PERFORMANECE BUAPBAFPON SYSTEM (UP-
PES)



Why is there a need for PES?

Rule I1X Section I, Ommibus Rules Implementing Book V of E.O. No. 292
states that:

“Therees hall bere stab lis he d_
PERFORMANCE EVALUATION SYSTEM

e ve riofe partme ntoragenc yo fftﬁy
~ationalLand_loc a[g 0ve mme nt, inc ﬁ/w[ings
state wmive rsities and.co [Té(ge s and.
Jove mme nt-owne dLand controlle d

Cotpo rations”

),




What i s UP- PES?

* CSC apyprove A PERFORMANCE
EVALUATION SYSTEM jgrftﬁzd
‘Untve s i%o fftﬁz-ﬂgﬁi@ojo ines S ystem;

* An ins trume nt-tut e as ure s ~te
gu Ucormance—)ofe ac e mp [oye e

-




Who are covered?

‘Firs tand_se cond_le ve Lad minis trative-

S taﬁ( ancﬂ@S (= g ularand n-
Ty ular);

" UP-PES HrADMINS TRATIVE
STAPF ( eﬁ% ctivedjanua%zooz)

" ‘UP-PES ’j)’ T @?S m
B e

M \B
g

(eﬁ% ctive> 2005)




Why is PES inportant?

1. To jgswﬂmjorove me nt—’of’e mp [oyee-)
g gcomance-)ancﬂeﬁ%’cw ney;

2. TJo enhanc e-)mganizau’o nal_
eﬁ(ecu’ve ness anoﬂj:roofuctiv"

3. To use as basis for
incentive and rewards,
promotion, training and
development.



What are the el enents of PES:?

= P ﬁomanceﬂ'&rge t
Gy

A{ = Pe rformance Ratin
Q)



What is a Perfornance Target
( PT)

* Actualduties and.

ESPons ibilitie s

expresse din_te rms of

' g Ufomance—)o tztauts as
f'mt‘ma[@gg re e dpo nb Y

teeute randtle-ute e




How do we set PTs and
standards?

1. He m‘ﬂdzs ks /
ac tivitie s Hatan
indwvidual s ho uld.

ac comp lis S iX
(6)fW6Zd%ﬁ{ﬁ

2. Set’iﬁf fu;ing:t@d
j:rescn’ﬁe L PES frm;




How do we set PTs and
standards?

3. Su]oe wisorshall discuss PTs and,
standards With Henute e ;

4. Raterandute evs hall s gmi%#
PES jgrm;

5.8 uﬁmitj@[[%ac comp [is he d_

jgrms to HRTO




Are we allowed to modify




Only if modification is based on
the following conditions:

"C ﬁang es bro ug htabo ut’ﬁljre W
mundate s anoﬁja’o rams o ffbﬁ-}
age nc %_in_g ene TCL&HCL’T@-’

01y anizatio naﬂmit’in{}um’c ular

" Spe ciaﬂassignme nts that
Wo uﬂﬂe]o[ac &0 N afzﬂ
%or{gma[f‘mge ts




Procedure for Modification of

submitted PTs

* Discuss Cﬁangeswitﬁ tHente e

" ;Sr;ge wisorshall imme diate [%fm tﬂ
HRTO o fomlf?m aﬁﬁc ations to
serveras quide imstleeview of
mtings oﬂaﬁ(e cted e mp &)ye es



What are the conponents of
Perfornance Rating ( PR)

Part | - Ratingon Task
Performance (aDMIN- 70%; REPS -

80.9 )

Partll - ‘&t{ng\onCritical

Factors (aDMING 30%; QE({PS - 20%) 3




PART | - RATING ONTASK

PERFORMANCE

" HAc tuaﬂac co YYLJO [i’s ﬁme nt-ve rs us ;{OLTLTLQ CL

e ve Eofj:e U"’omance—)imw rms o
quantity and quality;

° Quantity f'efe 15 to e
Vo [ume /na g nitude o fac comp [is hime nt”
Withina_s pe c ch time- fmme X

s Quality = fers to e dis tinc tiv
ffatures t’f'eﬁ ct”f‘tﬁz-)c[egree—)

ofexce [Ence-’orsuye ﬂoﬁ%




PART | - RATING ONTASK

PERFORMANCE
Quantity:

4 - (O’UTS’J?U\@JJ\@) Consiswnt@jm ets
Z quire me nts  be fo retie de ad [ine-

3 - (VERY'S AT FACTORY) Fre que nily_

e ets Tquire me nts Before-ﬂ‘tﬁzdafe ad line-

2 - (SATS PACTORY) Meets T quire me nts
and. sk completedonrthede adline

1 - (‘lﬂ\@ AT ’PZ[CTORY)TW que nt[l
7@9501’1%5 be low f“ecluire me nts; s k

Comjafe te aﬂﬁut’aﬁz - tlee de ad line-




\

\

PART | - RATING ONTASK "
PERFORMANCE A
Quality:
a4 - (OUTS TANDING ) Wo vk s WA‘
ac curate and_e xce Jotionaﬂ
03 - (VERY S AT FPACTORY) Work is
ac curate and. ﬁig ﬁflac ce Jamﬁ =

Q2 - (Sﬂf%?ﬂCTORY)ﬁoesl?ﬂiﬁwoocﬂ
Work; has fw eroTs; Trma l‘acce]omﬁfeu

01 - (UNSATS PACTORY) Work is ot

ac cejamlf}[é ; commits fre que nt+ms take s



PART Il - RATING ONCRITICAL
FACTORS

0 Be haviouraldime nsions tHutaffe c
f‘tﬁujoﬁ ?U%rmancedofftﬁeﬁeﬁ;p o@bﬁ—

Q9 be ﬁavioumﬂrﬁcwrs: INITIATIVE,
HUMAN RELATIONS, ATTENDANCE,
PUNCTUALITY, ETHICAL BEHAVIOR,
COMMITMENT, JUDGMENT, STRESS
TOLERANCE, and LEADERSHIP (751’

SUpe rvisors o n[y)

2 Supe rvisor’s "au’ngﬂ(G 0% ) and.S e gc-mtmgs
(40%)



| nterveni ng Tasks (1Ts)

= Tas ks assvgne d_in_ad ditio n_to e
f‘j{ﬂuhr nctions offtﬁzdemyﬁ)yee-)

afte rte-PTs have-beenset
- XTMUNLO fo. 5 additio naﬂj@ im"jg T
" Provided, f]:[anne cffarge ts @I

Wereeall acco mp [is he danao® N
ate dat’le as ts atis fac to "

=== A



OVERALL Performance Rating

(PES for ADMIN)

“Nume rical Adje ctival.
3.81 - 4.00 Outstancfingﬂ
3.21 - 3.80 \/erLSausfacer

2.21 - 3.20 ? P ausfacw%
1.00 - 2.20 EI sausfacw%




OVERALL Performance Rating

(PES for REPS)

“Nume ric al ,glofje ctivall

3.5 - 4.0 Outs tancfing\
3.0 - below 3.5 \/e%Saﬁsfacer
2.5 - below 3.0 Sau’sfacw%

Be low 2.5 %Saﬁsfacw%“?}'




PROGRESS REVIEW

" Q%tzr and ate ene e tat
[e as tonceeamonth to
wnitvrft@w}mgress of
Work accomjo[i’s hme nts
andow he n_re cessary_
conafucﬁe mjo[oyeeu
counse [ﬁ’ng;




APPRAI SAL DI SCUSSI ON AND
RATI NG PROPER

= At+tlee nd o ff‘tﬁwntmgg@ riod, ate 1
and_ate eene e tto discuss e latte r's
accomp [is hme nts ag ainstestab lis he d_

PE: :
n jforilsart“] - Supe rvisorute s b

tHeute e : ute randute e ‘ iy
discuss differences, ifany /
. j—‘orﬂsarr‘ﬂ— both te randnte e give
tfe ir;atmgs (Rater= 60% and Ratee-
40%




APPRAI SAL DI SCUSSI ON AND
RATI NG PROPER

:?é;m
- Q&L}'ercomjouw.s tfe-ove rall ﬂ%\gg«
Cﬁﬂ%ffrfw mjofoyee—”u ng_ =

iﬁzﬁig;ﬁﬁe c[f]@ gcorma' \“‘ W‘\

. C&l}zrs hall discuss With Heute e te
TIJ\@(LQS% tve n_and_e ns ure-

submissionto HRDO (7o tlate rtanrtle
e ncﬂofftﬁ#j% tmonth of’ft@-gs uccee d'ings

nting e vio d)




SCHEDULE OF SUBM SSI ONKW

<

Rating Period

Submission of
Performance
Target

Submission of
Performance
Rating

January to June

on or before
January 15

not later than July 31

July to December

on or before July 15

not later than January
31 of the following
year




" Oﬁq’ciafs ancﬂempfoyeeswﬁo shallbe-on.

oﬁq’c ialtrave [, approve dle ave—)of
absence, tminmcgso s ¢ ho lars ﬁiﬁ
Jrograms and-who have- alre ad- Y T tHte

T quire cﬂ‘ating;]@ rio d_o f‘? 0 days are
required to submit their PTs

and accomplished
PES forms befc

leave ti




" Foruposes Of’}@ Ucormance-ﬁaseoﬂ
Je TS 0nne Lactions, employees who

are not given ratings for a
particular period oraccountof
oﬁ’ciaﬂtmveﬂ, scho farsﬁﬁo, etc., shall
use their PRs obtained in the
preceding rating period (e xcept
frfrﬁ;s eWho areondvacationle ave,

e ve nowith arn.approve cﬂaja Jo[ica ’




PES Formg




PES Form






















Office
Performance

Evaluation System
(OPES)



CSC'MC 7,5.2007

“ ..CSC directedall
gove mme nt’age ncies to mstall
e PMS-OPES.....”



Sections Of%%. 241 dated.

OCH?EQ 2, 2008 Ovuncfaﬁn&ftﬁﬂ}ae ecf%

im}o [e me ntation_o %48 5 or-tleeAnti-Re cﬂﬂa}o e
Acto fz 007 and_its QR‘f@ncﬂ Stre ng the ning;tﬁz—z
applicationstfe re of)

“ . directs a[[agencies to “institute a_
Performance Evaluation

System based.onobijective ly_
e as ure doutputand e rformance-of

’]@TSOTLTLQ Eanc[fmits , SUC ﬁ_»aS ’T&"
PMS-OPES deve &)Joe cﬂﬁljtﬁ?

y _ W _B _|




CSC s observations...

" Everyone gets VS or O
" Complaints from public

" Hardly anyone is dropped for poor or
unsatisfactory performance



CSC s expl anations...

" Subjectivity vs. Objectivity
" Culture
" Not taken seriously — not integrated

" Limited to ritual of performance
evaluation



CSC s resol ution... .

We need to I nprove
t he existing
system..



Hence, the need

for PMb- OPES



What i s PMs- OPES?

" %/]@int’s stemowhichLse ts f‘my’(om
standards across o 19 anizationalnits ;

" Conce r’frﬁn-’cre ate s aquﬁunwof
indivﬁ{ia Land.colle c tive e ﬁc e nc Y
o duc tivity, ac countab ifity, and.
performance-based security of

tenure ingove mme nt.

= Used.to comjafeme nttie PMS



What i s PMs- OPES?

UdMeasures the collective performance of
JFocuses on outputs

dUses a standard unit of measure

JAllows comparison of performance across offices

or function

dApplies to smallest operating units, i.e., divisions or

sections



PMb- OPES Features

1. Standard wnito ffm as ureoto ug fLa_point
system
Facho utput’is as signe dLaumbero fj@ ints;

Omjouts areecompile dinto an.OPES
REFERENCE TARLE

Points arebas e donteave mgedfe ngtﬁ of
time- it+ake s 1 TJe 1S 01Lt0 PO duc eftﬁdoutjout;

one (1) hour of work = one




PMb- OPES Features
2. Target points
Determining Quantifiable (Q) vers
Non-Quantifiable (non-Q) outputsy
" mx onuantiﬁabIe and_Non- A\
Quantifiable outputs

" annuﬁaﬁ le-(Q) o utputs e fe rto

measurable s ults While" Nons

@Lanuﬁaﬁ - (Non-Q) o utputs
T fe to eve rytﬁing:rﬁlﬁc onsume s time- QUi ¥
output’o fwhic fis o t+me as urable- 4.

e etings, Wogmmsﬁe remonies, 7ﬁone—1caﬂ§, and_othe rsupport’

ﬁmc’a’o ns);




PMVMb- OPES Feat ur

2. Target points

Determining Quantifiable
Non-Quantifiable (non-Q)
" Pro PO 110 1.0 annoﬂ% n-Q ho
de te rmine b ljtﬁdmir’cfe pen
ove m[fj:royo m’onofs upp ortstaff to
te ¢ hnic als taﬁ hours s pe ntonon-Q,
ac tivitie s W]oic alto ftﬁdage ncy, ratureo f
age TLCM}A/O 1k;
" Q hours couldbe-moretunsow While
T n-Q s hould 1w the7wre-tarso% ;




PMVb- OPES Features

2. Target points
Determining Office Target Points

* Thequmbe o f 1sonne LinLan.
oﬂ%’ce/di’viswn.dgﬁw rmines thecolle ctive
arge toutputo ff‘tﬁlr’di’vis ion/b ﬁiﬁ 8—’75 e
Year.

* WdividualLannua B‘arge tpints X Tumbe -

Of‘}@ sonne [,'



PMb- OPES Features

2. Target points
Determining Office Target Points

= S imilaro utputs e arntle s ame- T ints,
Ty ardless o f’oﬁ’vis ion, area.o f’e xpe Ttis e
ancﬂg eograp hicallocation. This shall
Jro vide

performance standard




PMS-OPES Features

Computation of Individual Target Points:

i o

30605 f)ays imye ar

Less 104 S aturda ys and_S unda ys
Less 10 Legaﬂ%ﬁcfays

Less 11 “Mandato rl_cmcﬂs pec inlLeave g;*

240 working days in a year

X _ 8 ho urs in,a_)afayq
1920 working hoursin a year
Less 30% estimatedon-Q o utputs
1344 points per stc
year

(*additonalrwo (2) days le ave--prusing mothers)



PMb- OPES Features

Computation of Office Target Points
Oﬁ% etirge trp ints Je e ar/b months
Comjourec[;as jﬂl@ws:

. ‘Jﬁrge tpints Jeryear =No. of’gtaﬁ)c
13447@1’115 j@rgmﬁf

: ﬂ'&rge tpints 7216 months =No. ofsta
X 672 Jpints Jersta 2 S\




Sanpl e Conputation of Offi ce Target
( UP- HRDO)

Target Points

Per
year

Appointment 13,440 6,720
Recruitment 2,688 1,344
Scholarship 4,032 2,016
Benefit 13,440 6,720
Planning and Research 4,032 2,016
Monitoring and Evaluation 1,344 672

Information Management 5,376 2,688
System
Administrative 10,752 5,376

Per 6 months




OPES Reference Tabl e

" Alist of the major outputs ofanoffice
9 tve 1its ﬁmch’o ns

" Jdicate s corresponding points tutan
outjout’\wou[cﬂe arn'whe n,com]o[éwoﬂ

* Defines the standards tHutnustbenet
’j; rcom]ofet?c[,o ugouts to e OL?’TL;’]@ ints

\\\\\\



OPES Reference Tabl e

Guidelines for the development of an
OPES Reference Table:

1. Determine functions of the Office;

Example: Functions of the Planning and Research Section (PRS)

Q Unde rtaﬁe-"‘nun]oowe e e ds j‘fre cas u’ng, s kilks ancﬂl@ow&z c[g e
inve nto rl_omd:jg rmulation_o fﬂmny owe r‘jfcms ;

Q Conductio ntinuing_jo b auditand e s tab lis tle-Unive rs ity’s
S taﬁi’ngﬁ as e leve e rf‘mit’f rac ade mic andwon-ac ade mic
Jersonne [:

Q Process T quests jgrautﬁon’%w jﬂwc[hssﬁcau’on, ad ditionall

ass@nme nt, ove rtime , e tc;

Q Serveras secretariato frife S swmdsersonneﬂ(fommittee;
Y



OPES Reference Tabl e

1. ldentify
and list
down
specific
activities in
line with
the Office
functions;

Function (List of

Activities)

To ¢ he ck tlewac curac %‘Ofaﬂ
entrie s i bas ic Japers &
EVview ftﬁz—)com}oQ teness ofa[[
suppo m’ng‘cfo cume nts j; rtie
or’ginaﬂ

appo intme nts e ap po intme nts /

wclas sy’%au’o n/pro mo tio nfe nur

e-fdo’sz rsonne L(jic uﬁy, @S,
m

adminis trative- Je 1s o nne )

To ~Eview Comjofereness of’a[f
Suyyordng‘cfo cume nts f rtie

TNnewa fa 0 intme nts of
Jersonne C(jljcjuﬁy, @S,

adminis trative Jersonne )



OPES Reference
Tabl e

2. Determine the expected output,
performance indicator, time needed
to accomplish each activity and its
corresponding points (time needed =+
60 minutes) and the operational
definition;



OPES Reference Tabl e

Function

Performance
Indicator

Points

Operational
Definition

To review
completeness
of all
supporting

documents for
the renewal of
appointments
of personnel

All required
supporting
documents
are
completed

Number of
request

Counterchecks
completeness of
required supporting
documents against
checklist




Setting | ndividual

Tar get

1. Setindividua Lo utput’o r-arge tiu
ot Je e ar(ex. 1,344); ‘.

2. He ntﬂac tualac tivitie s to be-as s igne dto
eac s mﬁ and teecone s po nd'ing\
TJe 1Ce ntage-Je rac u’vitl_(e 9 éﬂcu’vi%#l —
Toprocessapplication forleave, 25%

3.Co mp ute tHee Xpe cte do ugout”\/is -a-Vvis
time- (based on the OPES Reference Table) 4 cluire d_to
pocess eac hLac u’w’ty;




Setting | ndividual
Target

Activity : Toexamine/verify/check DT R and post

absences/undertime

Percentage (out of the 100%) : 25%
Total Hours per year : 336 hours

Time Required : 5 manutes per DT R

Expected # of output per year : 4032

-




Setting | ndi vi dual
Target

4. ’f@tzrfnusr’cfiscuss With ute eitems 1 to 3
above cfurmg:arge tsSe tbing;]@ rio d_




Moni tori ngs Taggi ng
Out put s

0 Fache mp [oye e'S ﬁaﬁ@eﬁaﬂeconﬂof
his e ro utputs o nada ify/{ve € ﬁflﬁ as s
T8 ing:tﬁdjre scribe aﬁffrm;

—_
=

—

= Su}oe wisors shallalso F——E}

T Nito 1o Utputs o

his e s taff s hg ‘
prescribedprm - ‘
14




Eval uati ng | ndi vi dual OQut put

Rate the individual in each
activity based on the tabl e bel ow

% Accomplishment | Numerical | Adjectival
Rating Rating
1. below 90% Unsatisfactory

90- below 110% Satisfactory
satisfactor
130% and above Outstanding




Eval uati ng | ndi vi dual OQut put
FI NAL RATI NG

Final Rating Adjectival

>=135 O
2.5 —below 3.5 VS
1.5 below 2.5 S

below 1.5 U



Eval uati ng I ndi vi dual
Out put




University of the Philippines

PERFORMANCE EVALUATION SYSTEM

Planned output (c —

18 4 I

Jotal Poi

Point/s (OPES Ref. Table)
PART | . DUTIES AND RESPONSIBILITIES (70%) Actual Planned Actual

() ) A =cxe) A (g=dxe)

Actual output (d)

Point/s ba on the
Ref Table (e

Total Pts

Tshall strive to deliver quality Service in the performance of my task by achieving the HIGHEST possible work standard as getablished by the unit PERC
bind agreed upon with my supervisor.

Planned points

TOTAL(h)
% ACCOMPLISHMENT (i) = ( u/é)]

of Unit/Office

Actual Pts (g =d x e)

Head of Unit/Office




Point/s
OUTPUT (QTY) | Fomt TOTALPOINTS
Reference
Table)
Planned | Actual (e) Planned Actual
(c) (d) (f=c x e) (9=d x e)
10 38 33 3.3 2.64
20 40 1.00 20 40
S f=23.3
Y g=42.64

% Accomplishment (i) = 183%

Numerical Rating (j) = 4

Adjectival Rating (k) = Outstanding

Total Rating (Part 1) I=jx 70% = 2.8




ame of Staff OUtPUt (QTY) Total Point

\ Rating Period _ _ ___

\ lJniI/Ofﬁce/Depl Position :

OUTPUT (QTY)

Total Points

NAME OF STAFF pfined N Actual Planned Actual

(a) (b) © ’ (d) , (e)

lanned

JOTAL (f)
% ACCOMPLISHMENT

ctual

lard as established by the unit PEI

#DIVIO!

E CONTRACT
and agreed Upon With my SUPeTVisor.

Tshall strive to deliver quality Service in the performance of my task by achieving the HIGHEST possible Work stai

Unit Head

lanned

mTnymttsriar mamiia ema 2T 2'SNED ONLY AT THE END OF THE RATING PERIOD)

oints (e)

Unit Head

Actual poi




OUTPUT (QTY) TOTAL (POINTS)
Name of | Planned | Actual | Planned Actual
Staff (b) (c) ) (e)
Maria 15 11 4.95 3.63
\ET[E 15 25 4.95 8.25

Points per activity = .33

% Accomplishment: (g= >e/ >d) =120%

Numerical Rating (h) = 3

Adjectival Rating (i) = Very satisfactory
Total Rating (Part 1): (j= hx70%) = 2.1




Compare performance across offices

Example:
Office Number of Total Target Actual Points %
Employees Points Delivered
A 10 13,440 10,453 78%
B 16 21,504 28,478 132%
«t— Most

productive

C 48]0 268,800 272,284 101%

D 96 129,024 86,794 67%<__ | east
productive




Thank you!!!



