Republic of the Mitkppines
VL. SERVICE COMMISsON
v Hatkonal Regird
25 Falirave Street, Cyners « Cy

T e i e s

January 02, 2008

Ma. EDITA 5. BUEND

Admingsiralor

HNational Electrification Adminisirat
57 MIA Read, Govermnment Canter
Diliman, Guezon City

Dear Administrator Busno:

Thank you for resubmiting the Performance Evaluation System (PES) of the
Mational Elecirification Administration (NEA) for approval by this Oiffice

A review of the MEA PES shows substantial complisnce with Civil Service
Commission Memorandum Circular Mos. 13 and 25 series of 1999, The
same s hercly approved with the Commission's seal affived on avery page
thereof for adhentication,

We fully support your endeaves in effecting sound personnel management at the
Hational Electrification Administration

Very truly yours,

-
U/anss D. PADILLA
Mrector Iy

W Trunk Ll THOB02 & Fay Nember: 7814007  [57e-mail apasiilleriinfo.oom ph  mibgesciinfooom.ph



NATIONAL FLECTRIFICATION ADMINIS TRATION

PERFORMANCE EVALUATION SYSTEM

Toant 6 CSC Ressiiton Mo, 9172 and CSC Manorndn Cires No. 11, 5

9, e

Rectificion Aduivisiation beechy  sdopts this v

'
mr_.mnm\mm Systom (PES):

Lo roncis

6

et eres 0 the pinipk o performancetaod scurly
nfk'-! 1 o malrvation al bsis for incentive 1o K
tioms o thase

*MK"
e timcly subission of the Pefnmance Evnllulm quwr rER)
‘a0 for ot fisble wncatis ooy soad

e D opeTics o sharsd convmiteets el okjective
s of pemance. renils, Peformanee Tagets ang
e uned fo the organizatons! manwdate s gy
wc.wm Wik the action plan of the wses" conceme g
el P by managcscni, sopertsoes and cmplopees.
Fesognizes the wilization of » evoes rating scheme
wnk».mmmu..wmmwmmmw

The syt promoics rmespascocy i provides mechandars o
mnmn-m.marmnmmu magrecsocns

e s 12 e i deteminiog approuiste g
"l o for cwployoe  performancel

e systn proides appespiste mployes rintation 1 e
effective sysiem impemenaion,

0 omECTIVES

il scarids. et i o with the agency's obiectives and

To impeove the mansgensent of sy mmoutees by hepiog
reskize aud witize i Rull potentiale in carrying out
the agemcy's visian, missio i ok

To provide infurmation 1 eaplogscs, supervisors and Pusagers
for s i wvork velated decisions:

o fotr an clictive working paccrsti . sapevisers,
complayees, suboieotcs, and pesr




S Tomecl emplayees' needs for growih 0 developmcn g
raining aml other carccr dovelopment prog;

3 Turmww)mlwpﬁlﬂwrmnmim-Mm
actions such as promation,
mmwnm il dminisetve sanections; snd

L

and eswants provided wade the appeoed Prograem on Auwands and
Incentives for Service Hscellmce (PRAISE) mnd niher retuiad
programs.

o hes Agency.
UL DEANITION OF TERMS
L Performance Bl sp-m(-m.mmmwhmn
ol prces of g ptonines largess md perfommance
sandinds, the evalution of emplayecs” performance. and i
implemestation of a bulln footback mechanism in sppricing
individus esali.
2 Performance refirs 1o e scemplii oipus of 1 i
emmphiyes measered spaest work standands s trpets
3 Crideat Factos rolec 10 the competency andbebvios
imensons st affc e o peremnce of e coplyen:

. Performance Standards rofer o iho yandstick agsine which
performance js ieasared

3 Performance Measures et 1 the chements of quanity, quabity
2 imeliess by which cnployee. perforenance is spprmised

6 Performance Indicators refer 1 th specifcarions of e kind of
outpats o be achicved,

T Orpmimiend Tupss wohr do e ssmal exposol
Pccomplisbment sct 1o achieve objeciives.

% Bevloye Targt e bt mamberofplnned sttt
Ho'be perfarmied by the raee wilhin 2 given rating perid

o y efees 0 s maraber o
scrvices evdercd within a given perio.

0. Vlﬂlwmmghlh:mmmy,rdwqh,.slrm\wm
ccepiabilty, . of the ccomplisenl

11 Tleno refers o thespeed by which the outpitservieeis donc or
delivered. 4 S

n P(Nmi“irﬂu'lhnkumlmm:dlme
forevery ask 1o be uctaken, base] 1 the s peapis



[ alkocated for it be
evalued

1. Overall Rating Seake rofers o the sevies of ratings with xivalent
jecival mling for every wore scquired by summing up e
a0 ctical i scores.

15 Critical Ratiag Scate efers i the gradstod rsings with
sl descripacn of o el Tt 1o e

16 Self-Rater refers 1 the enploge hose performance will e
nssscad, evalanieg o e e e himself s i o

Pentocmance ad i

. nbeeor Rte el eIt it peion o
18 Exnployoe Ratce ho rsies the lticr in both Performance and
Critea Foctors.

8 imn.hnnhmﬂmmwmlkm\m
1 direc supervition of the emplayee ratee concerned, Heishe ey
the laler wdew the i of eriteal fctery.

19: Poer Rater refers 10 the co-ctnphoyee with the sme position e
ot finctioally. rlaicd posiions of comparsbe eveh whot ity
Bave ither mm«mmmmn«mmmmm
e, Holshe ratesthe ttes umder th e o citca facors.

* Dl working retondip. The wonks ofthe sl aer
one depudcnt opon each ofhcr forsupport or
in Mlﬂn‘mmllmwlﬂ\nw‘mﬁﬂhﬁ\lm

0. Fiest bevel posions. shall include clerical, s, crat and
custodial service posit mwi-immlv.mmhswruw
professionai

B Sccnadlevedshall nclife professions], ochnical and secatifc
poslions which imvelve ? rofesions, el or it ok
ina pon-spervisary or o Tk rquing o e e
Yous o coleg work o v
IV SCOPE AND COVERAGE

e opplics 1o ol carver am nan-<¢areer employoes e the first
m-u-u positons.



RATING PERIOD

Pesfosmance evalustion is done fioe i of e () ot (o
o who o o esve) o & i f o (1) yea,

PROCEDURES

A Cresion; & <)

it of Office Ondes No. 2004493, a Pesforrance Evakstion
ieview Commilice (PERC) and  Sub-Performance Evalvation

Rorew Covunitice (Sub-FIRC) are hereby  crealod  with

compasition and commerated:

and respsibiies hereunder
L Componition
The PERC s compased ofthe foloning:
Chalrman - Diepoty Adwinisrsioe for Conporat
Resources and Financisl Services
Viee Chaliman  Dopt Manager, HR. and Ademimistrstion
Members Depanncor Manages o pesmaneon
aibevizod represcotstives:
et Ao & Qunlity S Manageme
+ Copoenc Pl
+ Daglering
- oo Deveoprcat
- M—wwm.lmﬁw
Represcniaive
+ L“Elhwuuﬂmnr
Secvetariat HRMD Mansger aad e 1) staf
RC i composst of e foflosing
Chairman HRMO Massger

Viee Chalrwian — MAG Repseseriaiive
Mesmbers Dirision Managers ar authorized represeniatives:
Frex il 08
nancisl Managensent Ausit
r-.m.w poc iyt
icst Operniions

D’PPIIMHM magemst Developiment
Database Masgerment and Program Control



2 Level !mlv:
1" Lovel Represmmiat

Secretaria oo (2) HRMD start
11 of officodivison mnagess are susomatic mesmbers of
the SPERC duing the roview of ther sbmioter
el e, st and g

L Respousibiliies

The PERC b taskes 151

5 revewthe, wwml,nu rocommiend modifications
eherant o oo i

b review performance trgets;

€ evaliae work sccomplishments 3o performances;

G miw mieatically and determine  the finsl rating of (he
emploecs;

© dlegte anoriy o represeenives,n case of shances o s

£ mlopt e oo nkevl oo, peocdures s s i crying
ol the here responibilies;

® roview sl ach with finlity on the subsmited. outpess of Sab-
RC: and

B act st an sfjudication board in'cases of ppeats.
The Sub-PERC bs tasked fo;

* roview the peromance standants sdopisd for cach duty of 4
positin i the o Terentoegizational units i the Agency:

b e the adoption of uniform standands of messurements in
i s ek i podton, | et simir
functions sed werking unde the e conitiass

< design the Performance Target Form (PTF) and the Perfrmance
Evalaation Feam (PEF),
The Secretariat s tasked to:

& schodule mectings
B prcpare the minotes of meci
e mlhehmunf‘bcmwnlq‘m



Seting of Performance Targets a0d Sandants

Organizssional Targets

muunm\mnl‘mmlmmmm:
tha the lat qustcr of he

Employes Tarjets

The submissian of the employee targets to e RN Divion

ot ot than the second week of January for the Jome
ratng period o ot Rt 1han the o -mko“-uhm:

July-Deccrmber raing period, wsing he (PTF)

Femployes targes are based 0 the Agency tayels amd messared

with 3 stsndicd i quanciy, quality amd time.set by, the mesin]

agreement of s raes and the ratce.

Setting of Perfemance Standanls

among the enployces by occopaional grocpings sad o cose

wommu-n wilk the smb PERC. The ltier is responsible in
suboitiog. he. writcn 0y o e it

mmmwmme

For thin purpose, o sct of General Standanls s beschy inchodod
CAmnex A)

Confirmatica
Subrmiliod cmployee performance targets see confime by
the PERC withie 15 days afler receipt

< Failaro 10 act on them within the prescribed pesiod will
make them Gl and valid

The PERC stamps Sefeaion of evien and confimation
10l scceptable tangen

Modifications

Comfimmod pltinod targets can be modiied w5 retargeing can be
oo befoee the e of every atog peiod orthe fotloming:

For emplogees asignal 1o athce s or 10 specal ask
foects ox are given addiional asignmcts rebted 1o e

mmwummmt due 0 unsveible
interml s external i



Far targsts which need to b modified due 15 agency
s prosiies

Tl PERC sad the M Difvision shallbe provided with  copy of
the modified tavgeis fi reconfimmation.

Program Review
“This pricess imveves  discussion between the soperviso snd the
bordinate wing the fllowing sepa:

Subonfimate:reviews the frogaess of all the jobs asigyed ta
Kb,

The superviso reiforces peogress o e pob goats sready
sccomplished by recognizing employee's clfos. and
praisieg hinvher o seciflc achievements,

Both discuss gils and stanctands ot being et and idceefy.
causes; and

= Both idenify and agree on appropriste action o overzome
o of difficslis.

A Bighlyintersctive. perfommince. appraiss] discussion and feedback
mechanise sr¢ foquived tn foster belier working, relstioaship betweens
Epervinay and smbondinstes.

The smpervisct it expecid 10 ondertake fhe Following mjor sieps in the
appraisal discussion:

- Establish rppet with the subondinste canployee
- Getthe cmployee’s views of hisher own pesformanze:
Prcsent Iisther overview willh cmphasis on sirengths and
= Gt reactions from the.
- Discus v of sgpcement and disgrvemen, ifamy
- Resolveany difevemces
Sommarize sad conclude
w:mw:!m rating, stscngiks secd

dvolopument anes fox iprovements
Ackmnwleudpe agrecment by signing the Report Form

o et the scess of the discossion, he spocific ks st he
Ot conployee st play see herehy set.




& Rate's Rol:

Summsarize isber achieverments and/or faiturcs for
b ol e peiod;

D the raing b thinks hefshe deserves,

Offer suguestions @ improve  hisher own
prrformance;

" Dffrsagscaion om b ister saperisn ca el
bimyber more

e and dfecive; and

Liskcn 10 the memager's concems and make fl e

peograma that the mamager may.
recemmend o fmprove bister performanee.

b Rater's Role:

Maks the emplover focl 4 emc dwing the
disvssion;

Inloem the rateo and the rie's smperviser on
helir o e the 16 i g o
Stmauize the emplayee's pesformance doing the
iing pesind; it

Defend the ming. beshe thinks the_ensphoyes
deserves,

Glee ioper depee of paiss and constctive
Listen 0 employec's concem

Frovide cncourngement and motivation.
Counsel o improveancod sevss

cmployec's sckmoulodgeneet of e
r-wvhm sruing

uvw'-\x

“Wpﬂhﬂm b plad Sl
from the service,



Wi 2 notice (0 an employee with a poos performance st
e thmthe 4% it o the currt raing psid it

i on s part 1 comgly with the rqied naice
shall b g foran i strativ affense of negloct of
duiy,

VIL - MECHANICS OF RATING

A lershal Pofomsance:
Each cingloyee is rated on the basis of the bevels of performance
st below:
Memical Rating Adicctival Ralng Dessiniion
w0 Ouistasting “This raing i given to an employee
whase exceedod hisher
fargets by 30% The omployer ssmassed
ol roquirements with minesl guidance
and  direction.  Histher pemeraied
oulcames are definitely superior amd
have positively affecied the over-all
Perfoamance ofhisher it
o
0
% Acceplable Thi rating s given t0 an employee
whose et 100% or
exceodod by al nsost 19% of hisher
nsqluiw tasks achieved

Hose
objectives in a satifictory mammer



Compenenes o i

altbough the_quiity of vesput or
timing. of aceamplishmests on both
may be further improved  Choser
swperviicnmay be neded o
Srcamline priority tasks.

Unstistictory Tty gven o m enpe:
whone

et below 100%
bt ot mmnxafmmm
ropicivenis. Reslls were less than

=

wrml‘?]mx‘

formance
Part |- Perfomance is given & weight of 70% of the
‘overal mting of the exsployee.

Part 11 Criical Factors
Pt

A - Crifieal Factors is given a weight of 30% of the
overall raing of the ewmployee

oo s cormpue the Rating

Supervisor and Fregloyse Reings on Pact 1- Perfosmance

A e scoes e Quaniy Gy s ine
for cach workiactivity for sach




LEVELS

Maliiply each Average Point Scores by the assigncd
24 of wurking time for cach workiactivity 1o gel the
Equévalet Pt Secon (30

A all EPSs of boly the Supervisor Raser and Self
Ratex STPARATELY to gel their respestive total
S for Part

Maliply SEARATELY the totad EPS af both

Supcrvisee Raser a1 Solf Rater by 7% ta gt their
respoctivs Weighted Average Seares (WASs).

Supersisor and Employee Ratings om Part 1l - Critical
Farors

‘The rating scale presenes s (6} crtical Factors for
pan-spcrvigors and son (10) for supervisors sl

For each we fivo levels of

ficssurcmcts w-m o he commponding desssipion
fie cach ovel {Annes:

T ﬁlllﬂ‘m. equivalent point weighis which sre
Wb comesponding level  of
et e

£ ™ L
19 140 180
20 280 360
an am 540
4 60 220
50 700 500
154 an
30 00
600 800
200 )
1200 16

150 W00



. nummumrmum-o-mum
conesponding scores SEPARATELY for
et a3 51 s o e
o e rspective spsce oy
T Muliply STPARATELY. the sl EPS of bodh
Suncrvisor Rsis and Self Rakes by 10% o go s
respecive toal IFS for Part 11,

Subosdimaic(s) and Pecrts) Ratings on Pt 1 - Ciical
Faciors.

. The shove raters shll rae seyuetely the Exnployee
Rm«mmﬂimfmuwmmmhh

B L all e comccpamling seores SEPARATELY
204 ctler e sum o the respective

Oversl Rating

5 AM SEPARATELY the it
Ermployes's Weigiod Average Sewe for Pt | i
Part I s mulliply them SEPABATELY by (he

Rater's Perceniage Weight Allocation 10 gt their
Scores

et Ovta Weghaol

B Muiply spantely e Sabonliose’s 1 Pecrs
Weisbtal Average Scores for Part I by the Raicr's
frinaith e o 1 e
Orvenll Weighted Scores

& Adthe aing for Iservening Task, ifany,

[ o lt Qversll Welhte Scres 1o ot the Tosd

| Score or Final Numesseal Perfommance

o u ot it 1o Mjctval Rating wing the
table el



Numerical Deseription Adestival Raling Ovrall Rasing

Perfonmance eveeeti
Aarees by 30% and above
fthe plaemen targets

Outsianding 95100

Porfomnce exceoding Wbty Conmentie o,
oty 25 5 L o

he i et

Performance excocling Conmciutable i
e by 20% - 2436 f e

planned targets

Performance of 10675 1o Arcrpiable: L)
119% e s g

oot e Uity -0
Perforumamce g so s

el gl Peor Samdbelon

Outsaning
el suryasc ob reitencnis with misinal puidance
and diection, | o outcomes are efiitly tuperior
have positiely affctol ihe ovenll performance of Rosher
it Vigh' scandords of crtical Gctoes
et 1 o
Hights Commendabde
Yieflhe met significan job sequiemcots bopond expecttion wilh
e sepery

whnwﬂlam‘bmmﬂlnm tambads of work.
i wance prodoced

Commondable

Hshe occasionally cxcenod oufpots with overs] pesformance 3
e sbove the expected kovel of productivily. Helshe siiwred b




Asscptable

Helshe achicve objective in 3 satistctery manner sithough fha
r.,.nymmmrwmmmww be
neatal 0 seresm mp.m-ymuwwmm
stawdands of mvek.related crtical fc

Unsstsfctory
Besuls wort I fhn ihe prsietod ohjecves and wot within e
e, s, Cles spetson, i esicd o Gt

Hisfhes cotpts were way below the projected Skl o st 1
mm.uem.mmw»mwum
evidenc 10 thow el can e hish v lenne.
340 o et B oo ok e s el et

Cross aing
Ty Mgty s  cnes rteg s which vl mutipie

AT e ol e, v e, suhordiate aeror pees
ot Each e 5 hocsiod the fllowing percentage weight

Ratsr Q] Weigh
Sopervisse Ratee o
Self R )

‘Saboninste Rater(s) Peer Rater(s) 25%

oo
Perccriage weights shal vary depessding o the following cases
3 If the rater does mot e subondmates. the Percentage.
vdlhuvnrhlmmwlm follows:
Sipervisonsfaee - sy
Self Rater
Perbuely .




3

2 Ithe ratee docs ot have  pee, the percentage weights e
disibuled a5 follu:
SwevisrRae - um
Self - Bater ER
Sobondinate Rater (a) - 28%

Abditionst Fatens

o Tk - et o] ssigrmcots i
ety e to he cmploye™s il

ey Totion 4ol i T done
mmmwmmm 8 periodof teven (7)

£alATE, 1Y O may w4 derpo remeah work.but require
w-m'\k%uwﬂyhlmmmmmw
it on

-a-.t'ﬂ\m:e ofthese ks wil b beuhnr-n-l oo
erganizationsl eperation ami.

andor

A maxinss of one (1) posnt lh\llemdlo\heumu
verall rating peoivided hat the shave,

en
Onder or by m Office Memornim. The sstputs of e g
Commtees have Boen_ complsed witkin (he given. raing
peiod

conitee cha
Mmoo heie esictve mamben e o L
w\nmrpmlthwmandulmlm&mmm\p The
e b ean be given o tegsli sbuivc slendees
rather_than Hitrerond oMcilly . it I the
Erd i bt sebdory

The ralings of 2 cinpoyee with more than ome commites

e ke bt o e xced e (1)

it spplicsble 10 cmployecs. uafomming
e e

(‘ilm_'«bkinmh-iq the submission of
tpats of ol eventitees comcemed.



2. When 80 Give an Overall Rasing of Oulstssding

An orerall auncrial raing of “Outtading” cbisinod by an
e dock ol ive himiber the stastce that heishe wil
Aesdually acqiro soch cating undess all of the. folkowing

Comions e g

- mdurumunrmmn,mw»ww
exccods roquiremonts. that st
amm\ﬁummmmlhﬁrnq:ﬂ

" in e el s o e il e
cnployee

. ||l¢mvplvyusoumﬂ|)\.\vem impact on the
orgnirst

e 8 tevngh ol d i comutotion with e
 the PERC determines the ity of
vmmgnllmlmﬂ\gmlqglomphywﬂ
RIORMANCE  TARGET  FORMS  (FTF  Anp
FERFORMANCE EYALUNTION FORMS (1:5)
he Herim Resourees aid Admiviskration Depiatmes (HRAD) s
el 1 oxeaig ol ol and crploges o
icomplah ey the perfmanc e vt s
I SUBMISSION 0F reks

i

Accomplished PCFs are ssbaitiol o the HIM Division not bter
i the 30 day afer the e of the rting period 1 give anple
e 1o those who aec rogularly on ficd werk ta prepate iy
repots.

The IRM Division consolidtes all the employee: raings an
PERAre 8 1eport i the TERC comtaining he. sititics o PEY
._mm ot of . econdof o compan md

u.u-n-unnm.mm_...mn,
FERC i 30 daye afer the en o cach ating perioe,

Offcals i coyoss i sl b cm il el el
s of absence, tsining progeans and who

- e e |...mmu.....w-.p-..

it theit PTFs and PEFs b

%0 Ga e ot

Defone they leave theoffice.

For purposes of perforinance-bascd persomel actioes, o

Wh e pot given ol mrnMF:uhlpﬂ'ml e

fetomace. mingt sbaire i

Hoerer, pm-mndulndlpplywlmnhnxcm
with - opplication spgroved by e




The incesiives y
the Propram 0n Awards and Iucentives for Service Lxsellence
P i Bose of deninistrsors.

B sANCTIONS

+ Aduinisrtive action dhall be flod against any superviser
wsing e perfonmmce cyakustion. sysiem o give. umdog
dvaminge o s bnigs 10 the empliyees heishe raes.

* Mmoiarsive alion shall be fied ypine

5% whes e found omjusifably wanting i

- T2 sccessive Unsatisictory eatings sball be o
Erounnt for separation - from the servicc

- mer‘hm(ljmumﬁllhl
EPOUN o sepicn from

perfomsnce evaluatoa reports)
= Any enployee who Fils to subait the PES
Wilhout aecepinbi. reason & motth afer the ¢t deadine
2l ot be eoasidorad far peomotion witkin the given
i period,
XL TRANSFARENCY ON PERFORMANCE RATING
General information on the i rting of e exnployens. per
shall e o
he a0k it employces, suhjoe 0 the prosduresse by et TERC,
B of enpleyees showing theie individual pesformance ratings
Sl s b sttt ol e Fiehd Office ot bter
than e monihs aflr every rting period.
NI APPEALS

. mmbmmm segicved or disssisied wit: their
fnal rating con file of sppeal with the PERC witkin ery
(ilwdlplﬂcr“wydmlclllmnhhd'm i
in i

¢ supervisor.
apecifying what
bt el meumgmllhe together with the
Jsification, and supporting docemens.



mlojecs ste et allowed 19 protest the performance

i, eoemployoes. Ratings obinined by athey
loroes cam anly bo used o basis or sefcrence for

eomspsiace in spyealing oo's performance ralings.

* Dt o g cmpsins and  imposioy

mtlve somciions sl b fn
e T o of  Administrive
Imestigston.

* The PERC shall docide on the appeals within one. manih
o roceips,

MV COMMITMENT

1 by, coenmit i abide by the prowisions of th NEA PES wh
shall be s i the perfomaece evaluation of employecs of fhis
office.

EDITAS. 1)

BT e

o

Mot by 2‘

pue AN 02 206



e fol
prophration of ape

lowing genoral itadards shall be adopted in tie
eific stamdarda for different pouitiona;

GENERAL STARDADS
QUANTITY (VOLOME OF oRE)

180 - Target in cxcecded by 30¢ or wore

- Tuget in cxcended by 352

w0 Targer in cxcooded by 30 303

29 T e .,..r..w.o.a e mows by 131

@ ATV 513N o Cariee 1a” actosplimhed

o - Than 313 of Laviet 1n smaet rausd

QUALITY o7 wETTTER WonR

100 o wistako o deficiencr: avory aspest of
work wnll =l elearly
Dresent s el o i

a0 - or two minor ariors or deficioncian; work
in accordance with lnllnwhl

LIS Lhan two minor srrers or deficiencies
partial revisions n

70 - bumor twn mijor orrors or daficisncies

@ - -

o - woda Lokl reetnions

QUALIFY OF MO KRYFTRN AogTOmeEer
e - moollent Dmiltar Ll wspects of work

W' e OE b mii Stries T e AsicEibe of
ittt pl e i

b
a0 - More than tes abior srxoin 1n the execut-lon
Of the aanignod wark; TRINILA ate acceptable
w O mafor oEror whlcil can ba ovarcoms Chrough
bo agsintance of Lie miperyior
- ihom o o o
50 - Dphazard or rarelons execution of work
ASamRAE S KomILA o PhASCopLble
TIMELINESS
100 - Task comlersd within 1/3 of thy tise
remuired o dlnial 1e
s - witlin 2/3 of the time

ol oa o Eamtin St
- Taak comleied Junt befors the deadlin
20 © ok completed an the 11
0 - 'mask parpially cospleted ac dendiine

- TAK met yar bogm at expected date of
coaptat ton

&b s Vpmastals



CIITICAL PACTORS.

COMPETENCIES
o, specialization.
[ eeblcsienenl omledes

b b rey e imn

e wos and oppli

w oriize actvities, nlici
fuore concifions and. events, analyze probcans aod develop viable aliematives

nalyzzs e validates given inforotion oo mdcrials

sume periodially
u s o the
€ fonmolates and rocwenends realisic peogsoms vl policies
Reomre i, Tise, Mo
leading peopie to achieve the dested goals
& selects ight peopie for spguopeise projects
b trslarcs the coresiprofessionsl groth of the s
e mpnuasnlhusm e b ma'owlus
& time w
fray
¢ ensares ayproprie care and aintenne of office equipmcan snd foclies 10
achieve work hjectives
Commmicotios/Netiorking (#6). fctive expression of ideas in oral or wrilien form
fhuling, thesbilty 10 speece: vt informuaion, nassfance and cvoperation from inferoal
and external bersiness cnviromment,

L ke ey o sy
e
progmmsrol pastrslip
pra oy nu-mnnm sl s external s with respest
1ot ottinment of the
& {epreant e agevcy presstably m sl seclos il bt sxpectin




Jovnivensss Creaifvty (951, Abitly i prodvee s s
el s b e st i, devkes o ways o i
effcicnt nd effective masoer,

a ies 10 el desi, e exploe prcsent

s o gt devetop prescu

B copuimensand takes ks o e the orgamizaiion

e wmg..mwm-t lyzes raphllychanging meeds i the
0. bomesmacy d other enternal envionin,

4 r)ln“ﬂluﬂ\hemwhgnwmwmw

shubymentMecision Afvking. (996 Prompiness and fsmosss in making. sound
iunfgmentibecision se taking sctions whe pevessasy.

b Bk gy mer e
b Situations,

Juiciowly and tmely
P mmxisuwm-ukl-ilr-dnlwm
considers f sencral conserons befire making
Comflict Cril Monagement (9531 AWt to it 5 rcsntve conllits fo

o rs mnny s e ol o the crisis on the atsinment of

8. resogaizes signs of conllics in hiher it
iz -

o
exercises mumnmmmmm
o isahle 1 gencrate stable perfarmance even weader stressfl conditom

BENAVIORAL DINENSION
It (7361 etbics renl
et

intains 1 high bevel of propriety s biscr conuct

5

£ values public s and ntersts

A& ke the rspemsiblitylaceoamtatilicy o the porition

i Relariains. by to mosivate bisber sl for potuctivity and ¢séste an

trzphere of el trut in hiser wokplace as well as get alowg s work,
well with others.

. Superior Subordinate (7%)



ety tstiasicam ok with mpesios: s s Snes: manésing open

lmes, id objectiviy in dealing with crises
e e, i i Fcogizs, Suppots s ivolves s n
e o

B Peers %)
‘Gencrate. comfidenoe and respet from bisher peees and scooeds simile e
somnes others; bisfher peroence 364 opinions are ahways considern valuable und
knaws bave 0 apgucinie thase of othern

10

O ndhering alwity of presence in the
wark arca and coning 1 work on ime.

30 Pancluality (3%)

[ i dusing the semester fn revie
applied for i nccarduace mith rgulations.

B LIS ey

G e RN ey

4 - 1920 nes dy

2 - More than 21 ties tady

There sl be w0 (2) references in raity, atemdance; (3) tine cand and (b) stic
bscrvation by supervisor as Io lhe emplayees sbecnce in the woskplace,

32 Atemdanee (3%)
10 - Mot mare than theos (3} fimes aboent deving th Lt 6 mondls.
B o 4G tmes et

6 710 times shaent

4o NS dmes absem

T Moo than 15 tes aboest

ot thisparpe, shedded fotcd v, syl sl env, ety s gty
beve o abwences are not include i the emting.of days aboend wnder his ciiterion,



Observable Actual Presence at Workplace (3%)

Mot mare than thee (3) tinses absent during the last & montha.
446 times shoent

imcs shsent

11415 times abseat

7

Maore than 15 times abant

Heating Level for Critieal Factors: Supervisury Level

n

Tincellent (Shorws éxcepyiomal competcicics sl observes behaviorad
andaris ohwiously ey sbove e requirsd evel or expectaions for the
pesition)

Very Good (Demonsiestos obilities aml ndlieres 1o bebavioeal standards
above e average fevel seqived from the peition)

Good (Manifests mocrage competencies aid observance fo behaviers)
ol | et the sitemeres s expecttions o the posiion)

Falr (Connpesencies i confoamity o belssviorl standards sre befone she
requiredt level and expectatians of the position snd show noliceable meeds
for improrvement)

Poor (Compeicnicies and mfherence t bebaviora standands are obvionly
well below e teqined level of the position)

L. Nen-Supervisory Level

75

and work jed of

s consisently emesl, uprlght, and scropulous i dealing with olhers;
vghobds.siriet. adherence: to. s, regulations sed standands of public
vice

of pevpuiséy in hivher ageney.



© - Vslty comientons i e i uphling vahis sod prieiples
# o Prone o oot comers; somerimes gives in casily
2 - Honesty mnd insegrty

imes ucstiomable
Cooperatian (15%). Willingeess to work jointly with ohers,

100 = Always very coopermlive; an umsssal and strong force for oflice morale
B - Cooperstes wilingly and fis cusily inio tho group

@ - Gives conpertion; nomally tactful m obliging

4= Uncoopernive: inclined to be quanrelscame, risky and soochy

2+ Has poor sense of appreciation o the importance and teamwork

Pucuuliy aoct Attendance. Ohscrvabie beluviar of coming 10 office on e or 1 be
ezt at work 10 complete asigoed rcsponsibiltios.
0 Punctnality (5%}

W - Mot mer theetem 10)times tady dusing ths remester i eviery; sbecnces
aplbel {0 o ecndance it regdathans

T NS dmes ey
16-18 times tardy

4 1% s trdy

2+ Mo thn 21 times tdy

There shall be twa (2) references in mling aitendance; (1) time card and (b) siriet
obscrvation by supervisor 2 t the cinployee’s sbacace I the workplace,

12 Mtemdanee (3%).
10 - Mot more thun thies (3) fmes abacit duing he last 6 monhs.

S - At abeent



6« 300 tiawes abaent
A 1S Eines whaemt
2= Mare s 15 times ahsent

Fmﬁxpumw‘wwdkw!.whl#ﬂﬂ*mmr-imu
e of shecnces. ar ot inchwled in the coning of daya bscnt useer s Criterion,

33 Observabie Actusl Presence at Workplace (§3%),
10 - Mot more thoe fhree (3) s sberot during (he last 6 sonths,
Be 4 times abscat

6 - T.I0 ties aboem

& = 5 times abent

2 - More than 15 times nbsent

Himar Retasions

AL Peer Relationship (10%)

A tempect f i peers il nceonds sinilar

W« Conemles eonfilence sl \
oy ot evw, bisber esenco md plions are always

At

B - Muintaios croditable yud condis) working relationsbip wth peers withoot
compromising objecti vily:

6 - lspeenlly comidered as an effective member of he 1cse sed wsintains
oo elaonsip desite pofisioeat diferences

4 - Often deinched but sirives fa beod “ilh the growp; neods o adjust 10
‘enviruemncals and fecple at tines

2 ek il reactions o




Efftively with
pen conemnicston lis,practes diplosicy sed chptig el
an—dﬁﬂ‘ﬁmllm comies, appocts anl Ivelves
Fimsel(hersell in team effots

Maintaieg ood working refarionship wilh supesiors sod sbordina hecvnlh
ek ey in i, el soporie of ol o ean
effrts ihout comproenisieg independenoc

smlly agrecable and >tk o dilTrences, occasionsly v o
profesional bormies bk s bl 1o e s

gl i

Oficn fiffere o nced of is'her superior or ssbordinate b tris to be
moee supgortve o énvolved i thei professioend endeavors

Offen aluof and doc3 o exent ot o cstabiish more ol peofesianst
I petsos sbove or below himer

e Sl {15%) Depes of b hecesticl sy, kil o pocin

ool of jols

o

the job that

Hiher e psiions

P kol and
Wl e o o bertakl

Passeses baskc Liwiclge sl skills sequired of hister posiion snd
0 ke om mliional

Poscsses minisum kronledge ind skills;is sometimes nble ta cope wilh
present respossibiliies bt meesds improvement

e v he eyl of e Job e is
s ot el espensibilies

et and !
training

Wark Auituie (13%), Maininins a pocitive cuslook towards wok respossibiltics and
diligently spplies effoet o the job,

[

Shiows dedication to wou; performs tasks aespned inchnling hose not
diectly relatel W Wby poslion wilh enlimsissn A minimum
saperision



e Pessesc R 2040

o regired of
iy

it g o leam vt nesest i porformiog tasks
reqied of the position

Often complaing about. work respoasibilities bt tries 1o accomplish
amigec lasks

Do ok it cormitevens i iteves 15 0w tasks veuires
of the position.



NATIONAL ELECTRIFIGATION ADMINISTRATION
PERFORMANCE TARGET SETTING

TR OIS AT
E

nareE: RO COVRRED:




w— Ty T
i e i, : s 1
— g g
i -] P ey
—
= - -
e ST s
s e o e
e Er e e
e e
e e ey [ 3R i
i gl o S
. —— T —
: e s e
TR T ] ]
- SR SR i
T TR T TSR T il
ey Ay SR
ol T =i
T R L oL L
oo C T Bt el o
=] s | o] = e
o CIrIar, B s surar: emtetriviviy
2 [ e o e eE e,
B e e e =l e e =00 B iy
i 4 P
Gig 7 i -




%5z {8} mimy vy Wiz ($)smmey mevpsngng:

ez sotey o5 wez s og
%00 swiey soedng o s otsdng
2389 Lasvo
: SoNgo|

j: poung Bune
wakondusg jo swan|

T tuneu eaiseloy iusmanbz
W Bupey essag
T sbunem omupioanguseq moy Bun om0 oy,
ED) By o s
T ctumyseupoanguong %0 ey BeURcans (0]
T ey seepconsmey % Supey soswedng
T e wmanngueng o [ —
SONLLYVIO Kivivag
EMOME NOLLVIVIVAS TONYINORE

T
Creios i s ot |
NOLLYLSININGY NOLLYO1410373 TYNOILYN

{ A
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