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Foreword

In conformity with CSC MC No. 6, s. 2012, the “Strategic
Performance Management System” (SPMS) in Ilocos Sur Polytechnic
State College (ISPSC) has been designed as one of the basic tools in
attaining “Vision, Mission, Goals and Objectives (VMGO) of the College.

As we meet the challenges of management in the new millennium,
the Human Resource Management Office (HRMO) is committed to update
policies procedures, and trends for effective management and
implementation of the SPMS. Likewise, to provide consultation and
technical assistance to all Head of Offices and employees for the
realization of their collective and individual targets.

We believed that the SPMS provides an equal opportunity for all
faculty members and employees to grow professionally irrespective of
their designation.

RAFAEL B. QUERUBIN, Ph. D.
SUC President II

Danilo C. Abella, Ph. D. DA
Administrative Officer V/HRMO I
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CHAPTER 1
Historical Background

Brief Historical Background

The Ilocos Sur Polytechnic State College was created by virtue of
RA 8547 authored by Congressman Eric D. Singson (2nd District, Ilocos
Sur). It was signed into law by President Fidel V. Ramos on February 24,
1998. It is a comprehensive multi-campus institution of higher learning
with its main campus situated in Santa Maria, llocos Sur. The other
campuses are strategically located in five (5) municipalities in the second
district of the province, with some in interior, upland municipalities.
(Originally, ISPSC had eight (8) campuses, but the other two; Salcedo
Campus and Suyo Campus were reverted to the Department of
Education.)

The former Ilocos Sur Agricultural College (ISAC) which had its
early beginnings as a farm school way back in 1913. It evolved into an
agricultural college in 1963 by virtue of RA 3529 authored by Cong.
Pablo C. Sanidad. In 1995, RA 7960 was passed into law which called for
Cong. Eric D. Singson's vision for establishing a multi-campus
polytechnic college in the second district of Ilocos Sur. Presently, the
main campus of ISPSC is in Sta, Maria-Campus where the Provincial
Institute of Agriculture is situated.

The Narvacan School of Fisheries (NASOF) was established in 1964
by virtue of RA 3476 authored by Cong. Pablo C. Sanidad. It is situated
in the coastal Barangay of Sulvec, Narvacan, Illocos Sur has an area of
more than 10 hectares which was donated by three philanthropic
families of the said Barangay. ISPSC Narvacan is one of the satellite
campuses of ISPSC North Cluster Campus where the Provincial Institute
of Fisheries is situated.
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The Ilocos Sur Experimental Station and Pilot School of Cottage
Industries (ISESPCI) was established in 1974 by virtue of RA 4430. It is
situated on a 3.5 hectare area along the national highway in the
Municipality of Santiago, Illocos Sur. It had been offering post-secondary
courses since 1989 before its integration. At present, ISPSC-Santiago is
one of the satellite campuses of the North Cluster Campus.

The Tagudin General Comprehensive High School (TGCHS) is the
oldest and the biggest in terms of student population prior to its
integration with the ISPSC system. It started in 1916 as a municipal high
school and one of the oldest in the country. It became a national high
school in 1968 by virtue of RA 1477 courtesy of Cong. Pablo C. Sanidad.
ISPSC Tagudin is now the center of the South Cluster Campuses
comprising; ISPSC-Cervantes, Candon and Tagudin respectively.

The Cervantes National School of Arts and Trades (CNSAT) started
its operation in 1972 by virtue of R.A. 4424 by then Congressman Pablo
Sanidad Sr. It was converted in 1983 into Cervantes National Agro-
Industrial School (CNAIS) by virtue of RA 645_. ISPSC-Cervantes campus
is one of the satellite campuses of ISPSC South Cluster Campus located
in the upland, interior municipalities. The terrain is hilly and sloping
appropriate for livestock production, orchard, and other agro-forest
Crops.

The Southern Ilocos Sur School of Fisheries (SISSOF)
metamorphosed from a fishery demonstration farm then known as the
[locos Sur Marine Demonstration Farm (ISMDF) by virtue of PD 1050. It
is located in the coastal Barangay of Darapidap, Candon City, occupying
an area of about 4.5 hectares which was donated by the local
government of Candon during the incumbency of then Mayor Eric D.
Singson. ISPSC-Candon is one of the satellite campuses of ISPSC South
Cluster Campus.

If we take a closer look at the geographical situation of ISPSC, we
could easily presume that these campuses possesses a significant
differences in terms of culture and tradition that surely contributes
considerably to the implementation of various programs of activities
necessary in attaining the VMGO of the College. With this assumption,
bringing together the faculty and staff for the purpose of working for a
common goal is a great challenge for everyone in the system.
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% Organizational Profile

o VISION:

An institution for Total Human Development

o MISSION:

Section 2 (RA 8547). The College shall primarily give
professional and technical training both in the undergraduate
and the graduate levels in the fields of economics, agriculture,
fishery, trade, home industry, engineering, education, forest
research and conservation, management, finance, accounting
and business administration, public administration and other
fields as may be relevant, besides providing for the promotion of
scientific and technological researches which the College deems
necessary in carrying out its objectives.

o CORE VALUES:
Integrity, Sincerity, Perseverance, Self-Discipline and
Commitment
o GOALS AND OBJECTIVES
A. INSTRUCTION
GOAL 1: QUALITY AND EXCELLENCE

Provide tertiary and advanced education along the mandates of the
college charter that meets global standards

OBJECTIVES
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1. To rationalize the curricular offerings by identifying flagship
programs in the campuses of the college;

2. To apply all academic programs for accreditation/assessment;
3. To vigorously implement the faculty development program;

4. To ensure aggressive academic achievement (3As) among the
faculty and students;

5. To strengthen the performances of the graduates in the
licensure examinations;

6. To sustain the publication of instructional materials prepared
and developed by the faculty members; and

7. To strengthen the support services to students.

GOAL 2: RELEVANCE AND RESPONSIVENESS
Provide curricular programs responsive to the needs and demands of the
service area of the college including local and global market.
OBJECTIVES

1. To continuously review, enrich and update the curricular

programs based on the CHED policies and standard and to the
industry needs;

2. To improve the linkages on academic programs, projects and
activities;

3. To improve the linkages on academic programs, projects and
activities; and

4. To maximize the utilization of conducted researches and
matured technologies in teaching.
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5. To provide desirable values and attitudes to faculty and staff.

GOAL 3: ACCESS AND EQUITY

Provide greater access to higher and advanced education to the clienteles

OBJECTIVES

1. Provide more scholarship grants/educational assistance to poor
but deserving students;

2. To reach out the socially diversified and marginalized students;

3. To improve the ISPSC website by incorporating thereto all
information the public should and must know;

4. To provide various packages of assistantships to students; and
5. To award incentives to the faculty and students with exemplary
performance.
GOAL 4: EFFECIENCY AND EFFECTIVENESS
Continuously raise the academic reputation of the college through wise
utilization of resources and effective delivery of services to the clienteles
OBJECTIVES

1. Continuous conduct of system check and regular cost benefit
analysis of academic programs, projects and activities.

2. To monitor and evaluate the instructional programs regularly to
conform with competitive standards; and

3. To continuously conduct tracer study to enhance the
competitiveness of graduates.
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B. RESEARCH AND DEVELOPMENT

GOAL 1: QUALITY AND EXCELLENCE

Improve the quality of life through generation, verification, adoption, and
commercialization of appropriate technologies for sustainable
development

OBJECTIVES

1. To generate new infrastructure of knowledge and technologies for
food security and poverty alleviation; and

2. To organize experts pool as “think tank” of the college.

Goal 2: RELEVANCE AND RESPONSIVENESS

Provide researches that address to the needs of the community.

OBJECTIVES

1. To formulate research agenda of the college; and

2. To conduct researches based on the needs of stakeholders.
GOAL 3: ACCESS AND EQUITY

Provide efficient and effective dissemination of products of researches to
the stakeholders.

OBJECTIVES

1. To conduct researches that is geared towards the needs and
opportunities of the rural citizens; and

2. To strengthen the information and dissemination of the
research findings and matured technologies to various
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stakeholders.

Goal 4: EFFICIENCY AND EFFECTIVENESS

Provide quality research services to the various stakeholders

OBJECTIVES

1.

2.

To improve the research management of the college;

To formulate an institutional capability development program
for research activities;

. To intensify resource generation and sharing;

. To encourage the conduct of more applied and basic research

on priority areas; and

. To formulate policies on monitoring and evaluation of research

activities, data/report generation/provision.

C. EXTENSION AND TRAINING

GOAL 1: QUALITY AND EXCELLENCE

Provide extension services that will enhance the transfer of matured
technologies generated by the college to various stakeholders

OBJECTIVES

1.

To provide extension services that will enhance the transfer of
matured technologies generated by the college to various
stakeholders.

. To develop, promote and maintain need-based extension

programs in the different Barangay; and

. To establish pool of expert extensionists and trainers.
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GOAL 2: RELEVANCE AND RESPONSIVENESS

Serve as an instrument for regional growth through interdisciplinary and
multi-commodity extension programs in agriculture, fishery, forestry,
education, information and industrial technologies, hotel and restaurant
management, commerce and home industries

OBJECTIVES

1. To strengthen the partnership with the LGUs, GOs and NGOs;

2. To implement a comprehensive gender and development
program (GAD);

3. To assist the implementation of techno-gabay programs in the
different municipalities within the service area of the college;
and

4. To conduct trainings and technical assistance to farmer field
schools, faculty, staff retooling, trainer’s training,
entrepreneurial, post harvest technology, crop production, skills
development, and enhancement.

GOAL 3: ACCESS AND EQUITY

Empowerment of target clienteles for them to acquire knowledge and
skills to enhance their productivity.

OBJECTIVE

1. To maintain technology demonstration farm for farmers on rice,
corn, vegetables, sugar cane, banana, mango, and other fruit
crops for trainings and technology transfer.

GOAL 4: EFFICIENCY AND EFFECTIVENESS

Danilo C. Abella, Ph. D. DA
Administrative Officer V/HRMO I

12



Develop functional mechanism for monitoring and evaluating extension
and training programs.

OBJECTIVES

1.

GOAL 1:

To formulate functional mechanism for monitoring and
evaluation of extension and training programs; and

. To provide compensation package or incentives to faculty

members in the conduct of extension services.

. ADMINISTRATION

QUALITY AND EXCELLENCE

Provide efficient and effective governance and management supportive to
instruction, research, extension, training, and resource generation

OBJECTIVES

1.

GOAL 2:

To improve the implementation of policies and best practices in
the overall management of the college;

. To implement human resources development and character

building program;

. To implement E- Governance and Management of the college;

and

. To develop the culture of excellence among administrators,

faculty, support staff and students.

RELEVANCE AND RESPONSIVENESS
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Provide adequate administrative mechanism supportive to the mandated
functions of the college.

OBJECTIVES

1. To continuously maximize the utilization of resources;

2. To cluster the campuses of the college in order to enhance
administrative and academic services;

3. To review/restructure the administrative and academic
organizations of the college; and

4. To strengthen moral and Spiritual Values of all employees of
the college.

GOAL 3: ACCESS AND EQUITY

Assurance of accessible, efficient and affordable administrative services
of the colleges.

OBJECTIVES
1. To observe fairness, equity, and justice in dealing with all
various stakeholders through the provisions of anti-red tape

law; and

2. To strengthen the ISPSC website for better access of information
of all stakeholders.

GOAL 4: EFFICIENCY AND EFFECTIVENESS

Efficient utilization of human and physical resources for quality
administrative services.

OBJECTIVES
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1. To implement resource generation and wise allocation of
resources program,;

2. To provide the state-of-the-art physical facilities and equipment;
3. To deliver timely and efficient services to all stakeholders;
4. To provide internal audit system of the college; and

5. To establish an effective and efficient planning, monitoring and
evaluation system; and

6. To strengthen the financial management system.

o HR Profile
Age
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Figure 3

No. Of Year in Public Service

No. Of Years in Current Position
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Figure 6
Status of Appointment

CHAPTER II

THE ISPSC STRATEGIC PERFORMANCE MANAGEMENT
SYSTEM (ISPSC-SPMS)

A. PHILOSOPHY:

The College performance management philosophy is to reward
faculty/employees for their work contributions in a fair and equitable
manner. The performance management philosophy was developed based
on the following underlying principles and in accordance with the
provisions of Republic Act No. 6713:

1. To identify individual and/or team objectives and measures
linked to the agency’s mission and strategic objectives;
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2.

3.

4.

To promote faculty/employee and career development through
creating an environment of learning and quality improvement
through training, coaching, counselling, and mentoring;

To provide open and honest periodic evaluations of
faculty/employee’s performance; and

To administer financial rewards based on distinctions in
performance with the highest level of award directed to
“Extraordinary Contributor” or outstanding performer and a
lesser amount directed to “Contributor” or satisfactory
performer.

B. GOALS

The Strategic Performance Management System (SPMS) is an
integral part of the Human Resource Management Program of ISPSC with
the following goals:

1)

2)

3)

4)

5)

To attract and support a faculty member which excels at
teaching and is committed to the growth and development of
students;

To attract qualified employees who will engage themselves in
the attainment of the College VGMO;

To retain qualified and dedicated employees;

To motivate employees by rewarding sustained performance;
and

To support management in the realization of organization‘s
vision, mission and objectives.

C. PERFORMANCE CYCLE

The Strategic Performance Management System has been designed
to encourage career development to enhance the ISPSC’s workforce and
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to reward employees’ performance in accordance with the provisions and
guidelines of CSC MC No. 6, 2012 and R.A. 6713.

The ISPSC’s annual performance cycle is January to June and July
to December for non-teaching personnel and staff; June to October and
November to March or semestral for the Faculty members who are under
the teachers-leave basis.

Faculty/Employee performance will be a key determinant on how
reward will be administered not only in the Performance Management
System but also to the College.

CHAPTER III
Key Players and Responsibilities

The SPMS key players play a significant role for the realization of
the institutions’ VMGO.

1) Agency HR Champion (The SUC President II)

a) Primarily responsible and accountable for the
establishment and implementation of the SPMS;

b) Set agency performance goals/objectives and performance
measures;

c) Determines agency target setting period;
d) Approves office performance commitment and rating; and

e) Assesses performance of the different Offices/Sections
and or Units.

2) Performance Management Team (PMT)

The PMT shall be established in the South and North Cluster
Campuses and one (1) for the System-Wide following the guidelines
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stipulated in the formulation of key players in CSC MC No. 6, s. 2012,
with the functions:

a)

b)

Sets consultation meetings of all Heads of offices for the
purpose of discussing the targets set in the office
performance commitment and rating form,;

Ensure that office performance targets and measures, as
well as the budget are aligned with those of the agency
and that work distribution of offices/units is rationalized;

Recommends approval of the office performance
commitment and rating to the Head of Agency;

Act as an appeal body and final arbiter for performance
management issues of the college;

Identifies potential top performers and provide inputs to
the PRAISE Committee for grant of awards and
incentives;

Adopts its own internal rules, procedures, and strategies
in carrying out the above responsibilities including
schedule of meetings and deliberations, and delegation of
authority to representatives in case of absence of its
members;

3) The Planning Office

The Planning Office shall serve as the PMT Secretariat and
performs the following functions:

a)

Monitors submission of Office Performance Commitment
and Review Form and schedule the review/evaluation of
Office Commitments by the PMT before the start of
performance period.
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b) Consolidates, reviews, validates and evaluates the initial
performance assessment of the Head of Office based on
reported office accomplishments against the success
indicators, and the assessment shall be the basis of
PMT’s recommendation to the Head of Agency who shall
determine the final rating;

c) Conducts Agency performance planning and review
conference annually for the purpose of discussing the
office assessment against the success indicators, and the
allotted budget against the actual expenses. The result of
the assessment shall be the basis of PMT’s
recommendation to the Head of Agency who shall
determine the final office rating;

d) Conducts an Agency performance planning and review
conference annually for the purpose of discussing the
office assessment for the preceding performance periods
and plans for the succeeding rating period with concerned
Heads of Offices. This shall include participation of the
Financial Office as regards budget utilization;

e) Provides each office with the final Office Assessment to
serve as basis of office in the assessment of individual
staff members.

4) Human Resource Management Office (HRMO)

a) Monitors submission of individual Performance
Commitment and Review Form by heads of office;

b) Reviews the Summary List of Individual Performance
Rating to ensure that the average performance rating of
employees is equivalent to or not higher than the Office
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Performance Rating as recommended by the PMT and
approved by the Head Of Agency;

c) Provides analytical data on relation, skill/competency
gaps, and talent development plans that align with
strategic plans;

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

5) Head of Office (3 VPs’/2 Executive Deans/6 Campus
Director/1PIA Director/1PIF Director/Supervising
Administrative Officer)

The VPAA/VPA/VPPRET/Executive Deans/Supervising
Administrative Officer - shall be the Head of Office in their
respective offices and therefore responsible in the formulation of
their office targets aligned with the College and or Agency
Performance Target benchmarking from the “Major final Output”
of the College.

a) The VPAA shall seat down together with his/her staff
to formulate their office performance targets based on
the SUC Presidents’ Agency/College Performance
Targets.

b) The VPA/VPPRET/ shall likewise follow the same
process as the VPAA.

c) The Executive Deans of the two (2) campuses together
with their respective Campus Directors and Program
Deans shall seat down together and formulate, discuss
and agree to the Office Performance Targets in their
respective Campuses and Colleges based on the SUC
Presidents’ Agency/College Office Performance Targets.

Danilo C. Abella, Ph. D. DA
Administrative Officer V/HRMO I

25



d)

The Supervising Administrative Officer shall seat down
together with the different heads of the General
Administrative Services Unit and formulate, discuss
and agree to the Major final output for their
department; and each of the Unit Head shall likewise
discuss with their subordinate the performance
target/output in their respective units/sections.

Duties and Responsibilities

1)

2)

3)

4)

5)

6)

Assumes primary responsibility for performance
management in his/her Office;

Conduct Strategic planning session with the supervisors
and staff and agree on the outputs that should be
accomplished based on the goals/objectives of the
organization and submit the office Performance
commitment and Review Form to the Planning Office;

Reviews and approves individual employee’s Performance
Commitment and Review form for submission to the HRM
Office/Personnel Office before the start of the
performance period;

Submits a quarterly accomplishment report to the
Planning Office based on the PMS calendar; (Appendix F)

Does initial assessment of office’s performance using the
Approved Office Performance Commitment and Review
for;

Determine final assessment of performance level of the
individual employees in his/her office based on proof of
performance;
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7) Informs employees of the final rating and identifies
necessary interventions to employees based on the
assessment of developmental needs;

8) Recommends and discuss a development plan with the
subordinates who obtain Unsatisfactory performance
during the rating period not later than one (1) month after
the end of the stated period and prepares written
notice/advice to subordinates that a succeeding
Unsatisfactory performance shall warrant their separation
from the service;

9) Provides preliminary rating to subordinates showing Poor
Performance not earlier than the 37 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 shall warrant their
separation from the service.

6) Department Heads (Program Deans/Institute Directors/Unit
& Section Heads)

Formulate, discuss and agree with his/her staff the office
performance targets in their respective campuses based on
the Executive Deans’ Office Performance Targets.
Duties and Responsibilities
1) Assumes joint responsibility with the Executive Deans/
and or equivalent, in ensuring attainment of performance
objectives and targets;

2) Rationalizes distribution of targets/tasks;

3) Monitors closely the status of the performance of their
subordinates and provide support and assistance through
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the conduct of coaching for the attainment of targets set
by the Division/Unit and individual employee;

4)  Assesses individual employees’ performance;
5) Recommends developmental interventions.
7) Individual employees

The individual performance targets shall be based on the
duties and responsibilities assigned to the position he/she
holds and aligned the same to the Campus Director/College
and or Program Deans/Section and or Unit and or
equivalent heads as the case maybe, Office Performance
Targets.

1) Act as partners of management and their co-employees in
meeting organizational performance goals.

CHAPTER IV
The SPMS Process

I. The SPMS cycle

The ISPSC SPMS shall follow the same four-stage PMS cycle that
underscore the importance of performance management. (CSC MC
No. 6, s. 2012)

Stage 1: Performance Planning and Commitment (based on CSC
MC No. 6, s. 2012)

Performance Planning Meeting

The head of office/supervisor should schedule a Performance
Planning Meeting with the faculty/employee within 30 days from the
beginning of each performance cycle. At this meeting, the
faculty/employee and supervisor should review the core responsibilities
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as specified in the Position Description Form (PDF) and special
assignments from the previous cycle and update them for the new cycle.
If the faculty/employee is new, the position changes or had significant
changes to the core responsibilities, the supervisor and employee should
meet to discuss these changes within 30 days of the employee’s begin
date or date of the job changes.

The supervisor and staff should agree on the output to be
accomplished based on the goals/objectives of the college (CSC MC No.

6, s. 2012).

The performance measures shall include any one, combination of,
or all of the following general categories, whichever is applicable (MC No.

6.2012)

Category

Definition

Effectiveness/Quality

e The extent to which actual performance
compares with targeted performance.

e The degrees to which objectives are achieve
and the extent to which targeted problems
are solved.

e In management, effectiveness relates to
getting the right things done.

The extent to which time or resources is used
for the intended tasks or purpose. Measures
whether targets are accomplished with a

Efficiency minimum amount or quantity of waste,
expense, or unnecessary effort.
Measures whether the deliverable was done on
time based on the requirements of the law
and/or clients/stakeholders.

Timeliness

Time-related performance indicators evaluate
such things as project completion deadlines,
time management skills and other time-
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sensitive expectations.

The SUC President II shall cause the determination of the “Agency
Target Setting Period”;before the start of the performance period, a period
within which the office and employees’ targets are set and discussed by
the raters and the ratees, reviewed and concurred by the head of the
department/office and submit to the PMT.

The Agency Road Map, Agency Strategic Plan, Annual Investment
Plan etc. shall be the basis of the targets of offices. Aside from the Office
Commitments explicitly identified under each Strategic Priority in the
Road Map, Major Final Outputs (MFOs) that contribute to the attainment
of the organizational mission/vision which form part of the core
functions of the office shall be indicated as performance targets.

The targets shall take into consideration any contribution of, or all
of the following:

e Historical data. The data shall consider past performance.

e Benchmarking. This involves identifying and comparing the best
office/delivery unit with similar functions or processes. It may
also involve recognizing existing standards based on provisions or
requirements of the law, or the average of the last three (3) years
accomplishment, etc.

e C(Client demand. This involves a bottom-up approach where the
office sets targets based on the needs of its clients. The Office may
consult with stakeholders and review the feedbacks on its services.

e OPES Reference Table. List of major final outputs with definition
and corresponding OPES points.

e Top Management Instruction. The SUC President may set targets
and give special assignments to key officials of the college and
other faculty and staff.
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e Future trends. Targets may be based from the results of the
comparative analysis of the actual performance of the Office with
its potential performance

In setting work targets, the office shall likewise indicate the
detailed budget requirements per expense account to help the SUC
President II in ensuring a strategy driven budget allocation and in
measuring cost efficiency. The Office shall also identify specific
department/units/groups/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 Office Performance Commitment and Review Form
(OPCR) (Annex A.)

The approved Office Performance Commitment and Review Form
shall serve as basis for individual performance targets and measures to
be prepared in the Individual Employees’ Performance Commitment and
Review Form (IPCR). (Annex B.)

Unless the work output of a particular duty has been assigned
pres-set standards by management, its standards shall be agreed upon
by the supervisors and the rates.

Individual employees’ performance shall not be lower than the
College standards in its approve Office Performance Commitment and
Review Form.

Definitions

o MFOs are goods and services that the College is mandated to
deliver to external clients through the implementation of
programs, activities and projects (PAP) per DBM published
Organizational Indicator Framework (OPIF).

o Strategic functions are those performed by an office and or
individual or group which are very useful or have the most
direct effect in attaining the VMGO of the College.

o Core functions are those performed by an office and or
individual or group which are inherent in its mandates.
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o Support functions are those performed by individual or group
which are not related to its function but contributes to the
attainment of the VMGO of the college.

o OPES points refers to the score based on output produced by
an average performer.

Stage 2: Performance Monitoring and Coaching - (based on CSC
MC No. 6, s. 2012)

During the performance monitoring and coaching phase, the
performance of the Offices and every individual shall be regularly
monitored at various levels: i.e., the Head of Agency, Planning Office,
Head of Office, Division Head and individual, on a regular basis.

Monitoring and evaluation mechanisms should be in place to
ensure that timely and appropriate steps can be taken to keep a program
on track and to ensure that its objectives or goals are met in the most
effective manner (Annex H, I and J). Also a very vital tool of management
at this stage is an information system that will support data
management to produce timely, accurate and reliable information for
program tracking and performance monitoring/reporting.

Supervisors and coaches play a critical role at this stage. Their
focus is on the critical function of managers and supervisors as coaches
and mentors in order to provide an enabling environmental intervention
to improve team performance; and manage and develop individual
potentials.

Stage 3: Performance Review and Evaluation (Office and
Individual Employees Performance - shall be based on CSC MC
No. 6, s. 2012

This phase aims to assess both Office and individual employee's
performance level based on performance targets and measures as
approved in the office and individual performance commitment contracts.

The results of assessment of Office and individual performance
shall be impartial owing to scientific and verifiable basis for target setting
and evaluation.
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e Office Performance Assessment

The Planning Office or any responsible unit in the agency shall
consolidate, review, validate and evaluate the initial performance
assessment of the Heads of Offices based on reported Office
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 Head of
Agency (SUC President II).The Head of Agency shall determine the final
rating of offices/units.

An agency performance review conference shall be conducted
annually by the Planning Office for the purpose of discussing the Office
assessment with concerned Heads of Offices. This shall include
participation of the Financial Office as regards to budget utilization. To
ensure complete and comprehensive performance review, all Offices shall
submit a quarterly accomplishment report to the Planning Office based
on the SPMS calendar" (Annex H).

Any issue/ appeal/protest on the Office assessment shall be
articulated by the concerned head of office and decided by the agency
head during this conference; hence the final rating shall no longer be
appealable/contestable after the conference.

The Planning Office shall provide each Office with the final Office
Assessment to serve as basis of offices in the assessment of individual
staff members.

¢ Performance Assessment for Individual Employees

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; hence, self rating is no longer necessary.

The SPMS puts premium on major final outputs towards
realization of organizational 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
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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 individual employee's performance
commitment and review form to include competency assessment" and
critical incidents" which shall be used for human resource development
purposes such as promotion and other interventions.

Employee's assessment shall be discussed by the supervisor with
the concerned ratee prior to the submission of the individual employee's
performance commitment and review form to the Head of Office.

The Head of Office shall determine the final assessment of
performance level of the individual employees in his/her Office based on
proof of performance. The final assessment shall correspond to the
adjectival description of Outstanding, Very Satisfactory, Satisfactory,
Unsatisfactory or Poor.

The Head of Office may adopt appropriate mechanism 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 assessments shall not
go higher than the collective performance assessment of the Office.

The Head of Office shall ensure that the employee is notified of
his/her final performance assessment and the Summary List of
Individual Ratings (Annex E) with the attached IPCRs are submitted to
the HRM Office/Personnel Office within the prescribed period.

Stage 4: Performance Rewarding and Development Planning -
(based on CSC MC No. 6, s. 2012)

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 Heads of Office and
supervisors with the individual employee at the end of each rating period.
The discussion shall focus on the strengths, competency related
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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 Head of Office and supervisors in coordination with the HRM
Office /Personnel Office.

A professional development plan (Annex K) to improve or correct
performance of employees with Unsatisfactory and Poor performance
ratings must be outlined, including timelines, and monitored to measure
progress.

The key design features of the College Strategic Performance
Management System include three (3) performance rating levels; a 12-
month probationary period for new employees; an opportunity for
employee self-evaluation, and movement toward employee feedback on
supervisors’ performance for development purposes; and group or team
performance evaluations, numeric weighting systems and performance
measures based on organizational objectives.

Performance Ratings

It is important to emphasize that evaluation of faculty/employee’s
performance should be done on a continuous basis by providing verbal
and/or written feedback throughout the performance cycle. The College
Strategic Performance Management System has five (5) performance
ratings that are (a) used to rate performance on individual measures; and
(b) are the composite rating for an employee’s overall performance. These
ratings are described below pursuant to Section 3, f, Rule IX of the
Omnibus Rules Implementing Book V of EO No. 292; the following
adjectival rating shall be adapted:

1. Outstanding: An employee shall be given this rating when he
exceeds his target by at least 50%. It represents an extraordinary
level of achievement and commitment in terms of quality and time,
technical skills and knowledge, ingenuity, creativity and initiative.
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Employees at this performance level should have demonstrated
exceptional job mastery in all major areas of responsibility. His
achievement and contribution to the organization are marked
excellence which even his peers recognize through a forced
comparison/distribution method established by the agency
concerned.

2. Very Satisfactory: An employee shall be given this rating when he
exceeds the expected output/performance by at least 25% but fall
short of what is considered an outstanding performance. In
addition, his competence and contributions shall be recognized by
his peers also through a forced comparison/distribution for
outstanding performers shall be included in this category.

“Only employees with Outstanding and Very Satisfactory
performance ratings shall be considered for promotion”.

3. Satisfactory: An employee shall be given this rating when he
meets 100% of the standards or ordinary requirements of the
duties of the position. Those screened out in the forced
comparison/distribution method for Very Satisfactory performers
shall be included in this category.

4. Unsatisfactory: An employee shall be given this rating when his
performance is 51% to 99% of the minimum requirements but
could stand improvement. It is expected that in the next rating
period, the employee, under close supervision, will either improve
his performance for which he shall be given at least a satisfactory
rating, or if not, he shall get another Unsatisfactory rating. Two (2)
successive unsatisfactory ratings shall be a ground for separation
from the service.

5. Poor: An employee shall be given this rating when he fails to meet
performance requirements or meets 50% or below of the minimum
requirements and there is no evidence to show that he can improve
his performance. A rating of poor shall be a ground for separation
from the service.

Implementation Mechanism

The SUC President shall designate the members of the
Performance Management Team (PMT) in accordance with the guidelines
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under CSC No. 6, s. 2012. In which case, the said PMT shall conduct a
series of dialogue and with the different Head of Offices/Units and or
Sections.

CHAPTER V
Miscellaneous Provisions

I. Sanctions

Non-submission of “Office Performance Commitment Review forms
and Individual employees Performance commitment and Review forms to
the HRM/Personnel Office within the prescribed dates shall be a ground
for:

a. Employees’ disqualification from any personnel action as provided
for in MC. No. 6, s. 2012.

b. Administrative sanction for of reasonable office rules and
regulations and simple neglect of duty for the supervisors or
employees responsible for the delay or non-submission of the office
and individual performance commitment and review report.

c. Failure on the part of the Head of Office to comply with the
required notices to their subordinates for their unsatisfactory or
poor performance during the 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.

II. Appeal

a. Office performance assessment as discussed in the performance
review conference shall be final and not appealable. Any
issue/appeal one initial performance assessment of an office
shall be discussed and decided during the performance review
conference.

b. Individual employees who feel aggrieved or dissatisfied with
their final performance rating can file an appeal with the PMT
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within ten (10) days from the date of receipt of notice of their
final performance evaluation rating from the Head of Office. An
Office/Unit or individual employee, however, shall not be
allowed to protest the performance ratings of other office/Unit
or co-employees. Ratings obtained by other office/unit or co-
employee can only be used as basis for reference for comparison
in appealing one’s office 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 hierarchical
jurisdiction of various PMTs in the College. For example, the
decision of the Campus PMT is appealable to the system-wide
PMT. The system-wide PMT decision can be appealed to the
SUC President II.

The decision of the SUC President may be appealed to the Civil
Service Commission.

d. Officials or employees who are separated from the service on the
account of “unsatisfactory” and or “poor” performance rating
can appeal their separation to the CSC or its Regional Office
within fifteen (15) days from receipt of the order or notice of
separation.
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APPENDIX “A”

Strategic Plan

A. INSTRUCTION PROGRAM

Goal 1: Quality &
Excellence

OBJECTIVES

STRATEGIES

ACTIVITIES

EXPECTED OUTPUT/
MILESTONE

Strategic Priority No. |

Provide tertiary and
advanced education along
the mandates of the
college charter that meets
global standards (RA
8547)

To rationalize the
curricular offerings by
identifying flagship
programs in the
different campuses of
the college.

Assessment of the
curricular programs in
all campuses.

Identification of
programs for
northern and
southern clusters.

Designation of
college deans in all
programs regardless
of the cluster

Offer graduate and
under-graduate
programs depending
on the availability of
resources and
policies and
standard of CHED.

Curricular offerings shall
have been organized for
northern and southern
clusters.

Designation of qualified
college deans

Additional curricular
offerings in the graduate
and undergraduate
levels.

Identified other courses
for possible inclusion in
the Ladderized
Education Program
under Executive Order
358 in all of the
campuses to provide a
greater access of
education among the
poorest of the poor.




e To apply all academic
programs for
accreditation/
assessment.

Application for

accreditation of all
qualified programs
with the AACCUP

Internal assessment
per program and
cluster

Preparation of
Program
Performance Profile
(PPP) of all qualified
programs.

Acquisition of
needed equipment,
facilities, supplies
and materials.

100 percent of the
curricular programs were
accredited

e To vigorously
implement the faculty
development program

Implementation of the
faculty development
program

Conduct personnel
inventory to identify
the recipients
provide equal
access of
opportunities for
professional growth
and development
(through scholarship
grants, trainings,
educational study or
tours both here and
abroad)

5% increase of the
faculty and staff with
masteral and doctorate
degree holders per year.

40% of the faculty and
staff shall have availed
various trainings

At least two institutional
trainings in one
academic year shall
have been conducted.
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3% of the faculty
members per year are
accredited full-pledge
professors.

Promoted continuing
improvements and
radical change (like
timely implementation of
NBC 461, whenever
possible, rational faculty
loading, preparation and
immediate approval of
the Collective
Negotiation Agreement
CNA, etc.)

Conducted institutional
training for faculty and
staff development

Submitted for
accreditation of faculty
members to regulatory
bodies as deemed
necessary
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To strengthen the
performances of the
graduates in the
licensure
examinations.

Review, enrich and
update the curriculum
in accordance with the
CMO and the
professional regulation
commissions

Establish assistantship
and rewards for
examinees in the
licensure examination

Update course
syllabi to infuse
review courses in
the professional
subjects.

Organize review or
tutorial classes.

Organize trainings/
seminars to the
faculty and students

Give rewards to the
successful
examinees/process

All syllabi are regularly
updated.

Surpass the national
passing percentage by
20%

Included as one of the
top performing HEIs in
Region 1

Provided incentives to
board topnotchers

To sustain the
publication of
instructional materials
prepared and
developed by faculty
members

Review of the newly
developed
instructional materials

Conduct trainings on
the preparation of
instructional
materials

Publish the
evaluated
instructional
materials

50% of the faculty
members shall have
been prepared their own
instructional materials.
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To strengthen the
support services of
students

Retooling of student
services personnel

Provide accessible
and quality student
services

Trainings of
guidance
counsellors and
other personnel of
the student and
alumni affairs.

Training of student
leaders

Evaluation on the
delivery of student
services

Adequate student
services like guidance
and counselling, medical
/dental, canteen etc.

Trained student leaders
Evaluated the

performance of student
services personnel

Goal 2: Relevance &
Responsiveness

e Provide curricular
programs responsive
to the needs and
demands of the
service area of the
college including local
and global market

To continuously
review, enrich and
update the curricular
programs based on
the CHED policies and
standard and to the
needs of industry.

Conduct curriculum
review and revision

To offer new programs
based on the industry
needs

To offer ladderized
degree programs

Curriculum
committee meeting

Assessment of the
industry needs

Consultation with the
members of

100 % of the programs
were updated based on
the existing policies and
standards of CHED and
industry needs for every
four years

Offered ladderized
programs
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academic
community

To improve the
linkages on academic
programs, projects
and activities.

Strengthen and
sustain faculty
exchange program

Strengthen the linkage
with CHED on faculty
scholarship

Undertake exchange
program for faculty
and students

Develop academic
linkages

Enter in MOAs

Implemented faculty/
student exchange
program covered with a
MOA

Applied for faculty
scholarship with CHED

To maximize the
utilization of conducted
researches and
matured technologies
in teaching.

Utilize the research
products in teaching

Source out income
from the matured
technologies
developed by the
faculty and staff.

Disseminate the
research outputs to
the students and
target clienteles

Publication of
research outputs

Allocate funds for
the reproduction of
matured
technologies for
resource generation
of the college

Conduct trainings,

Published researches
and monitor their
utilization in the teaching
and learning contexts.

Generated income from
the matured
technologies developed

Conducted trainings,
seminars and workshops
regularly
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seminars and fora to
share the research
outputs.

To provide desirable
values and attitudes to
the faculty and staff

Enhance values
formation to the faculty
and staff

Implement the CSC
values orientation
program

Initiate the ISPSC
Core values

Financial support on
the construction/
establishment of
ecumenical worship
center

Conducted Periodic
Values Orientation
Workshop among
Administrators, Faculty
and non-teaching staff
including students

Adhered on core values:
hard work, humility,
honesty and
commitment

Established Ecumenical
worship center

Goal 3 -Access &
Equity

Provide greater access to
higher education and
advanced education to the

To provide more
scholarship
grants/educational
assistance to poor but
deserving students

Grant more
scholarships and
assistantships

Continuous
implementation of

Provide more funds
for scholarships and
assistantships

Source out
additional

Increased the number of
scholarships and
assistantships every
year

Increased enrolment by
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clienteles

To reach out the
socially diversified and
marginalized student

open admission and
strict retention policy

Offering more
ladderized programs

scholarship grants
Career guidance

Selective retention
based on existing
policies

Development of
ladderized programs

15% annually

Offered ladderized
programs

GOALA4. Efficiency and
Effectiveness

Continuously raise the
academic reputation of the
college through wise
utilization of resources and
effective delivery of
services to the clienteles

Continuous conduct of
the system
performance audit and
regular cost benefits
analysis of academic
programs, projects
and activities

Monitor and evaluate
the instructional
programs regularly

Conduct tracer study
to enhance the
competitiveness of
graduates

Evaluate the
performance of faculty
and staff regularly

Provide incentives to
outstanding
employees

Implement values
orientation program

Design and conduct
an effective monitoring
and evaluation system

Trace out the
graduates and extend
assistance when
necessary

Conduct researches

Deload faculty
members with
designation

Implement 18 units
as a minimum
workloads

Administer values
orientation program
with the CSC

Source out budget
for the overload of
faculty and staff

Allocate funds as
incentives for the

outstanding faculty

Supervise classes

Rationalized faculty
loading

Conducted performance
evaluation for faculty
and staff regularly

Conducted periodic
values orientation
program

Awarded incentives or
recommended
outstanding faculty for
training & scholarship
grants- local or
international

Implemented Effective
Monitoring & Evaluation
of Classroom instruction
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Monitor faculty
performance

Monitor academic
programs and
projects

Continuously
improve delivery of
academic services

Submission of
semestral reports of
faculty members

Requires submission
of faculty
commitment form
every semester

Submitted semestral
accomplishment reports
of faculty and staff

Submitted and monitor
its implementation the
Faculty Commitment
Form

Conduct job fairs for
the graduates

Create a Placement
Office

Establish a database

Conducted tracer study

Conducted job fair to the
graduates

Established functional
Placement office
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for alumni

e Conduct seminars
for job hunting and
personality
development

Established data base
for alumni

Conducted seminars for
job hunting and
personality development

II. RESEARCH AND DEVELOPMENT

Goals

OBJECTIVES

STRATEGIES

ACTIVITIES

EXPECTED OUTPUT/
MILESTONE

MFO/GOAL 1 : Quality
and Excellence

Strategic Priority No. 2

Improve the quality of life
through generation,
verification, adoption and
commercialization of
appropriate technologies
for sustainable
development

To generate new
infrastructure of
knowledge and
technologies for
food security and

poverty alleviation.

Formulate an
integrated R & D
Program for priority
commodities in the
region

Verification/
validation of the
technologies
developed

Conduct R & D program
for priority commodities in
the region

Assessment of completed
and on-going R & D
projects

Implement the R & D
agenda

Conducted and
Implemented R & D
projects every year
Database of completed and

on-going R & D

Enhanced R & D agenda
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Monitor and evaluate R &
D programs and projects
Conduct verification and
validation studies

Establish/ improve
demonstration and pilot
projects

Verified and validated at
least 3 technologies
generated per year

Established at least 1

demonstration farm for pilot

projects in Santa Maria
Campus

e Toorganize
experts pool as

Implement a
capability building

Conduct in-house
trainings, seminars,

Created a pool of faculty
trainers to undertake

—think tankll of the program for workshops training activities.
college researchers
Send researchers for 90% of the researchers
trainings have been sent to
trainings, seminars and
workshops
Goal 2: Relevance & e To formulate Align the research Inventory of completed Updated R & D Agenda

Responsiveness
Provide researches that
address to the needs of
the community.

research agenda
of the college.

agenda to NHERA,
BAR, NEDA, DOST
and other research-
based agencies of
the country

Regular Review of
the research

and on-going researches

Strengthen the
collaboration to the
funding agencies

Needs analysis to identify
gaps as springboard in

annually

Conducted in-house
seminars for the R & D
annually
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agenda

research

Meetings to the
appropriate R & D
stakeholders

To conduct
researches based
on the needs of
stakeholders

Subscribe to inter-
disciplinary, inter-
campus, inter
department studies
and inter-agencies
study

Makes collaborative
studies within the
campuses of the college
and other external
agencies

Implemented collaborative
studies based on the needs
of stakeholders

Conduct researches
geared toward crops,
livestock and poultry
program, farming systems
and farm resources,
engineering, energy and
industrial technology,
forestry and environment,
fisheries, and socio-
economics ,policy and
communication

Conducted technological
and socio-economic
researches on small-scale
and medium scale
industries in the rural
areas.

Formulated an institutional
capability development
program for research
activities

Prioritized researches
studies along crops,
livestock and poultry
program, farming systems
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and farm resources,
engineering, energy and
industrial technology,
forestry and environment,
fisheries, and socio-
economics, policy and
communication

Goal 3- Access and
Equity

Provide efficient and
effective dissemination of
researches to the
stakeholders

To conduct
researches that
are geared
towards the
needs and
opportunities of
the rural
citizens.

To strengthen
the information
and
dissemination of
research

Source out funding
with the different
agencies to start
research activities
for people in the
service area

Dissemination and
publication of R & D
results

Establishment of R
& D demonstration
and pilot projects

Field visits to
farmers for

Linkages and Networking

Identify the potential
researchers to be
deloaded of their teaching
loads

Needs Assessment

Conduct meetings to the
concerned clienteles

Improved the linkages and
networking of the college

Identified faculty
researchers and deloading
be observed

Conducted need
assessment of the rural
citizens.

Conducted regular
meetings

Published annually the R &
D Journals
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findings and
matured
technologies to
the various
stakeholders

assistance

Publish R & D journals

Prepare flyers on
technologies developed

Support the FITS

Prepared flyers

Supported the FITS in the
different municipalities

Goal 4: Efficiency
&Effectiveness

Provide research services
to the various
stakeholders

To improve
research
management of
the college.

To formulate an
institutional
capability
development
program for
research activities

Restructure the
organization and
management of R &
D

Conduct of trainings

Hire fulltime researchers
and clerks at the research
office

Train personnel in IEC and
ICT

Procure necessary
facilities

Provide incentives to
faculty researchers

Developed /improved the

offices, including facilities

for research development,
extension and training.

Hired full time researchers
and clerks

Provided incentive
schemes for faculty
researchers and extension
workers including trainers.
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To intensify
resource
generation and
sharing.

Project
development

Linkage building

Prepare and submit
project proposals to
various agencies

Attendance to national and
international fora

Affiliations with national
and international R & D
institutions

Developed and submitted
at least 3 project proposals
for external funding in the
clustered campuses

Linked with the national
and international R & D
institutions

To encourage the
conduct of more
applied and basic
research on priority
areas.

Establish favorable
support mechanism

Allocate funds to finance
researches

Provide incentives

Improve faculty workload

At least 10 on-going
researches per annum

At least 10 completed

researches per annum

Implemented rationalized
faculty loading

To formulate
policies on
monitoring scheme
and evaluation of
research activities,
data/report
generation/
production.

Design and
implement an
effective monitoring
and evaluation
system

Ensure that funds
are used in

Use the monitoring and
evaluation instruments for
the on-going and
completed studies

Close supervision of R &
D projects

Prepared and implemented
the monitoring and
evaluation instruments of
researches.

Implemented the policies
and procedures in the
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accordance with the conduct of R& D

terms and
conditions of the e Allocated funds were
projects. properly used.

III. EXTENSION PROGRAM
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GOAL 1: QUALITY &
EXCELLENCE

OBJECTIVES

STRATEGIES

ACTIVITIES

EXPECTED OUTPUT/
MILESTONE

Provide extension
services that will
enhance the transfer
of matured
technologies
generated by the
college to various
stakeholders

Panilo C. Abella, Ph. D. DA
fdministrative Officer V/HRMO III

To provide extension
services that will
enhance the transfer
of matured
technologies
generated by the
college to various
stakeholders

To establish pool of
expert extensionist.

Strengthen the
extension and training
office of the colleges

Determine key
personnel for
extension programs

55

Reorganization of
extension and training
office

Formulate extension
manual

Identification of priority
extension programs
(extension agenda)

Designation of
qualified faculty
members for the
extension programs

Identify the focal
persons in the
national, regional,
provincial, municipal
and Barangay levels

Create a pool of
faculty trainers to
undertake training

Organized a very
functional extension
and training office

Developed extension
and training manual
Formulated Extension
agenda

Requested /included
budget allocation for
research
development,
extension and training
activities of the
College.

Designated faculty
and staff members as
extensionist

Requested for plantilla
positions for extension
workers




activities in the
different fields of
specialization, and
capability building
programs for identified
trainers/ coordinators

MOA on the identified
offices for
collaboration on the
utilization of their
personnel expert
(PCARRD, DA,
NEDA, CHED, DepEd
etc)

Created a pool of
faculty trainers

GOAL2:RELEVANCE
AND RESPON-
SIVENESS

e Serve as an
growth through
multi-commodity

agriculture, fishery,
forestry, education,
information and
industrial
technologies, hotel
and restaurant
management,

instrument for regional
interdisciplinary and

extension programs in

To strengthen the
partnership with the
LGUs, GOs and
NGOs.

To implement a
comprehensive
gender and
development program
(GAD)

Determine the
programs/projects for
collaboration

Organization of
extension workers

Continuous provision
of technologies and
technical services

Needs assessment
survey

Identify the area of
partnership and needs

Formulation of MOA

Accelerated consortia/
linkages/ partnership
with GAs, GOs,
NGOs, LGUs and the
private sector both
local & foreign.

Implemented strong
support for the
furtherance and
strengthening of its
community extension
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commerce and home
industries

Integrate GAD
conceptsin all
programs and
activities

Needs assessment on
the level of awareness
of the stakeholders on
GAD

Conduct
trainings/seminars to
promote awareness of
the people on GAD

activities, that of
improving the plight of
the poor and
marginalized sector of
our society.

Conducted needs
assessment survey on
GAD

Conducted GAD-
related trainings in all
campuses

To assist the
implementation of
techno-gabay
programs in the
different municipalities
within the service area
of the college

Extend expert
services to the
Farmer’s Information
Technology Service
(FITS) Centers in the
Second District of
llocos Sur

Initiate collaboration
with the LGUs, RDC,
NEDA, DA, DOST and
other agencies for the
implementation of
tech- gabay

Conduct priority
extension programs
on

Technology
demonstration

Technical assistance

Coordinated with
DOST and the local
government unit for
the transfer of the
Farmers Information
Technology Systems
(FITS) to the
municipal building for
greater accessibility to
farmer beneficiaries.
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To conduct trainings
and technical
assistance to farmer
field schools, faculty,
staff retooling,
trainer’s training,
entrepreneurial, post
harvest technology,
crop production, skills
development and

Implementation of the
extension and training
management and
monitoring for
efficiency and well-
coordinated extension
activities

Preparation of
Extension programs
and proposals

Conduct of trainings

Field visits and
evaluation

Created a unit to take
charge in the
preparation and
submission of project
proposals to funding
agencies

Conducted technology
promotion

them to acquire
knowledge and skills
to enhance their

demonstration farm
for farmers on rice,
corn, vegetables,

demonstration
projects across
ecological zones

different areas.

enhancement. Conduct technology Disseminated matured
promotion and and relevant
commercialization environment-friendly
technologies
Fund sourcing Improved und
sourcing and linkages
Linkages
GOAL3: ACCESS AND
EQUITY
e Empowerment of To maintain Establishment of on- Designation of Maintained a
target clienteles for technology farm technology project-in-charge on demonstration farm

for trainings, trade fair
and exhibits
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productivity

sugar cane, banana,
mango, and other fruit
crops for trainings and
technology transfer.

Conduct trainings

Publication and mass
production of EIC
materials

Prepared EIC
materials for farmers

Supported the FITS in
the municipal level

GOAL 4: EFFICIENCY
AND EFFECTIVENESS

Develop functional
mechanism for
monitoring and
evaluating extension
and training programs

To formulate
functional mechanism
for monitoring and
evaluation of
extension and training
programs

Formulate functional
M & E framework

Review/upgrade the
on-going extension
and training programs

Regular meetings and
monitoring of
programs projects

Conduct impact
evaluation

Conduct socio-
economic studies of
extension programs

Conduct of extension
in-house review

Published M & E
Manual containing all
forms and policies
regarding extension
activities

Conducted Quatrterly
meetings and

submission of reports
(on-going & terminal)

Conducted one study

per program /project

Conducted one in-
house review per year
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To provide
compensation
package or incentives
to faculty members in
the conduct of
extension services.

Institutionalization of
just and equitable
incentives scheme for
faculty extensionist in
all the campuses

Capability building for
faculty involve in
extension and training

Formulate and review
incentive scheme for
faculty extensionist

Attendance to
training/seminars,
lakbay aral and
advanced education

e Provided incentives

for faculty researchers
and extension
workers including
trainers.

e Conducted training/

seminars, and lakbay
aral among the faculty
and staff

IV. ADMINISTRATION

GOAL 1: Quality &
Excellence

OBJECTIVES

STRATEGIES

ACTIVITIES

EXPECTED OUTPUT/
MILESTONE

Provide efficient and
effective governance
and management
supportive to
instruction, research,
extension and
resource generation

To improve the
implementation of
policies and best
practices in the overall
management of the
college

Review existing
policies and practices
of the college

Conduct meetings/
workshops to
determine the
implementation of
policies and
practices in
administration,
finance, and
general services in

Reviewed all existing
policies and practices of
the administration for
revisions, amendments in
2010 when necessary
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Dissemination and
monitoring of policies
and practices

response to the
four major thrusts
of the college

Disseminate and
monitor policies
and practices

Adopt and enforce
the Merit System

100% of the policies and
practices were
disseminated and
monitored

Implemented the Merit
System of the college

To implement human
resources
development &
character building
program

Review the existing
policies of the college
on human resources
development.

out scholarship grants

Conduct in-house
training

Initiates activities
related to character
building among the
faculty and staff of the
college

Adherence to RA 6713

Conduct inventory
on the needs of
faculty and staff for
trainings/ seminars,
scholarships etc.

Conduct regular
faculty recollection
and values
orientation activities

Conduct values
audit every year

Periodic review of

Provided equal access to
opportunities for
professional growth and
development (through
scholarship grants,
trainings, educational
study or tours both here
and abroad)

Developed among the
faculty and staff a culture
that is synergistic,
humane, spiritually and
morally healthy and
environ-mentally
sensitive;
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otherwise known as
Code of Conduct and
Ethical Standards for
public officials and
employees

staff development
policies and
guidelines

Implement
principles of good
governance

Inculcated integrity,
sincerity, perseverance,
self-discipline and
commitment.

Retooled the young
faculty members based
on the priority programs
of the college

100% adherence to RA
6713

e Toimplement E-
Governance
Management of the
college

Improve the ICT
capabilities of the
college

Training of faculty and
staff on ICT

Improve the internet
connections of all the
campuses

Automation of school
records

Upgrade the ICT
facilities

Purchase additional
computers

Upgrade the ISP in
all the campuses

Design automated
services in the
registrar, records
section, cashier,
accounting and

Improved the ISPSC
website by incorporating
thereto all information
that the public should and
must know especially
those that have stakes in
the College like students,
parents, and others.

Provided greater access
to internet facilities to all
students, faculty, and
others
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other front line
services

Send qualified IT
instructors/professo
rs to attend
trainings and
seminars and will
managed the ICT of
the college

Established on-line
learning education
system (Distance
Learning) on some of the
graduate and
undergraduate courses
offered in the College;

Introduced Electronic
Records & Library
Electronic Systems in
campuses with internet
connectivity;

Established a more
functional MIS; and
Strengthen linkages/
partnership with ICT
companies/ institutions

GOAL 2: Relevance
&Responsiveness

Provide adequate
administrative
mechanism supportive
to the mandated
functions of the

To continuously
maximize the
utilization of
resources.

Require the provision
of RA 9184

Inventory of resources
in all campuses

Implement the
provision of RA
9184

Implement the

Implemented R.A. 9184
or the new Government
Procurement Reform Act.
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college

Adherence to the
accountability of public
officials and
employees

Streamline the bureau
tic system of
implementing projects
and activities

provision of AO No.
103

Conduct inventory
of resources
regularly

Fast tract the
Implementation of
all projects

Inform the faculty
and staff on the
accountability of
public officials and
employees
regularly.

Guaranteed equitable
distribution of resources
and maximized use of
equipment like
classrooms, laboratories,
audio visual room,
vehicles, etc. and assure
correct/proper use of
such government
facilities;

Required everyone to
safeguard and secure the
safety of all the
campuses and the
resources therein through
round the clock guarding
and monitoring;

Implemented the
provision of AO No. 103
on Economy Measures;
thereby, avoiding
wastage of much needed
funds or resources, e.g.
energy conservation, and
others;

Prepared a schedule of
repairs and maintenance
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of various equipment and
implements for usability;

To cluster the
campuses of the
college to enhance
administrative and
academic services of
the college.

Cluster the campuses
for academic and
administrative
enhancement

Implement the
clustering of
campus into
northern and
southern.

Reorganization of
the administrative
and academic
structure of the
campus

Clustered the campuses
in Southern and Northern

Revised administrative
and academic structure in
2010 (see appendix

GOAL 3: Access &
Equity

Assurance of
accessible, efficient
and affordable
administrative services
of the colleges

To observe fairness,
equity, and justice in
dealing with all various
stakeholders through
the provisions of anti-
red tape law.

To strengthen the
ISPSC website for
information of all

Prompt services to the
stake holders

Improve the
components of school
websites

Display the citizen’s
charter for front
liner services to the
general public

Post updated news
on the website
regularly

Provide more
downloadable
forms

Implemented, monitored
and evaluated the
performance of the
personnel along the
provisions of citizen’s
charter

Improved ISPSC
websites
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stakeholders

Posting vacant
positions Posting of
Quarterly report

Goal 4: EFFICIENCY
AND
EFFECTIVENESS

o Efficient utilization of
human and physical
resources for quality
administrative
services.

To implement
resource generation
and wise allocation of
resources program.

Review the financial
capabilities of the
college in generating
resources

Conduct trainings on
entrepreneurial skills

Improve the
production center of
the college

Conduct trainings on

Conduct regular
evaluation on the
needs and priorities

Follow the scheme
of budgeting the
resources based on
the enrolment of
the campus

Prepare project
proposals for

income generating

Construct buildings

Allocated its shares of
government subsidy and
income to all of the
campuses of the College;

Established additional
viable income generating
projects while
sustaining/strengthening
productive ones and
phasing out non-
productive endeavours;

Setup the ISPSC
Production Center

Allocated a certain
portion of the lot fronting
the national highway for
the construction of a
College Shopping Center
for lease or rent to
interested parties
(businessmen or
entrepreneurs) in the
locality while maintaining
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project proposals

Review the provision
of entrepreneurial
manual

Identify linkages and
networking

for income
generating
purposes

Implement the
provision of the IGP
manual specially on
income sharing for
a better
management of
IGP in all
campuses of the
college

Prepare MOA with
agencies for a
—build-operate-
transfer schemell

Prepare feasibility
study on the
utilization of 17—
hectare expansion
site of the College
located at
Barangay. Silag,
Sta. Maria, llocos
Sur.

a space for a trading
center of the college,
where produced products
are displayed for sale to
the public (this can be
replicated in campuses

which are similarly
situated along the
national highway);

Implemented the
provisions of the College
Entrepreneurship
Program Manual for
better performance in
resource generation.

Undertaken feasible
projects in the 17—
hectare expansion site of
the College located at
Brgy. Silag, Sta. Maria,
llocos Sur.
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To provide the state-
of-the-art physical
facilities and
equipment.

Approval of the site
development plan per
campus

Source out funds for
the construction of
buildings

Utilize the tuition fee
collections for the
construction of
buildings

Challenge the different
organizations to spend
the judiciary funds for
the improvement of
facilities and
equipment

Request for a capital
outlay for the
construction of
buildings

Preparation of site
development plan
per campus

Request for the
congressional fund
to construct
buildings

Empower the
Alumni to help in
the construction of
alumni center

Maximize the
partnership with the
LGU for funding
assistance

Utilize the SDF for
concrete structure

Request DBM

Updated the site
development plan in all
campuses.

Allocated funds for the
repair of all school
buildings and structures
found in the different
campuses, in order to
mobilize complete —face
liftingll of such facilities.

Harness the Alumni
Association including the
Parent-Teacher-
Employees Association in
different campuses to
extend assistance in the
form of facilities
improvement;

Maximized linkages with
the Local Government
units, Provincial
Government, Office of the
District Congressman,
private sector, and others
in the construction and/or
continuation of unfinished
structures and facilities in
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budget for the
construction of
buildings in the
campuses with
bigger enrolment

all of the campuses.

Requested bigger
amount of capital outlay
for the construction of
buildings

To deliver timely and
efficient services to all
stakeholders.

Create —citizen
charterll in all
campuses

Formulate
guidelines for the
citizen’s charter

Prepared and
implemented the
provisions of citizen’s
charter

To provide internal
audit system of the
college

Provide an office for
an internal auditor

Request for an item
for audit specialist
and staff

Created an office for an
internal auditor

To provide planning
and development
office to establish
state-of-the-art and
efficient planning,
monitoring and
evaluation system.

To strengthen the
financial management
system in order to
reduce expenses.

Provide a planning
and development
office

Establish automated
financial system to
improve the financial
management of the
college

Designation of VP
in Planning,
Research,
Extension and
Training

Designate Director
for Planning and
Development

Designate Director
for Monitoring and
Evaluation

Created an Office for VP,
Planning, Research,
Extension and Training
with corresponding staff

Automated Records
System

Implement the provision
of Administrative Order
No. 103 on Economy
Measures; thereby,
avoiding wastage of
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Prepare programs
suited for the
college financial
system

Reduce the
wastage of
resources

much needed funds or
resources, e.g. energy
conservation, and others
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APPENDIX B

FORM A
DEPARTMENT PERFORMANCE TARGETS (ACCOMPLISHMENT) *
*Note: Same form to be used for submitting 2013 Accomplishments

MFOs AND PERFORMANCE
INDICATORS
(1)

DEPARTMENT/ AGENCY FY2012
BUDGET
(2)

DEPARTMENT
FY 2013 TARGET
(3)

RESPONSIBLE BUREAUS/
DELIVERY UNITS
(4)

DEPARTMENT FY 2013 ACTUAL
ACCOMPLISHMENT
(5)

REMARKS (Cite
reasons for
exceeding for not
meeting targets)

(6)

A. Major Final Outputs (MFOs)/
Operations

MFO 1: 2013 BUDGET

Performance Indicator 1

Percentage of FTES enrolment
in mandated/priority programs

VPAcademic Affairs
Office/Executive Dean/Campus
Director

Performance Indicator 2:

Percentage of accredited
programs among
mandated/priority programs
relative to total and other
fields

VPAcademic Affairs
Office/Executive Dean/Campus
Director

Performance Indicator 3:

Percentage of graduates in the
mandated/priority programs
graduated within the
prescribed period

VPAcademic Affairs
Office/Executive Dean/Campus
Director
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MFOs AND PERFORMANCE
INDICATORS

(1)

DEPARTMENT/ AGENCY FY2012
BUDGET

(2)

DEPARTMENT
FY 2012 TARGET
3)

RESPONSIBLE BUREAUS/
DELIVERY UNITS

(4)

DEPARTMENT FY 2012 ACTUAL
ACCOMPLISHMENT

(5)

REMARKS (Cite
reasons for
exceeding for not
meeting targets)

(7)

MFO 2: Research Service

2013 BUDGET

Performance Indicator 1:

Number of research outputs
presented/published locally
(within institution)

Performance Indicator 2:

Number of outputs presented
in
regional/national/international
fora/conferences

Performance Indicator 3:

Percentage of researches
conducted or completed on
time/Number of researches
conducted/completed

MFO 3: Extension Services

2013 BUDGET

Performance Indicator 1:

Number of Beneficiaries served

Office of the President/VPPRET
Office/Executive Deans
Office/Campus Director
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MFOs AND PERFORMANCE
INDICATORS

(1)

DEPARTMENT/ AGENCY FY2012
BUDGET

(2)

DEPARTMENT
FY 2012 TARGET

(3)

RESPONSIBLE BUREAUS/
DELIVERY UNITS

(4)

DEPARTMENT FY 2012 ACTUAL
ACCOMPLISHMENT

(5)

REMARKS (Cite
reasons for
exceeding for not
meeting targets)

(7)

Performance Indicator 2:

Number of LGUs/
communities/other clientele
assisted

Performance indicator 3:

Number of Training/ extension
programs conducted

Office of the President/VPPRET
Office/Executive Deans
Office/Campus Director

B. Support to Operations (STO)
2013 BUDGET

Performance Indicator 1:

Number of Students served by
support services for non-
academic needs of students

-Library

-Reading Center

-Dormitories

-Scholarship

-Student Loan

-Medical

VPAcademic Affairs
Office/Executive Dean/Campus
Director

Danilo C. Abella, Ph. D. DA
Administrative Officer V/HRMO Il

73




REMARKS (Cite

MFOs AND PERFORMANCE DEPARTMENT/ AGENCY FY2012 DEPARTMENT RESPONSIBLE BUREAUS/ DEPARTMENT FY 2012 ACTUAL reasons for
INDICATORS BUDGET FY 2012 TARGET DELIVERY UNITS ACCOMPLISHMENT exceeding for not
(1) (2) (3) (4) (5) meeting targets)
(7)

-Dental

-Guidance VPAcademic Affairs

-Psychological/Aptitude Office/Executive Dean/Campus

Test Director

-E Library

Performance Indicator 2:

Personnel Development and

Welfare support; Number of

Personnel enabled to pursue

studies/training and provided
other support services

- Studies/training/support
service 1

- Studies/training/support
service 2

- Studies/training/support
service 3

- Studies/training/support
service 4

Chief Administrative Officer's
office/Human Resource
Management Office
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MFOs AND PERFORMANCE
INDICATORS

(1)

DEPARTMENT/ AGENCY FY2012
BUDGET

(2)

DEPARTMENT
FY 2013 TARGET
3)

RESPONSIBLE BUREAUS/
DELIVERY UNITS
(4)

DEPARTMENT FY 2013 ACTUAL
ACCOMPLISHMENT

(5)

REMARKS (Cite
reasons for
exceeding for not
meeting targets)

(7

C. General Administration and
Support Services (GASS)
2013 BUDGET

Performance Indicator 1:

45,000,000.00

Percentage of internally
generated income to total
operating budget/cost

Supervising Administrative
Officer’s Office

Performance Indicator 2:

Cost amount of infrastructure
projects and other physical
facilities funded out of
internally generated income

Supervising Administrative
Officer’s Office

Prepared By:

Planning Officer

Date
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APPROVED:

RAFAEL B. QUERUBIN, Ph. D.
SUC President Il

Date
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APPENDIX C.

OFFICE PERFORMANCE COMMITMENT AND REVIEW (OPCR)

I, RAFAEL B. QUERUBIN ,

SUC President I,

of the following targets in accordance with the indicated measures for the period of

commit to deliver and agree fo be rated on the atlainment

January to June, 2012.

RAFAEL B. QUERUBIN, Ph. D.
SUC President Il

5 - Outstanding
4-Ver satisfactorily
3- satisfactorily
2-Unsatisfactorily

Accountable

—poor——————
o Remarks

Rating

Ratee
Date:
Reviewed By: Date Approved by: Date
PATRICIA LICUANAN
Commissioner CHED Chairman
Division/
SUCCESS INDICATORS (TARGETS Allotted P .
MFO/PAP + MEASURES) Budget individuals Actual Accomplishments

Qa [e2[ T [A

1. Strategic Priority No. 1. Provide tertiary education along with the mandates of the college charter that meets global standards (RA 8547).

1. Policy guidelines for
implementation

Policy guidelines issued to the field with
85% of acceptance

Php500

Office of the President

Policy guidelines issued to the field with
95% of acceptance

2. Reportofidentified other
courses for possible inclusion in
the Ladderized Education
Program.

Report of identified other courses
submitted within the rating period with
85% of acceptance

Office of the SUC
President/Executive
Dean/Campus Director

Report of identified other courses
submitted within the rating period with
85% of acceptance

3. Report of additional curricular
offerings in the undergraduate and
graduate program

Report of identified other courses
submitted within the rating period with
85% of acceptance

Office of the SUC
President/Executive
Dean/Campus Director

Report of identified additional curricular
offerings in the graduate and
undergraduate levels submitted within
the rating period with 95% of acceptance

Strategic Priority No. 2. Provide greater access to higher education to the clienteles.

1. Policy guidelines for
implementation

Policy guidelines issued to the field with
85% of acceptance

Php500

Office of the President

Policy guidelines issued to the field with
95% of acceptance

2. Scholarships and assistantships
program to the poor and
deserving students.

Scholarships and assistantships program
to the poor and deserving students
implemented with 85% of acceptance

Php1,500,000

SUC President Student
affairs office/Campus
Director

Scholarships and assistantships program
to the poor and deserving students
implemented with 95% of acceptance

3. Increase enrolmentin all
programs offered

5% increased in enrolmentin the diferent
curricular offerings

Office of the SUC
PresidentExecutive
Dean/Campus Director
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Strategic priority No. 3. Continuously raise the academic reputation of the college

rating period

1. Policy guidelines for Policy guidelines issued to the field with Php500 Office of the President |Policy guidelines issued to the field with
implementation 85% of acceptance 95% of acceptance

2. Performance evaluation for | serformance evaluation for Faculty and

facutty and staff (SPMS) StafiPersonnel using the SPMS with the

3. Values orientation program

5% ofthe Faculty/Staffpersonnel
attended values orientation program
within the rating period with 85% of
parficipation

4. Monitoring & Evaluation of
Classroom instruction

Periodic monitoring of classroom
instruction conducted within the rating
period with 85% of efficiency

5. Accreditation of programs

3 programs accreditd to level 3

Strategic priority No. 4. Improve th

e quality of life through generation, verification, adoption and

commercialization of appropriate technologies for sustainable development

1. Policy guidelines for
implementation

Policy guidelines issued to the field with
85% of acceptance

Php500

Office of the President

Policy guidelines issued to the field with
95% of acceptance

Strategic priority No. 5. Provide extension services that will enhance te transfer of matured technologies generated by the college to various stakeholders.

1. Policy guidelines for
implementation

Policy guidelines issued to te field with
85% of acceptance

Php500

Office of the President

Policy guidelines issued to the field with
95% of acceptance

2. Functional extension program
in every campus

Office of the SUC
President/Executive
Dean/Campus Director

Strategic Priority No. 6. Provide efficient and eflective governance and management supporiive

to instruction, research, extension and resource generation.

Structure

85% of acceptance

1. Policy guidelines for Policy guidelines issued to the field with Php500 Office of the President |Policy guidelines issued fo the field with
implementation 85% of acceptance 95% of acceptance
2. Approved organizatonal Approved organizational structure with Php20,000 Office of the President |Approved organizatonal structure with

85% of acceptance
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Strategic Priority No. 7. Improvement of classrooms/Library rooms and faciliies

Office of the
. . ) Presi E )
1 power supply installed in Tagudin D;e:;?gﬁic;?iztve 1 power supply installed in Tagudin
1. Upgrading of power supply Campus within the rating period with Php200,000 Fadiliies Campus within the rating period with
85% of efficiency 85% of efficiency
Development/Campus
Director/BAC
Office of the
President/Executive
L . additonal room constructed with 50% Dean/Director for additional room constructed with 100%
2. Additional Lib| R o ) ) Php500,000 I ) .
flonal Library Room completed within the rating period. P Facilites completed within the rating period.
DevelopmentCampus
Director/BAC
Office of the
President/Executive
) 10 class rooms repaired with 50% Dean/Director for 10 class rooms repaired with 100%
3. Repaired Class Rooms completed within the rating period. Php500,000 Facilies completed within the rating period.
Development/Campus
Director/BAC
. e Office of the ! .
. 200 arm chair purchased within the ” . 200 arm chair purchased within the
4. Arm chair rafing period Php100,000 PreS|der.1t/ExecuIJve rating period
Dean/Directar for
5. Repaired Dormitory rooms 3 Dormitory rooms repaired 75% Php100,000 |Office of the 3 Dormitory rooms repaired 100%
Core functions
Strategic Priority No. 8. Signed appointment papers and other supporting documents.

1. Appointment papers

2 appointment papers signed with 85%
of efficiency

2 appointment papers signed with 85%
of efficiency

Strategic Priority No. 9. Signed co

ntracts of part ime faculty member.

1. Confractdocument

55 confractual/Part-Time Faculty
member with 85% of efficiency

55 confractual/Part-Time Faculty
member with 85% of efficiency

Strategic Priority No.10. Signed contracts /job order of office staff and field personnel.

1. Confractdocument

20 contractual office staffffield personnel
with 85% of efficiency

20 confractual office staffffield personnel
with 85% of efficiency

Strategic Priority No. 11. Review and signed contract for supplies/materials/equipment procured.

1. Confract

supplies/materials/equipment reviewed

supplies/materials/equipment reviewed

Strategic Priority No. 12. Review and approve procurement program.

1. Procurement program

Danilo C. Abella, Ph. D. DA

Administrative Officer V/HRMO Il
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Strategic Priority No. 13. Review and signed inventory of Equipment

1. Inventory of equipment

Strategic Priority No. 14.  Approved paymentvouchers /documents and signed cheques

1. Paymentvoucher/cheque

Strategic Priority No. 15.  Supervises Budget preparation.

1. Budget Estimate

1 budget estimate with 85% of accuracy

1 budget estimate with 85% of accuracy

Strategic Priority No. 16.  Approved program of expenditures.

1. Program of expenditures

1 program of expenditures with 85% of
accuracy

1 program of expenditures with 85% of
accuracy

Strategic Priority No. 17. Review and Approved Personal Services ltemization and Plantila of Personnel (PSIPOP)

1. Personal Services ltemization
and Plantilla of Personnel
(PSIPOP)

1 Personal Services ltemization and
Plantila of Position with 85% of efiiciency

1 Personal Services ltemization and
Plantilla of Position with 85% of efficiency

Support Function

Strategic Priority No. 18. Participate in community activiies.

1. Parficipated actvities

Average Rating

Category

MFO

Rating

Strategic Priority

Core Functions

Support Functions

Total Overall Rating

Final Average Rating

Adjectival Rating

Ranilo C Abella, Ph D DA

Missiessestiby Officer V/HRMO I Date

Planning Office

PMT

Date

Final Rating by:

Date
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APPENDIX D

INDIVIDUAL PERFROMANCE COMMITMENT AND REVIEW (ICPR)

I, Danilo C. Abella

of the

Human Resource Management Office

in ISPSC, commit to deliver and agree to be rated on the attainment of the following targets in accordance
with the indicated measures for the period from January to December, 20___.

DANILO C. ABELLA

Ratee
Date:

Reviewed by:

Date

Approved:

Date

CRESCENCIA C. VILORIA

Supervising Administrative Officer

RAFAEL B. QUERUBIN, Ph. D.

SUC President




Rating Scale: 4 (4.5 - 5 — Outstanding); 4 (3.5—4.49 — Very Satisfactory);

3 (2.5 - 3.49 — Satisfactory);

2 (1.5-2.49 — Unsatisfactory); 1 (1 - 1.49) Poor

Major Final Output (MFO)

Success Indicators
(Targets + Measures)

Actual
Accomplishment/
Expenses

Rating

Ql

E2

T3

A4

Remarks

Strategic Priority No. 1: Intensify the recruitment and selection of highly qualified faculty member, office staff

and field personnel

1. Lists of unfilled or
vacant positions.

30 unfilled positions
were listed with 85%
of acceptance (85%
means three complain
allowed)

30 unfilled
positions were
listed with 100%
of acceptance

Outstanding

2. List of published &

Published /posted 30
unfilled positions with
85% of compliance

30 unfilled
positions
published and

Danilo C. Abella, Ph. D. DA
Administrative Officer V/HRMO Il
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posted vacant/unfilled (85% means 3 posted with 85% Very
positions complain allowed) without any Satisfactory
complain
C 25 application
3. List of received 20 a.pphcajtlon letters letters received
.. received with 85% of )
application letters and with other related
. accuracy (85% means . Outstanding
supporting documents ) documents with
3 complain allowed )
85% no complain
4. Summary ranking 85% complete (85%
sheet of Interviewed means 3 applicants 100% complete
not interviewed. Outstanding

applicants and minutes of

the proceedings

Strategic Priority No. 2. Developing HR policies and procedures, and writing human resource management

handbooks.

Danilo C. Abella, Ph. D. DA
Administrative Officer V/HRMO Il

82




1. HR Policies and
procedures.

2 HR Policies had
been made and
submitted within the
rating period with
85% of accuracy (3
revision allowed)

3 HR Policies had
been made and
submitted within
the rating period
with 85% of
accuracy 1
revision made

Very
Satisfactory

2. Human resource
management handbook

1 human resource
management
handbook prepared

and submitted within
the rating period with

85% of accuracy (3
revision allowed)

1 human resource
management
handbook
prepared and
submitted within
the rating period
with 85% of
accuracy, 1
revision made

Very
Satisfactory

Strategic priority no 3. Promoting equality and health and safety

Danilo C. Abella, Ph. D. DA
Administrative Officer V/HRMO Il
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1. Policy guidelines

1 policy guidelines
prepared and
submitted on time
within the rating
period with 85% of
accuracy (3 revision
allowed)

2 policy guidelines
prepared and
submitted ahead
of time within the
rating period with
85% of accuracy
no revision made

Outstanding

Strategic Priority No. 4. Arranging services such as staff welfare and counselling

1. Schedule of activities

1 schedule of
activities prepared
and submitted on
time with 85 % of
accuracy (3 revision
allowed)

2 schedule of
activities prepared
and submitted
ahead of time with
835 % of accuracy
no revision made

Outstanding

Strategic Priority No. 5. Providing staff training and development program

Danilo C. Abella, Ph. D. DA
Administrative Officer V/HRMO Il
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1. Training Design

1 Training design
prepared during the
rating period with
85% of accuracy (3
revision allowed)

2 Training design
prepared during
the rating period
with 90% of
accuracy no
revision

4.33

Very
Satisfactory

2. Schedule of activities

1 schedule of
activities prepared
and submitted on
time with 85 % of
accuracy (3 revision
allowed)

2 schedule of
activities prepared
and submitted
ahead of time with
85 % of accuracy
no revision made

Outstanding

Strategic Priority No. 6. Making sure staff have the right pay and benefits

Danilo C. Abella, Ph. D. DA
Administrative Officer V/HRMO Il
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1. Payroll

192 copies of payroll

192 copies of

reviewed and signed | Payroll reviewed Very
s . and signed within .
within the rating ; ) Satisfactory
. . the rating period

period with 85% of with 85% of

acceptance (3 acceptance no

complaint allowed) complaint
2. Notice of Step 5 Notice of Step > Notice of Step Very

. . increments .
Increments increments reviewed Satisfactory

and signed within the

rating period with
85% of acceptance (3
compliant allowed)

reviewed and
signed within the
rating period with
85% of acceptance
no compliant

Core functions

Strategic Priority No. 7. Review supporting documents and signed appointment papers.

1. Appointment paper and
supporting documents

10 appointments
reviewed and signed
within the rating

10 appointments
reviewed and
signed within the

Danilo C. Abella, Ph. D. DA
Administrative Officer V/HRMO Il




period with 85% of
accuracy (85% means

rating period with
90% of accuracy

3 appointments no revision. Satisfactory
returned for revision
allowed)
Strategic Priority No. 8. Review and signed certificate of leave credits earned.

40 certificates of leave | 60 certificate of

1. Certification of leave | credits/CS Form 6 leave credits/CS

credits/CS Form 6 prepared within the Form 6 prepared,

rating period with within the rating 4.67 | Outstanding

85% of efficiency,
submitted on time, (3
corrections allowed).

period with 95% of
efficiency no
correction

Strategic Priority No. 9 Retirement: Consolidates/reviews and signed documents submitted by retiring
employees to ascertain completeness of information/requirements.

1. Retirements documents

10 retiring employees
documents reviewed
and signed within the
rating period with
85% of efficiency (3

10 retiring
employees
documents
reviewed and
signed within the

3.67

Very
Satisfactory

Danilo C. Abella, Ph. D. DA
Administrative Officer V/HRMO Il
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compliant/revision
allowed)

rating period with
85% of efficiency
no compliant/
revision allowed

Strategic Priority No. 10. Conduct orientation/induction program for new employees.

1 program of activities
prepared within the
rating period with
85% of accuracy (2
revisions allowed)

1. Program of activities

1 program of
activities prepared
within the rating
period with 85% of
accuracy 2
revisions

Satisfactory

Strategic priority No. 11. Prepare training programs

for faculty and staff.

1 training program
prepared within the
1. Training program rating period with
85% of accuracy (2
revision allowed)

2training program
prepared  within
the rating period
with 85% of
accuracyl revision

4.33

Very
Satisfactory

Strategic priority No. 12. Prepare pre-retirement program for retiring faculty and staff

1 pre-retirement
1. Pre-retirement program program prepared

within the rating

1 pre-retirement
program prepared
within the rating

Very

Danilo C. Abella, Ph. D. DA
Administrative Officer V/HRMO Il




period with 85% of period with 95% of S |3 |3.67 | Satisfactory
accuracy (2 revision accuracy no
allowed) revision
Support Function
Strategic priority No. 13. Participate in extension programs and other community service.
1. Invitation program Participated Participated in
community activities | community
with 85% activities with 85%
acceptance of acceptance 3 |3 3 Satisfactory
Average Rating Remarks
Category MFO Rating
Strategic Priority: 40%
1. Intensify the recruitment and selection of highly
qualified faculty member, office staff and field 4 475

personnel

Danilo C. Abella, Ph. D. DA
Administrative Officer V/HRMO Il
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2. Developing HR policies and procedures, and

writing human resource management handbooks. 4
3. Promoting equality and health and safety
5

4. Arranging services such as staff welfare and
counseling S
5. Providing staff training and development
program. 4.67
6. Making sure staff have the right pay and
benefits. 4
Core Functions: 40%

7. Review supporting documents and signed 3
appointment papers.

8. Review and signed certificate of leave credits 4.67
earned.

9. Consolidates/reviews and signed documents
submitted by retiring employees to ascertain 3.67
completeness of information/requirements.

10. Conduct orientation/induction program for 3
new employees.

11. Prepare training programs for faculty and staff. 4.33
12. Prepare pre-retirement program for retiring 3.67
faculty and staff
Support Functions: 20%

13. Participate in extension programs and other 3

Danilo C. Abella, Ph. D. DA
Administrative Officer V/HRMO Il
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community service.

Total Overall Rating

11.29

Final Average Rating

3.92

Adjectival Rating

Very Satisfactory

Comments/Recommendations For Development Purpose

Discussed with: Assessed By Date Final Rating Date
I certify that I discussed my
assessment of the Performance with the
employee.
DANILO C. ABELLA CRESCENCIA C. VILORIA RAFAEL B. QUERUBIN, Ph. D.
Employee Supervisor SUC President II
Legend: 1 - Quality; 2 — efficiency; 3 — Timeliness; 4 — Average

Danilo C. Abella, Ph. D. DA
Administrative Officer V/HRMO Il
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APPENDIX E.

SAMPLES OF SUCCESS INDICATORS

Success Indicators

Organizational

Major Final Output Performance Performance
(MFO) Measures Targets (Measures + Outcome/
& Targets) Sectoral Goal
Instruction:
Management instructional media
. . Approval upon | approved with 85% | Improved
Instructional Media acceptance pprov .Llp . bproved wi . P V.
presentation in | of acceptance (no instruction
due time revision)
Head of Office | grading sheet
Grading sheet accuracy appro.va.l upFJn approved with 90% Com!oliance to
submissionin | of accuracy (no requirements
due time correction)
Head of Office No. Of syll.abus
approval upon approved in due Compliance to
Syllabus prepared accuracy PP . p. time with 85% of p
submission in requirements
. accuracy (no
due time .
correction)
No. Of test
Head of Office questions prepared
Test questions approval upon and approved in Compliance to
q acceptance PP . p. due time with 85% p
prepared submission in requirements
. of acceptance (1
due time
returned for
correction)
Head of Office | Unit/chapter test
Unit/Chapter Test approval upon | administered with Compliance to
acceptance

conducted

submission in
due time

85% of acceptance
(no complaint)

requirements

Periodical test

administered

Head of Office
approval upon
submission in
due time

Periodical test
administered with
90% of acceptance
(1 returned for
correction)

Compliance to
requirements

Table of Specification

accuracy

Head of Office
approval upon
submission in
due time

Table of
specification
submitted on time
with 90% of
accuracy (no
correction)

Compliance to
requirements




Research and Development:

accomplishment

Accomplishment Submitted report submitted compliance to
P Submitted accomplishment | with 85% of p
report requirements
report accuracy (no
revision)
Approved action
Approved/ research conducted | improved
Action Research conducted conducted with 85% of classroom
Action research | acceptance (no participation
complaint)
. accomplishment
Submitted and .
Completed research approved report submitted compliance to
P . Submitted PP with 85% of p
manuscript research requirements
. accuracy (no
manuscript ..
revision)
Research proposal
Approved . .
PP . / submitted with 90% .
. submitted compliance to
Research Proposal Submitted of accuracy (not )
research requirements
roposal returned for
prop correction)
Extension
approved extension
. A d
Extension Program ppl’O\{E Program .
repared/approved participation extension implemented with Improved
b program 85% of participation

and implemented

implemented

participation (70
people attended)

Training Design
prepared and
submitted

acceptance

Training design
submitted and
approved for
implementation

Approved training
design
implemented with
85% of acceptance
(no complaint)

Improved
participation
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Production

Financial report

Financial submitted and
. . report approved with 90% | Improved
Financial Report accurac . .
! I P uracy submitted and | of accuracy (2 times | system
approved returned for
correction)
Approved income
A . .
Income generating pproved generating projects
. . . Income managed and Improved
projects managed and | satisfaction . . . .
supervised generating supervised with 90% | income
P projects of satisfaction (1
compliant allowed)
Report of
Report of expenditures
Report of expenditures submitted with 85% | Improved
. approval . .
expenditures submitted and | of approval (2 times | system
approved returned for
correction)
Report of Report of income
income submitted with 85% | Improved
Report of Income approval .
submitted and | of approval system
approved (returned once)
General Administrative Services
Submitted/ Budget proposal
. . approved submitted and compliance to
Budget P I tisfact . )
taget Froposa satistaction budget approved with 85% | requirements
proposal of satisfaction
submitted/ Financial report
. . approved submitted with 85% | improve
Financial Report accuracy ) .
financial of approval (2 system
report revision allowed)
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payroll submitted

payroll submitted
with 85% of

improve

General Payroll accuracy accuracy (2
for approval . system
corrections
allowed)
inventroy report
Inventory report submitted and
. v rep approved with 90% | improve
Inventory Report accuracy submitted for
of accuracy (2 system
approval .
corrections
allowed)
list of absences
List of absences submitted and imorove
Report of Absences accuracy submitted and approved with 90% . sF';em
approved of accuracy (no ¥
correction)
report of
. dit
submitted/ expenditures .
Report of submitted and improve
. accuracy approved report .
expenditures . approved with 85% | system
of expenditures
of accuracy (2
revisions allowed)
. disb t
submitted/ 'S ursemen.
aobroved report submitted imbrove
Disbursement Report | accuracy F)p and approved with P
disbursement system
90% of accuracy (2
report .
revision allowed)
report of waste
materials
Submitted i .
Report of Waste accurac obroved r/e ort submitted and improve
Materials ¥ bp P . approved with 85% | system
of waste materials
of accuracy (2
revisions allowed)
Disbursement
voucher prepared,
Disbursement accurac Prepared/ submitted and improve
Voucher prepared ¥ approved voucher | approved with 90% | system
of accuracy (2
revision allowed)
Building/structure
- building/ structure g/ Improvement
Building/Structure . constructed phase | .
completion | constructed/Phase . of Physical
constructed | completed with facilities

95% completed
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Trip tickets

Trip tickets prepared/
— prepared/ submitted/ improve
Trip Tickets accurac . .
P ¥ submitted/ approved with 85% | system
approved of accuracy (no
revision allowed)
communication
Communication communication | encoded and imbrove
accuracy encoded and submitted with 90% P
encoded . system
submitted of accuracy (2
revision allowed)
plants cultivated
plants and maintained
. . . with 85% of improve
Plants satisfaction cultivated and ) 0 P
L satisfaction system
maintained .
(2complaint
allowed)
room cleaned and
room cleaned maintained with .
. . ) . improve
Rooms cleaned satisfaction and 80% of satisfaction
L . system
maintained (2 complaint
allowed)
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APPENDIX F.
CALENDAR OF ACTIVITIES

Schedule

Activity Submitto Jan | Feb |Mar | Apr |May| Jun | Jul | Aug | Sep | Oct | Nov | Dec

1. Performance Planning and Commitment Review

a. Office Performance PMT th
Commitment and Review (OPCR) >
b. Perfi M tT

.er ormance Management Team SUC President ot
Review Report
c. Commission Approval of OPCR [Commission gth
d. Individual Performance Head of Office 5t 5t
Commitment Review OPMO/HRMO 10t 10t

2. Performance Monitoring & Coaching

Monitoring by

a. SUC President Once a year

b. OPMIS Per Semester

c. Executive Dean/SAO Regular Basis

d.. Department/Unit Head/Campus Regular Basis
Director

e. Individual Staff Regular Basis
Form OPMTS After End of Quarter

3. Performance Feedback

OPCR OPMTS 15t 15t

OPMT to review, evaluate and
validate OPCR against targets and
return to Campuses/Departments/
Units/Section

OPMTS to submit performance
assessment and facilitate
performance review

Annual Performance Review SUC President 15t
Executive
Dean/Head of
IPCR th th
Office/Campus/ 25 2
College Dean/
EO E
Head of Office/Units submit IPCR |HRMO 0
MO MO
4. Performance Rewarding and Development Planning
PMT to submit top performers lists 15t
HRMO's individual Performance 15t

Assessment

NOTE: In the event that the
deadline falls on a non-working
holiday, submission will be on the
next working day.
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APPENDIX G.

SUMMARY LIST OF INDIVIDUAL PERFORMANCE RATING

Office A Performance Assessment: Very Satisfactory
o Rating
Division A - —
Numerical Adjectival
Division "A" rating 4 Very Satisfactory
Employee 1 4 Very Satisfactory
Employee 2 5 Outstanding
Employee 3 3 Satisfactory
Employee 4 4 Very Satisfactory
Employee 5 4 Very Satisfactory
number of employee =5 .
) 20/5=4 Very Satisfactory
Average rating of Staff
L Rating
Division B - -
Numerical Adjectival
Division "B" rating 3 Satisfactory
Employee 1 3 Satisfactory
Employee 2 4 Very Satisfactory
Employee 3 2 Unsatisfactory
Employee 4 3 Satisfactory
number of employee
. ploy 12/4=3 Very Satisfactory
(Including BC) =4 Average
Ratin
Division C - g -
Numerical Adjectival
Division "C" rating 5 Outstanding
Employee 1 5 Outstanding
Employee 2 4 Very Satisfactory
Employee 3 5 Outstanding
Employee 4 4 Very Satisfactory
number of employee
. ploy 18/4=4.5 Very Satisfactory
(Including BC) =4 Average
Summary Division A 4 Very Satisfactory
Division B 3 Satisfactory
Division C 5 Outstanding
Average 12/3= 4 Very Satisfactory
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APPENDIX H.
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Mandate, Vision,
Mission, Road

SPMS FLOW CHART

Historical Data,
Benchmark,
Client Demand

Performance
Managemen
t
Information
System
OPCR Office
Performance
Assessment

Performance
Assessmentfor
Individual employee

Quarterly
Accomplishment
Report

Performance
Monitoring &
Coaching Journal

OPCR (TARGETS
& RATINGS)

IPCR
(Targets &
Ratings)

OPCR (TARGETS
& RATINGS)

OPCR (TARGETS
& RATINGS)

OPCR (TARGETS
& RATINGS)

Head of Office, Personnel

Planning Office

Planning Office, PMT, Commission

Office, PMT, PRAISE Committee

99



APPENDIX I

PERFORMANCE PLANNING

ISPSC

MISSION: Sec. 2.

MANDATE: REPUBLIC ACT NO. 8547 (February 24, 1998)

VISION: AN INSTITUTION OF TOTAL HUMAN DEVELOPMENT

The College shall primarily give professional and technical training both in the
undergraduate and the graduate levels in the fields of economics, agriculture, fishery, trade, home
industry, engineering, education, forest research and conservation, management, finance, accounting
and business administration, public administration and other fields as may be relevant, besides
providing for the promotion of scientific and technological researches which the College deems
necessary in carrying out its objectives.

AGENCY

=)
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©
=
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S
Q
o
=
>
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()
oc
(=
©
£
>
I

ADMINISTRATIVE OFFICER
V/HRMO Il

Strategic Strategic Priority

Priority No.1. No. 2. Research
Instruction & Development

Strategic
Praiority No. 3.
Extension

Strategic Priority Strategic Priority
No.4. Income No5. General
Generation Administrative
Services

Implement the Strategic Performance Management System (SPMS) for managing
change and to drive organizational results and to better recognize high
performance among employees; Managing HRMO Policy and implement systems
foremployee development, career development, leadership development, and
succession planning; Implement workforce planning and build a talent pipeline;
Intensify “Gender and Development” (GAD) programs; Implement strategies for
enhancing workplace diversity; Values formation, Ethics & Professional Code of
Practice for Human resource Development (HRD); and Expand opportunities to

enhance leadership capabilities.

Strategic Prioritiy No 1. Strategic Prioritiy No 2.
Recruitment, Selection, Appointment & Other
Placement & Personnel Action
Promotion

Strategic Prioritiy No 4. . L
& v Strategic Prioritiy
Personnelwelfare

Benefits, Awards & No 5. Leave
Incentves Administration

Strategic Prioritiy No
3. Personnel Career
Development

Strategic Priority
No 6. Retirement
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APPENDIX J

Performance Monitoring and Coaching Journal

st
fo
@ndR S
Brd =
°
@thk
Name of Department/Office:
Department/Office Head:
Number of Personnel:
Mechanism/s
Activity Meeting Others (Pls. Remarks
: Memo i
One-in-One Group Specify)
Monitoring
Coaching

Please indicate the date in the appopriate box when the monitoring was conducted.

Conducted by:

Immediate Superior

Date: Noted By:

Head of Office

Date:
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APPENDIX K.

PMT COMPOSITION

Republic of the Philippines
ILOCOS SUR POLYTECHNIC STATE COLLEGE
Santa Maria, Ilocos Sur
Tel. No. (077) 732-55-49
Telefax No.: (077) 732-55-12

Office of the President

Office Memorandum # IS0 s. 2013

To : Performance Management Team Committee [PMT[ Cluster Chairmen,
Systemwide & Cluster Members 5

From : The Office of the President

Subject : Designation of a new Systemwide PMT Chairman

Date : August 20, 2013

This is to inform all concerned about the designation of Dr. Gregorio S. Roa, Jr. as
the new Chairman of the systemwide Performance Management Team in view of the
resignation of the former designated chairman.

Relative to this, everybody is hereby enjoined to work closely and cooperate with
the new leadership in order for the Strategic Performance Management System of the
college shall be effectively implemented and accomplished. The already established
composition of the North and South Cluster campuses PMT remains. The composition of
the systemwide PMT shall be as follows: .

Chairman -Dr. Gregorio S. Roa, Jr.
Co-Chair : -Ms. Crescencia C. Viloria
Members -Dr. Wilma M. Ponce

Dr. Danilo C. Abella

Ms. Asuncion G. Altiz

Mr. Melchor S. Macabeo

President, Federated Faculty Association
President, Federated Non-Teaching Association

This for the information and guidance of all concerned.

SUC[xPresident 1
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ISPSC PEFORMANCE MANAGEMENT TEAM (PMT)
INTERNAL RULE
Series of 2013

WHEREAS, Section 33, Chapter 5, Book V of Executive Order No. 292,
provides that “there shall be established a performance evaluation system, which shall be
administered in accordance with rules, regulations and standards promulgated by the
Commission for all officers and employees in the career service. Such performance
evaluation system shall be administered in such manner as to continually foster the
improvement of individual employee and organizational effectiveness;

WHEREAS, Item 1 (d) of the Joint Resolution No.4 (Governing Principles of the
modified Compensation and Position Classification System and Base Pay Schedule of the
Government ) of the Congress of the Philippines, states that “a performance-based
incentive scheme which integrates personnel and organizational performance shall be
established to reward exemplary civil servants and well performing institutions”;

WHEREAS, Item 4 of Joint Resolution No. 4 provides that “Step increments-an
employee may progress from step 1 to 8 of the salary grade allocation of his/her position
in recognition of meritorious performance based on performance management system
approved by the CSC and/or through length of service, in accordance with the rules and
regulations to be promulgated jointly by the DBM and the CSC”;

WHEREAS, Item 17 (¢) of Joint Resolution No. 4 likewise states that “the CSC,
in developing the Performance Management System, shall ensure that personnel
performance shall be linked with organizational performance in order to enhance the
performance orientation of the compensation system”;

WHEREAS, Section 5 of Administrative Order No. 241 provides that “agencies
shall institute a Performance Management System based on objectively measured output
and performance of personnel and units, such as the Performance Management System-
Office Performance Evaluation System developed by the CSC”;

WHEREAS, Administrative Order No. 25 December 21, 2011, was issued with
the end in view of developing a collaborative mechanism to “establish a unified and
integrated Results-Based Performance Management System (RBPMS) across all
departments and agencies within the Executive Branch of Government incorporating a
common set performance scorecard, and creating an accurate, accessible, and up-to-date
government-wide, sectoral and organizational performance information system”;

WHEREAS, Civil Service Commission promulgated Memorandum Circular No.

6, s. 2012 directing all agencies to establish and implement a Strategic Performance
Management System (SPMS) to concretize the linkage of organizational performance
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with the Philippine Development Plan, to ensure organizational effectiveness and
improvement of individual employee efficiency and to ensure adherence to the principle
of performance-based tenure and incentive;

WHEREFOR, the Performance Management Team (PMT) hereby adopts these
internal rules, procedures and strategies in carrying out the above responsibilities to wit:

RULE |
Composition of the PMT

Section 1. The composition of the key players/Performance Management Team

shall be as follow:

a) DR. RAFAEL B. QUERUBIN, SUC President I, HR Champion

b) PMT System Wide/Central Office

CoN~ WM E

DANILO C. ABELLA, Ph. D. ...c.ccooviriinn

MRS. CRESCENCIA C. VILORIA ................
DR. WILMA M. PONCE .........cccooiiiiiin,

DR. GREOGORIO S. ROA, JR. ..o
MR. MELCHOR S. MACABEQ  .........cccc......

MARSHA MICHELLE L. CABUENA, M.D.

DR. FRANCISCO D. LOPEZ ...........cccovrnenn.

c) PMT North Cluster-Campus
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DR. FRANCISCO D. LOPEZ .........cccevenn.
DR. CORAZON Q. QUITEVIS.........cccvne.

DR. CARMELO F. BERIA ..o,

MRS. AURORAF. AYSON .......ccccceovvvrinne,
MR. DENIS T. CABOTAGE .......ccocevrvrunnne
All Campus Faculty/Non-Teaching Presidents ....

PMT South Cluster-Campus

HELEN C. ABELLA, Ph.D. ..o

....  Chairman

..... Co-Chairman

.. Member
.. Member
...  Member
ASUNCION G. ALTIZ, CPA .....ccooeeee
MR. JEANNO M. MANZANO .......c..ccoveeuenne.

Member
Member
..... Member

. Member

...  Chairman
.. Member
... Member

.. Member

e Member

Member

.... Chairman
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Section 2.

2. DR.REMEDIOS B. OBILLE..........ccccoeriirne Member

3. DR. PASTY A. PANIZARES.........ccccooviiinn, Member

4. DR. RENATO A. SAWEY ..., Member

5. All Campus Faculty/Non-Teaching Presidents ... ~ Member
RULE Il

DUTIES AND RESPONSIBILITIES
The duties and responsibilities of the Key Players/PMT shall be:

A. Agency HR Champion (The SUC President II)

e Primarily responsible and accountable for the

establishment and implementation of the SPMS;

e Set agency performance goals/objective
performance measures;

e Determine agency target setting period;

and

e Approve office performance commitment and rating;

and

e Assess performance of the Office.

B. Performance Management Team (PMT) System

Wide

b.1  Set consultation meeting of all Heads of offices
for the purpose of discussing the targets set in the

office performance commitment and rating form;

b.2 Ensure that office performance targets and
measures, as well as the budget are aligned with
those of the agency and that work distribution of

offices /units is rationalized.
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b.3 Review and recommend approval of the office
performance commitment and rating to the College
President;

b.4 Act as appeal body and arbiter for performance
management issues of the college;

b.5 Identify potential top performers and provide
inputs to the PRAISE Committee for grant of
awards and incentives;

b.6 Adopt its own internal rules, procedures and
strategies in carrying out the above responsibilities
including schedule of meetings and deliberations,
and delegation of authority to representatives in
case of absence of its members;

b.7 Intensify an efficient, effective and responsive
governance and implementation of the SPMS;
b.8 Strict enforcement of penalties /sanctions.

b.9 Policy Review and Enhancement.

1) Revise existing guidelines as the need arises
to conform to the provisions of MC 6, s.2011;

2) Develop appropriate monitoring tools;

3) Develop appropriate performance standards;

4) Recommend new policies as necessary.

5) Implement the provisions of Awards and
Recognition for deserving faculty and staff.

. Performance Management Team (PMT) Cluster
Level

c.1Set consultation meeting of all Heads of offices for
the purpose of discussing the targets set in the

office performance commitment and rating form;

c.2Ensure that office performance targets and
measures, as well as the budget are aligned with
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D.

f)

g)

h)

those of the agency and that work distribution of
offices /units is rationalized.

c.3Review, and recommend for approval of the office
performance commitment and rating to the system
wide;

c.4ldentify potential top performers and provide inputs
to the PRAISE Committee for grant of awards and
incentives;

Planning Office

Monitors submission of Office Performance
Commitment and Review Form and schedule the
review/evaluation of Office Commitments by the
PMT before the start of performance period.

Consolidate, reviews, validates and evaluates the
initial performance assessment of the Head of Office
based on reported office accomplishments against
the success indicators, and the assessment shall
be the basis of PMT’s recommendation to the Head
of Agency who shall determine the final rating;

Conduct an Agency performance planning and
review conference annually for the purpose of
discussing the office assessment against the
success indicators, and the allotted budget against
the actual expenses. The result of the assessment
shall be the basis of PMT’s recommendation to the
Head of Agency who shall determine the final office
rating;

Conduct an Agency performance planning and
review conference annually for the purpose of
discussing the office assessment for the preceding
performance periods and plans for the succeeding
rating period with concerned Heads of Offices. This
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j)

shall include participation of the Financial Office as
regards budget utilization;

Provides each  office with the final Office
Assessment to serve as basis of office in the
assessment of individual staff members.

E. Human Resource Management Office (HRMO)

e)

g)

h)

Monitors submission of individual Performance
Commitment and Review Form by heads of office;

Reviews the Summary List of Individual
Performance Rating to ensure that the average
performance rating of employees is equivalent to or
not higher than the Office Performance Rating as
recommended by the PMT and approved by the
Head Of Agency;

Provides analytical data on relation,
skill/competency gaps, and talent development
plans that align with strategic plans;

Coordinates developmental interventions that will
form part of the HR Plan.

RULE 111
Meeting

Section 4. Schedule. The PMT regular meeting shall be done quarterly to discuss
issues and concern in the effective implementation of the SPMS and similar activities
appertaining thereto. Emergency meeting shall be called as the need arises;

Section 5. Quorum/. In any scheduled meeting for the PMT, fifty percent plus 1
(50%+1) shall constitute a quorum.

Section 9. Order of Business. In the absence of the Chairman the Co-Chairman
shall preside over the meeting.

a) Call to order;
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b) Roll Call;

c) Approval of the minutes of the previous meeting;
d) Matters arising from the minutes;

e) Chairman’s report

f) New business;

g) Other matters; and

1) Adjournment.

RULE IV
Amendments

Section '6. These rules may be amended at any time with mutual consent of the
majority.
RULE V
Effectivity

Section 7. This rule shall take effect immediately upon approval.

DONE in the ISPSC, this 7" day of August in the year of our Lord 2013.

UNANIMOUSLY APPROVED:

» PMT System Wide

DR. DANILO C. ABELLA MRS. CRESCENCIA C. VILORIA
Chairman Co-Chairman
DR. WILMA M. PONCE DR. GREGORIO S. ROA, Jr.
Member Member
MELCHOR S. MACABEO ASUNCION G. ALTIZ, CPA
Member Member
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MR. JEANNO M. MANZANO MARSHA MICHELLE L. CABUENA, M.D.
Federated Faculty President/Member Federated Non-Teaching
President/Member

DR. FRANCISCO D. LOPEZ
Member

» PMT North Cluster-Campus

DR. FRANCISCO D. LOPEZ

Chairman
DR. CORAZON Q. QUITEVIS DR. CARMELO F. BERIA
Member Member
MRS. AURORA F. AYSON MR. DENIS T. CABOTAGE
Member Member
MR. JEANNO M. MANZANO MRS. LORNA V. NAVARRA
Member Member
DR. JOSEFINA S. ARDE MR. CHARLIE J. DASALLA
Member Member
MRS. AIDA C. ALITA MRS. RUBY ROSE S. PE

Member Member
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» PMT South Cluster-Campus

DR. HELEN C. ABELLA

Chairman
DR. REMEDIOS B. OBILLE DR. PASTY A. PANIZARES

Member Member

DR. RENATO A. SAWEY MR. ANTONIO B. ANGLIGEN
Member Member

DR. JOEL C. FERER MR. ALEXANDER B. LIGAWAD

Member Member

DR. PERLITA F. TOMAS MR. ALEJANDRINO C. DELOS
Member SANTOS

Member

MR. PEPE V. GOROSPE, M.A Ed.
Member

NOTED/APPROVED:

RAFAEL B. QUERUBIN, Ph. D.
SUC President 11
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