1o the labiiity of funds and relevant rules of accounting procedures

" %3k Y { 50132 ¥ 1 s3] B Lapyer N
cparnent o Sudpct and Managonent,
& \

xecuiive Order is held invalid or unconstitutional
r provisions not affected shall remain valid,

any part ot provision of this I

oy any competent court, the other parts

SECTION V. REPEALING CLAUSE:

Al ordinances, rules and regulations pnd other issuances or parts thereof that arc
consistent with this Fxeeutive Order are

areby repealed and madified accordingls.
SECTION VL EFFECTIVITY:
This Executive Order shall take effect immediately upon signing.

Done this 20 day ot Januvary. 2014, here at City of Malolos, Provinee of Bulacan.

!
A Tomt . ey
P s e
A S

WILHELMING M. SY- ALMARAM

Governor
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City of Malolos

PROVINCIAL GOVERNMENT OF BULACAN
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Annex B
Executive Order No. 08 Series of 2015

An Order Amending Section | of Executive Order No. 02 Series of 2014, Otherwise Known as An

Order Creating the Performance Management Team

{roverstment ol Bualacan theot
sonngl polic

wy of its workforee

the undersigied

Kl

roviding s

purtance of

tivity and effict

the aforementioned
the rules. Hions
i

lead constitudonal  commis

AR, UB0C Memoranduin | Ulroular No, 6 se

tablishmzng of the Mandated

+

*5 Of £ 18

Cosmission. otherwise kaowa

a¢ Performance Management System (&

e

s i comphance therefo, the under Fxecutive Order

o5 of 2 otherwise known gs Order the Periormance
nent Team™. on January 20, 2014,

i view of the need

1o add technical

PRTRONS

= of the Performance
oment 3y
 Order

Management Te complet

in I povernment

5 5

i 1| pov

of 20014,

'ARADO

sagement Feam

Chairmean y Provincial Adminis

16



Republic of the Philippines
PROVINCE OF BULACAN
City of Malolos

PROVINCIAL GOVERNMENT OF BULACAN

Strategic Performance Managementi System

Members

Erovorcial Humun Resource Management
Offfoer

ronvneial Plansing and Development
Cugedinstor

Prosinctul Budeet Officer

L hasrperson
Buleean Employvees ¢

redit Cooperative t BECUG)
Hepresentative from Health Services
5 Proving

I Divecioy

vl service Comnussion- Bulacan Field Offiee

{onsultant on Personnel dMaiters

B. Seeretariat:

The

of the Perfo

Provincial Planning and Development Oftice shall act as the Secretariat

LY

srance Man

. Fechnical Working Group:

A

‘ertormance Management Team in the discharge o

following:

se be created to assist the
its tunctions, composed of the

Technical Warking  Group shall lkewi
t

Qe of the Provineial Adiminisivator
A& . Provincial Homan Resource Management Citiee
Representatives, Provineial Planning and Development Office
1 H i
Representatives, Provineial Budget Oitice
Representatives, Bulacan Emplovees Credit Cooperative (BECCO)
i -
Lepresentatives, Bulacan Medical Center (BMO)

MLAive

Hepresentativ

N

Heprese

Phis Bxecutive Order shadl fake offect iamedintely upon siyning.

o

e tus | 3th day of A Wi at the Oy of Malolos, Provinee of Bulacan.

LYARABO,

WILHELMING M. SV-

Crovernor
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Annex ¢

Executive Order No. 55 Series of 2019

n of the Performance Management T
Government of Bulacan

Enjoining the Reconstitutio

W THE GOvE
SNECUTIVE ORDER NGy 56
Series of 2019
“"ENJOINING THE RE(_’ONS’]'ITI"I'IOT\" OF THE pE
TEAM ( PAIT) Of THE PRe¢ WINCIAL ¢
WHEREAS, the p
the importance
and cficieney o

RFORMANCE M ANAGEMENT
OVERNMENT OF BLLAC N

Government of Bul
personnel po

rovineial
O providing soung
f1ts work foree:
WHEREAS, (o fully
Bulacan js bound hy ¢
is the lead constitution

acan through the undersigned recognmizes
eies and PIORrams {0 enhance the Productivin

attun the afore

mentiong
he rules, regulatio

d objective. the Provincial
ns and ssnances of the Civi| Service

Government o
Fcommussion governing

Commission which
NG

civil servants:

WHEREAS, CSC Memor,
Commissian, ot
Performance My

andum Cireyl
Koown g the

M Sysiem (5PMS

ar No. 1 series OF 2012 s juy
Estublishment

herwise

ued by the Honorahje
nageme

of the Mandated Agency Strategic

WHERFAS, the Peo
to establish yooy
tochusive and foll
are lahen g
Mk, iy a2 p

ple’s Agend
sovernance that 15 pan;
ows the rufe of |
account, and thyg
tamner thai gy go

a 10 of the Provingial Gove
CIpatory, aceount
AW, ensure thag CorTuptu
he voices of the
SPOnsIve o the

mment of Bulag
able. transpayent. respor
mis minim:md} the v ey
most vulnerable iy ¢
Present and future

an endeavor
sive, equitahle.
VS ot minares
Ociety are heard

i decision-
needs of society,

Wil EREAS
the Local Governm
Tatthiul

« Pursuant Lo Section 63 (2 qii
ent Code of 1991, the provin
appropriate enforcement ang execulion (
NOw

Bulacan

iyof Republic act 7160, otherwise
cial governor gf
M laws

Known ay
hall issue executive orders for (he
and ordinanees:

THEREFORE, I, DANIEL R, FERNAND(
By the powers vested in me by Jaw, do hereby order the
Managemen Team, with the

A Governor of the Province of
¢ following Provisions:

feconstitution of the Performance

Section 1, Compasition
SPMS Champion Provincial Governgr
Managemen Team

: Provinei

A Pcrfm'mance
Chatieman al Administrator

eam (PMT) of the Provincial




Republic of the Philippines
PROVINCE OF BULACAN
City of Malolos

PROVINCIAL GOVERNMENT OF BULACAN
Strategic Performance Management System

Members Provineiy Human Resource Managemeny Ofticer
Provincial Planning and Development Coordi nator

Provincial Budget Officer

Emplovee Representative 19 Level Position

Emplovee Representative 2 Loy Position

Representative from Health Services
Adviser Provingial Director
Civil Service Commission ~ Bulacan Field Office

Consultant an Personnel Matters
B. Secretariat

The Provingial Planning and Development Oftice sh

all act as the Secretanat of the
Performange Management Team.

C. Technieul Waorking Group

A Technical Working Group shall |

ikewise be created to assist the Performance
Management Team in the discharge

of its functions, composed of the following.
Representatives, Office of the Provineial Administrator

Representatives, Provincial Human Resource M
Representatives, Provincial Planning and Devel,
Representatives, Provi neial Budget Office
Representatives, Bulacan Employees 1 ang 2
Representatives, Health Services

anagement Office
spment Oftice

“ Level Position

Section 2. Functions

A. Chairman
a) Responsible and accounta
SPMS;
b) Sets agency performance goals/objectives and
¢} Determines agency target setting period:
d) Approves office performance comn
e} Assesscs performance of offices

ble for the establishment and implementation of the

performance measures;
itment and fating; and

B. Performance Management Team (PMT)

a) Sets consultation with all Heads of Offices to discuss the office perfonnance
commitment and rating system and tools;

b} Ensures that office performance management targ

Cls, measures, and budget are
aligned with those of goals of the agency;
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Republic of the Philippines
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PROVINCIAL GOVERNMENT OF BULACAN
Strategic Performance Management System

¢} Recommends approval of the oftice pecformance and rating syvstem and toois.

d) Acts as appeals body and fingl arbiter;

¢} ldentifics potential top performers for awards: and

f) Adopts its own internal rules, procedures, and strategies to carey out its
responsibilities.

C. Human Resource Management Office (HRMO)

a) Monitors submission of Individual Performance Commitment and Review
(IPCR) Form:

b) Reviews the summary hist of individual perfonmance rating

¢) Provides analvtical data of retention, skillzcompetency gaps, and talent
development plan: and

d) Coordinates developmental interventions that will form part of the HR Plan

D, Secretariat

a) Accomplishment of Office Performance Commitment and Review Form
(OPCRy;

b) Monitors submission of Department Performance Commitment and Review
(DPCR) Form and schedule the review and evaluation by the PMT:

¢) Consolidates, reviews, validates, and evaluates the initial performance
assessment based on the accomplishments reparted against success indicators
and budyet against actual eXpenses;

d} Conducts an agency performance planning and review conference annually,
and

€} Provides each office with the final office assessment as basis in the assessment
of individual emplovees

Section 3. Honeraria

The members of the Performance Management Team (PMT) are entitled to the grant of
honoraria amounting to Five Thousand Pesos (PHIP. 5,000.00) and the members of the Technical
Working Group ( TWG) shall receive Three Thousand Five Hundred Pesos (Php. 3,500.00) subject
to the availability of funds and relevant rules of accounting procedures and applicable rules of the
Department of Budget and Management.

Section 4. Separability Clause

If any provision of this Executive Order or application of such provision to any
instrumentalities or entities or circumstances is held invalid or unconstitutional for any reason or

reasons, the remainder of this Executive Order or application of such other provisions shall not be
allected thereby.

Section S, Repealing Clause

All faws, decrees, executive orders or parts thereol inconsistent with the provisions of this
Lixecutive Order are hereby repealed, amended or modified accordingly.

20




Republic of the Philippines
PROVINCE ok BULACAN
City of Malolos

PROVINCIAL Gov
Strategic Perform

ERNMENT OF BULACAN
ance Management System

Section 6, I;:.ﬁf,ffctiw'(;'
This Orde

r shall take effect upon its approval.

Done in the City of Malolos, Provinge of Bulacan, this_11h day of‘__@ff’_f;’”beﬁ, 2019,

50, ORDERED.

ZDANIELR. CRNANDO
Governor

g | ™ — 3
HTFREERERERERE RN RN NENNENNNN
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Annex D
PGB-SPMS Calendar

OPCR Target Submission to PPDO

- 2nd Semester Target of the eurrent year Al diposirments 10th working day of June

- st Semester Target of the susceeding veor 10th working day of December

| Activity Res""'}g’:’éﬁ:e“"“ Schedule
1. Performance Planning and Commitment
i OPCR Target of the succeeding year
E - DPCR Preparation PRPDO Ist week of November
s - OPCR Review and Recommendation PMT 2nd Week of November
- - OPCR Approval Governor 4th week of Movember

IPCR Target Submission to PHRVIO

- 2nd Semester Target of the current wear A T i5th working day of June
& Al departments

- Ist Semester Target of the succeeding yeor 15th working day of December

DPCR and IPCR Target Review

- Ist Semester Torget 1st week of March

PMT and TWG
- 2nd Semester Torget i : 15t week of September
2. Performance Monitoring and Coaching
Governor semestral
s . : Bepartment Heads
R = M
Monitoring and Coaching Divislon Chisfe Manthly
All PGB Emplayees Weekly/Monthly

Performance Review and Feedback

OPCR Accomplishment Submission to PPDO

- 2nd Semester Accomplishraent of the previous yeor 15th working day of January
o e fepn 4 All gepartments s L

- Ist Semester Accomplishment of the current vear 151h working day of july

{PCR Accomplishment Submission to PHRMO
(with Summary List of incwigdual Ratings)

- 2nd Semester Accomplishment of the DECVIoUs yegr e 10th warking day of lanuary
% L2

- st Semester Accomplishment of the current VEGT 10th werking day of July

DPCR and IPCR Accomplishment Review

- 2nd Semester Accomplishment of the previous veor s 3rd week of February
<nd Semester Accompiishment of the previeus yeg PMT 2nd TWG v s

- 1st Semester Acwmpé;shmem of the current vear ard week of August

DPCR Accomplishment Calibration

- Ist Semester Accomplishment of the previous year

- = PIT 2nd week of March
- Ind Semester Accomplishment of the previous year
DPCR Final Rating Governor 3rd week of March
Annual Performance Review PIAT/PPDO 4th week of March
4. Performance Rewarding and Development Planning
Top Performers List I Governor/PrAT I 41h week of March

!
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Republic of the Philippines
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Annex H

Performance Monitoring and Coaching Journal

ist a8
204 -
3d | |
4th & =

Name of Department and Division:

Department Head and Division Head:

‘Number of Personnel in the Division:

i ___ Mechanismis 1
Activity Meeting T Topics Remarks
One-on-One Group Discussed
Monitoring
- Coaching <

Please indicate the date of the meeting in the appropriate box when the monitoring/coaching was conducted

' Conducted by: Date:

____ Immediate Supervisogw

Noted by:

__Department Head

Date:

meve

*Paper Size: Long Bond Paper
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Republic of the Philippines
PROVINCE OF BULACAN

City of Malolos
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Annex |

Summary List of Individual Performance Ratings Sample

Office A Performance Assessment: Very Satisfactory
| B Rating
i Division A N
Numerical Adjectival
Division A Rating . 4 Very Satisfactory
Employee 1 4 Very Satisfactory
kﬁ'grﬂﬁployee 2 5 Outstanding
mgmployee 5! 3 Satisfactory
Employee 4 4 Very Satisfactory
Employee 5 4 Very Satisfactory
1 Rating
Division B
Numerical Adjectival
' Division B Ratiﬁg [ = Satisfactory
"ER&B‘I’&?EET BT T i Satisfactory
Employee 2 4 Very Satisfactory
Employee 3 24 Unsatisfactory
'nrﬁrmployée g 3 Satisfactory
o e Rating
Division C - —
Numerical Adjectival
' Division C Rating 5 QOutstanding
Employee al, : 5 Outstanding
Employee 2 4 Very Satisfactory
wE‘::(“{;}fféyee e 5 Outstanding
Employee 4 4 Very Satisfactory

*Paper Size: Long Bond Paper

Average

Very Satisfactory
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Annex )

professional Development Plan Template

Professional Development Plan
Date:

| Target Date: "’T"’“ <
'%Beviewﬁa)zww_w,_% \

I

e

T e S R S
| Objective \ .
T e i : Next Step o
L ‘ = BE,
{Comments | ﬂ
1
H |

*Daper Size : Long Bond Paper
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