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Republic of the Philippines

Department of Education
NATIONAL CAPITAL REGION
SCHOOLS DIVISION OFFICE OF MUNTINLUPA CITY

Office of the Schools Division

Superintendent APR 11 2024

MEMORANDUM
No. 108 . 2024

INTERIM GUIDELINES FOR THE OFFICE PERFORMANCE PLANNING AND
ASSESSMENT FOR FY 2024 ONWARDS

To: Assistant Schools Division Superintendent
Chief Education Supervisor, Curriculum Implementation Division
OIC-Chief Education Supervisor, School Governance and Operations Division
All Secondary School Heads/OICs
All Others Concerned

1. Attached is Memorandum DM-OUHROD-2024 0586 No. 285 s. 2024 dated
March 27, 2024, on the above-captioned title, the contents of which are self-
explanatory, for the information and guidance of all concerned.

2. Immediate and wide dissemination of this Memorandum is desired.

EVANGELINE P. INES CESO V

Schools Division Superintendent

Encl: As stated

Reference: As stated

To be indicated in the Perpetual Index
Under the following subjects
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April 1, 2024
REGIONAL MEMORANDUM

No.;Eng g s.2024

RECEIVED BY:

EVELYN N. DINGAL

To: Schools Division Superintendents
Assistant Schools Division Superintendents
Public Elementary and Secondary School Heads
All other Concerned

Date:

INTERIM GUIDELINES FOR THE OFFICE PERFORMANCE PLANNING
AND ASSESSMENT FOR FY 2024 ONWARDS

1. In reference to the Memorandum DM-OUHROD-2024-0586 dated March 27,
2024, the field is informed that the Department has released the above-captioned
subject, including the revised Office Performance Commitment Review Form
(OPCREF), Revised 2024, which shall be used throughout the RPMS cycle covering the
four phases namely: Phase I- Performance Planning and Commitment, Phase II-
Performance Monitoring and Coaching, Phase III- Performance Review and
Evaluation, and Phase IV- Performance Rewarding and Development Planning.

Admin Officer Il - Racords LUnit
4-4-24

Z.jcam

2. Other details are stipulated in the attached Memorandum.
3. Immediate dissemination and strict compliance of this Memorandum is desired.
T
=3 M
JOCE DR ANDAYA
Director IV
D QJED 6 Misamis St., Bago Bantay, Quezon City
e l Emall Address: ncr@deped.gov.ph
MATATAG Website: hitp://www.depedncr.com.ph 12/
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Republika ﬁg Pilipinag
Department of Education

OFFICE OF THE UNDERSECRETARY
HUMAN RESOURCE AND ORGANIZATIONAL DEVELOPMENT

MEMORANDUM
DM-OUHROD-2024-0586

TO : Undersecretaries
Assistant Secretaries
Bureau and Service Directors
Regional Directors
Schools Division Superintendents
Public Elementary and Secondary School Heads
All Others Concerned

FROM : WILFREDOIJE. CABRAL
Regional Director
Officer-in-Charge, Office of the Undersecretary for Human Resource
and Organizational Development

SUBJECT : INTERIM GUIDELINES FOR THE OFFICE PERFORMANCE
PLANNING AND ASSESSMENT FOR FY 2024 ONWARDS

DATE : 27 March 2024

I Pursuant to DepEd Order (DO) No. 2, s. 2015 or the Guidelines on the
Establishment and Implementation of the Results-based Performance Management
System (RPMS) in the Department of Education and to ensure that the offices diligently
and consciously integrate the agency priorities and strategic directions in work plans
as determined during the office planning and commitment, this Department releases
the Interim Guidelines for the Office Performance Planning and Assessment for
FY 2024 Onwards, including the revised Office Performance Commitment and
Review Form (OPCRF).

2 This Interim Guidelines shall ensure that office plans, commitments, and
performance account for the achievement and contribution of the different delivery
units in all governance levels to the Agency’s Organizational Qutcomes as committed
in the General Appropriations Act (GAA), Basic Education Development Plan (BEDP),
and MATATAG Agenda, among others.

3. With this, offices shall utilize the Office Performance Commitment and
Review (OPCR) Form, Revised 2024, as attached in Annex A, in reflecting the
commitments and performance based on its office mandates, in ensuring the
immediate integration of and alignment with the Agency’s Organizational Outcomes,
and in reflecting office’s contributions in achieving the strategic priorities set under

éj Room 102, Rizal Building, DepEd Complex, Meralco Ave., Pasig City 1600
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the MATATAG Agenda as well as their respective education development plans in the
Region, Divisions, and schools as a direction in resolving basic education challenges.

4. The salient features of the revised OPCRF include the following:
a. Alignment of the office/school commitments with the overall

Organizational Outcomes and Programs

b. Streamlining commitments and targets as follows:

i. Commitment to Organizational Outcomes - office commitments
and accomplishments based on the office functions and Key Result
Areas (KRAs) with clear attribution to their direct contribution to the
organizational outcomes/outputs indicated in the GAA
Programs/Subprograms outputs/outcomes, BEDP Pillars, and
MATATAG Agenda.

ii. Innovating and Intervening Accomplishments - office
outputs/outcomes enabling, supportive, and/or contributory to the
achievement of the organizational commitments and office Key
Result Arecas (KRAs).

iii. Organizational Effectiveness — office accomplishments in relation
to the Performance-Based Bonus (PBB) oversight requirements.

iv. Leadership Competencies - competencies expected of heads of
functional offices who hold managerial and executive/supervisory
positions.

v. Core Behavioral Competencies - individual competencies required
from all DepEd personnel in all job groups within the organization,
upholding the DepEd’s core values and the Code of Conduct and
Ethical Standards for Public Officials and Employees pursuant to
RA 6713. They represent the way individuals embody and live the
values of the organization and the civil service.

5. The revised OPCREF shall be used throughout the RPMS Cycle which covers the
performance for one (1) whole year following a four-stage cycle, to wit: (i) Performance
Planning and Commitment (Phase I); (ii) Performance Monitoring and Coaching (Phase
IT); (iii) Performance Review and Evaluation (Phase IlI}; and (iv) Performance Rewarding
and Development Planning (Phase 1V).

6. The revised OPCRF shall be used by the heads of offices and functional
offices/divisions/units in the Central, Regional, and Schools Division Offices, and
heads of schools in the elementary and secondary levels. In addition, Assistant
Directors in the CO, Assistant Regional Directors, Assistant Schools Division
Superintendents, and Assistant School Principals shall likewise use the revised
OPCREF to capture their specific performance contributing to the office/school plans
and accomplishments.

7 To provide guidance to offices, ratees, and raters in office performance
planning, monitoring, and assessment, the comprehensive Interim Guidelines is
attached as Annex B.

8. Annexes of this Memorandum shall be made available for accessing/viewing
and downloading at this link: https://bit.ly/OPCRF2024Annexes
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9. A series of national orientations shall be conducted to capacitate heads of
offices and functional divisions in all governance levels on the interim guidelines and
the accomplishment of the revised OPCRF. A separate Memorandum shall be issued

on this.

10. For more information, please contact the Bureau of Human Resource and
Organizational Development, 4th Floor, Mabini Building, Department of Education
Central Office, DepEd Complex, Meralco Avenue, Pasig City through email at

bhrod.hrdd deped.gov.ph or telephone number (02) 8470-6630.

L., Immediate dissemination of and strict adherence to this Memorandum is

directed.
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~' G mall SDO Muntinlupa <sdo.muntinlupa@gmail.com>

Fwd: [DM-OUHROD-2024-0586] INTERIM GUIDELINES FOR THE OFFICE
PERFORMANCE PLANNING AND ASSESSMENT FOR FY 2024 ONWARDS

2 messages

Deped National Capital Region <ncr@deped.gov.ph> Wed, Mar 27, 2024 at 11:47 AM
To: DepEd Manila <sdo.manila@deped.gov.ph>, SDO Valenzuela <sdovalenzuela@deped.gov.ph>, DepEd San Juan
<sdosanjuancity@deped.gov.ph>, osds.sdopasigcity@deped.gov.ph, DepEd Las Pinas City <laspinas.city@deped.gov.ph>,
DepEd SDO Quezon City <sdo.quezoncity@deped.gov.ph>, Muntinlupa City <sdo.muntinlupa@deped.gov.ph>, DepEd
Navotas City <navotas.city@deped.gov.ph>, DepEd Caloocan City <caloocan.city@deped.gov.ph>, DepEd Malabon City
<malabon.city@deped.gov.ph>, DepEd Pasay City <deped.pasay@deped.gov.ph>, SDO TAPAT <sdo.tapat@deped.gov.ph>,
Deped Paranaque <deped.paranaque@deped.gov.ph>, DepEd Makati <makati.city@deped.gov.ph>,
sdo.marikina@deped.gov.ph, DepEd Mandaluyong <sdo.mandaluyong@deped.gov.ph>, DepEd Muntinlupa
<sdo.muntinlupa@gmail.com>

Dear Sir/Madam,

Good Day!

Please see email and its attachments, for information and immediate dissemination.

Kindly acknowledge receipt of this email. e e s e Pl e e gt s

Thank you and best regards. ) u{{.‘f’ ) Zx_.e 3 \ y WA CITY
ALLORDS UNEY

Department of Education
NATIONAL CAPITAL REGION ) > ‘ : g
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Tel. No. (632) 929-3891
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-------- Forwarded message ---------

From: Office of the Undersecretary for Human Resource and Organizational Development (OUHROD)
<usec.hrod@deped.gov.ph>

Date: Wed, Mar 27, 2024 at 11:42 AM

Subject: [DM-OUHROD-2024-0586] INTERIM GUIDELINES FOR THE OFFICE PERFORMANCE PLANNING AND
ASSESSMENT FOR FY 2024 ONWARDS

To: Office of the Secretary <osec@deped.gov.ph>, Undersecretary for Finance - Budget and Performance Monitoring
<usec.financebpm@deped.gov.ph>, Office of the Undersecretary for Administration (OUA)
<usecforadministration@deped.gov.ph>, Office of the Assistant Secretary for Procurement and Administration
<oaspa@deped.gov.ph>, Office of the Undersecretary for Curriculum and Teaching (OUCT) <ouct@deped.gov.ph>,
Office of Assistant Secretary for Curriculum and Teaching <oasct@deped.gov.ph>, Assistant Secretary for Alternative
Learning System <asec.als@deped.gov.ph>, Office of Usec Legal and Legislative Affairs <oulla@deped.gov.ph>,
Regional Operations <usec.regops@deped.gov.ph>, Office of the Assistant Secretary for Project Management, BHROD
and Field Operations <oure@deped.gov.ph>, Office of the Assistant Secretary for Governance and Field Operations
<asec.gfo@deped.gov.ph>, Dexter Galban <oasyasc@deped.gov.ph>, cc: Office of the Undersecretary for Procurement
(OUPro) <oupro@deped.gov.ph>, Office of the Assistant Secretary for Procurement (OASP) <oasp@deped.gov.ph>,
Office of the Undersecretary for School Infra & Facilities (OUSIF) <ousif@deped.gov.ph>, Michael Wesley Poa
<michael.poa@deped.gov.ph>, Nolasco Mempin <nolasco.mempin@deped.gov.ph>, Noel Tamdog Baluyan
<noel.baluyan@deped.gov.ph>, Gina Gonong <gina.gonong@deped.gov.ph>, Alma Ruby C. Torio
<alma.torio@deped.gov.ph>, Omar Alexander Romero <omar.romero@deped.gov.ph>, Revsee A. Escobedo
<revsee.escobedo@deped.gov.ph>, FRANCIS CESAR BRINGAS <francis.bringas@deped.gov.ph>, Dexter Galban
<dexter.galban@deped.gov.ph>, Gerard Chan <gerard.chan@deped.gov.ph>, <reynold.munsayac@deped.gov.ph>,
<epimaco.densing@deped.gov.ph>, Revia Mae Sibal <revia.sibal@deped.gov.ph>, Sofhia Marie De Guzman
<sofhia.deguzman@deped.gov.ph>, Ma. Patricia Ysmael <patricia.ysmael@deped.gov.ph>,
<fransic.migrino@deped.gov.ph>, Caleb Ricardo Pantoja <caleb.pantoja@deped.gov.ph>, Zenith Europa
<zenith.europa@deped.gov.ph>, <aster.morales@deped.gov.ph>, Jan Levi Nogoy <jan.nogoy@deped.gov.ph>,
<jamil.terueljongko@deped.gov.ph>, Aliyya Natasha Sawadjaan <aliyya.sawadjaan@deped.gov.ph>, Internal Audit
Service Office of the Director <ias.od@deped.gov.ph>, External Partnerships Service Office of the Director
<eps.od@deped.gov.ph>, DepEd Philippines <pas.od@deped.gov.ph>, Bureau of Curriculum Development Office of the
Director <bcd.od@deped.gov.ph>, Bureau of Learning Delivery Office of the Director <bld.od@deped.gov.ph>, Bureau of
Education Assessment Office of the Director <bea.od@deped.gov.ph>, Bureau of Learning Resources Office of the

005



Republika r;g Pilipinas
Department of Education

OFFICE OF THE UNDERSECRETARY
HUMAN RESOURCE AND ORGANIZATIONAL DEVELOPMENT

MEMORANDUM
DM-OUHROD-2024-0586

TO . Undersecretaries
Assistant Secretaries
Bureau and Service Directors
Regional Directors
Schools Division Superintendents
Public Elementary and Secondary School Heads
All Others Concerned

FROM : WILFREDOJE. CABRAL
Regional Director
Officer-in-Charge, Office of the Undersecretary for Human Resource
and Organizational Development

SUBJECT : INTERIM GUIDELINES FOR THE OFFICE PERFORMANCE
PLANNING AND ASSESSMENT FOR FY 2024 ONWARDS

DATE : 27 March 2024

L Pursuant to DepEd Order (DO) No. 2, s. 2015 or the Guidelines on the
Establishment and Implementation of the Results-based Performance Management
System (RPMS) in the Department of Education and to ensure that the offices diligently
and consciously integrate the agency priorities and strategic directions in work plans
as determined during the office planning and commitment, this Department releases
the Interim Guidelines for the Office Performance Planning and Assessment for
FY 2024 Onwards, including the revised Office Performance Commitment and
Review Form (OPCREF).

2. This Interim Guidelines shall ensure that office plans, commitments, and
performance account for the achievement and contribution of the different delivery
units in all governance levels to the Agency’s Organizational Outcomes as committed
in the General Appropriations Act (GAA), Basic Education Development Plan (BEDP),
and MATATAG Agenda, among others.

3. With this, offices shall utilize the Office Performance Commitment and
Review (OPCR) Form, Revised 2024, as attached in Annex A, in reflecting the
commitments and performance based on its office mandates, in ensuring the
immediate integration of and alignment with the Agency’s Organizational Outcomes,
and in reflecting office's contributions in achieving the strategic priorities set under

Room 102, Rizal Building, DepEd Complex, Meralco Ave., Pasig City 1600
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the MATATAG Agenda as well as their respective education development plans in the
Region, Divisions, and schools as a direction in resolving basic education challenges.

4. The salient features of the revised OPCRF include the following:
a. Alignment of the office/school commitments with the overall

Organizational Outcomes and Programs

b. Streamlining commitments and targets as follows:

i. Commitment to Organizational Outcomes - office commitments
and accomplishments based on the office functions and Key Result
Areas (KRAs) with clear attribution to their direct contribution to the
organizational outcomes/outputs indicated in the GAA
Programs/Subprograms outputs/outcomes, BEDP Pillars, and
MATATAG Agenda.

ii. Innovating and Intervening Accomplishments - office
outputs/outcomes enabling, supportive, and/or contributory to the
achievement of the organizational commitments and office Key
Result Areas (KRAs).

iii. Organizational Effectiveness — office accomplishments in relation
to the Performance-Based Bonus (PBB) oversight requirements.

iv. Leadership Competencies — competencies expected of heads of
functional offices who hold managerial and executive/supervisory
positions.

v. Core Behavioral Competencies — individual competencies required
from all DepEd personnel in all job groups within the organization,
upholding the DepEd’s core values and the Code of Conduct and
Ethical Standards for Public Officials and Employees pursuant to
RA 6713. They represent the way individuals embody and live the
values of the organization and the civil service.

5, The revised OPCRF shall be used throughout the RPMS Cycle which covers the
performance for one (1) whole year following a four-stage cycle, to wit: (i) Performance
Planning and Commitment (Phase I); (ii) Performance Monitoring and Coaching (Phase
1I); (iii) Performance Review and Evaluation (Phase IIl); and (iv) Performance Rewarding
and Development Planning (Phase IV).

6. The revised OPCRF shall be used by the heads of offices and functional
offices/divisions /units in the Central, Regional, and Schools Division Offices, and
heads of schools in the elementary and secondary levels. In addition, Assistant
Directors in the CO, Assistant Regional Directors, Assistant Schools Division
Superintendents, and Assistant School Principals shall likewise use the revised
OPCREF to capture their specific performance contributing to the office /school plans
and accomplishments.

7. To provide guidance to offices, ratees, and raters in office performance
planning, monitoring, and assessment, the comprehensive Interim Guidelines is
attached as Annex B.

8. Annexes of this Memorandum shall be made available for accessing/viewing
and downloading at this link: https://bit.ly/OPCRF2024Annexes

D ) ED Room 102, Rizal Building, DepEd Complex, Meralco Ave., Pasig City 1600 [Dac- Ref. Code] DM-OUHROD | Rev | 00
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9. A series of national orientations shall be conducted to capacitate heads of
offices and functional divisions in all governance levels on the interim guidelines and
the accomplishment of the revised OPCRF. A separate Memorandum shall be issued
on this.

10. For more information, please contact the Bureau of Human Resource and
Organizational Development, 4t Floor, Mabini Building, Department of Education
Central Office, DepEd Complex, Meralco Avenue, Pasig City through email at
bhrod.hrdd@deped.gov.ph or telephone number (02) 8470-6630.

11. Immediate dissemination of and strict adherence to this Memorandum is
directed.
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Annex B (DM-OUHROD-2024-_0586 )

Interim Guidelines on the Office Performance
Planning and Assessment for FY 2024 Onwards

( The RPMS Cycle and Office Perfi N Timeli

1. The office performance cycle shall follow the four-phase performance
management system cycle prescribed in DO 2, s. 2015:

a. Performance Planning and Commitment (Phase I);

b. Performance Monitoring and Coaching (Phase II);

c. Performance Review and Evaluation (Phase III); and

d. Performance Rewarding and Development Planning (Phase V)

Figure 1 illustrates the four (4) phases of the RPMS Cycle including the timeline for
the Office Performance Management.
Figure 1. The Office Performance Management Cycle

| Non-School-based: December Non-School-based:
to January Throughout the Calendar
Year
School-bosed:
1 month prior the opening of 5"“""“"’“ |
classes Performance Performance Within the school year right
Planning and Monitoring after the opening of classes |
Commitment and Coaching i
{Phase |) (Phase I1)
Performancé
Performance
Rewarding and Rview-and
on Schosi based.
Development Evaluation “Juty for the Mik-Yewr Kewew 4nd.
Planning Ao et s
Non-School-based: {Phase 111} Dt e i
November to December (Phase IV) oyl
Schaot bused
Schook-based: ive 5) monkhsshter the opening ofcses |

for MG Year Beview and Performance
Caliration

“After the fast day of cissen for the Year-end
Perlormance fewew and Evakiation

After the last of day of classes

A. Phase I: P Pl and C

3. The performance planning and commitment shall be done at the beginning of
the performance cycle. In this period, the rater and ratee (head of office/functional
division) shall discuss and agree on the Office KRAs, Organizational Outcome
Attribution, Objectives, Timeline, Weight allocation, Performance Targets,
Performance Measure, Rating Scale, and Means of Verification.

4. In the OPCRF template, the following parts shall be accomplished and
discussed by the rater and the ratee during the Phase I — Performance Planning and
Commitment:

a. Part [-A: Commitment to Organizational Outcomes (60%])
b. Part I-B: Innovating and Intervening Accomplishments (20%)
c. Part [-C: Organizational Effectiveness (15%)

5. Determining the Key Results Areas. The head of office shall identify the
Office KRAs based on the official issuance on the Compendium of QOffice Functions
and the overall organizational outcomes of the Agency.

a. For Heads of Offices in the Regional Offices and Schools Division
Offices (i.c., Office of the Regional Director and Office of the Schools
Division Superintendent), refer to the provided recalibrated KRAs based
on the Functions of the Office anchored on the organizational outcomes
and Job Descriptions of the RD and SDS (Annex C).

b. For offices/divisions in the CO and functional divisions in the RO and
8SDO, refer to the Compendium of Office Functions, version 3 {as issued
through Memorandum DM-HROD-2023-0617) which can be accessed
through this link https: / /bit.ly /OfficeFunctionsv3

c. For Heads of Schools in the El tary and S dary Levels, refer
to the prescribed KRAs that are aligned with the School Based
Management (SBM) domains (Annex D).

6. Attributing the KRA to the Organizational Outcomes. Based on the
determined office KRAs, the Office shall identify the organizational
outcomes/outputs in the GAA, BEDP Pillars, and the MATATAG Agenda that the
office is directly contributing to.

The five (5] programs in the DepEd GAA include:
Education Policy Development;

. Basic Education Inputs;

Inclusive Education;

. Support to Learners and Schools; and
Education Human Resource Development.

paoop ]

As for the BEDP, it includes four (4) pillars of Access, Equity, Quality, and Resilience,
and the Enabling Mechanisms for Governance and Mai it. The intermedi
outcomes for each pillar and enabling mechanisms are as follows:

2. The Office Performance Cycle shall cover the period of one (1) whole year or a
period of 12 months, as follows:

Table 1. The Office Performance Management Timeline in DepEd

Schedule

School

RPMS Cycle

Task/Activity

divisions in CO,

RO, SDO
Target and
PHASE I Commitment Setting
Performance December to 1 month prior the
Planning and Initial Office/School January opening of classes
Commitment and Individual
Development Planning
Performance
PHASE 2 Monitoring
Perfonmance = Year-round School Year-round
Monitoring and Accomplishment of
Coaching PMCF and provision of

L&D interventions

Mid-Year Review and
PHASE 3 Assessment July 5 months after the
opening of classes

Performance Recalibration of targets

Review and I

Evaluation Year-end Performance November to After the last day of
Assessment December

classes

Finalization of the
Office /School and

PHASE 4 ivi
llnleduall’l W After the last day of
~ LN Development Plans ovember to classes
e waieting won December
Development Submission of signed
OPCR
2

Table 2. The BEDP Pillars and Intermediate Outcomes

Pillars Intermediate Outcomes
Pillar 1: Access | All school-age children, out-of-school youth, and adults
accessed relevant basic learning opportunities.
1.1.  All five-year-old children attend school
1.2.  All learners stay in school and finish key stages
1.3.  All learners transition to the next key stage
1.4.  All out-of-school children and youth participate and
complete in formal or non-formal basic education
learning opportunities

Pillar 2: Equity | Disadvantaged school-age children and youth, and adults
benefited from appropriate equity initiatives.

2.1. All school-age children and youth, and adults in
situations of disadvantage are participating in
inclusive basic learning opportunities and receiving
appropriate quality education

Pillar 3: Learners complete K to 12 basic education, having successfully

Quality attained all learning standards that equip them with the
necessary skills and attributes to pursue their chosen paths.

3.1. Learners attain Stage 1 (K-Grade 3) learning

standards of fundamental reading & numeracy skills

3.2. Learners attain Stage 2 (Grades 4-6] learning
standards in required literacy and numeracy skills

and apply 21st century skills to various real-life

situations

3.3. Leamers attain Stage 3 (Grades 7-10) learning
standards of literacy numeracy skills and apply 21st
century skills to various real-life situations

3.4. Learners attain Stage 4 {Grades 11-12) learning standards
equipped with knowledge and 21* century skills developed
in chosen core, applied and specialized SHS tracks

3.5. Learners in the Alternative Learning System attain
certification as Elementary or Junior High School
completers

Pillar 4: Learners are resilient and know their rights, and have the life
Resiliency and | skills to pmtect themselves and their rights
Well-Being 4.1. Learners are served by a department that adheres

to a rights-based education framework at all levels
4.2, Learners are safe and protected, and can protect
themselves, from risks and impacts from natural
and human-induced hazards
4.3. Learners have the basic physical, mental, and
emotional fortitude to cope with various challenges
in life and to manage risks




Enabling Modern, efficient, nimble, and resilient governance and

pr

Governance 1. Education leaders and managers practice participative, ethical,
and inclusive management processes

2. All personnel are resilient, competent, and continuously
improving

3. Ideal learning environment and adequate learning
resources for learners improved

4. Internal systems, and pi are effici T
modern, and continuously improving

5. Key stakeholders actively collaborate to serve learners
better

6. Public and private education operate under a dynamic
and responsive complementarity framework

For the MATATAG Agenda, the following are the four components:
a. MAKe the curriculum relevant to produce competent and job-ready, active,
and responsible citizens;
b. TAke steps to accelerate delivery of basic education facilities and services;
c. TAke good care of learners by promoting learner well-being, inclusive
education, and a positive learning environment; and
d. Give support to teachers to teach better.

Office KRAs may have cross-cutting attribution such that it supports the
achievement of multiple Organizational Outcomes.

7 Setting the Objectives. Based on the set KRAs and their atuibution to the
organizational outcomes, the rater and the ratee shall discuss and agree on the office
objectives. Setting at least three (3) objectives per KRA is highly recommended.
However, the rater and the ratee may set more than three (3) objectives per KRA
depending on the priorities of the office for the specific performance year.

For Part II-B: In ing and I i lish , the rater and the ratee
shall discuss and agxce on Ob_]ecuves that are ennbll.ng supportive, and/or
'y to the achi of the or 1 commitments and KRAs in

Part I-A. Objectives for this part can target accomplishments and outputs which are
innovations, interventions, and/or enh on the pr services, and /or
outputs of the office.

Objectives are specific tasks that are considered as concrete outputs which an office
needs to do to achieve specific KRAs. Objectives are action verbs written in past
tense. In objective setting, the SMART criteria, which stands for Specific, Measurable,
Attainable, Relevant, Time Bound, shall be applied.

Objectives shall also capture the specific directives and priority deliverables that are
set and cascaded from national level down to functional offices in the CO, RO, SDO,
and schools (e.g., MATATAG Agenda, Strand priorities, etc.).

8. Setting the Timeline. The timeline shall define the target date for
accomplishing each of the performance Objectives. The timeline for the office
Objectives shall be set by the head of office in coordination with the Planning Office

11. D ini M Using a five (5)-point rating scale, the
rater and the ratee determmc the performance indicators for Quality, Efficiency, and
Timeliness (QET) as measures of performance and means to verify the achievement
of output/deliverable. Depending on the Objective, performance may be rated in
terms of at least two (2) measures (quality, efficiency, and timeliness); provided that
Quality is always measured.

The operational definition of each numerical rating (5-4-3-2-1) shall be clearly
defined and indicated under each component (i.e., QET). This shall ensure that the
rating is objective, impartial, and verifiable.

Refer to Table 3 for the definition of performance measures for each component.

Table 3. Performance Measures

COMPONENT DEFINITION

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

The degree to which objectives are achieved and the extent to
which targeted problems are solved /issues are addressed with
a certain degree of excellence.

Quality relates to effectiveness and getting the right things
done. It draws focus on the output or service itself.

Quality Indicator answers the question, “Is the actual output or

service delivery at par with the ished guality or
meet the expected quality of output?”

Elements: Meeting the dard ptability or d

of output, accuracy, ¢ leteness or comprehensi of

reports and client satisfaction.

Efficiency The extent to which time or resources are used for the intended
task or purpose.

Measures whether targets are accomplished with a minimum
amount or quantity of waste, expense, or unnecessary effort.

Efficiency relates to doing things right. It draws focus on the
process by which outputs or services are delivered.

Efficiency Indlcator answers the question, “How are the

or lelil d? Is the of achieving the
Targets follow the mini service dards? Is resource
utilization optimized in terms of the program objective's
realization? Are there better, more efficient ways to deliver
program outputs?

ElL Standard resp time, number of applications
acted upon over number of applications received, optimum use

of resources (fi ial) - actual ding/budget all d

and School Planning Team, as aligned with the GAA Physical Targets, Annual Work
and Financial Plan for DepEd offices or Annual Improvement Plan for schools/CLCs.

The head of functional office shall indicate the target period of accomplishment of
objectives and outputs. If the objective is a regular deliverable (e.g., preparation of
payroll), the Timeline should indicate the specific period and/or frequency within
which the specific Objective is expected to be delivered (e.g., every end of the month).

9; Assigning the Weight. The assignment of weights shall be done per Objective.
The rater and ratee shall ensure that each Objective under each KRA has been
n\ssxgned with welghts bascd on thc nature and scope of work, difficulty and
y of the sp : task, and the required time to finish the
specific task and achieve the Objective. The assignment of weights shall be discussed
and agreed upon by the rater and the ratee. The sum of the assigned weights of the
Objectives shall be equal to the weight assigned to a particular part of the OPCR.

IMustrative sample:

Part I-A — Weight allocation is 60%

KRA 1

= Objective 1is 10%

= Objective 2 is 5%

* Objective 3 is 5%
KRA 2

* Objective 1 is 8%

= Objective 2 is 7%

* Objective 3 is 5%
KRA 2

* Objective 1 is 5%

* Objective 2 is 5%

* Objective 3 is 5%

10. Identifying Performance Targets. The rater and the ratee shall identify,
discuss, and agree on the Performance Targets for each of the Objectives.
Performance Targets are the expected output/s based on the KRAs and Objectives
determined. It is elaborated further into ‘Value’ and ‘Description’ to provide clearer
and more concrete targeting of output/s.

Hlustrative sample:
Performance Targets .
ﬂ‘argetOuxcwns/qu:uxojﬂleBur:uu/Cmm, /Division aligned
with the Outcome/ Output Indicators in the Organizational Outcome)
Value Description
{ istical, trend) 1 ‘output/. ice)
1 (numerical) Draft DepEd Order on...
90% (statistical) Filling up of vacant positions
2% decrease (trend) Dropout rate
6
Timeliness Measures whether the deliverable was done on time based on
the requirements of the rules and regulations, and/ or clients/
stakeholders.

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

Timeliness Indicator answers the question, “Are the Objectives
achieved within the period agreed upon?”

Elements: Claim processing time, target date or deadline,
product development rate, delivery time, ete.

12. Determining Means of Verification. After identifying the performance
measures for each of the Objectives, the ratee shall list the possible proof or evidence
of accomplishments. It can be official documents, reports or any outputs showing
the actual results certified by authorized officials /personnel.

13. Complying with the Areas for Organizational Effecti The rater and
the ratee shall discuss the areas for organizational effectiveness aligned with PBB-
based oversight requirements as prescribed for compliance of all offices, which
include fi) Financial Stewardship, (i) Process Improvement, and fiiij) Client
Satisfaction.

Table 4. Organizational Effectiveness Arcas
Description
Area
Financial Stewardship | This refers to the utilization of the budget allocation in
accordance with the quarterly disbursement program

with no overdraft/deficit/disallowance from oversight
agencies.

Process improvement | This refers to the streamlined core processes and

of service provisioning of frontline and other
office deliverables to ensure ease of doing business/ease
of transactions and/or digitalization/digitization based
on the Department’s Citizen’s Charter and in line with the
Anti-Red Tape Authority (ARTA)’s Whole-of-Government
(WOG) Reengineering Manual.

Client Satisfaction This refers to the resolution and compliance rate to the
Hotline #8888 and Contact Center ng Bayan (CCB) within
the prescribed processing time pursuant to the ARTA and
EODB standards, following the Client Satisfaction
Measurement mechanism.




14. Reaching Agreement. Once the office KRAs, Objectives, Weights, Timeline,
and Performance Measures are clearly defined, the rater and the ratee shall commit
and reach an agreement by signing the OPCR Form. The signed/approved OPCR
Form shall be the basis for itoring and which shall take place in
Phase Il and Phase [II, respectively.

B. Phase II: F itoring and Coachi

15.  The performance itoring and hing shall ¢ after the rater and
the ratee commit on the KRAs, Objectives, Weights, Timeline, and Performance
Indicators, and sign the OPCR Form. This shall be done throughout the year.

16.  Performance monitoring and coaching shall be a proactive responsibility of
both the rater and the ratee to ensure achievement of planned targets and
continuously improve office performance and individual competencies of the head of
office throughout the year.

17.  The two main (2) components of Phase II are the following:

a. Performance monitoring; and
b. Coaching and feedback.

Performance momtonng shal! pruvxde key inputs and objective basis for rating. It
shall facilitate feedb: of performance.

Coaching and feedback shall be a continuous process and shall be provided by the
rater and/or be sought by the ratee to improve office performance and individual
behavior. The rater, as the coach or mentor of the ratee, plays a critical role in the
performance monitoring and coaching. They shall provide an enabling environment
and intervention for continuous improvement.

18. To ensure compliance, quarterly rater-ratee checkpoint meetings shall be
conducted through one-on-one and/or small group meetings, LAC sessions, FGD or
other means necessary to track progress in the achievement of planned targets, flag
positive and negative behaviors that are observed in the workplace, and plan
appropriate actions steps, as may be necessary. A more frequent rater-ratee
conversation may be done as necessary. These quarterly checkpoint meetings shall
require diligent d ion using the P and Coaching
Form (PMCF) as enclosed in Annex E.

19. The PMCF shall bc used by the rater and the ratee to track and record
ignificant incid i incidents are actual events and behaviors in which
both positive and neg;mvc performances are observed and documented.

The PMCF shall provide a record or evidence of office and work performance as well

as the d rated behaviors and ies of the head of office. It shall be an
effective substitute in tht: abscncn: of quantifiable data. The rater and the ratee shall
sign each signifi T ded in the PMCF to ensure that agreement has
been reached.
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rating depends solely on the year-end performance assessment unless exceptional
cases deem it necessary to use the mid-year review as the final rating such as
promotion, transfer, or in cases of untimely death where the ratee could no longer
complete the full RPMS cycle.

Year-End Assessment

26.  The head of the functional office shall assess the performance of the office vis-
a-vis the committed targets at the beginning of the performance cycle or the
calibrated targets, if any, agreed during the mid-year review.

The rater and the ratee shall discuss and agree on the individual assessment based
on the MOVs presented and actual accomplishments of each of the KRAs and
Objectives. The final rating shall be based solely on the accomplishment of the
spcuﬁc nb_]:cuves as measured by the Performance Indicators. The OPCR Form shall
be d and leted by the rater and the ratee to:

Reflect actual accomplishments and results;

Rate each of the objectives;

Compute for the score (i.c., average, weighted average, and score per Part);
Assess the competencies;

Determine the overall score; and

Reach an agreement.

moRogs

27. flecting Actual A and The rater and the ratee
shall discuss and agree on the actual accomplishments and results based on the
performance commitments and measures made at the beginning of the rating period
or the calibrated targets, if any, agreed during the mid-year review.

28. Computing the F Rating. All outputs shall be evaluated vis-a-vis
the standards set in performance measures.

a. Rating the Objectives. The rater and the ratee shall evaluate each
objective whether it has been achieved or not based on the evidence
presented. Each objective shall be rated in the components (i.e., Quality,
Efficiency, Timeliness) determined as performance measure at the
beginning of the rating period or the calibrated targets using the 5-point
rating scale, if any, agreed during the mid-year review.

Note: Dx ding on the Objecti may be rated in terms of Quality and
Efficiency, Qu.nhty and ﬂmelmess, or Qualxty, Efficiency and Timeliness. The quality
comp s being

20. Prior to every quarterly performance monitoring and coaching session, the
rater shall prepare a list of observations pertaining to the performance and behavior
of both the office and head of office. The rater shall communicate the observed
significant incidents with the ratee during the performance monitoring and coaching
sessions. The ratee shall validate the rater’s observations and may provide the
further information that may either confirm or justify such observations.

Based on the validated performance observations, the rater and the ratee shall then
discuss and agree on appropriate action steps to further improve or correct
performance and behavior.

C. Phase III: Perfc and ion

21.  The performance review and evaluation shall be done in the middle and at the
end of the performance cycle to assess the office performance based on the
itments and es as ined in the signed OPCR Form.

Mid-Year Review

22.  An office-wide mid-year review shall be required to determine the progress in
achieving the agreed office performance Targets. In exceptional cases, and only if the
situation warrants, a one-time calibration of office performance Targets, Weights,
Timeline, and Performance Indicators shall be allowed during the mid-year review.

23. Exceptional cases that may warrant performance calibration shall include,
but not limited to the following, subject to the approval of the concerned Performance
Management Team (PMT):

a. Instances when high level decisions are taken into effect which resulted
in changes in strategic directions and /or reprioritization of programs,
activities, projects (PAPs);

b. Adjustments in the systems, procedures, and strategies involved in the
delivery of committed targets (e.g. use of alternative strategies and work
arrangements);

c. Changes in the vy inistrative, fi ial, procurement, and
other processes, rules, and regulations that are not within the
jurisdiction or discretion of the office and /or employee; and

d. Circumstances that are beyond the control of the ratee such as natural
and for man-made calamities, including typhoon, earthquake, and
other fortuitous events.

24. The Performance Calibration Form (PCF) enclosed in Annex F shall be used
during the one-time calibration of performance, as may be authorized. The PCF must
be discussed and agreed upon by the rater and the ratee and approved by the
approving authority. The calibrated performance Targets, Weights, Timeline, and
Performance Indicators shall only be in effect upon approval of the concerned PMT.

25. The initial rating during the mid-year review shall be reflected in the Office
Perfi Mid-Year Review Form (OPMRF) cnclosed in Annex G. The final

The RPMS rating scale below shall be used in rating the Objectives:
Table 5. The RPMS Rating Scale

NUMERICAL | ADJECTIVAL |  DESCRIPTION OF MEANING OF RATING
RATING | RATING

5 Outstanding | Performance represents an extraordinary level of
achievement and commitment in terms of quality
and time, technical skills and knowledge,
ingenuity, creativity, and initiative. Employees at
this performance level should have demonstrated
exceptional job mastery in all major areas of
responsibility. Employee achievement and
contributions to the organization are of marked
excellence.

4 Very Performance exceeds expectations. All goals,
Satisfactory | objectives, and targets were achieved above the
established standards.

3 Satisfactory | Performance met expectations in terms of quality
of work, efficiency, and timeliness. The most
critical annual goals were met.

2 Unsatisfactory | Performance failed to meet expectations, and /or
one or more of the most critical goals were not
met.

| Poor Performance was consistently below

p ions, and/or r ble progress toward

critical goals was not made. Significant
improvement is needed in one or more important
areas.

b. Average. The average of the individual ratings for QET shall be computed to
get the rating for each Objective.

Average QET = Quality (Q) + Efficiency (E) + Timeliness (T)
3

Note: Fur Objective that has only two performance measures, the divisor shall also be 2.




c. Weighted Average. To get the Weighted Average per Objective, the Average
QET Rating shall be multiplied with assigned weight agreed upon at the
beginning of the rating period or the calibrated weight, if any, approved
during the mid-year review.

[ Weighted Average (Rating per Objective) = Average QET x Weight Allocation J

d. Total 8core. To determine the total score per Part, the Weighted Average per
Objective shall be added up.

The score for each Objective and the total score for each Part shall be written in three
{3) decimal points.

Total Score per Part = Objective 1 + Objective 2 + Objective 3 + ...

Table 6. Sample Computation

Part I-A: C i t to Orgas 1 O (60%)
Oeinistianal . | wezent
PER | RATING ‘WEIGHTED
OBJECTIVES g
KRAs Outcome OBJECTIVE 1QET) AVERAGE AVERAGE
KRA | [ OO Attributions | Objective 1 10% S
4 4.666 0.466
5
Objective 2 5% 5
4 4.333 0.216
Y
Objective 3 5% 5
3 3.666 0.183
3
KRA 2 | 0O Attributions | Objective 1 10% S
4 4.500 0.450
Objective 2 8% 4
- 3.500 0.280
3
Objective 3 7% 5
5 5.000 0.350
5
KRA 3 | OO Attributions | Objective 1 5% 4
- 4.000 0.200
4
Objective 2 5% 4
4 3.666 0.183
3
Objective 3 5% 3
3 3.000 0.150
Part I-A Score 2.478
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31. the ical and Adjectival Ratings. The numerical

performance rating shall be given corresponding RPMS numerical and adjectival
ratings in accordance with the following rating table:

Table 8. RPMS Rating Table

RANGE NUMERICAL RATING | ADJECTIVAL RATING |
4.500 - 5.000 S5 OQutstanding
3.500 - 4.499 s Very Satisfactory
2.500 - 3.499 3 Satisfactory
1.500 - 2.499 2 Unsatisfactory
Below 1.499 1 Poor

32. Reaching an Agreement. Upon determining the performance rating for the
actual accomplishments and results, the rater and the ratee shall reach an
agreement by signing the OPCR Form.

All appeals relative to the performance rating shall be subject to the appeals process
as stipulated in the DO 2, s. 2015. A performance rating under appeal shall not be
considered final and shall not be used as a basis for promoton and other
performance-related incentives.

D. Phase IV: Perft g and Devel t Planning
33. The results of the performance review and evaluation shall be used in
performance rewarding and development planning.

34. Performance Rewarding. Outstanding performance, adherence to minimum
office standards, and consistent demonstration of desired competencies shall serve
as a basis for recognition and rewards, includi y and non-i y
incentives. In addition to incentives and awards system under the Program on
Awards and Incentives for Service Excellence (PRAISE), the head of office shall
establish office-based initiatives to recognize and incentivize meritorious
performance.

35. Office Improvement Planning. During Phase IV, the head of functional
office, in collaboration and in agreement with the personnel, shall determine the
office strengths and opportunities for improvement and plan definitive action steps
to further enhance service delivery and /or address identified bottlenecks. These can
be written under the 'Strengths’ and Development Needs’ columns of the Part IV-A:
Office Improvement Plan of the OPCR Form.

Based on the office performance and improvement plan, the head of functional office
and the next higher approving authority shall discuss and agree on the office
impr plan and inter it which shall include the team development
plan, office process impr plan, equi and physical facilities repair,
acquisition, and upgrade, among others.

29. Assessing Competencies. The rater shall discuss with the ratee the set of
leadership and core behavioral competencies observed during the performance cycle.
The ratee shall choose his/her self-perceived competencies.

a. Rating the Competencies. [n Part II (Part [I-A and Part [I-B) of the OPCR
Form, the rater shall write the appropriate rating for cach behavioral indicator
observed using the 5-point rating scale shown in Table 7.

Table 7. DepEd Competencies Scale

Numerical Adjectival Rating Definition
Rating : :
5 Role Model Behavioral indicator is i ly
exhibited and is worthy of emulation. |
4 Consistently Behavioral indicator is constantly showed.
Demonstrated
3 Most of the Time Behavioral indicator is often showed.
Demonstrated
2 1 Behavioral indi is irregularly showed.
Demonstrated
1 Rarely Demonstrated | Behavioral indi is seldomly st d
b. Providing detailed ks and/or ob i is highly recommended to
support the rating for each behavioral indicator. Remarks and observations
may include signific: incid observed, feedback, and suggestions for

improvement, among others.

c. Average per competency. The average of the individual ratings for behavioral
indi; s shall be puted to get the rating for each Competency.

Average= BI1+B12+BI3+BI4+BI5
5

d. Total Score (Weighted Average). To get the Total Score (Weighted Average),
the total average for the set of competencies shall be multiplied with assigned
weight. The weight allocation for the Leadership Competencies and Core
Behavioral Competencies shall be 2.5% each respectively.

Total Score (Weighted Average) = Average Rating x 2.5% Weight Allocation

30. Determining the Overall Score. The Overall Score shall be computed by
adding the total obtained scores in Part I and Part II. This shall be inputted in the
Part Il Summary of Ratings of the OPCR Form.

Overall Score = Part I'A + Part I'-B + Part I-C + Part II'A + Part I'B

36. Individual Development Planning. During Phase IV, the rater shall discuss
and provide qualitative comments, observations, and recommendations pertaining
to the individual (head) is as observed in the significant
incidences provided in the PMCF. These can be written under the strengths and
development and needs column of Part IV-B: Individual Development Plans of the
OPCR Form and shall serve as bases for training and professional development for
the head of functional office.

The ies the ratee d ated i ly and the areas where it meets
or exceeds expectations shall be called the ratee’s strengths. The competencies,
which the ratee rarely demonstrates and the areas where the ratee has room for
improvement and has not met expectations, shall be identified as the ratee’s
development needs.

37. The following steps shall be applied in improvement and development
planning:

a. Identify the development needs;

b. Set goals for meeting the development needs;

c. Prepare specific action plans for meeting the development needs such as
list of learning activities, resources and support, measures of success,
among other needs;

d. Implement action plans; and

e. Evaluate.

38. The heads of functional offices, in coordination with the office in-charge of
human resource and organizational development in each governance level, shall
ensure that the action plan and interventions for office improvement and individual
(head) development are appropriate for the identified office and process improvement
needs.

16



Table 9. Interim Ratee-Rater-Approving

Authority Matrix

for the Office Perf PL ing and

RATEES RATERS l APPROVING AUTHORITY
Central Office
Undersecretary Chief of Staff Secretary
Assistant Secretary Undersecretary Chief of Staff
Director Assistant Secretary Undersecretary
Assistant Director Director Assistant Secretary
Functional Division Assistant Director Director
Chief/Head
Regional Office
Regional Director Undersecretary for Field Chief of Staff

Operations

Assistant Regional Director

Regional Director

Undersecretary for Field
Operations

Functional Division
Chief/Head

Assistant Regional Director

Regional Director

Functional Unit Head
(Public Assistance
Unit/Legal/ ICT Unit)

Assistant Regional Director

Regional Director

Division Office

Schools Division Assistant Regional Director Regional Director
Superintendent

Assistant Schools Division Schools Division Assistant Regional Director
Superintendent Superintendent

Functional Division Assistant Schools Division Schoals Division
Chief/Head Superintendent Superintendent

School

School Head /Principal/
oIc/TIc

Assistant Schools Division
Superintendent

Schools Division
Superintendent

Assistant School Principal

School Head

Assistant Schools Division
Superintendent

Note: In case that there is no applicable rater or approving authority in offices/ bureaus/
services/ divisions/ schools, the rater and the approving authority shall be adjusted
accordingly so that the next higher official shall perform such function.




Annex A

Republika Ar;g Pilipinas
Department of Education

OFFICE PERFORMANCE COMMITMENT AND REVIEW FORM (OPCRF)
Revised 2024

Name of Rater:

Position:

Approving Authority:

[ Date of Rovew:

Division
Strand/ BureawCenter/Service/ RegiovDivision Statement of Purpuse.

PARTI-A; COMMITMENT TO ORGANIZATIONAL OUTCOMES (€0%)
Pat -4, Commitment to Organizational Outcomes shall capturs office nd i andates and KRAS as i i he jum of . This part shofl capturs the of the offce directly targeting the indicated i the General Act (644} Basic Eduoation Development Plan (BEDP) Pirs,
MATATAG Agend: and ather national level aligned with to the office KRAs. Clear attridution shall be made to ensure such alignment.
TO BE ACCOMPLISHED DURING PLANNING 70 BE FILLED DURING EVALUATION
Performance Targsts
(Tanget QutzomeOup o the
Organizational Outcomes Aligament jon lgned Rating Scale
withthe Outcome Oupt ncicatarsin | Poporme
Objectives £ Weight s Orgerizatonsl uicomes) oy Wieans of Verlfication |, RATING
{based on Office Functions) Allocation oy, {Wovs) @ET | foen |Averace
Arvas (KRA) Organizational Outcome Attribution Value Description YE""'_ ey
Hoy ook {Refor 1 o CAA Progrms/Subgrogran and BEDF Piacs) imsiecs) 5 ‘ 3 H 1
{Based on Ofice Mandsts (umevical, RS e (Poor)
sndfurctore) | OMProgramel | pprp piyey | waTaTAG Plrs Sl 0900 o) o
Subprograme,
Quality
Efficiency
Timelinese
Quaiity
Efficiency
Timelinass
Qualty
Effiviency
Timeliness
Part A Totsl Score
PART 1.B: [NNOVATING AND NTERVEMNG ACCOMPLISHMENTS (20%)
Part . Innovating and Intervoning copture the of the office that are onabling, supportive, andior the the and KRAS in Part A b nd pr services, sndlor outputs.
70 BE FILLED IN DURING PLANNING T BE FILLED DURING EVALUATION
Perfomance Targets
(Taret Ouome/Ougut of tre
RATING SCALE
prp st sploetangy - Means Actus! Resus! NG
Welght of Variication RATING | AVERAGE [WEIGHTED|
Kty ot A (KOA) Ohscuty Tmeline | pgocation cuomes ard KRAs (Pt 4} (Wove) Accomplshments | (QET) | (0EN | AVERAGE
Vol Description
(rumerical, | (oxpecied 5 . 3 2 1
statisticel, outcome/ (Very (Poor)
frend) | oupubservics)

Part |.B Total Score,




BARTEC: ORGAMIZATIONAL EFFECTIVENESS (16%)
Parti-C. Organizational Effectiveness shall capture accomplishments/outputs produced or attained on the aspects of Financial Proy and

It shall focus on the results achieved by the office that are aligned with the (PBB) igh
TO BE FILLED IN DURING PLANNING TO BE FILLED DURING EVALUATION
i Performance -
i Weasure TING SCALE ERAGH
: Organizationsl Effectiveness Area Objecth Tineline \Weight Al IGual, 2 Weans of Verification RATING
: > ‘_ 4 {MoVs) {QET) | {(OET) | AVERAGE
| Ty 0 o 5 —
: JSstistooiory) {Unsatletictory) {Poor)
Utized 98% of the budge! alocation in 2ccordance wih ihe quariedy dibursement | WITUN the raing E [Budget atootion dsbursed = "
program with no overdraft/deficidisalowance from oversight agencylies period |within the reglementary period 12 riod with 34 Ivaithin the rsglementary within the reglementary
Qually  |witrno e ol s eriod wit 56 period with 7 or more
overtatidtcuetiovance (TSR Py o
Bugets ullzsdaccorsmg s o N, Budget s ulized with 11- ;“":;: il
the BUR targat, based on the n“ m"“;m el baseq | U306t lzsd wih -10% voance fom 5% varancs om BUR B;a. "‘" n:: ’;“'
o ficial BUR reporf of the :’n:"’mu 3UR raportof e |PUR B8 based on e ofiral BUR repurt largs,based un e ofcil M;‘L‘R‘ nov"m
Effcency |Financs Serve/Sectonnt |2 i e, [ofhe Fnance SevealSactontUnk L. 56- |BUR repartof e Finance e o
Financial Stewardship (12 98% of e bedget 93875 of the budgat alocaton s |20 M Rultsed v B [ asactant e
abocaion is tlizad witin the e FY; 574 of the budgel alcaten sl
FY; (ow b e EY] is ubized witinthe Fy) | D10 8% of the budgel
|uaridy basi (Cusriedy basis:
y r— Buogetic vfizsd with 11 [Eudgetis ullzed with mors
Budget s ullzed sscording o | Budget s utlzed i 1-6% et i .10 vrance o |157VancE fom e [ 15% vadance fom e
Timeliess |Me auarely disbusement | variancs ram the quarierly [ dmpncriingil P y
progeam e, 26% of e dsourmmentprogram (. 47| L R e by [P0 e, 5-67% ot [progan . Blow 3% of
quortsrly BUR target i utlizad | of e quartedy BUR targe is m:mf:-mumf Det3 ULIZ8A Y | el BUR targat s the quarierly BUR targatis
oy e end of sach quarier} | ulfized by the end of sach quarer) d utizud by the endof each |utkeed by the endiof each
quarter; quarter
Stre: d cory processes and of service provi fronting Within the rating &% tafredy 4 Improvements/reduction on 1
and other office defiverables to snsure sase of Iransations and/ period of the service standards serviue siandams v
Gitalizationvdghizaton 1. 0. of docume ntary 1. o, of documentary sandards 1. no, of documentary [No change in no. of
1. o, of documentary requirements equIrBMents,
Qualty (2. otal processing tme 2. ot processing fme 2. tota processing time 2 tme e,
s ransaction cost 3. ransacton cost 3. ransacin cost B procsss
" & acton stepe (4 acton eisps 4. steps. signatories
steps 5. no. of signatories 5. no. of signaturies staps
Process improvement 5. no. of signaluries 5. no. o signatories.
. Steamiined andlor dighized 76- Sirzamined andlor dgitzed digtad]
Eficency s 'm'”""““: |92% e ofice coraprocesses | oorired andor igarnd "”;m 26-50% of e offce core ~|0-25% of the offcs core
b ws’ MMW“ Socumants | %enied i daming | % P inthe  |processes identfiad in the
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Part ll-A. Leadership Comp

d fo be de

shall capture it d of heads of functional offices who hold gerial and pervisory positions. The Leadership C

J

p

d include Leading People, People f

ce and People Dy

Competencies

Behavioural Indicators

Remarks/ Observations

RATING

Average

Leading People

. Uses basic persuasion techniques in a di ion or ion e.g., staff ization, appeals to reason and/or emotions, uses data and examples, visual aids

~

. Persuades, convinces or influences others, in order to have a specific impact or effect.

=)

. “Sets a good example”, is a credible and respected leader; and demonstrates desired behavior.

4. Forwards personal, professional and work unit needs and interests in an issue.

§. Assumes a pivotal role in promoting the development of an inspiring, relevant vision for the organization and influences others to share ownership of DepEd goals, in order to create
an effective work environment.

People Performance
Management

1. Makes specific changes in the performance management system or in own work methods to improve performance (e.g. does something better, faster, at lower cost, more
sfficiently; improves quality, customer satisfaction, morale, revenues).

2. Setsp and progress of empl based on office and department targets.

3. Provides feedback and technical assistance such as coaching for performance improvement and action pfanning.

=

, States perfarmance expectations clearly and checks understanding and commitment,

@

. Performs all the stages of result-based perf system supp: by evidence and required documents/forms.

People Development

. Improves the skills and effect of through g a range of stratagies.

™~

. Facilitates workforce effectiveness through coaching and motivating/developing people within a work environment that promotes mutual trust and respect.

3. Conceptualizes and i

pl learning inte tions to meet identified training needs.

4. Does long-term coaching or training by arranging appropriate and helpful assignments, formal training, or other experiences for the purpose of supporting a person's learning and
development.

5. Cultivates a learning by ing i i pari such as looking for future opportunities that are in support of achieving individual career goals.

Part lI-A Total Score (Weighted A

|PARTI1-B; CORE BEHAVIOURAL COMPETENCIES (2.5
Part lI-B. Core Behavioral Competencies shall capture competencies required from all DepEd personnel in all job groups within the organization, upholding the DepEd'’s core values and the Code of Conduct and Ethical Standards for Public Officials and Employees pursuant to RA 6713. They represent the way individuals

embody and live the values of the organization.

Competencies

Behavioural Indicators

Remarks/ Observations

RATING

AVERAGE

. Sets personal goals and direction, needs and development.

~

. Understands personal actions and behavior that are clear and purposive and takes into account personal goals and values congruent to that of the organization

Self-Nanagement

3. Displays ional maturity and iasm for and is challenged by higher goals

=

. Prioritize wark tasks and schedules (through Gantt charts, checklists, etc.) to achieve goals

)

. Sets high quality, challenging, realistic goals for self and others.

. Demonstrate the values and behavior enshrined in the Norms and Conduct and Ethical Standards for Public Officials and Employees (RA 6713).

™~

. Practice ethical and professional behavior and conduct taking into account the impact of his’her actions and decisions.

Professionalism and Ethics

3. Maintains a professional image: being trustworthy, regularity of attendance and punctuality, good grooming and communication.

4. Makes personal sacrifices to meet the organization's needs.

o

. Actwith a sense of urgency and responsibility to meet the organization's needs, improve system and help others improve their effectiveness,
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PART lil: SUMMARY OF RATINGS

RPMS Rating RPMS Rating Table
Final Performance Components Weight Allocation Obtained Score Overall Score . ' X i _ i
Numerical Rating | Adjectival Rating Range Numerical Rating| Adjectival Rating
A. Commitment to Organizational Outcomes 60% 4.500-5.000 5 Outstanding
PARTI B. Innov'atrng and Intervening 20% 3.500-4.499 4 Very Satisfaciory
Accomplishments
C. Organizational Effectiveness 15% 2.500-3.499 3 Satisfactory
PART I A. Leadership Competencies 2.5% 1.500-2.499 2 Unsatisfactory
B. Core Behavioural Competencies 2.5% 1,000-1,499 1 Poor
Ratee-Rater Agreement
The signatures below confirm that the employee and his/her superior have agreed to the contents of the performance as captured in this form.
Name of Employee: Name of Superior:
Signature: Signature:
Date:

Date:




1. Achieves results with optimal use of time and resources mist of the fime.

2. Avoids rework, mistakes and wastage through effective work methods by placing organizational needs before personal needs.

3. Delivers error-free outputs most of the time by conforming to standard operating procedures correctly and consistently. Able to produce very satisfactory quality of work in terms of

Results Focus eft bility and compl with no supervision required.

4. Expresses a desire 1o do better and may express frustration at waste or inefficiency. May focus on new or more precise ways of mesting goals set
5. Makes specific changes in the system or in own wark methods to improve performance. Examples may include doing something better, faster, at a lower cost, more efficiently, or
improving quality, cusiomer satisfaction, morale, without setting any specific goal.
1. Willingly does his/her share of responsiblity
2. Promotes collaboration and remaves barriers to rk and goal i across the organi

Teamwork 3. Applies negofiation principles in arriving at win-win agresments.
4. Drives consensus and leam ownership of decisions
5. Works constructively and collaboratively with others and across organi o pli ional goals and obj
1. Can explain and articulate organizational directions, issues and problems.
2. Takes personal responsibility for dealing with and/or correcting customer service issues and concerns,

Service Orientation 3. Initiates activities that promotes advocacy for men and women empowerment,

4. Participates in updating office vision, migsion, mandates and strategies based on DEPED stralegies and directions.
5. Develops and adopts service improvement program through simplified procedures that will further enhance service delivery.
1. Examines the root cause of problems and suggests effective solutions. Foster new ideas, processes, and suggests better ways to do things (cost and/or operational efficiency).
2. Demonstrates an ability to think “beyond the box". Continuously focuses on improving persanal productivity to create higher value and resufts,

Innovation 3. Promoles a creative climate and inspires co-workers to develop original ideas or solutions.

Y

. Translates creative thinking into tangible changes and solutians that improve the wark unit and organization,

5. Uses ingenious methods to i D lities. De fulness and the ability to succeed with minimal resources.

Part Il-B Total Score (Weighted Average) |

RATEE

RATER
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PART IV: IMPROVEMENT AND DEVELOPMENT PLANS

Part IV-A: Office Improvement Plan

Action Plan
Gop Ansiysls Improvement Area General Objective Timeline Resources Needed
(swom)
Feedback:
Part IV-B: Individual Development Plan
Action Plan
Strengths Improvement Needs Loorning Objective Timeline Resources Needed

{based on the developmental intervention)

Feedback

RATEE RATER APPROVING AUTHORITY




Director <blr.od@deped.gov.ph>, Bureau of Alternative Education - Office of the Director <bae.od@deped.gov.ph>,
Bureau of Learner Support Services Office of the Director <blss.od@deped.gov.ph>, Disaster Risk Reduction and
Management Service Office of the Director <drrms.od@deped.gov.ph>, Legal Service Office of the Director
<ls.od@deped.gov.ph>, Administrative Service Office of the Director <as.od@deped.gov.ph>, Information and
Communication Technology Office of the Director <icts.od@deped.gov.ph>, Planning Service <ps.od@deped.gov.ph>,
Finance Service Office of the Director <fs.od@deped.gov.ph>, Project Management Service Office of the Director
<pms.od@deped.gov.ph>, Procurement Management Service <procms.od@deped.gov.ph>, National Educators
Academy of the Philippines Office of the Director <neap.od@deped.gov.ph>, Teacher Education Council
<tec@deped.gov.ph>, to: Bureau of Human Resource and Organizational Development Office of the Director
<bhrod.od@deped.gov.ph>, Leilani Galvez <leilani.galvez@deped.gov.ph>, Director Margarita Ballesteros
<margarita.ballesteros@deped.gov.ph>, Jason Mercene <jason.mercene@deped.gov.ph>, LEILAAREOLA
<leila.areola@deped.gov.ph>, NELIA BENITO <nelia.benito@deped.gov.ph>, Ariz Delson Acay Cawilan
<ariz.cawilan@deped.gov.ph>, Marilette Aimayda <marilette.almayda@deped.gov.ph>, <neneth.alama@deped.gov.ph>,
<christian.rivero@deped.gov.ph>, Robert Agustin <robert.agustin@deped.gov.ph>, <ferdinand.pitagan@deped.gov.ph=>,
ANA MARIE CALAPIT <ana.calapit@deped.gov.ph>, Susana Santiago <susana.santiago@deped.gov.ph>, RHOAN
OREBIA <rhoan.orebia@deped.gov.ph>, <jennifer.lopez@deped.gov.ph>, Runvi Manguerra
<runvi.manguerra@deped.gov.ph>, cc: Resty Osias <resty.osias@deped.gov.ph>, DepEd | llocos Region
<region1@deped.gov.ph>, DepEd Il Cagayan Valley Region <region2@deped.gov.ph>, DepEd Ill Central Luzon
<region3@deped.gov.ph>, DepEd IVA CALABARZON <region4a@deped.gov.ph>, DepEd IVB MIMAROPA
<mimaropa.region@deped.gov.ph>, DepEd V Bicol Region <region5@deped.gov.ph>, DepEd VI Western Visayas
<region6@deped.gov.ph>, DepEd VII Central Visayas <region7 @deped.gov.ph>, DepEd VIl Eastern Visayas
<region8@deped.gov.ph>, DepEd IX Zamboanga Peninsula <region9@deped.gov.ph>, DepEd X Northern Mindanao
<region10@deped.gov.ph>, DepEd XI Davao Region <region11@deped.gov.ph>, DepEd XIl Soccsksargen
<region12@deped.gov.ph>, DepEd Region XllI- CARAGA <caraga@deped.gov.ph>, DepEd Cordillera Administrative
Region <car@deped.gov.ph>, DepEd NCR <ncr@deped.gov.ph>, TOLENTINO AQUINO
<tolentino.aquino@deped.gov.ph>, Benjamin Paragas <benjamin.paragas@deped.gov.ph>, may eclar
<may.eclar@deped.gov.ph>, ALBERTO ESCOBARTE <alberto.escobarte@deped.gov.ph>, NICOLAS CAPULONG
<nicolas.capulong@deped.gov.ph>, RD Gilbert Sadsad <gilbert.sadsad@deped.gov.ph>, RD-VIll Ramir Uytico
<ramir.uytico@deped.gov.ph>, SALUSTIANO JIMENEZ <salustiano.jimenez@deped.gov.ph>, EVELYN FETALVERO
<evelyn.fetalvero@deped.gov.ph>, RUTH FUENTES <ruth.fuentes@deped.gov.ph>, ARTURO BAYOCOT
<arturo.bayocot001@deped.gov.ph>, ALLAN FARNAZO <allan.farnazo@deped.gov.ph>, CARLITO ROCAFORT
<carlito.rocafort@deped.gov.ph>, Maria Ines Asuncion <mariaines.asuncion@deped.gov.ph>, ESTELA CARINO
<estela.carino@deped.gov.ph>, Jocelyn Andaya <jocelyn.andaya005@deped.gov.ph>, CECILLE ANYAYAHAN
<cecille.anyayahan@deped.gov.ph>, Human Resource Development Division <bhrod.hrdd@deped.gov.ph>, Joergette
Razielle Regadio <joergette regadio@deped.gov.ph>, Rachel Malate <rachel. malate001@deped.gov.ph>, Ralph Louis
Quejada <ralph.quejada@deped.gov.ph>, Andrea Lim <andrea.lim002@deped.gov.ph>, SONIA SOBREMISANA
<sonia.sobremisana@deped.gov.ph>, Sharon Ayala <sharon.ayala@deped.gov.ph>, Lizette Carpio
<lizette.carpio@deped.gov.ph>, Ruby Chanda Jetomo <ruby.jetomo@deped.gov.ph>, Leonardo Bautista
<leonardo.bautista@deped.gov.ph>, Office of the Undersecretary for Human Resource and Organizational Development
(OUHROD) <usec.hrod@deped.gov.ph>, RACHEL MALATE <rachel.malate@deped.gov.ph>, Realyn Acanto
<realyn.acanto@deped.gov.ph>, Ma. Ann Dominique Botardo <ma.botardo@deped.gov.ph>, Albert Jerome Andres
<albert.andres@deped.gov.ph>, Michelle Ann Cruz <michelle.cruz015@deped.gov.ph>, ALLAN JEROME GUTIERREZ
<allan.qutierrez@deped.gov.ph>, Organization Effectiveness Division <bhrod.oed@deped.gov.ph>, CECILIA TIAMSON
<cecilia.tiamson@deped.gov.ph>, MARICARL BOTIN <maricarl.botin@deped.gov.ph>, Nina Bianca Sanglay
<nina.sanglay@deped.gov.ph>, Willie CABRAL <wilfredo.cabral@deped.gov.ph>, Employee Welfare Division
<bhrod.ewd@deped.gov.ph>, Bea Franchezka Yumang <bea.yumang@deped.gov.ph>, Marge Latosa
<margery.latosa@deped.gov.ph>, FRANCIS ALLEN DELA CRUZ <francis.delacruz003@deped.gov.ph>, GAD Focal
Point System Secretariat <gfps.secretariat@deped.gov.ph>, Giancarlo Abelard Fernando
<giancarlo.fernando@deped.gov.ph>, Leona Victoria Teves <leona.teves@deped.gov.ph>, Rizza Buiza
<rizza.buiza@deped.gov.ph>, School Effectiveness Division <bhrod.sed@deped.gov.ph>, DEXTER PANTE
<dexter.pante@deped.gov.ph>, Marian Efondo <marian.efondo@deped.gov.ph>, Jennifer Lopez
<jennifer.lopez006@deped.gov.ph>, LEAH APAO <leah.apao001@deped.gov.ph>, NEAP Quality Assurance Division
<neap.gad@deped.gov.ph>, NEAP - Professional Development Division <neap.pdd@deped.gov.ph>, MARIFE
MORCILLA <marife.morcilla002@deped.gov.ph>, Donnabel Bihasa <donnabel.bihasa@deped.gov.ph>, Kenn Ivan
Fernandez <kenn.fernandez@deped.gov.ph>

Dear Undersecretaries, Assistant Secretaries, Bureau and Service Directors, Regional Directors,
Schools Division Superintendents:

1. Pursuant to DepEd Order (DO) No. 2, s. 2015 or the Guidelines on the Establishment and
Implementation of the Results-based Performance Management System (RPMS) in the Department
of Education and to ensure that the offices diligently and consciously integrate the agency
priorities and strategic directions in work plans as determined during the office planning and
commitment, this Department releases the Interim Guidelines for the Office Performance
Planning and Assessment for FY 2024 Onwards, including the revised Office Performance
Commitment and Review Form (OPCREF).



2. This Interim Guidelines shall ensure that office plans, commitments, and performance
account for the achievement and contribution of the different delivery units in all governance
levels to the Agency’s Organizational Outcomes as committed in the General Appropriations Act
(GAA), Basic Education Development Plan (BEDP), and MATATAG Agenda, among others.

3. With this, offices shall utilize the Office Performance Commitment and Review (OPCR)
Form, Revised 2024, as attached in Annex A, in reflecting the commitments and performance
based on its office mandates, in ensuring the immediate integration of and alignment with the
Agency’s Organizational Outcomes, and in reflecting office's contributions in achieving the
strategic priorities set under the MATATAG Agenda as well as their respective education
development plans in the Region, Divisions, and schools as a direction in resolving basic
education challenges.

4.  The salient features of the revised OPCRF include the following:

a. Alignment of the office/school commitments with the overall Organizational Outcomes and
Programs

b. Streamlining commitments and targets as follows:

i. Commitment to Organizational Outcomes - office commitments and
accomplishments based on the office functions and Key Result Areas (KRAs) with clear
attribution to their direct contribution to the organizational outcomes/outputs indicated in the
GAA Programs/Subprograms outputs/outcomes, BEDP Pillars, and MATATAG Agenda.

ii. Innovating and Intervening Accomplishments - office outputs/outcomes

enabling, supportive, and/or contributory to the achievement of the organizational commitments
and office Key Result Areas (KRAs).

iii. Organizational Effectiveness — office accomplishments in relation to the
Performance-Based Bonus (PBB) oversight requirements.

iv. Leadership Competencies — competencies expected of heads of functional offices
who hold managerial and executive /supervisory positions.

v. Core Behavioral Competencies — individual competencies required from all DepEd
personnel in all job groups within the organization, upholding the DepEd’s core values and the
Code of Conduct and Ethical Standards for Public Officials and Employees pursuant to RA 6713.
They represent the way individuals embody and live the values of the organization and the civil
service.

5. The revised OPCRF shall be used throughout the RPMS Cycle which covers the
performance for one (1) whole year following a four-stage cycle, to wit: (i) Performance Planning
and Commitment (Phase I); (ii) Performance Monitoring and Coaching (Phase II); (iii) Performance
Review and Evaluation (Phase III); and (iv) Performance Rewarding and Development Planning
(Phase 1V).

6. The revised OPCRF shall be used by the heads of offices and functional
offices /divisions /units in the Central, Regional, and Schools Division Offices, and heads of
schools in the elementary and secondary levels. In addition, Assistant Directors in the CO,
Assistant Regional Directors, Assistant Schools Division Superintendents, and Assistant School
Principals shall likewise use the revised OPCRF to capture their specific performance
contributing to the office/school plans and accomplishments.

7. To provide guidance to offices, ratees, and raters in office performance planning,
monitoring, and assessment, the comprehensive Interim Guidelines is attached as Annex B.

8. Annexes of this Memorandum shall be made available for accessing/viewing and
downloading at this link: https://bit.ly/OPCRF2024Annexes

9. A series of national orientations shall be conducted to capacitate heads of offices and
functional divisions in all governance levels on the interim guidelines and the accomplishment of
the revised OPCRF. A separate Memorandum shall be issued on this.

10. For more information, please contact the Bureau of Human Resource and Organizational
Development, 4t Floor, Mabini Building, Department of Education Central Office, DepEd



\

Complex, Meralco Avenue, Pasig City through email at bhrod.hrdd@deped.gov.ph or telephone
number (02) 8470-6630.

11. Immediate dissemination of and strict adherence to this Memorandum is directed.

oM NG g, Office of the Undersecretary for Human Resource
_,Ev-'é Yt % and Organizational Development (OUHROD)
S wmammw © Tel.No.:(02)8633-7206 | Telefax No.:(02) 8631-8494
s e DEPARTMENT OF EDUCATION

DepEd Complex, Meralco Ave., Pasig City 1600
www.deped.gov.ph

This communication may contain confidential or privileged information, and is intended solely for the individual or entity to whom it is originally addressed. Any disclosure, copying,
dissemination, or any action taken in reliance to it by others, other than the intended recipient, is strictly prohibited. The opinions, conclusions, and statements expressed in this message are

those of the sender and may not necessatrily reflect the views of the Department of Education.

This communication may contain confidential or privileged information, and is intended solely for the individual or entity to whom it is originally addressed. Any disclosure, copying,
dissemination, or any action taken in reliance to it by others, other than the intended recipient, is strictly prohibited. The opinions, conclusions, and statements expressed in this message are

those of the sender and may not necessarily reflect the views of the Department of Education.

3 attachments

q DM-OUHROD-2024-0586.pdf
— 351K

":] Annex A.pdf
— 262K

'ﬂ Annex B.pdf
— 1068K

DepEd Navotas City <navotas.city@deped.gov.ph> Wed, Mar 27, 2024 at 11:50 AM
To: Deped National Capital Region <ncr@deped.gov.ph>

Cc: DepEd Manila <sdo.manila@deped.gov.ph>, SDO Valenzuela <sdovalenzuela@deped.gov.ph>, DepEd San Juan
<sdosanjuancity@deped.gov.ph>, osds.sdopasigcity@deped.gov.ph, DepEd Las Pinas City <laspinas.city@deped.gov.ph>,
DepEd SDO Quezon City <sdo.quezoncity@deped.gov.ph>, Muntinlupa City <sdo.muntinlupa@deped.gov.ph>, DepEd
Caloocan City <caloocan.city@deped.gov.ph>, DepEd Malabon City <malabon.city@deped.gov.ph>, DepEd Pasay City
<deped.pasay@deped.gov.ph>, SDO TAPAT <sdo.tapat@deped.gov.ph>, Deped Paranaque
<deped.paranaque@deped.gov.ph>, DepEd Makati <makati.city@deped.gov.ph>, sdo.marikina@deped.gov.ph, DepEd
Mandaluyong <sdo.mandaluyong@deped.gov.ph>, DepEd Muntinlupa <sdo.muntinlupa@gmail.com>

Received, thank you.

[Quoted text hidden]

Department of Education

Schools Division Office of Navotas City

Bagumbayan Elementary School Compound,

M. Naval Street, Sipac-Almacen, Navotas City, MM 1409
Landline No.: (02) 8332-77-64

Email: navotas.city@deped.gov.ph

Your experience matters a lot to us. Please help us continuously improve our services by filling up the link below as part
of our Citizen/Client Satisfaction Survey Form. Thank you!

Schools Division Office Navotas City - Client Satisfaction Measurement (CSM) (2024)
https://forms.office.com/Pages/ResponsePage.aspx?id=gKvjQCQgo0W_dnoHYaJNKbBsm0jX91dCtDnsyuDPUQ
VURFIBUVFPWVFDSTIaQVINQINETVJWWkxYVC4u

[Quoted text hidden]
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