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o NOPOCRRECORDE
Natlonal Power Corporatlon S '

" CIRCULAR NO. 2019 Dl f{
6 November 2018 :

o SUBJECT: REVISED NPC STRATEGIC PERFORMANCE
e " MANAGEMENT SYSTEM

B 1 .0 RATIONALE To pursue the thrust of the C|V|l Serwce Commtssuon (CSC) and the
Governance ‘Commission for GOCCs. (GCQG) of establishing a performance evaluatlon-
system in the government, a: Strategic Performance Management System (SPMS) is

2.0

23
S _the prmcuple of performance-based tenure and mcentlve system

3.0

‘adopted in the  National Power Corporatlon (NPC) to promote performance

improvement and ‘organizational effectiveness. The SPMS links group and mdnvndual

. performance v:s-a-ws the Corporate VISIOI’I Mlsslon and Strateglc Goals

In the |mplementatlon of the SPMS The NPC adheres to the exnstmg general pollcy of .

.21

22
- efficiency by cascading functlonalldepartment accountabilities to lower levels of
- ,orgamzatlon anchored on the establushment of factual and ratlonal ba5|s for

fLEGAL BASES

3.1

_ no _discrimination based on gender identity, sexual onentatlon dlsabllltles rellglon
, and/or lndlgenous group membership. < : : S

_PURPOSE "This is Circular is issued to provude the gwdellnes for the adoption and
lmplementatlon of SPMS towards the achlevement of the follownng objectlves '

To ensure allgnment of perfonnance in all levels -of. the organlzatlon with the - .

Vision, M|SS|on and Major F|nal Outputs (MFO) of the Corporatlon

To ensure organlzatlonal effectlveness and |mprovement of mdnvudual employee :

performance targets and standards

To link |nd|v1dual performance with other HR systems and ensure adherence” to

Admlnlstratlve Order No 25 dated 21 December 2011 whlch prowdes lor the =~
establishment - of a unified and lntegrated Results-Based Performance

~~ Management System (RBPMS) across all departments and agencies Wlthln the =

3.2

Executive Branch of Government incorporating a common set of performancev .
scorecard, and creatlng an accurate, accessible, and up-to-date government-

wude sectoral and organlzatlonal performance mformatlon system S l o

ClVll Serwce Commnssuon (CSC) Memorandum Clrcular No. 6 series of 2012‘

“Guidelines in the Establishment and Implementation of Agency Strateglc

" “Performance Management System (SPMS),” as prowded under CcsC Resolutlon

3.3

‘No. 1 200481 promulgated on 16 March 2012

Governance Commission for GOCCs (GCG) Memorandum Clrcular No. 2013 02

dated 29 April 2013, “Performance Evaluation - System (PES) for the GOCC
- Sector,” which prowdes the framework for settlng of the organlzatlonal targets of -
a GOCC SR S t
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Re: Revised NPC Strategic Performance Management System

4.0 COVERAGE. The SPMS shall apply to all officials and employees holding position on
a Permanent, Temporary, -Co-terminus, Casual or Contractual (with employer-
employee relationship) employment status, provided the official/lemployee has
rendered at least three (3) months service in a given rating period.

5.0

DEFINITION OF TERMS. The following terms shall be used:

5.1

5.2

5.3

54

5.5

5.6

5.7
5.8

5.9

Core Function refers to output of an individual in the performance of its duties

and responsibilities with reference to its statement of functions/job description.

Major Final Output (MFO)/Key Result Area (KRA) is defined as goods and
services/outputs or outcomes that the - Corporation/Functional Group (FG)/ .

Department/Division/Individual are responsible and mandated to deliver to its

internal/external clients through the implementation of programs, activities, and‘

projects.

Performance Contract shall refer to the vFG/Departmentanvnsuonllndnvndual

Performance Commitments duly agreed upon between the rater and the ratee

using the followmg forms:

531 SPMS Form 1 (Annex A): Office Performance Commitment and
_Review (OPCR) for Functlonal Group/Department/Division performance
commltments

6.3.2 SPMS Form 2 (Annex B): Individual Performance Commitment and

Review (IPCR) for individual performance commitments.

Performance Management Team (PMT) shall serve as the consultative,

advisory body of Management on matters pertaining to FG Performance targets
and measures and at the same time act as appeals body to resolve performance
management issues in implementing this Circular.

Performance Monitoring and Coaching. An activity wherein the conduct of
regular monitoring by the raters are expected in order to address factors that will
hinder effective work performance of the employee. Monitoring may be
conducted through meetings, one-on-one discussions, memorandum and review
of pertinent documents such as reports and communications and tracking forms
to ensure timely completion and quality execution of deliverables.

Performance Rating shall refer to the FG/Depa'rtment/Division/ Individual
Performance Rating arrived at the manner prescribed in item 10.0 of this Circular.

Performance Scorecard shall refer to the Corporate Performance Scorecard
duly signed by the GCG and the NPC pursuant to PES Form 2 of GCG MC No.
2017-02 dated 30 June 2017.

Performance Standards/Ratmg Scale refers to quantifiable grading system on
the degreeflevel of ratee's performance based on identified MFO/KRA and
agreed SI.

Rater shall refer to the Division Manager of Cost Center or Monitoring Center for
position JG 15 and below. For the Division Managers and above, the rater
referred herein shall be the immediate supervisor (Department/Sr. Department/
Functional Group Head/President), as may be applicable.
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"510

5.11

5.12

Relatrve Werght is - the percentage werght allocatron per MFO/KRA as

determmed and agreed upon by the respectrve FG/Department/Drvrsron Heads.

Success Indrcators (Sls) are performance yardstrcks consrstrng of Performance’ ;
Measures and Performance Targets (Measures + Targets = Sl) used to gauge _
or compare performance in terms of meeting the individual's or group’s strategrc

* -and/or operational goals, which are directly linked to" MFO/KRAs. These are
quantifiable measurements agreed to by the rater and the ratee before the‘start S

60 PERFORMANCE MANAGEMENT CYCLE rThe followrng rs the four-stage
Performance Management Cycle o o

of a ratlng perrod N
|

5. 12 1 Performance Measures are measures that contnbute to or support the

-MFO/KRA that the FG/Department/Division/Individual aims to achleve
.,These rnclude measures of qualrty, quantrty and trmelmess : ,
!

512.2 Performance Targets are Specrt” ic, Measurable Attainable, Realrstrc and
.~ Time-bounded (SMART) goals corresponding to the MFO/KRA . and Sl

©which the FG/Department/Division/Individual should : be accomplrshed
- within the prescribed performance rating period. Targets should be set

“and discussed by the raters and ratees, reviewed and concurred by the

‘ FG/Department/Drvrsron Head as may be applrcable

STAGE1 " STAGE 2

Performance Planning 7 R Sl . '\Perfor'rn'ance Monitoring
-~-and Commrtment coi ke e e st and Coaching

. STAGE4 . ... . . " STAGE3
Performance Rewarding - = -~ S SRR "; Performance Review

and Development Planning’ .- and Evaluation

Stage 1: Performance Plannmg and COmmrtment “This is done pl'lOl' R

" to the start of the’ performance period where the FG/Sr. DepartmentIDepartmentl

- CC Heads meet with the immediate staff and agree on the outputs that should be

accomplished based on the goals/objectives of the Corporation.  For OPCR

B (FG/Department/Drvrsron Performance Contract), 'SPMS Form 1. shall belused.
-~ and for IPCR (rndrvrdual employee ] performance contract) SPMS Form 2 shall
be used ' , . ‘ S , L ‘

During this stage the MFOs/KRAs and correspondmg Sis are determrnec and-

agreed upon by the rater and ratee The followrng are the steps

6.1.1 The Corporate Measures and Targets are reflected in the Performanoe g

Scorecard for approval by the NP Board and the GCG

piagev.? of12 '

'Strateglc Function refers to output glven to an rndrvrdual/group that are lnked to - e =
_ the priority deliverables of the Corporation as reflected in the Performance ;
- Scorecard duly approved by the NP Board and the GCG S
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6.2

6.3

6.4

6.1.2 FG/Department/Division shall indicate in the OPCR (SPMS Form 1) the
duly agreed upon MFOs/KRAs, Measures, and targets that support the
strategic objectives, measures and targets in the Corporate Performance
Scorecard. :

 6.1.3 Individual staff/employees shall indicate in the IPCR (SPMS Form 2) the

duly agreed upon MFOs/KRAs, Sis (measures and targets) that support
those in the OPCR. ;

Stage 2: Performance Monitoring and Coaching. In this stage, the
performances of FGs/Department/Division/lndividual are regularly monitored.-

6. 2.1 Corporate Performance. FGs shall submit to the Corporate Planning
Department within 156 calendar days from the close of each quarter a
quarterly report of its relevant accompllshments based on targets set on
the Performance Scorecard. ThIS is in compliance to the reportorial
requirement of the GCG.

6.2.2 -Individual Performance. Using the Performance Monitoring and
Coaching Form (SPMS Form 3, Annex C), concemed rater shall
monitor the individual performance based on commltments set/agreed
upon.

FG Heads/Sr. Department/Department/CC HeadslSupervisors shall
providle an enabling erivironment/intervention to improve team
performance, and manage, and develop individual performance.
Likewise, coaching shall be provided to keep track of performance targets.

Sta'ge 3: Performance Review and Evaluation. This stage aims to
assess the level of performance of the CorporatelFGIDepartmentIDivisionI
Individual based on set targets and measures as approved in the OPCR and

"IPCR. This is done on per semester basis, i.e. July for the rating period January

to June; and January of the succeeding year for the July to December rating
period of a given year.

6.3.1 ‘FG Performance Assessment. FGs shall submit their accomplished
SPMS Form 1 to the PMT-Corporate within thirty (30) days after end of
each semester for calibration and recommendation to the President, who
shall determine FG's final rating.

6.3.2 DepartmentlDivisionIlndividual Performance Assessment. The

Department/Division/Individual Performance Assessment shall submit -

their accomplished SPMS Form 2 and Form 1, as maybe applicable, to
their respective FG Head within fifteen (15) days after end of each
semester.

6.3.3 It is also in this stage where review/assessment of office expenses
incurred against the office’s budget is undertaken.

Stage 4: Performance Rewarding and Development Planning. It is
in this stage where the result of the assessment shall be discussed by the rater
with the ratee at the end of each rating period. The discussion shall focus on the
strength, competency-related performance gaps, and opportunities to address
these gaps, career paths, and alternatives. The result of the competency
assessment shall be treated lndependently of the performance rating of the

employee.
page4of 12
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- The grant of performance incentives shall be governed by prevailing issua
Further, the result of performance evaluation assessment shall serve a
the FG/CC Head/PMT in identifying -potential nominees to Pro

~and Incentives for Service Excellence (PRAISE) Awards.

7.0 RATING PERIOD. The Performance Evaluation shall be done every six (6) m
‘ -ending on- June 30 and December 31 of every Calendar Year. The mini
appraisal period shkalvl be at least ninetyr(90)’_dyays or three (3) months. -

‘ 80 _ PERF'ORMvANCVE,STANDARDS]_RAT"I‘NG SCALE. The five-point rating scale
- shall be used, with 5 being the highest and ‘1, the lowest, with its correspo
equivalent adjectival rating and description, as follows: B ‘ o

é November 2018

nces.

erve as input to
gram on Awards

onths
mum

Dfi‘lto5

nding

RATING

Numerical | Adjectival-

" DESCRIPTION

5 o Outstanding | Performance represents an extraordiharyjeye

= creativity and initiative. .

i E:r‘nployee’s"*"écﬁiév'er‘rierits“?yéndu‘éontributions‘ to

achievement and commitment in terms of quality

time, - technical skills and knowledge, ingenuity,

Employees at thls performance"_blevel should| have
demonstrated exceptional job mastery in all major

areas of responsibility.

organization are of marked excellence. -

; of
gnd

the

a4 :Very e
o Satisfactory

Performance exceeded expectations. Al targets |

were achieved above the established s’tandards.‘

3 :S‘:ét‘isfacto}ryk1

ﬁérforrnéhcé met expectations in terms of quality, of

work, efficiency, and timeliness. =

2| Unsatisfactory

critical targets were not met.

BE

Performance failed to ‘meet targ"e”ts'. | One or more

4 - Poor . & -

Performance failed ’tyoj "mégt targets by 50% of
| agreed standards. ST RIS I O

l
the

x page
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NPC Circular No. 201f - 9{7 ", 6 November 2018 :
Re: Revised NPC Strategic Performance Management System

9.0 SUCCESS INDICATORS (Sls). Actual performance shall be rated in any one,
combination of, or all of the performance measures categorized below (whichever is

appllcable) and the agreed performance targets

Rating Scale/Description

Category Definition
Quality e Refers to accuracy, 5 — work done is exceptional
usefulness or ‘
effectiveness. 4 - work done is highly acceptable

. (exceeds the agreed specifications/ terms/
¢ The degrees to which conditions/ standards/expectations)

objectives are achieved

and extent to which 3 —~ Work done is acceptable
targeted problems are (conforms to agreed specifications/ terms/
solved. conditions/ standards/expectations)

 In Management, 2 ~ Work done falls short of expectations.
effectiveness relates to _ 7
‘gjsg;ng the right things 1 — Work done is not acceptable

. Quantity o Refers to how much Based on Item II1-2 of CSC MC 13, s. 199%:

work is done/produced in

a given period 5 - performance exceeds targéts by

30% and up. (Ex. Iftargetis 100, output is
o Volume of work. - 130)
— performance exceeds targets by

15% to 29% (Ex. If target is 100, output is
11510 129)

e The extent to which time 4
~ or resources is used for
the intended task or

_purpose. 3 - performance of 100% to 114%

output is 100 to 114 )

2 — performance of 51% to 99% of target
(Ex. If target is 100, output is 51 to 99)

1 — performance is 50% and below the

Target (Ex. If target is 100, output is 50 and
below )

of the planned targets. (&x. If target is 100,

Timeliness

Measures whether the
deliverable was done on

" time based on the
requirements of the law

task completed 15% and above ahead
of schedule

(Ex: Iftargetis 100 days, task is
completed 85 days and below)

and/or clients/

stakeholders. task completed below 15% ahead of
schedule

Time-related (Ex. If target is 100 days, task is -

. performance indicators

evaluate such things as

completed 86 days up to 99 days

task completed on the deadline.

roject completion
Heudlines, el (Ex. If target is 100 days, task is
management skills and completed is 100 days)
other time  sensitive — task completed after the deadline.
expectations.

— task not accomplished at all.

page 6of 12
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" NPC Circular No. 20 : : e
“'Re: 'Revised NPC Strategnc Performance Management System T

100 PERFORMANCE RATING The performance ratlngs of FG/Department/Dlwsuon/
" Individual shall bedetermmed in the followmg manner T . E :

0. 1

10.2

104

10.5

t i ’, 6 November 2018 ,:

r
ik
l

Each MFOIKRA IS aSSIgned a correspondlng relatlve welghtlperformance =
" measure based on the nature, complexity, difficult level, and process mvolved -
“in dellverlng such performance target The aggregate welght must not e'xceed o

100%. E

‘Actual accompllshments vis-a-vis performance measure (quallty, quantlty,
E tlmellness) and performance targets shall be rated usmg the 5-pomt lratmg
- scale R : O .

103

The raw score for each MFO/KRA shall be multlplled by the relatlve welght to‘;
: obtaln the welghted ratlng for each MFO/KRA ' o

The average of all lndlwdual Perforrnance Ratlngs shall not go hlgher than

. the performance ratlngs of the Department/Dlwsmn where they are grouped/'
, assrgned : TR S : :

106

- The Ind|V|duaI s Flnal Ratlng shall be compnsed of the Corporate performance '
"~ rating, the FG performance ratlng, plant performance rating (if appllcable) and
* the individual performance rating. The table below shows the performance -

e factors and the percentage welght allocatlon for dlfferent ratee groups:: :

el PERFORMANCE FACTORS AND
PERCENTAGE WEIGHT ALLOCATION PER RATEE GROUP

: Sl , : ST Performance Factors & e
“Ratee Groun | Percentage Weight Allocation
Ratee Gr ouP L Corporate | .. Fg' : = Plant Individual
B e T - . - Performance Performanoe Performance Performance
President - - . ... . - ' 100%" ‘ F ;
| Sr. Vice President/Vice President |- .~ | o L 1
/| Sr. Dept. Manager, RMS/IAD. -~ . | - " e agey ‘ o i
| Dept. I\F/)lgr.,"Ofﬁge of the CorSec ' | 35% S 65% S t
Chief of Staff, Office of the Pres. o Tl '
' | Head Office L e e :
e Managerial: 1 20% | 40% | o '40%»
s Supervisory. & Rank-and File 5 20% |0 30% o) ; . 750%
.| Mindanao Generation PR R e I A S BT S
SupportGroup - - - i S B O o
‘e Managerial . . ‘ S 20% | 40% s 40%
e Supervisory & Rank—and Flle\ 5 20% 0. 30% ) -50%
Operations Group © "0 R RCC TN R R P L S
‘e Managerial a - 20% -20% - -40% 20%
* Supervisory & Rank-and-File | 20% | = 20% - 20% - | 40%
| Small Power Utilities Growp |- .. | oo
) SupportGroup . A : T e L S
e Managerial =~ - | 20% | 40% | 40%'
. Supervnsory&Rank and File: ]~ 20% | :30% e : -50%
‘Operations Group S : : L s I
* ‘Managerial . ) -20% | 20% 0 | 40% | 20%]

. Supervrsory&Rank and-File 20% . 720% |  20% . 40% |
: ‘ ’ TR T |

i
L .
page?of112
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The sum of the welghted ratlngs shall be the FG/Department/Dlwsmnllndlvrdual R =
Ratlng L , -
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NPC Circular No. 2012 - Oi; ;6 November 2018 ’ R

Re: Revised NPC Strategic Performance Management System

11.0 KEY PLAYERS AND RESPONSIBILITIES. Below are the key players and the

~ delineation of their respective tasks and responsibilities:

KEY . :
PLAYERS COMPOSITION RESPONSIBILITIES

SPMS President and Sets Corporate performance goals/objectives and
Champion CEO performance measures;

: . Assesses and approves Corporate and FG
performance commitment and rating.
Performance | PMT - Corporate | 1. Set consultation meeting of all FG Heads to
Management . discuss targets set in the FG Performance
Team (PMT) Chairman: Contract/Office Performance Commitment and
. VP-Corporate Review (OPCR);
Affairs Grp. Ensure that performance targets and measures,
as well as the budget, of FGs are aligned with the
_Vice Chairman: Corporate target and budget; '
VP-Admin. & Review and recommend approval of the FG's
Fin. Grp. performance commitment and rating to the
President;
Members: . Act as appeals body and final arbiter on
FG Heads ~ performance management issues of the
PGEA Pl'ESldent ! Corporation; )
'EXAI President Identify top performers and provide inputs to the
' PRAISE Committee for grant of awards and
incentives;
Adopt its own internal rules, procedures and
strategies in carrying out its responsibilities
including schedules of meeting and deliberations,
~and delegation of authority to representatives in
case of absence of its members.
PMT- Functional Review, calibrate, and validate the performance
Group targets and accomplishments of Department/
Division/Individual; )
Chairman: Adopt its own strategies in carrying out its
VP Concerned responsibilities including schedules of meeting,
deliberations and delegations of authority to
Members: representatives; o ‘
Sr. Department/ Recommend approval of the Department/ Division/
Department Individual Performance Commitment and Rating to
Managers the FG Head. -
Secretariat
(To be designated
by respective FG)

PMT Corporate Monitor submission of FG Performance
Corporate Planning Contract/Office Performance Commitment and
Secretariat Department, Review (OPCR) using SPMS Form 1;

Corporate Affairs Review, calibrate, and consolidate the

Group performance rating of FGs based on reported

accomplishments against the KPIl/ “success
indicator, and the allotted budget. The result of the
assessment shall be endorsed to the PMT;
Conduct annual corporate strategic planning and
performance review conference;
Comply with the reportorial requirement of the
GCG with regard to Corporate performance
evaluation;

page 8 of 12
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Re: Rewsed NPC Strateglc Performance Management System

Key Players | ' Composition

" Responsibilities | |

"Human Human Resources 11.

" Resource - Department

Management S
 Office

|

Mo‘nltor'”and' ‘ensure the submlssuon of

-accomplished OPCR and IPCR by respectlve

_groups/offices.

- Review ' the summary List of lndlwdual' .
o Performance Rating to ensure that the average '
" performance rating of employees is equnvalent

. to or-not higher than the Dwnsron performance
rating.

Provide analytlcal " data " on retentlon

“skilllcompetency gaps, and develop tralnlng

: mterventlons that will form part of the HR Plan

o ~-Heads/Sr. -

' Department/Depart

elcdssT ment o
1 Managers/Dwrsnon 2.
‘Managers -

Raters . | President/FGv B I
: S ! - implementation of the SPMS within his FG by [.
- cascading the MFO targets and measdres up to'}|

. rindividual employee S
‘Implement  strategies and actlon plans to

: : | ~
Ensure “the - effectlve : and \effcrent ‘

_facilitate the attainment of performance targets
Provide enabling environment/ lnterventlon/
“coaching to lmprove mdnvrdual and ]team

- performance.

“Regularly " rev:ew S performance

accomplishments -vis-a-vis targets and comply‘

“with the reportorial responsibilities as mdlcated
gln this Clrcular ‘ :

"Ratee | Individual ’Act as- partners of Management and tLelr co-
: e B Employee - employees in meetmg their performance targets

i

120 USESOF PERFORMANCE RATINGS

121 Salary adjustment due: to"y

i
|

mentorlous performance : Incumlpent

- Officials/employees belonglng to top 5% |n a glven year shall be granted

salary adjustment as foIlows =y

12.11 Two (2)- step mcrements may be granted to quallt"ed

- offi cual/employee who has attained two (2) ratings of “Outstandlng

_'durmg the two (2) ratlng perlods w:thm a calendar year o ]

1212 One (1) step mcrement may be granted to quallfed
o offi cual/employee who has attained one (1) rating of “Outstandlng

o and one (1) rating of “Very Satlsfactory or two (2) ratings of

llvery

e Satlsfactory dunng the two (2) ratlng perlods wnthln a calendar year

12.2 Securlty of tenure of those holdmg permanent appomtments is not absolute" |
but is based on performance. The following rules are consistent with Rule 20
of CY 2017 Revrsed Rules on Admmlstratlve Cases in the ClVII Service: L

12 2 1 Employees who obtamed Unsatlsfactory ratmg for one (1) ratmg
_ period  or exhibited poor - ‘performance within the fi rst three (3)

‘months of the ratlng

‘period - shall be provided appropnate‘

'developmental intervention by the concerned CC Head/supervnsor in
. coordlnatlon with HRD ‘to address competency related performance»

‘ gaps .

K pa‘ge"90f12 .
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12.3

- as approved by the President and CEO.

12.4

12,5

12.6

If after advice and provision of developmerital intervention the
employee still obtains Poor rating for the remaining months of the
rating period or Unsatisfactory rating in the immediately succeeding
rating period, he/she may be dropped from the rolls. A written
notice/advice from the President and CEO at least three (3)
months before the end of the rating period is required.

12.2.2 An officer or employee who is given two consecutive
Unsatisfactory ratings may be dropped from the rolls after due
notice. Notice shall mean that the officer or employee concemned is
informed in writing of his/her unsatisfactory performance for a
semester and is sufficiently warned that a succeeding unsatisfactory
performance may warrant his/her dropping from the rolls. Such notice
shall be given not later than thirty (30) days from the end of the

- semester and shall contain sufficient information which shall enable
the officer or employee to prepare an explanation within a reasonable
period specified in the notice. This period shall not apply to
probationary employees.

12.2.3 An officer or employee, who for one evaluation period is rated
Poor in performance, may be dropped from the rolls provided he/she
has been informed in writing of the status of his/her performance
within fifteen (15) days after the end of the 3rd month with sufficient
warning that failure to improve his/her performance within the
remaining period of the semester shall warrant his/her dropping from
the rolls. Such notice shall also contain sufficient information which
shall enable the officer or employee to prepare an explanation within
a reasonable period specified in the notice.

The PMT-Corporate shall validate the Outstanding performance fatings and
may recommend concemed employees to the PRAISE Commiittee for grant of
awards and incentives. Grant shall be based on the final ratings of employe_es

Performance ratin‘gs shall be used as basis for promotion, training, and
scholarship grants and other personnel actions. ‘ '

Employee who is on reassignment/promoted/transferred to another FG/
Department/Division shall be rated in said FG/Department/Division. The rating
of employee during the rating period shall be consolidated by the FG where
employee has spent majority of his time during the rating period.

Officials and employees who shall be on official travel, approved leave of
absence, or training/scholarship programs and who have already met the
required minimum rating period of 90 days or 3 months shall submit the
performance commitment and rating report before they leave the office.

For the purpose of performence-based benefits, employees who are on official

travel, scholarship or training within a rating period shall use their performance
ratings obtained in the immediately preceding rating period.

page 10 of i2
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’ 12 7 Employee who is on detall or secondment to another government agency shall N

- 13.0

140

EAPPEALS

be rated in said agency, copy furnished NPC. ' The rating of employee during . .
; the rating period shall be consolidated either- by NPC or the other‘agency, » ‘
: where the employees have spent majonty of thenr trme dunng the ratlng perlod S

_IMPLEMENTATION SCHEDULES The attached SPMS Calendar (Annex D) shalli SR

- -be adopted in the |mplementatlon of this Circular. The conduct of orientations for all

- officials and employees covering the revisions on SPMS shall be done within ’one m .

~“~month upon ‘approval by the CSC of the revisions on the SPMS pollcres ]P|Iot
‘Testing of the Revised SPMS polrcres shall be done on the First Rating penod

.|mmed|ately succeedlng the CSC’s approval of the Revrsed SPMS c

The conduct of Annual Strategrc Plannlng shall be done ,wrthm the month of
‘December for commitments and targets for the next performance rating penods whlle

Performance Review. Conference shall be done seml-annually, i.e. within the month

-of July to cover the January to June performance rating of the glven year and within
. _the month of January for the July to December of the grven year

-3\141 FGIDepartmentIDMswn Performance Any lssue/concern on perfomtance

- rating shall be discussed and decided. during - the - Performance Revrew,
- Conference between the Rater and the Ratee. Thereafter, the PMT shall
- recommend the FG rating to the President and CEO who shall decrde on' the
“final ratmg, whrch shall no longer be contestable R r :

14.2 f'lndlwdual Performance

L 14.2.1 Indlvrdual employees who feel aggneved or dlssatlsf ed with thelr final -
- performance rating can file an appeal with the PMT wrthm ten (10)
,days from the date of recelpt of notrce of their Frnal Ratlng

- 14.2.2 The PMT shall decrde on the appeals within one. (1) month from . -
' receipt.. The decision of the PMT may be appealed to the NPC B

1-]Presudent ‘Within fifteen (15) days, .the President shall decrde on
o appeal which decrsron shall no longer be appealable ' ‘ :

14.2.3 Ofﬁcrals or employees who were dropped from the rolls due o
" . Unsatisfactory or Poor performance rating can file their appeal to CSC

. or its regional offi ice within 15 days from recelpt of the Order or

f 'Notlce ‘of Separatlon '

14.3 - Funct|onal Group or lndlwdual employee however shall not be allowed'to
protest the performance ratings of other FGs or co- -employees. Ratrngs

' obtained by other FG or employee can only be used as basis or reference lfor '

: companson in appeallng one s FG or mdmdual performance ratlng

j‘l4.4‘ ’Where appeals are comrng from the off‘ ces of Corporate Affalrs Group and

- Administration and Finance Group,  the PMT. Chalrmanshlp and Vice
Chalrmanshrp shall be adjusted to promote lmpartlalrty ,
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NPC Circular No. 201; - b‘z’ , 6 November 2018
Re: Revised NPC Strategic Performance Management System

15.0 -SANCTIONS/PENALTIES. Non-submiss'ion of the OPCR and the IPCR shall be
ground for: ‘

15.1 Employee's disqualification for performance-based personnel actions such as
promotion, training, scholarship grants, awards, incentives, and performance-
based salary adjustment and bonus, which would require the performance
rating for the given period.

15.2 An administrative sanction for violations of reasonable office rules and

' regulations and simple neglect of duty for the officials and employees
responsible for the delay or non-submission of duly accomplished SPMS
Forms 1 and 2.

15.3 Neglect of duty for failure to'comply with the required notices to individual
‘ .employee of their Unsatisfactory or Poor performance during a rating period.

16.0 REPEALING CLAUSE. All circulars, memoranda, issuances which are inconsistent
to the rules/guidelines prescribed in this Circular are deemed superseded.

17.0 SAVING CLAUSE. Cases not covered in this Circular shall be referred to the Office

of the President and CEO thru the Vice President, Administration and Finance Group
for resolution and/or appropriate action.

18.0 EFFECTIVITY. This Circular shall take effect immediately.

Annexes:

Annex A — SPMS Form 1 - Office Performance Commitment and Review (OPCR)
Annex B = SPMS Form 2 - Individua! Performance Commitment and Review (IPCR)
Annex C — SPMS Form 3 — Performance Monitoring & Coaching ’

Annex D - SPMS Calendar )
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i period -

NATIONAL POWER CORPORATION
OFFICE PERFORMANCE COMMITMENT AND REVIEW (OPCR)
- {Functional GrouplDepartmentIDivision Performance Contract)

Head of the

.20

fo

Name & Signature of Ratee

MAJOR FINAL OUTPUT

Date

Name & Signature of Rater

Date

Hlll’lel H

SPMS FORM1

. commrt to deliver and agree to be rated on the attainment of the following targets in accordance with the indicated measures for

SUCCESS INDICATORS
(Targets + Measures)

(Key Resut! Areas)

ACCOUNTABLE

ACTUAL ACCOMPLISHMENTS |- .. %

Allocated

DIVISIONS/
Budget

INDIVIDUALS Quality

RATING*

Welghts
per MFO

Quantity | Timeliness

Quality

Quantity { T'liness
(6) |- (7 (8)

Average
(9=Ava §,7,8)

AVERAGE
RATING

{1029 X 6)

REMARKS

|mFOIKRA 1

Quality Quantity |Timeliness

- |mFokraz

MFO/KRA 3 -

Final Average Rating:

Adjectival Rating:

Start of the Rating Perlod

Assessed by Functlonal Group PMT Seeretariat'

End of the Ratlng Period

Revlewed by Chair, PMT Functlonal Group

Start of the Ratlng Perlod

End of the Rating Perlod

Date: o

e Name and Signature

' Name and Signature

Date:

Name and Signature

Date;

Name and Signature

Date

%
Ratlng - Allocation

Corporate T X

Functional "~ “x

Indlvldual

Approved by

Fmal Ratlng.
Ad]ectival Ratlng'

|pate

President and CEQ

il

*Rating Scale; 5 Outstandmg,4 VerySatlsfactory,3 Satxsfactory,Z Unsatnsfactory,1 Poor

NOTE: For FG Performance Rating, Ieave blank the "Rater" portion above. Assessment shall be done by Corporate PMT Secretarlat, to be Revlewed by Corporate PMT




FlleCTIONAL GROUPIDEPARTMENTIDIVISION :

NATIONAL POWER CORPORATION

INDIVIDUAL PERFORMANCE COMMITMENT AND REVIEW (IPCR)

( Individual Performance Contract)

20,

1, cpmmit to deliver and agree to be rated on the attainment of the following targets in accordance with the Indicated measures for the period Mo

Annex B

SPMS Forni 2

N

Date

. (Signature over Printed Name of Ratee)
Re;vlewed By: Approved By:
Immediate Supervisor/Rater Date Head of Department/Group Date 3
' PERFORMANCE RATING
MAJOR FINAL OUTPUT {reLaTIVE SUCCESS INDICATORS ~ Actual (S-point Rating Scale *) REMARKS
(Key Result Area) WEIGHT Performance Measure Accomplishment
Performance Target Quality Quantity Timeliness P Quality |Quantity Tllnessl Average
Strateqic Function® * .
Output 1
Qutput 2
Output 3
Core Function ***
Output 1
Qutput 2
Output 3
TOTAL 100%
FINAL AVERAGE RATING
Comments and Recommendation for Development Purposes
Discussed with: Assessed By: Reviewed by: Approved By:
: I certify that | discussed my assessment of , %
the performance with the employee. ' Rating  Allocation
Corporate b 4 =
Functional X =
Individual . X =
Ratee Immediate Supervisor/Rater Sr. Dept. /Department Manager v Functional Group Head
Final Rating: :
Date: Date: Date: .
Adjectival Rating: Date

'. * ﬁatlng Scale: §-Outstanding (0); 4- Very Satisfactory (VS); 3- Satlsfactory (8); 2 -Unsatisfactory (US); 1 - Poor (P)
Strategic Function refers to output given to an Indlvldbal/group that are linked to the priority deliverables of the Corporation.

oke Functlon refers to output of an Individual In the performance of its duties and responsibilities with reference to its statement of functions/job description.

(%]




; R e AR | S S o : -‘j". : Annexc .
o L | S R smsFonms

PERFORMANCE MONlTORlNG AND COACI""NG E i e S L R >
i (To be used by the Cost Center Head) ' B : I
‘ T : Check appropriate box:
D 1st Quarter
(] 2nd Quarter
[ ~3rd Quarter :
‘ 'E:I 4th Quarter, -

* Cost Center Name
Cost Center Head
No. of Personnel

‘ . ) S R N ) . ADOPTED MECHANISM (v) - | I S REMARKS/DETAILS

L R S B : DATE | . F : ~ : ‘ 5

ACTIVITY| KEY RESULT AREA | TASKACTIVITY NAME oF EMPLOYEE | M°%U" | 6.0, | Mem | others | Meeting e | others :
e , o e -|CONDUCTED] - . .- o e | og (one ] R N R § Group R Memo : o e
: S Sl : : a TR cncna | P | (Specify) ' | (one on one) | : ~ | (Specify)

: Monitoring

Coaching

Submittedby: - - -  DatesSigned: . . Notedby: .~ oo ‘Date Signed |

Cost Center Head. = - P R L R R Department/Sr. Department Manager




i STRATEGIC PERFORMANCE MANAGEMENT SYSTEM (SPMS) CALENDAR

Annex D

STAGEACTIVITY RESP. GROUP/ YEARO YEAR 1 YEAR 2
INDIVIDUAL SUBMIT TO DEC | JAN | FEB{MAR| APR|MAY| JUN| JuL | aua]serrlocT | Nov] oec| JaN | res | mar] apr| may| sun| s | aualsertoct | novloee] san] res] mar
1. |Performance Planning & Commitment
: ManCom/

11 |Annual Strategic Planning Functional Group P q

1.2 |Submission of FG Performance Targets to Corplan as h h
Input to Corparate Performance Targets for the All Functional Corporate -
succeeding year, Groups Planning Dept.

1.3 |Mancom review and endorsement to the /NP Board for. ‘ —_
approval and submission to GCG of Corporate a &2
Performance Targets for the succeeding year . PMT NP Board J

1.4 |Performance Scorecard contracting with GCG C°"p°c§;i:‘ffalrs GCG ] -

1.5 |Performance Targets Cascading and Contracting
1.5.1 |Functional Group Performance Targets Setting *

1.5.2 |Depariment Performance Targets Setting All Departments
1.5.3 |Division Performance Targets Setting All Divisions
] 1.5.4 |individual Perf.Target Setting & Contracting Employees
2, |Performance Monitoring & Coaching
2.1 {Submisslon of Performance Scorecard, Quarterly All Functional L h h
Accomplishment Report to Corp. Planning Dept. Groups | . | ]
Comporate n n |
2.2 |Submission of Quarterly Monitoring Reports to GCG Planning Dept, H H |
3. |Performance Review & Evaluation -

3.1 [Performance Review Conference. ‘ i i ’l
(Review & validation of accomplishments versus targets of PMT/Corplan r
FGs/Corporate) : .

3.2 |Review & validation of accomplishments versus Dept/Div. h h L
targets of Dept/Div/individuals Managers

+ |3:3 {Submission of accomplished NPC Annual Scorecard Corporate

' to GCG Planning Dept. |
4. |Performance Rewarding & Dev't Planning PMT/HR h H
NOTE:

1. Orlentation for all officials and Employees shall be within one (1) month upon receipt of the CSC approved revisions on the SPMS Policies.
2. ~Pliot Testing of the Revised SPMS policlies shall be done on the First Rating Perlod Immediately succeeding the CSC's approval on the revised SPMS policies.
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 May20, 2019

MR. PIO J. BENAVIDEZ o

President and Chief Executive Ofﬂcer : { R"g;'é—;\-:—'-; .
National Power Corporation . . =~ g 2«00 &t BY'
Diliman, Quezon City -~~~ o e e DATE:

" Dear President and Chief.Exeeutive,Officer' Bena\ridez: e

This refers to the proposed Strategic Performance Management System (SPMS) of t !
National Power Corporatron (NPC) whrch was resubmltted to this Off ice, for appropnate
~action. ! , ; , T

’Evaluatlon of the proposed NPC SPMS shows its complrance wnth CSC Memorandum
Clrcular No. 6, s 20121 Thus the same is hereby APPROVED ‘

b We look forward to the successful |mplementat|on of the NPC SPMS

| Verytruly ydurs, |

ALLO-CHICANO

CC:  DIRECTORINDICKN.ECHAVEZ .
CSCFO-BIRCOAHOR

- 1Guidelines i in the Establrshment and lmplementatron of Agency Strateglc Performance Management System
f(SPMS) : : o

Bawat Kawani, Lingkod 'Baya‘ni‘ "

Q@ # 25 Kaliraya Street, 1113 Quezon City = 740—841 2 +740-8459+740-8452 Fax: 781-4097 ' B8 roncr@csc.goviph @ wvllw.c'sc.g’ov.ph
|
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