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ABSTRACT

This study is an attempt to assess the perceptions of the
key officials and the ratees on the PASKO (Performance Appraisal
System for Key Officials) in the Division of Samar during the
school year 1984-1985. More key officials obtained outstanding
and very satisfactory performance under the PASKO than under the
NPAS. There is a significant relationship between the
performance ratings of the key officials under the PASKO and
those under the ©NPAS. There 1is a significant relationship
between the general perception of the respondents on the PASKO
and the performance of the key officials. The PASKO is more
objective and critical than the NPAS because the ratees have to
work harder and considerably satisfy the indicators in order to
obtain wvery satisfactory or outstanding performance ratings,
which is not under the NPAS. The extent to which the indicators
in the PASKO are satisfied by the key officials as perceive by
the raters reflects the degree of performance of the key
officials as evidenced by the significant relationship between
the perceptions of the raters on the PASKO and the actual
performance of the key officials. Target-setting negotiations
and performance appraisal should be done on the time to help the
key officials achieve better. The subordinates and the non-MECS
raters should be well acquainted with the indicators in the

PASKO.
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CHAPTER I

THE PROBL &M

Man is composed of physiological and psychological
components which need to be satisfied., As he grows older
his physiological needs become more prominent so that pro-
visions should be made to satisfy such needs. Vhen he is
fully grown and ready to assume vertain responsibilities
he is prompted to aspire for recognition parallel to such
responsibilities set before him. The recognition due the
individual is certainly based upon his performance, which
tells how much should be accomplished, and to what extent
it should be done. Performance depends on the kiiad of
Job and how it should be done and the capacity of the in-
dividvual %o accomplish the task laid before him.

As man ascsumesg certain responsibilities, he starts
measvuring how far he hag accomplished and assesses the
quality of his achievement. He continues appraising, or
valuing anything he does, and while doing thig heHhjudges
and evaluates it asg it relates to himgelf.

One type of evaluvation can be made largely on the
bagfs of. introspection. Such internal standards of eriti-
cism are the most part concerned with tests of the accura-

cy of the work as judged by co sistency, logical accuracy
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and the abgence of internal filaws. Tt is rccognized that
even when a document, product or worl is perfectly accurate
or consistent on the basig of internal standards, it does

not nececsarily conctitute a work which can be valued

highly unlese it alwo gatiofies certain external standards,
O

A second type of ovaluation may be bosed on the use of
external gitandards or criteria derived from a congideration

the ends served and the appropriatenecsc of specific

means of achieving these ends.l

Personnel evaluation has, for gometime, been asuoc-
iated with promotion, separatiion, transfer or demotion,
It is precigely because of thic aguociations that the

aspect of the adminigtrative and supervigory function has

been mest sengitive.,

The lezal basic of personnel rating ig the Philip-

pine Conciitiution. "Article XII, Section 1. ¢7*thce Consti-~

tution of the Philippines, provides among other things,

that 21l appointments in Civil Service; except for confi-

deantizl positions, shall be made only according to merit

(A

nd fitnecu. Section 26 of Republic Act No. 2260,

vice known =ap

other-
the Civil service Act of 1959 provides that

a rating gyoten shall be administered in accordance with

1Bon,]“fmn Se Bloom et al

«» Jlaxonomy of Dducational
Qbjectives, (New Yorks

David Mclay Co., 1975) p. 185.
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the rules and regulationg by the Civil Service Commission

for officers and omployeoﬂ.2

Presidential Decroc number 807, known ag the Civil
Service Deerec of the Philippines, wae ispued to support
thie Constitutional provigion. Soction 1 of thies decree
provides thatl appointucnts in the Civil Service, except
those which are policy-determining, highly confidential
and highly technical in nature, shall be made only accord-
ing to merit and fitness to be determined ag far as possi-

ble by competitive examination.? In compliance with the

1

law, the then Ministry of Education and Culture issued to
the fiecld, MEC Order No. 2, s. 1979, cctablishing the
policies and purposes of the rating system for all person-
nel of the Ministry of Education and Culture, including
new performance rating scale for classroon teachers.Ar
The use of the ncw performance aprraisal syst-m
(WPAS) was shortliived (1979-1982) and the sudden shift
from this rating system to the new appraisal system, the

performance appraisal system for key officials (PASKO)

2liacario B. Ruiz, Poundations of Adminigtration and
Supervigion for Philippine Schoolg, (Manilas Abiva Publish-
ing House, 1972) pp. 396.

ggp_on Rducation
Rex Printing Cos)

Jpmado C. Dizon, Pregidential Deer
and Related Lawg, (Manila:; Philippines:
B, 232,

AMEC Qrder No. 2. g. 1979, Implementation of the
New Performanc e Appraisal Syctem, January 9, 1979.
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aroused curiosities armd queries from among the various
sectors of the Ministry affected by this rating syctem.
These questions from administrators and supervisoreg in the
Tield prompted the researcher to venture into this study,

The PASKO has been designed to rate the achicve-
ment of assistant secrctaries, burcau directors, assist-
ant bureau directors, executive directors, regional direc-
tors, assistant regional directors, superintendents,
assistant superintendents, vocational school administra-
tors and principals, district éupervisors and elementary
school principals. School hcad teachers may set their
targets or choosc to be rated either as a teacher or as
an administrator, vhichever duty is preponderant:?

Perforuance appraisal has been considered primari-
ly 28 a means for personel devclopment, * Since incentive
iz fundanental to this development, it is not complecely
possible to divorce performance from compensation,

Merit rating provides an objective and systematic
bagis for the various personnel action such a8 promotion
and increase in pay. Ratings help the management identify
and select employces for promotion to supervisory or ad-

minigtrative pogitions, They help uncover hidden talents

SUEC Order lio. 19, 5. 1982, Performance Appraisal
System for Key Officials,




and potential abiliticw., A properly develop-d and ad-
minigtered performance rating program can aid in deter-
mining which individuals in the organization should be
congidered for promotion, Ratings furnish a godﬁ basio
Tor granling salary increase within the limits of the
calary range as 2 revard for very satisfactory or excep-
tional performance.

Indeed; the recognition of exceptional performance
gives the high achievers a feeling of satisfaction and the
inpetus to continue their good work. Likewise, it estab-

lishes standards worthy of emulétion by the low-achievers

under similar circumstances.

~

Theoretical Framework
This study adopts Maslow's thcory of human needs.
Mzelow characterizes man as a perpetually "wenting animal®,
Generally, though not always, the individual strives to
caticfy his desires in the order of this hierarchy. 7The
lovest unsatisfied level generally dominates the organism
and when that motive is reasonably well satisfied,

the next
prepotent onc cuergee,”
p {J

. Munn et al., Introduction to Psychology, (New
Tork: Houghton Mifflin Co,, 1969) p. 335.
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Figureyl. Maslow's hiefarchy of Needs

' Haslow's hicrarchy Of'prepdtency bf human heeds
assumes fhat the phy s10log 1cal needs such as thlrst hunger
and sleep are the lowest or most bagic aspocts of human
motivation. When nccds at all levels are unsatisfied,
these arc the strongest, but if the physiological requirc—
ments exc mct, then the safcty needs emergc, such as the
dcsirce for sccurity, protcction and fro.dom from déhgcr.
Love and bclodulng, ncxt in the hlbrarchy, 1nclude tho
motivation to havc friomds, companions, a family and. an
identification with a group. As thesc nceds arc satisfio&,
sclf--coteem motives become 1mportant involving the desire
for respeet, confidenco, admiration and sacial approval.

At thc cstcem lovel, presumably the desire for afffectianate

rclationghips has becn fulfilled; and then achicvement,
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superiority and prestige motives becore important. At the
highest level is the degire to fulfill one's personal
capacities, 1o develop hig potentianl, and to do what he
ig best suited for ag well ag he can, !

It is noted by the writer that Maglow's conception
of self-actualizetion ig difficvli Vo describe., Thio
concept could ineclude a person with lecadership qualities
who assumes 2 role in government, such as an értist
devoted to his painting, or even a spontaneous, unreg-
trained individuval who is not encumbered by the super-
ficial restrictions of his culture yet is not at odds
with its basic prohibitions. Needless to say among the
pecple who ney be appropriately called self-actualizing,
most of then gelf-actualize only from time to time. The
concept is cloger to ideal than actuality. Adjustument
is temporary and mectivationg change,

Maslow's hierarchy of human needs encouraged the
researcher to conduct an in-depth study of the PASKO.
Self--actualization, which ig the highest peak in the hie-
rarchy; is, no doubt, tﬁe dream and aspiration of every
key official; and one of the factors that contribute to
one's succesg io hig performance - - high performance.

One csn schieve 2 high performance if he works deligently

T1bid. p. 334.
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and accomplicvhes hig tack ag demanded by the job he holds.

When a key official worky at his best and comeg up with

the requirements and eriteria required of a job, he will

certainly get theo

chance of increasing hig salary to satis-

fy hic basic needs; maybe promotion in rank and recognition

from his co-workers and friends, which will eventually

raise him to scelf--actualization.

Conceptual Framework
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Figure 2, Conceptual paradigm showing the in-
put variablcg, the throughput and the expected out-

ratinggs

put

of the gtudy.

The conceptual paradigm precents the performance

of the key officials under the NPAS and PASKO and

the general perception of the four groups of respondents
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on the PASKO and the performance of the key officials as
input variables; Sampling of respondents, conutruction of
questionnaireq, gothering and collation of data and treat-
ment of data - presentation, computation, analysis and
interpretation as throughput variables; and the relation-
ship between the NPAS and the PASKO rotings of the key
officialc and relationghip between the general perceptions
of the four groups of respondents on the PASKO and the per-

fornmance of the key officials as output variablesg.

Statement of the Problem

This study is an attempt to assess the perceptions
of the key officials and raters about the PASKO during the
school year 1984-1985. Specifically, it gecks answers to °
the following questions:

1. What is the profile of the performance d;-key
officials in the divigion of Samar under the:

1.1 PASKO 1.2 NPAS
2., What ig the relationship between the perform-

ance ratings of key officiale under the PASKO and thoge

under the NPAS?

.

%, What ig the relationship between the general
perception of four groups of recspondents on the PASKO to

the performance of the key officials?
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Hypothesas

This study will test the rescarch hypothesis that:

1. The performance ratings of koy officials under
the PASKO and those under the NPAS are significantly
related.

2. The general perception of the four groups of
respondents on the PASKO is significantly related to the

performance of koy officials,

Importance of the Study

Performance evalwmtion is one of the most import-
ant aspccts of personnel management because from it hinges
an objective base for personnel actions such as promotions,
transfere; assignments, salary increase, reduction in
forcc and rectention,

The ultimate aim of this study is to assess the
perceptions of the kcy officials and the raters on the .
PASKO znd how these perceptions relate to the performance
of the key officials in the Division of Samar,

The findings of this etudy will guide rators and
ratces on how the ratoes thpmselvos can improve their
performance through proper target-setting based on the
criteria or indicators sct by the rating system, There
are timecs when the adminietrators who arc more ddligent

and efficient in their work get lower performance than
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those who achieve leosgy, yhen promotiong, either in posi-
tion or salary are availablo, those who are good will
certainly benefit from (hig cyotem, On the other hand,
those who are weak in their achievement can be assisted

and encouraged to come up with expected performance,

Score and Delinmitation

This study on the perceptions on the PASKO and
their relationship to the performance of key officials is
limited to the Divigion of Samar covering the school year

1984 -1985.

The respondents of this study included 54 ratees - -

1S district supervisors and 35 elementary school princi-
als; a2nd 362 raters broken down as follows: five menbers

&)

4y

the division rating team; 47 head teachers and 260

)

teachers from the 10 selected sample districts and 50 nom-—

(

C3 raters. The non~iECS raters group was composed of

b

4
five memberc of the community from each of the 10 selected

szmple districts,

Definition of Terug

In order to establish a common frame of reference
and understanding, the following terms are defined as used
in thig study.

Adminigtrator. This term refers to a person res-

ponsible for the total adminicstration of an educational
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institution, system or division.8

In this particular study, administrator inecludes
the principals of elementary and sccondary schools.

Digirict. This applies to o division of a terri-
tory marked off for administrative, electoral or other
purposes, 7

As used in this study, district refers to the
territorial division of the province of Samar into 19
school districts consisting of one or more municipalities
for administrative purposes.

District supervisor. For the purpose of this
study, 2 district supervisor is a school official in-
charge of a school district with one or more municipalities
and devotes full time in the supervision of instruction and
othef administrative purposes.

Key officialzs. This includes the district super-

vigore and the principals referred to in this study.

MECS raolierg. This is the division rating team

composed of schoolg division superintendent, schools ad-
pinigtrative officer and three general education super-

vigors I.

Scarter V. Good, Dictionary of Education, (New York:
MeGraw-Hill Book Company, 1959) p, 15,

9The New Lexicon Webster International Dictionary,
(USA: The Bnglish Language Institute of America, Inc.
1976) p. 291.
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Non-lECS raters. These are the membure of the
community, but not employed in the MECS either as super-
visor, administrator, head teacher or classroom teacher,
requested to rate the key officials.

NPAS., New Performance Appraisal System,1©

PASKO, Performance Appraisal System for Key
Officials,1l

Perceptions. This is the act of comprehending,
discerning, understanding awarensss of by the senses.l2

In this study, it refers to the concpets/opinions/
beliefs of the ratees and raters about the PASKO as a
rating systemn,

Performance. This term applies to the actual ac-—
complishment as distinguished from potential ability.l?

For the purpose of this study, it refers to the
achievenent of the key officials for a given rating period.

Subordinate. This is an individual place in or
belongzing to 2 lover order or rank; subject to or under

the authority of a superior.l4

10MEC order No. 2, loc, cit.
11y5C Order Mo, 19, loc, cit.
12T¢xicon Wbeter, op. cit. p. 702
13go0d, op. cit. p. 414,

14Lezicon, op., ¢it, p. 976,
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In this particular study, it refers to the head
teachers and classpoom teachers under the supervision of
key officials.

Supervisor. This term' refers to a person who
devotes full time or more than half of his time to the
supervision of instruction in one or more elementary
schools, 1

In this study, a supervisor is a school official
in-charge of supervision of a school district with one or

more municipalities,

15¢004d, op.eit. p. 374.



CHAPTER II
REVIEW OF RLLATED LITERATURE AND STUDIES

In order to give more substance to this study,
vital documents, unpublished master!'s thesés, disserta-
tions, books; magazines and journals were availed of and
reviewed, These materials provided the researcher impetus
in the conduct of this study, especially on the construc-
tion of questionnaires, organization, presentation, analy-
sis and treatment of data. These materials further gave

the researcher an insight into the mechanics of the study.

RELATED LITERATURE

|}~J
o

¢ Appraisal Progranm

One of the best bulwarks against the increasing
utilization of seniority in businesé is the development
and adoinistration of a sound philosoPhy and program of
performance appréisal. A philesophy or system that re-
cognizes and compensates performance not only provides the
stimulus to develop and improve potentials but.also results
in 2 superior performance in the long run,

All supervisors appraise the performance of their
subordinates. It also suggested that a better job apprai-
sal be effected through the adoption of some conscious and

systematic approaches, After eliminating the casual and

15
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haphazard approach, formal appraisal can be classified *© -
into two categoricss (1) traditional ascsessment using "
such methods as ranking, man--to--man comparison, grading
graphic scales, checkliste, forced-choice deseriptions,
and critical incidents, and (2) behavioral evaluation which
errhasizes mutually eotblished gonle and 700l accomplish-
ment. Often an organization uses multiple gystem in at-
mpting to adapt varying types of people, jobs, and ob-
jectives.16

More important than the rating system is the rater--
his training and his acceptance of the merit-rating process
A comprelensive program must be established and adminicter-—
e¢d Tc ensure the continued success of performance appraisal

she basic elements of such a program are: (1) deter-

zination of who is to rate; (2) deterwnination of when rat-
ings zre to be made; (3) training sand indoctrination of

tere, perticularly in avoiding such errors ag *he
hzlo error, the central tendency, constant errors angd
crrors of bizg 2nd prejudices;  (4) maintaining the ac-

curzcy of ratings through checks on their reliability and

vilidity; znd (D) conduceting the appraisel interview,d!

16pdyin 0. I'Lippo, Irinciples of Personnel Manage-
ment, (New York: McGraw Hi]l Book Co. 2nd cd. 19657 p.§%7-

1T1via, p. 268
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The present study considers the appraisal program
relevant. Both this related literature and this study
deal with the types of formal appraisal and pay particular
attention not only to the ratees, but to the raters as
well ~ - who will rate, what to rate, when to rate and how
to rate. Both also consider performance appraisal prima-

rily as a means of personnel management.

Bagic Philosophy Behind Performance
Appraisal Review

Any program should have a basic philosophy upon
which it stands'for its foundations. This philosophy helps
administrators and managers run the program as effectively
and as efficiently as possible. Performance appraisal has
its own basic philosophy from which evolve the objectives
and activities purported for the performance appraisal
review., TLewisl® outlined certain basic philosophies
behind performance appraisal review to wit:

1., The administrator can improve the achievement
of hig team, department and school building system by
periodically appraising the performance of his staff, and
by appraising, directing; guiding, counseling and assist-

ing it a4t . wvarious appropriate times.

185ames Lewis Jr., School lManagement by Qbiectives,
(West Nyagk, New York: Parker Publishing Co. Reprinted in
Q.C. Philippines: Phoenix Press Inc. 1974) pp. 98-99.

4



18

2. The administrator should manage and maintain
the performance appraisal program ag systematically as any
other program. He nust plan, organize, guide and control
the activities of the program.

3. Racéh educator should know: (a) what is expect-
ed of him; (b) how he ig doimg, and (c¢) that he will be
provided with assistance.

4., The logical and most appropriate approach to
the performance appraisal program is to assess performance
in relation to results expected as previously agreed upon
by the administrator and his staff,

5. For the purpose of improving the personal deve-
lopment of educators, it is necessary to determire why the
performance was gatisfactory.

6. There is much value in the performance apprai-
sal program since it is a system based on a utual or joint
process during which the educator evaluates himself and
the a&ministrator evaluates the educator.

7. The administrator should be familiar with the
educator's achievement; however, it is. possible that the
educator can also enlighten the administrator on some
points,

8. A great deal of the educator's performance
development can be accomplished on the job.

9. All professional development is self-develap-
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ment.

10, The performance appraisal review should not
only include assessment of the performance of the educator
but also include a review of the services provided by the
administrator to assist the educator in achieving his ob-
jectives, just as the educator is self-appraising hig own
performance with respect to his contributions to his
results.

11. A great deal of researches have been perform--
ed which indicates that the performance appraisal review
conference is of paramount importance for improving per-
formance. . The feedback which is exchanged between the
supervisor and the educator is the basis upon which per-
formance is achieved above or below par. |

In conducting performance appraisal review, the
administrator plang, organizes, guides and controls the
activities of the program, since agreements are arrived
2t by the ratee and the rater, thus making it clear to
the ratee how much he had achieved. While performance
appraisal review is geared at the development of the
educator, it algo helps the management discern the quality
of service rendered by the department or agency.

The basic philosophy behind performance appraisal
Teview gave morc substance to this study. It provided the

researcher g background on how appraisal program should be
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managed. This idea has bearing on the. present study be-
cause from it evolved gonc concepls on why thig study was

undertaken, It further enlightencd the researcher on how
raters and ratces should perceive performance appraisal

review.

Qbijectives of Performance Appraigal

Any program has its objectives to guide the imple-
mentors on what to do and how to go about to attain such

objectives. The performance appraisal review has its own
objectives to guide evaluators and cducators on how to

obtain performance as required by the job on hand, Sisonld

gave some objectives of the performance appraisal review

outlined as follows:

1. Provide feedback on employee performance.
2. Bagis for personnel action.

a. Poltentiales and promotions. Ratings help
management identify and select employees
for promotion to supervisory or adminis-
trative positions.,

b. Transfer, demotiong, lay-off and discharge.
Ratings provide a basis for determining if

the employee would be better suited for

19perfecto . Sison, Persgonncl and Human Resource
Management, (Philippines: Rex Printing Co., 1981) pp. 232=233.
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another job or could not perform his pre-
sent job satisfactorily.

ce Salary increasc. Ratings fuwnish a good
basis for granting balary increases with-
in the limite of the salary rangeg as a
rcecward for very gatisfactory or excep="-
tiofol. performance,
3. Management guides in employee counseling and
discipline,
4, Promotion of better ecmployee-employer relation-
ship.
5. Improvement of supervision by maeking the super-
visor better aware of his duties.
6. Development of employees and supervisors.
7. As an agent of change.
8. Idenfitication of training needs and manage-
ment development,
In addition to the objectives of appraising per-

formence given by Sison, Glen2o

cites four purposes
for evaluating and reporting performance:

1, Clerification of what ig cipecled, i.e. bo

A 20mongerat C. Barbaran "Loncopt Issues
f%f&l&lnﬁ the Performance of Teachersh PASUC BALIHAM*Xgl-
£ H0.%, a Quarterly Publication of the Philippine Asso-

c1atlon of Btate Colleges and Universities., Julyv-September
19839 po 17. ’ y p
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establish standards of performance, sebting forth the
quantity and quality of work thot arc acceptable and

adequate,

o) g3 P . ) .
e Portifying and lmproving cmployce performance,

i.e. appraisal data become 2 means of improving performance,

5. Refinement and validation of personnel tech-

nique - - serving as a check on qualification rcquirements,

oo e

exaninations, pPlacement, training needs, ete.

A

4« IDstablishment of objective base for personnecl

)
)
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such as promotions, transfers, assignments, re-

Iy
0
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in force, retention, etc.

IT performance is done carefully and objectively,
ings can help raise enployee efficiency
because it provides a feedback of the employee's sirong

A
and wezk points, thereby enabling both supervisor and en-

ployee 1o tzke the necessary measures Lo correct their

erformance ratings promote better cmployee-—em-
ployer relztions because the employee in informed about
vhet hic superior ezpects of him, how he accomplishes his
task in terms of i0b nerformance ond takes neasures to
improve his performance, It further develaps both the em-
ployer and supervisors, since the gupervisors must know
the strong and weak points of & vorker, so he must improve

his methods of instruction and supervision., By discover-
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ing the weak points of the workers, training needs are
:dentified thereby cnabling the supervisor to provide mea-
sures to meet thece needs of workers thereby improving
~heir performance,

The perceptions of the key officials and raters
o1 the PASKO and the relationship of these perceptions of
koy officials relate with the objectives of performance
eyppraisal review because one of the purposes of this study
5 to determine the relationship of the perceptiong of the
caters to the performance of key officials and in turn
‘dentify iT the objectives of the PASKO conform to the

Objectives just described.

fethods Used in Performence Anpraisal

There are several methods used in evaluating the
rerformance of administrators, supervisors and other em-
r.oyees, Sisoncl outvlines the folloving methods used in
~erformance appraisal.

Rank order method. This method provides a compari-

-

"0 of the qualities of performance among all the employees

+1 a group or unit, The employees to be rated are ranked
“rom the most efficicnt to the leasgt capable on each trait
¢r quality to be used in Judging the employee's performance.

Advantage: Simple. It facilitates the comparison

leison, loc. cit, pp. 2%5-239,
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of employees by placing them on o gpectrum from the best
to the poorest in terms of performance. 14 simplifics the
problem of mointaining specific stondards for each’ quality,
Disadvantagess It is unwicldy if many workers are

to be rated and many traits are improved. The degree of

jo
=t

ifferentiation in performance between cmployees is not

established making it difficult for the supervisor to
justify the ronking, especially for the employees who are
rlaced toward the center and at the bottom of the scale.

The ranking of employees in one unit cannot be compared
vith those of the cmployeces in other units. This method
is zood only for emall grouvs of employees.

The vnaired comparison method. Under this method,

the name of each employee who is to be rated is written on
z card. Dach employee to be raied is then paired with
cvery other employee in the same unit, In the process,
the person rating the employees determines vhich of the

two employces in each pair is superior in terms of the

trait being congidered and underlines his name. The pair-
ing ic repeated for each trait and for all ewployees in
the unit., When the comparisonsg are completed, the rater
determinces the ranking of the cmployecs by counting the
number of times an cemployec had been ranked higher than
another, that ir, the number of times coch name was under-

lined,



Advantages and disadvantanges:  Same 2 the ranking

Dorcod digtiribulbion

Ll n.nethod
five-point job performance gealce in raling employecs who
do sinilar work in the firm, Under this nethod, it is
asguned thal the ralings of a group of workers doing simi-
lar jobs will normally fall into some such levels as Super-
ior, Abcve Average, Average, Below Averase and Poor., It is
Gszuned that the relative percentage would be zppro-

.

wicatelry 2-15-160-18-2, following a normal distributicr

Dy charting the distribution in this manner, the

© ¢f integrating the ratings of different superviso

)

iz zizplificed gince all those vho rate the employeses uss

-}-
Ff
—

ercentare of distribut

crly two charaoctceristics are used to rate the employees,
iec, over 211 job performaonce and promoivability. Thoese
force =z lumping vp of all traits that nake up these two
characterioiici,

Lriothor weakneso of thig method is that the rater
iz forced to ratce 18 percent of the cmployecs in the group
25 "Below Averagce" and two percent ag "poor"™ eoven if these

cuployees may have octually boen doing satisfactory work.

Since the rater is forced to follow the digtritution strict-
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ly, some employces euffer becauce every rating period at
lecast two percent of the employecs muct be rated "poor”,

GQrapvhic rating seale, This scale

usecs Lthe chart

or graph containing a list of traits to be coasidered in

rating the employees, The traits or qualities on vwhich

-~ b
.

the employees are to be evaluated arc printed on the left

hand cclumn of the form. OQOpposite each trait is 2 hori-

zontal line divided into parts of blocks, usually five,

o

@
0
(@]

h with a corresponding descriptive statement of the
trait in varying degrecs. When a connecting line is drawn

between the marks in the finished rating form, 2 profile

of the employce's performance appear.

A

A zraphic rating scale may be converted into a

numericzal scalc if desired. This is done by assigning

zrbitrary numerical values to the relative positions al-

though no such numerical values arc nrinted on the form,
This is comctimes used in checking the accuracy of ratings.

Crnecklict methode  This method is sometimes called

the forced choice checklist method, prefercnce checklist

of the descfiptive scalc,
The rating mcethod provides a number of traits for

factors with their corrcsponding definitions written at

the left hand corner of the form, such ag quantity of work,

quality of work, attitude towards the job, judgment, re-

liability, coapcration, and punctuality, After each trait
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or factor, o horizonte,l line is dravn. Thic line repre-~
gente a seale divided into feur or five parts, cach con-
taining o etaleaent of deseription of the degree of the
correcponding trail indicating varying degrecs of perform-

A well conciructied checklisa' hag advantages:
l. 7ihc¢ criterin arc quite gpecific, The tendency

bagis of the overall zencral
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ioprescion of the ratce ie reduced; thereby minimizing
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a2 common crror in ratin

P
K.
£
b=
Q
1
(\
..1
g
O
1

2. Dach statement maybe assigned a set of weight-

ed pointe. The sum of the weighted points, corresponding

1¢ the siztements checked, constitutes the employec's

accre, It iz however advisable not to indicate or print

the weighted points on the rating form to avoid influen-
.

cing the rater,

[ )

%. The gpecific statements checked can be the

a1 for counselings and discussion between supoervisor

4 "nig method mekes comparison of performance
.
rotings botweun proups of cuployees possible,

Al

Disadvantuayos: The vsawe word aay not moan the
gure to all the ratere, Thero is a likelihood of commit-

ting the error of central tundency,.

Ratcr gcale method, This meot hpqu of ])\JI Iormaucb*‘ EULLE o

- f %jum(ﬂﬁ"
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evaluation is a variation of the checklist nethod.  The
scale provides a number of traits or factors to be used in
evaluating the employee with or without their correspond-
ing definitiong,

There are two general types:

The continuvous type:s Each factor is followed by .
a straight line, one end of which represents the maximum
degrees and the othep end, the minimum degrees., In deg-
cribing the employee being rated, the rater merely checks
on the scale the point indicating the degree best des-—
cribing the cmployee's performance on the particular trait
being rated. Because of the fine distinctions of the de-~
grees of the traits which are arranged fronm poor to ex-
cellent or vice versa, +the rater is likely to commit the
error of "halo--effect™ or central tendency.

The discontinuous type: 7To 2void committing the
error of "halo-effect™ or central tendency, the disdonr ;
tinuous arrangement of the traits is used to alternately
reverging, jumbling the poor and the excellent degree
progressions,

! The different methods of appraising performance
given by Sison gave the researcher an idea on how %o discern
the different methods used in this'study in relation to.
the methods used in the PASKO. He described the self-

rating and checklist ratiung scale methods better than the



29

other methods because there are more advant:zes than

disadvantages.

Performance Appraisa

Performance appraisa122 is one of the most im-
portant tesks any manager has, yet it is one that nost
managers freely admit they have difficulty handling
adequately. It is not always easy to judge a subordi=- .
nate's performance accurately, and it is often harder
still to convey that judgment to the subordinate is a
painless or helpful manner.

Performance appraisal means the continuous pro-
cess of feeding back to subordinates information about
how well they are doing their work for the organizatiaon,
This process occurs both informally and systematically.

Informal appraisa123 is conducted cn a day-~to-
day basis. The manager spontaneously mentions that a
particular piece vas performed well or poorly; ar the
subordinates stop by the manager's office to find out how
s particular piece of work was received. Because of the
cloge connection between the behavior and she feedback on

it, informal appraisal quickly encourages desirable per-

22James A. I’ Stoner, U.[llla” ment, (New Jersey,
USA: Englewood Cliffs,Printice-Hall Tnel 1980) p. 518.

251Thid.
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formance and discourages undesirable performance before
it becomes engrained,

Systematic appraisal occurs semi-annually or an-
nually on a formalized scale, Such appraisal has four
major purposes: (1) it lets subordinates know formally
how their current performance is being rated; (2) it
identifies thoge subordinates who deserve merit raises;
(3) it locates those subordinates who require additional
training; and (4) it plays an important role in pinpaint-
ing those subordinates who ere candidates for promotion,

Dormal appraisal approaches. Tormal evalustion

of employee's performance is done either of the followings

1. A supervisor rating subordinates, is by far
~the nost common,

2. A group of superiors ratinz subordinates.
Subordinates are rated by a managerial committee or by a
series of managers who nmust accouplish separate forms.
This is more often effective than appraisal by a single
superior tecause it relies on the view of a number of
people., However, it is time consuming and often dilutes
subordinates' feelings of accountability to their immed-
iate superior.

3. A group of peers raling a colleague - the in-
dividual is rated separately and on paper by nis or her:

Co-workers on the same organizational level. This approach
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ig least common in business organizations because of the
difficulty of asking cmployees to make appraisal on which
raise or promotion decigions can be based. It is usged
mainly in the military, particularly in military acade-
mies; to identify leadership potentials.

4. PBubordinate's rating of bosses. Subordinates
rate their superior's performance., Thig approach is
common in college where students are often asked to
evaluate their teacher on a number of performance measures.
This approach is becoming a more common method of eval-

uating managers and helping them improve their perform-—

ance, 24

ators_and Supervicors

.
(=
I

Rating administrators and supervisors will help
establish in the minds of the teachers the major purposes
of adninigtration 2nd supervision., The ratiiag of adminig-
tratore and supervigors by the teacherg is valuable when
initiated by those who are rated, Besides, the rating
scale if properly and gensibly interpreted, gives ine-
formation that cannot be obtained in any other way, They
have their places in any plan for the evaluation or im-
provement of teaching and learning. Administrators and

supervigorg who wish to improve themselves should not

241pid. p. 519
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object having the teachers rate them when it is done
fairly. 2o

Appraising the performance of administrators and
supervisors will assist them in improving their supervi-
sory administrative and counseling functions. It is by
evaluating their performance where they also strive to
assist their subordinates improve their work +thereby pro-
nmoting guality output,

This literature has relation to the present study
because both deal with performance appraisal of the ad-
ministrators and supervisors who are considered as key
officialg under the PASKO, Both invelve the teachers and
other subordinates 1o rate the supervisors so that they
will also improve their supervisory and administrative
functions.

Basic Characleristicg of
periasal Systen

Performance appraisal syetem has certain characher-
isties which make it more effective and fair. Barbaran<2®

cites some of these characteristicss

1. Its effectiveness depends on establishing real-

25Herman C. Gregorio, Hchool Administration an
Supervigion, (Quezon Ciﬁy, Pﬁif%pplnes: HTP%Ggrcia P d
lishing Co., 1978) pp. 470477,

26Barbaran, loc. cit,
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igtic performance standards for each position. Jobs

should be analyzed, descriptions should be developed and

performance .standards set,

2. Individual ratees should be informed about the

specific types of work and levels of performance expected.

3. In the process, individual behavior needs to

be monitored, corrective action planned and futute plans

for improvement, satisfactory performance spelled out.
4. To be effective, a performance appraisal
system requires support of top management.
>. The appraisal must focus on behavior, not

traits. Behavior-oriented appraisal feedback minimizes

defensiveness and leads 1o improvement,

Problems of Appraical

In studies of the performance appraical process,
conducted by Rober%‘Meyer27 and his colleagicp, ‘they
found that forimal appraisal by managers are often inef-
fective in improving the performance of subordinates. In-
dividuals who were formally given criticism about thiip
performance once or twice a ycar tended to become defeusive

and resentful, Their performance after the appraisal in-

2TRobert B. leyer, "Split Roles in Performance
Appraisain, (Horvoard Businesc Review, January-February

1965) pp. 125-126. L COLLEGE
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terview tended to declinc,

Meyer and his colleagues cugcest that the goal
of appraisal should be to improve the future performance
of subordinates, and that this goal is difficult to
achieve if managers act in their traditional role as
judge. Instead, Meyer and his colleagues argue, managers
and each of their subordinates should set performance
goals together ~ and then together evaluate progress to-
vard those goals., fThey found that participatory apprais—
al leads to both greater satisfaction and performance on
the job. DMeyer and his co-workers also suggest that the
appraisal process shauld be a continuous one; that is, it
should become part of the day-to-day interaction Eetween
managers and svbordinates, rather than imposed on subor-
dinates once or twice a year.

Acide from the tendency to judge subordinates,
there are a number of other pitfalls managers need o
2void in ‘order 1o make their formal aﬁd informal appraisal
progress effectively.

chifting standards. Some managers rate each subor-

dinate by different standards and expectations., A low-
verforming but motivated employee, for example, might be
rated higher than a top~performing but gseemingly indiffer-
ent employee., To be effectlive, the appraisal method must

be perceived by subordinates as based on uniform, fair



standards,

Rater Dbias, Some managers allow their personal
biases to distort the ratings they give subordinates.,
These biases may be gross prejudices rezarding not only
sex, color, race or religion, but also their personal
characteristice such as age, style of clothing, or poli-
tical viewpoint. An increasing number of orgunizations

try to deal with this problem by requiring documentation

Or explanations for rating reports.

Different rater biag, Managers (like teachers)
differ in their rating style, Some managers rate harshly,
others rate casily. The lack of uniforn rating standards
is unfair to employees, who will become confused about
where they stand; it is also unfair to the organization,
since it will become difficult to decide which employee
should be revarded. Differences in raver patterns can be
avoided through precise definitions of each item on the

rating form,

The halo _g¢ffect, There is a common tendency, kno .wn
es the halo effect, to rate subordinates high or low on all
performence meagures baged on one of their characteristiocs.
Tor czample, an cmployce who works late constantly might
be rated high on productivity and quality of output as well
as motivation, gimilarly, an attractive or popular cm-—

Ployee might be given a high overall rating, Rating em-
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ployees separately on cach number of performance measures
and encouraging raters to guard against the halo effect,

are two ways the halo effect can be reduced.

The New Performance Appraisal
Svysten

The new performance appraisal system is an cevalua-—
tion instrument for head teachers, principals, district
supervisors, department heads, and principals of voca~
tional high schools, assistant superintendents, superin-
tendents, assistant directors, and regional directors and
other employees.

Rating veriod. Brployees shall be rated for the
periods from Janvary to June and July to December of each
yvear, effective Janvary 1, 1979, except teachers and other
school personnel on the teacher's leave basis who shall be
rated at the end of eacn.school semester beginning the
school year l979~1980.28

yho shall rates In school districts - each elemen—

tzry school teacher, guldance counselor and coordinator
or school personnel shall be rated by the school principal
or head ieacher as the case maybe, subject to review by
the district suporvisor.29

Each elementary school principal, head teacher or

2BMEC Order No. 2, loc. cit,
29Tpid.
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district coordinator shall be rated by the district super-
visor, subject to reviey by the schools divigion superin-
tendent,

Iach district supervisor shall be rated by the
assistant schools division superintendents, subject to
review by the schools division superintendent.

The performance appraisal system is one of the
references of the PASKO, Both are result/output oriented
and have defined performance indicators. Target setting
is the cooperative efforts of the rater and the ratees.

All the related literature discussed in this manu-
script have bearing on this study being undertaken. They
21l treat the evaluation or assessment of performance aof
adninistrators and managers based on indicators or criteria.

Both the related literature and this study discuss
the need for evalueting the performance of administrators
and menszgers and the involvement of the subordinates in

rating them,
RELATED STUDIES

scveral studies conducted earlier by administra-
tors ond teachers like dissertations and master's theses
lent support and substance to this study. Yome of these
studics are trealed here in relation to the present study.

A study on teacher's performance evaluation was
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conducted by Cananua,-° fig study revealed that teacher's
performance evaluation was viewed by teachers as a2 "prod-
ing stick" to make them continue improving their instruc-
tional, personal and social competencies, Cananua's study
revealed 11 purposcs of performance evaluation ranked
according to their degree of preference, as reflected in
the teachers' and administrators' responsess

1. 7Ta stimulate teachers to continue improving
their instructional competencies; (2) to improve teaching-
learning situations; (3) for continuous self-improvement:
(4) to determine the strength and weaknesses of teachers;
(5) to provide basis for improving teacher's work; (6) to
develop satisfactory teaching standards; (7) for ranking
purposes; (8) to strengthen teacher-administrator relation-
ship; (9) to raise the morale and prestige of teachers;
(10) for salary increases; (11) for promotion.

Cananua gave the following recommendations:

1. Inagmuch ag both teachers and administrators of
trade~technical schools in Samar commonly recognized
teacher's performance evaluation as a means of improving
instructional, personal and social competencics of teacners,

- o ) - A . 1"
30Alejandro B. Cananua Teacher's Performance
Evaluation in'Trade Technical Schools in Lamar tuﬁpubw

lished master's thesis, Marikina Institute of Sclence and
Technology, 1978) pp. 104, 31, 105,
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they should continue using the present performance rating
system in order to maintain the cffectiveness and efficien—
cy of the good performers and improve the performance of
the weaker one,

2. School administrators should orient new teach-
ers with the criteria in rating their performance so that
they will be aware of what they are expected to perform
and that credit can be given to whom credit is due. In .-
so0 doing objectivity can be fully achieved.

3. Teachers and administrators, especially in
Tiburcio Tancinco Memorial Vocational School should rate
teacher's performance a little higher so that the teachers
will feecl that they have a higher standard of performance
to maintain., The stubborn ones should be dealt with as
tactfully as possible in order not to embarrass or anta-
gonize them. Teachers' complaints about dissatisfaction
with ratings should not irk the administrators so that

harmonious relationship between the two groups will be

maintained.

Cananua's study further revealed that evaluating
performance made the ratees work harder to improve their
performance. Thiis has relation to the present study be-
cause the perceptions of the raters as related to the per-
formance of key officials find a way of improving the key

official's performance because they have to considerably
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satisly the critleria and/or indicators prescribed by the
rating system. In this way, key officials will strive to
meet the indicators or even go beyond in order to obtain
higher performance ratings.

UmacoboL in her critical study of the performance

rating system, implied that the employece or teacher must
be rated accordingly, This implies that for every maxi-
mum performancce an employee may show, there must be a cor-
responding rating given., As cited by Umacob:

The performance appraisal of each school super-
intendent, supervisor, principal, classroom teacher
instructor or any other employee shall be fairly
evaluated by the rating official on the basis of the
performance requirements of the officer's or emplo-
yee's position.?

Generally, a rating device is adjudged desirable

if it is vzalid, reliable and objective and if definite

%

mount of unite are provided for each rate:

2z, Vazliditv. A rating device to be valid should
be composed of items describing traits or qualities over
which the teacher has control, for these are characteris—
tice in which improvement maybe expected through the

teacherts efforts.,

lpoloree P, Umacob, "A Critical Study of the
Burcau pf Public Schools Performance Rating system to

Classroom Teachcrs of Tolosa District, 1964-1965", (unpub=-
lished master's thesis, Leyte Normal School, 1967) pp.77-78.

52BPS Circular Wo. 31, s. 1964, as cited by Umacab.
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be Reliability., fThe rating device should be so

constructed that it ig rcalistic, that is, ©o that the

same rater will obtain gimilar ratings at different times,
4 o N 4 3 . . 2

so that different raters may obtain similar ratings at

different times,

¢, Qblectivity. The rating device chould be ob-

Jective, that is, it should contain carcful definition of
traits. The definitions of traits should be comparable,
clear and concise. It is essential for a rating device to
contain really observable characteristics as they tend to
be accurately evaluated than intangible traits.

The study of Umacob implied that the emplayee or
teacher must be rated accordingly - that for every maximum
performance an employce may show, there must be a corres-
ponding rating given, The present study recammends that
the key official be rated accordingly based on the targets
as stipulatced in the performance indicators of the rating
system.

Uy33 in her gtudy of the administrative perfarm-
ance of the public general scecondary school administrators

in the division of Leyte during the school year 1976-1977

5%mstrella Pulga-Uy,  "A gtudy of the Administrators
in the Div%a%gﬁ of Eey%o Hgflng The %ohool Year l97g—i9$$£
(unpublished master's thesis, Leyte Institute of Technolo-

gys March 1977) pp. 95-98.
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included principals, head tceachers or teoachers—-in-—~-charge
and obtained the following resultse:

The fifty public gencral sccondary school azdminis-
trators in the Division of Leyte during the school year
1976-197T performed their administrative duties and res-
ponsibilities effectively, in general, as perceived by the

teachers, administi2tors themselves, and the superinten-

dent, The following were the findings of Uy's study:

1. Relationship between competencies and basic

personality traits., Competencies and basic personality

:

)

ot

<

its do not have any relationship at all in bringing
about an effective administrative performance.

2. Reclationship between the administrative per-
Administrative performance and
competencies have a very high and significant relationship
» bringing about effective administrative performance,
in general,

%o Relationship between adminigstrative performance
znd basic personality traits. Administrative performance
and bhasic personality traits are significantly related in
bringing zbout effective administrative performance,

4. Status of administrative performance in general.
This study revealed that the administrative performance of
the public general sccondary school administrators in the

Division of Tieyte during the school year 1976-1977 is
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cffective,

In her study, Uy gave the following recommendations:

1. Since competencics and administrative perform-

ance are significantly related, it is a necessity that
prospective administrators as well as administrators in
the field should undergo, from time to time, series of ade-
quate and functional in-service trainings in administrator-
ship, thereby, giving them exposure and develop in them

compeilencies necessary for effective administrative per-
formance.

2. Since administrative performance is vervy sig—
P

nificantly assbciated with basic personality traits, it
is necessary that basic personality traits be one of the
criteria in the sclection of prospective administrators.
The study of Uy was centered on the relationship
between competencies and basic personality traits; rela-
tionship between the administrators' performence and com-
petencies and relationship between the administrative per—
formance and basic personality traits. The present study
concentrated on the reclationship between the perceptions
of the ratecs and raters about the PASKO as a rating sys-
tem and the performance ratings of key officials, These
perceptions focused on how the key officials accomplished
their task basced on their targets as required in the per-

formance indicators of the rating system.
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Another Study conducted to determine the factors
related to job performance of teachers in the seven agri-
cultural schools of Bagtern Samar, school year 1980~1981
wag that of Espinosa34, It sought to find answers as to

whether: (1) there are significant differcnces of the res-

pondent's personal attributes toward their job performance,
(2) therc is significant relationshin between the favorable
factors of job performance and the high performence ratings
of tcachers, and (3) there is significant relaticnship
between the restraining factors of the Job performance

and the low performance ratings of teachers.

The following were the findings of Espinoga's study:

l. There wvere no significant differcnces in the
personal attributes of the respondents toward their job
performance,

2, Therec was a "highly" significant differcrice in
the respondent's length of services and cducational attain-
ment toward their job performance. Tcachers who stayed
longer in the scrvice and earned more than 20 units in

posl graduate degree were better job performers Compared

to teachers with less than 14 years in the gervice and

34Q0scar 0. Espinosa, "Factors Related to Job Per-
formance of Teachers in Agricultural Schools of Eastern
vamar® (unpublished master's thesis, Leyte Institute of
Technology, March 1983) pp. 101-102.
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those with less than 20 units carned toward a mastcral

degree.

5. The factors of job performance that revealed

a significant/highly significant relationship toward high
performance ratings of fhe respondents were job security,
opportunity for promotion, social rccognition, and retire-
ment benefits; while financisal security, unwarranted con-
tributions; various school activities and school environ-
ment were highly and significantly related to the low per-
formance ratings of the teachers.

4. - Thore wastig significont rélatiénship. between
the high performance ratings of the teachers to financial
security, unwarranted contributions, various school activi—
ties and school environment., No significant relationship
elso existed between the low performance ratings of the
teachers to job gecurity, opportunity for promotions,
social rccognition 20d retirement bencfits,

5. There ie significant rclationship between the
favorable factors of job performance, (job security, oppor-
tunity for promotion, social recongition and retircment
benefits) and high performance ratings of teachers.

6. There is significant relationship between the
restraining factors of job performance (financial security,
unwarranted contributions, various school activities and

school environment) and low perforuance ratings of teachers,
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In relation to his findings, Bspinosa gave the

following rccommendations:

l.  To kecp pace with the changing programs of the
minisiry, school administrators, school heads and school
supervisors should make subgequent observations and per-
iodic evaluation of the teachers' performance.

2. Promotions should come from within the rank
and file based on meritorious accomplishments of the local
organization. Those who are affected should be notified
carlier rather than when the position for promotion is al-
ready filled up. Worthy accomplishments should be given
corresponding reward,

3 Feeling of indifference should not be shown by
school administrators and heads whenever their tcacheré
znd subordinates present problems especially affecting
their work. Tcachers should be treated equally and fairly
well and be given opportunity to participate in policy
mzking especially those affecting their job.

The studies just reviewed dcalt on studies of per—
formance evaluation of teachers in the elementary and

secondary schools., Thelr respondents and ratees were

te

S‘)

chers ;3 the cemphasis of the studics was on analysis of
their performance evaluation and their implications for
personncel action.

The valuable ideas derived from the foregoing re-
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lated studics and literature lont support to the develop-
ment and criticnl annlygis of the contents particularly
the framework and dircetions of the on-going study.

The present study on the perceptions on the PASKO
determined the relationship between the performance
ratings of the key officials under the NPAS and those
under the PASKO, It further assessed the perceptions af
the different respondents, both raters and ratecs, about
the PASKO and how these perceptions rclated to the per-
formance ratings of the kcey officials in the Division
of Samar. All the revicwed related studies were about

performance evaluation of teachers and administrators,

a

while the present study was: on the latest performance
cvaluation for administrators and supervisors known as

the PASKO or Performance Appraisal System for Key Offic-

.

ials,



CHAPTIR 111
[TETHODOLOGY

m . . , .
The rescarch design, the procedures used in gather-
ing data, the construction and distribution of the ques—
4.3 ; .
vtonnaires, respondents and gtatistical method arc dis-

cussed in this chapter,

Rescarch Design

The normative type of descriptive research method
was cmployed in this study using the questionnaire as the
major instrument in gathering the data, This method was
supplcmented by an interview of +he respondents to cross-
check the initial responses., Documentary analysis was
also done to obtain the performance ratings of the key

fficials under the PASKO and NPAS. Different rcading
nzterials like books; dissertations, unpublished master's
theses; periodicals, and vital documents were availed of
and revicwed to sircngthen the contents of this study.
Sempling of the districts was done through randomization
by fighbowl method, The respondents werc sclected through

purposive random sampling.

Inctruancntation

The main instrument used in this study wag the
qucstionnaire. It was the most appropriate device becausc
of the nature of the data and information nceded. It was

48
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designed and structurcq 50 as to Tocilitate the gathering

of data and informotion required. A set of questionnaires

i - "
was structured by the regearcher for the four scts of res—

pendents based on the performance indicators on the PASKO,
This was supplemented by an imbervicw guide.

Beforc the questionnaires werec ficlded, a dry-run
was made with five general education supervisors, three
district supervisors and six principals in the City Schools
Division of Calbayog for MECS raters and key officials,
after a permit vwas seccurcd from the city Schools Division
Superintendent. Another dry-run was also conducted in

atbzlogan I for the teachers and head teachers; and for
the non~lECS raters, a dry-run was conducted in the muni-—
cipality of Wright. The try out respbndcnts Were re=-
qucsted Yo indicate their comments and suggestions for
further improvement of the instruments. After the valida-—
tion, the final draft of the quesvionnaires was reproduced

with the appropriatc suggoestions prapcrly incorporated.

Distribution of the questionnaire. A permission
from the Schools Division Superintendent was sought before
the distribution of *the questionnoires. The questionnaire
for the key officials was personally distributed during an
administrastors! conference to ensure & more or less 100
percent retrieval. The qucstionnaire for the division

e 1 Held) oo ¢ $ . : :
rating team was distributed by the resecarcher in the divi
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sion office. Questionnaires for the subordinates and nan-
MECS raters; chosen fponp the 10 sample districte/munici-
palitics werc personally distributed by the investigator

in the differcnt sample districts,

The Respondents

The respendents of this gtudy were the 54 ratees -
19 district supervisors and 35 elementary school princi-
pals as key officiels., Included in %he respondents were

the 362

)

aters broken down ag follows: five members of
the division rating team; 47 head teachers and 260 teach-

ers from the 10 selected sample districts and 50 non-

The subordinate raters composed of 20 percent of
the teachers in each of the 10 sample districts randomly
selected from the TForm 3. From this list were chosen the
teachers with oddé numbers until the desired 20 percent
was obtained. All the head teachers in theé 16 sample
districts were involved as respondents.,

The five non-MECS raters from each district/muni-
cipality were seleeted from the 10 sample districts.

Thoy were randomly sclected from the 15 non-MECS raters
involved in rabting the key officials by the division
rating team. The 10 sample diglricts with the correspend-

ing regpondent raters are shown in Table 1 on page. 51.
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Table 1

[ Fog
Sample Dictriets with the Corregpond-
ing Numberp of Respondents

sNumber. :Numb of sNumber of
Sample Dis stricts/ : gf . °Eogdo§c%~ NoﬁFMECD

Iunicipaliticg sleachergschers aterg

1, Calbiga 21 3 5‘
2. Catbalogan IT %0 1 5
3. Catbalogan III 32 6 5
4. Gandara 28 7 >
5. Hinabangan 16 1 5
6. Metiong-Jiabong 28 6 5
7. Pinabacdao 21 3 5
8. Sta. Margarita 27 4 5
9, Sto., Nino-—Almagro 28 11 5
10, Tarangnan 29 5 5
Total 260 47 50

Statistical Methods

The data gathered in responsce to the questionnaires
wvere recorded and tabulated separately in a master sheet.
These vere later presented, analyzed and interpreted quan-
titatively and qualitativcly in accordance with the most

2ppropriate statistical measures within the grasp of the



rosearcher,

To determine the relationship betweca the performence

ratings of the key officinly under the NPAS and the PASKO,
both ratings were paired and 1aid in a matrix in o scatber-
gram. In distributing the retings in the matriz, the
atings were plotted on the nearest whole number. The

coefficient of Correlation, uesing the Pearson-Product

\n

e <4 4
Moment (r) was computed using the following formulas~”

;ﬁ— “ Cx Cy
03; Uy

where: xy sum of x and y variables

N = number of respondents
X = Ji%%-
cy = £fy

N

0. = deviation of the x variables (PASKQ)

@y = deviation of the y variables (NPAS)

To obtain the perceptions of the four groups of
respondents the responses verc summated and the weighted

mean computed, The summated ratings for cach indicatar

ZSueney B, Garrette, Statisiics in Euvcholo
Iducatic Z*%%Nc% VYork: Longmans, Grectl qna Co. 1951) p.
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e obtain 14 ,
= ed by multlplylnﬁ the scale value of a response

by the total nugbew .. . .
\ nber of Pesponses indicating it. The

reiohte oy . , . e o
veighted mean of cach indicator was obtained by dividing

the total weighteq Points by the number of regponses. Tw

quantify and interpret the welghted mean of each indicator,

the researcher adopted the following arbitrary scale,

Adjective Ratinge

lMumerical Rating
Fully satisfied (FS) 4,51 - 5,00

Highly satisfied (HS) 3.51 - 4.50

Satisfied (8) 2.51 - 3.50

Slightly satisfied (88) 1.51 - 2.50

Not satisfied (Ns) 1.00 - 1.50

To determine the relationship between the general

perceptions of the four groups of respondents on the
PASKO and the performance of key officials, the weighted
mean of the general perceptions of the four respondents
by indicator and the average mean performaﬁce of key
officials by indicator. were tabulated, ranked and cope

puted using the Spearman Rank Correlation, as follows:




CHADPT R IV

PIU_J:JA.fn'w‘l‘MTl(_lJ\j‘ h“ﬂ[JY.rJ[U A“” J.Jj'J.'id{]('l{I‘;TATI()” O DATA

’,-‘-13 1 e e " .
the discussiong on this chapter are premised on

the following questiong.

1. What is the profile of the performance of the

key officiale in the Division of samar under the:
1.1 NPAS 1.2 PASKC

2. VWhat is the relationship between the perform-
ance ratings of key officials under the PASKO and those
under the NPAS?

3. Vhat is the relationship between the general
perception of the four groups of respondents on the PASKO
and the performance ratings of the key officials?

The data zathered are presented in figure and

table form for easy refercence of analysis and interpreta-

tions.

Profile of theﬁf;rformamce
of thc Kcy QOificials

The performance profile of the key officials in the

Division of Samar under the NPAS and PASKO is presented

in Tigurc J.
A cursory 1ook at the figure reveals that under the

NPAS, 16 key officials obtained raitings ranging from 9.3

to 10 or "outsianding'; 36 obtained ratlings ranging from

7.5 to 9.299 or "very gatisfactory"; and two obtained

54




f ) The equivalent descriptive rutings represent--

— ing the performance prcfile in figure 3 are the
13-
= 30}‘__ ) following:
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ratings ranging from 4,7 4o 7,499 or “satisfactory'. No=
~ body obtained a rating below 4.7, Under the PASKO, 11
key officials obtained ratings ranging from 87 to 100 or
"outstanding"; 34 obtained ratings from 73 to 86 or "very
satisfactory" and nine obtained ratings ranging from 53 to
72 or Usatisfactory". Nobody obtaincd ratings below 53.

Relationship Between the Perform-
ance Ratings of Kev Officials

Under the PASKO and those
Under the NPAG oo

The computed r was matched against the tabular
value of r at 52 Degrees of Freedom and at .05 level of
significance. The obtéined r of .48 is greater than ,268
which is the tabular value of r at 52 Degrees of Freedan
and at .05 level of significance, Therefore, the null hy-
pothesis that "the performance ratings of the key officials
under the PASKO and thosc under the NPAS are¢ significantly
related", ic rejected. This means that there is no signi-
ficant relationship between the performance ratings of key
officials under the PASKO and those under the NPAS,

Perceptions of the Respondents
on_the PASKO

Tableg 2~A, Bs; C, and D prescnt the extent to which
the indicators in the PASKO were satisfied by the key offi-
~cials or ratees as perceived by themselves and the other

groups of respondents.
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Kev.officiala, As shown in Table 2-A, three in-
dicators were "highly catigfica™ by the key officials as
pereelved by themselves, fThese indicators are: "planning
and organizing work", ywith a weighted mean of 3.93; "prompt-
ness and aceuracy in submission of reports/statistics”, with
a weightcd mean of 3,65; anqg "problem malysis and decision
making", with a weighted mean of 3,53, Perceived as "satis-
fied" are: "leadership and personnel management™, "utiliza-
tion/allocation of resources", and "public relations and
community involvement" with weighted means of 3,48, 3%.36
and 3.35, respectively,

MECS raters. Table 2-B reveals the perceptions of

the MECS raters on the PASKO, "Planning and organizing
work" is the only indicator "fully satisfied" by key offi-
cials, However, all the other indicators were "highly
satisfied" with weighted means ranging from 4.21 %o 4.4Q,
IT compared with the seif~perception of the key officials
wvhich ras a grand mean of 3,57, there is a difference of
.83 which means that the key officials underrated them-
selves by .87 in relation to the perceptions of the MECS
raterg, Thisg difference maybe attributed to the conscious-
ness of the key officials over the objeetivity of the PASKO
&5 a rating syetem, thereby cncouraging them o rate them-
celveg ag criticnlly as poseible in order to preserve their

sincerity, honcety and integrity in assessing their per-

formance,
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Table 2

Perceptions of the Respondents

A« Koy Officiale The

- — -

on the PASKO

moelveg

LG @) L)y (RiToal uedent-
} i i i fend illgan
Planning/organiz- 8 26 11 45 HS
ing work (40) (104) (33) (177) 3.93
Utilization/allo- 2 26 15 9 1 53 8

cation of re-
sources (10)
Promptness/accu~-

rzcy in submis- 6

(0

sion of recports/

statistics (30)
Problem analysis 65

znd décision

meking (30)
Lezdership and per- 5

gonnel management(25)
Public relations 6

and community in-

__volvenment (30)

(104)  (45) (18) (1) (178) 3.36

28 16 3 1 B4 HS

(111)  (48) (6) (1) (201) 3.65
23 18 5 1 53 HS

(92)  (54) (10) (1) (187) 3.53

21 21 4 1 5e S
(84)  (63) (8) (1) (181) 3.48

(72) __(60) (18) (1) (181) 3.35

Total (165)

142 101 30 § 31 HS
(567) (303) (60) (5) (1105) 3.55

{
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B. MECS Rat ors

-

Indicators E(%? :“}g? : (%) ; (g? :(%?:Total;Wgéght—
4 : H : o i1Mean

Planning/organiz.- 4 1 5 78

ing work (20) (4) (24) 4.80
Utilization/allo- > 5 1 5 HS

cation of re-

sources (10) (8) (3) (21) 4.21
Pronptness/accu-

racy in submis- 5 1 1 5 HS

sion of reports/ |

stavistics (15) (4) (3) (22) 4.40
Problem analysis

and decision P 1 1 5 HS

mzking (15) (4) (1) (22) 4.40
Leadership and

personnel man- 1 4 5 HS

agement (5) (16) (21) 4.21
Public relations

and community 5 1 1 5 HS

5 °

__involvemcn® (ié) gg) (Z) (;g) 4 ég

To4tal (80)  (40) (12) (132) 4.40
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ceptions in Table 20

The subordinate raters' per-
shows that foum of the gix indicators

U\ S o s g
vere "highly satisfiegn by the key officials as revealed

. p
by the weighted meang ranging from %.65 to 3.79. These

indicators arecs i 71 i
IS are: '"Planning and organizing work", "Public

relations : : 2 X
S and community invovlement", "Jtilization/alloca-

tion pf resources", and "Promptness/accuracy in submission
of reports/statistics!, . "Problen analysis and decision
making" =and "Leadership and personnel management", with
weighted means of 3.26 and 3.47, respectively, were per-
ceived by the subordinate raters as "satisfied" by the
ratees. The grand weighted mean of 3.59 generally indi-
cates that the key officials "highly satisfied" the indi-
cators as perceived by their subordinates. However, the
indicatore perceived by the subardinates as "matisfied"
should create awareness on the key officials to improve
"problem solving and decision making" as well as "leader: —

gchip and personnel management".

Non-MECS raters. Table 2-D presents the Non-MECS

raters! perceptions on the PASKO, which generally reveals
that all the indicators were. "highly satisfied" by the key
officials, ag shown by the weighted means ranging from 3.51
to 3,98, thus yieclding a grand weighted mean of 3,77 which
indicates more consciousness and belter participation in

community activities on the part of the key officials.
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C. Subordinate Raters

« FSTTTES g8 WMOTTotal T Weight-

Indicators 2 (5) (4) : (g) : (2)3 (1) s ed
——- : : { g : : :Mean
Planning/orgzanige- 34 104 68 18 3 227 HS
ing work (170) (416) (208) (36)(3) (829) 3.65
Utilization/alloca-
tion of re- 32 111 61 12 1 217 HS
sources (160)" (444) (183) (24)(1) (812) 3.74
Promptness/accura-
¢y in submission 44 102 52 18 216 HS
of reports/sta- (220) (408) (156) (36) (820) 3.79
tistics
Problem znalysis 55 125 50 31 9 250 S
end decision (175) (420) (1%0) (62)(9) (816) 3.26
making
Lezdership zand
personnel man- 41 129 69 12 251 S
zgement (205) (436) (207) (24) (872) 3.47
Public reclations
and community 42 99 60 25 1 227 HS
involvement (g%g) iggg) (%gg) gig 14 83_1_3 68

Total (1140) (2520)(1080) (252)(14)(4986) 3 59
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De Non=lECS Rateps

, L TR | S S s i< < e U5 T'T&T%l—ght-

Indicators F(9) rA) s (%) : (2)s(1):

NP — : : $ $ _LME.a,n

Planning/organis. 18 16 3] 4 3 49 HS

ing work (90)  (64) (24) (8) (3) (189) 3.85
Utilization/alio..

cation or re- 20 15 7 2 A 48 HS

sourcec (100)  (60) (21) (4) (4) (189) 3.93
Premptness/accura

€y in subnis- 18 20 4 3 3 43 HS

sicn of reports/ (90) (80) (12) (6) (3) (191)‘3.98

statistics

Problen analysis

and decision 12 22 7 4 3 A8 HS

making (60)  (88) (21) (8) (3) (180) 3.75
Leadership and

personnel man- 10 20 9 5 5 49 HS

azement (50) (80) (27) (10) (5) (172) 3.51
Public relationg

and community 12 20 8 6 3 49 HS

involvenent (88) 1?03 (24) (12) (3) (179) 3._8

291
Total jaJm_.Lual_LL_zl mm 21)(1100) 3,77

- g e o

W - ——
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As gleaned from Table 3, the gencral perceptions

on the PASKO by

the four groups of respondents indicate

that the key officisles “highly satisfiea" all the indica~

tors as evidenced by the weighted means

ranging from 3.67

1o 4.06 or a grand Weighted mean of 5.83.

Table 3

General Perceptions on the PASKO by
the Tour Groups of Respondents

Respondents! Perceptions

(Weighted Mean)

¢ Total: Grand

s Weight-

Inalca—ifev Of—: MECS :Subordi-: Non=MECS ?' T oed
tors . ficials:Raters : nate : Raters - : Mean
. ° :Raters _3 $ :
; R _—
z ) 2—'
1 3.93 4080 3065 Jr85 16. 2 4.}01g
3 2 .81
2 3,36 4.21 3,74 3.93 15.24  3.81
.81 3.96
3 % .65 4 .40 319 3.98 15 3 gS
- b 5 R {4 l . o
4 3.5 4 .40 %420 P 4.94 3 gg
2 f]. '7'[’1 1 v67 3067
5 %,48 4.21 Ze4T 5¢5 4 2
6 % 25 4,40 %68 52605 15,08 3,77
W A,
L AC P 124 0 0l
= % 26,472 21.59 2267 91.97 23.
Tatal 21.20 ¥ b .
Grand "
gggﬁhtod 5,55 4.40 %, 60 3,79 15.3%2 3.83
L [ .
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General.. |
R&sngnd&nik 1u?n§5§f33¥5‘ o

foruanc. oL Key. Qfficinlg

- Tablq 4 shows the rilationship botwoen the goneral

perccptions of . thi-respondents and 'the. porfermanec of- the -~
kcy officials which was dctormined through thc Spcarian

Rank Corrclation.--With théfebtaincd rg of 0509 which if- -
1css than the tabulbr¥aluc of ,829 at 0,05 16vel of cipg~
nificancej fh@lﬁ;§Othcsis;thaﬁiﬂtﬂéfﬁgéﬁofal perception of
tHe four_groups Of.rGSpoﬁantS.QniihCEPASKQ;iS;Significéﬂ$—

1y rclatcd to the performance of kcy officials" is accept-

pre

c¢de Thorcfore, thore is a2 siemificant rclationship betwcen
4 @] p

the agencral perceptions of the rospondents and the pcr--

formancc of kcy officials,

Beactions of the Raters to the
PASKOQ

An informal intorvicw with somc of the respondcents
was conductcd and the following reactions were gathered,
Among thc 30 key officialg, 10 district supcervisors and
20 principals, 2ll district supcrvisors ked positive ane
evcre asbout being acquainted with the performance indica~
tors whilc fivce of the 20 principals did not know much
about thc performance indicators in the rating systoem,
They were unanimous that salary inercasc is dependent on

national policice, whilc promotions follow commendablc per-
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Table 4

Relationship Between the Genoral Per=
ceptionyg of the Pour Groupe of
Respondents and the Per--
formance of Key
Oftficials

TN S22 - s i L

L T L R PSS —

Indi-: General PersAverage Mean Per—:Rank:Ranks

T
ca- :ceptions  :formance of Key : X: Y: D : D
tors: (X) :0fficials (YY) : : g
1 .4.06 22.54 1 10 0
2 3;81 8. 59 3 4* ~1 a 1
3 3.96 8.26 2 6 -4 16
4 374 12.3% 5 3 -2 4
5 3.67 20.66 6 2 4
8,44 A 5 -1 _1 .42
6  3.77 <& =
. 6 40° rg = 1 - 228
I‘S = 1 T eptiena 2 " ¥ 'zm-
eye~1) _
6(6° -1)
6(36-1)
=1 - g?ﬁuunmu
6 X 35

Table value of rg at 0.05 level of significance w .829
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0 Y S i fan £ o i "
formance. Two district supervisors and five principals

expressed bitterly that the PASKU does not promote better

personal and profe

[

Ssional relationship between the ratee
and the rating officials. fThe ten district supervisors
favored the rating system for succeeding rating periods
while eight of the 20 principals did not favor the same.

The MECS raters agreed that the performance indica=
tors are relevant to the duties of the ratees. They con~
sidered target dates as realistic and the suggestions given
were intended for the improvement of the ratee's perform-
ance. They all agreed that the PASKO should be used for
succeceding rating periods.

An interview with 50 subordincte raters revealed
that 15 did nct know the performance indicators in the
PASKO: 35 agrecd that the PASKO made the key officials im-
prove his relations with gsubordinates; 38 admitted that
the rating system drew more trust and confidence of subor-
dinates in his leadership; and 35 agreed that the PASKQ
should be used for succeeding rating periods.

Forty non--MECS raters were intervicwed and only 33
werc acquainted wit! thie performance indicators in the
PABKO; 35 signified that the rating system improved the
kKey officinl's concern Tor the community and made them more
cooperative with community officials. All agreed that the

PLSKQ ghould be uscd for succeeding rating periodg,
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comments and/or

g fl"[‘(—\t. < o -
of Rosnondont&%‘*s&t&_@.ﬁ&

Th Cr'e wore o d 4

“T€ Positive ag well as negative comments
and suggestions o+ 4
= © 01 the respondenty both raters and ratees.

Similar comments e, ,
ts were congolidated and vwritten as onc.

The following discouysad i
1 ing discussions gtort vith the positive comments.

The key officials, "The PASKO is a g00d instrue
ment to objectively aggess the performance of key officials.
However, there are performance indicators which could not
be met,; not through the favlt of the administrator but by
circumstance", some principals commented. Another princi-
pal had this {o say:s "Phe PASKO is good because the rat—

ing

I_.J

¢ donec by the teachers and the community." Some
district supervisors suzgested:; "Only MECS personnel
should be involved as raters for the administrators and
supegvisors. " Another district supervisor suggested: "Any
work performed oulside of the official time of the ratee
sust be considercd as a "PLUS FACTOR™.

The MECS raterge TFour of the five members of the

divigion rabtins team expresscd their comments and suggest-
fons se follows: "The PASKO ag an instrument should be
nazimglly vtilized by MECS personncl concerned if only to
improve the performance of key officials aside from provid-

4 1"
ing dircetion in thelr Wwork.

"he composition of the PABKO rating tcam must be
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thosc oCeupying pogiti ame 1s
& PO8ltiong higher than those to be rated."

commented ane nenbey,

"The rajsces 8hould be open-minded to accept what-
cver recult will come oyt during the accounting of their
performance and should uge the results for the redirection
of his management in terns of strategics and vargeto.
"liembership in the Division PASKQ Rating Team should
be rotated among the different division supervisors."
"Despite the previous experiences on the evalua-

tion through the PASKO, there are still some district super-
visors who have not learned lessong relative to documenta-
tion of indicators., They insist on their oﬁn way and

refer always to their 'excellent' or 'outstanding' perform-

ance for the past three to four years."

The suborainate raters. The following were the
conments of the head téachers and teachers who are con-
sidered ac cwbordinate raters. A head teacher comnented:
"Phe PASKO is very useful for key officiale, aonly that I

3 £ o -~ 4~ - - J ~ )
am not acquainted with this system because we are ratved

" . ps - \} 1 e °
under the PAST." Another head teacher had this comment:

"The PASKC aznswers @ long felt necd of rating officials

in the govemament. T+ts objectivity, reliability, and

: e - aubiectively rating an official de-
validity frees it frOm'uUbJOC ¥y 6o

void of thc human clement. Although it is new, it can
i

e v % ;imes in spite of the series of
withgtand the test of the times in Op iRl 55
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innovations in ratin: key officinls,

Some teachers had the folloving comments: "The
PASKC is an effective way of rating key officials if 1% is
really implemented, The PASKO ig cffective if the super-
visors and principals will rcally follow the indicators
religously and cffectively."

The_non-lECS raters. One of the non-MMiCS raters,
2 businessman, had this to say: "The PABKO system of
ratinz districl supervisors and principals is good and
should always be used so that we can be assured of good
lecaders. The administrators are made aware of what they
should do and accomplish better."

A municipal mayor said: "I believe that this

svaten of rating key officials will improve their lcader-

sh

ip =tylc 2nd a frequent reminder of Their collective
receponsibility to the educational system and ite clientele
for which they arc committed to serve."

The nerative comments came from the key officials

and subordinate raters. gome of the district supervisors

had thic to say: "PASKQ should not be continued. The old

rating pysten wags 2 better one., Involvewent of lay people

and tcachers in theo cvaluation can be subjective rather

» * {1 ¥ 2 2 Lo
than porformance WibCe The PASKO is very subjective,

gampling in the intcrview wes not goods The PASKO as a

rating eyston ahould be discow aged for future use because
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it encouraged biased cvaluation by persons who are not
avarc of the performance indicators and the ratec's accom~
plishment,"

Another district supervisor said: "With the PASKO,
one's performance is reduced if non-MECS raters interviewed
arc against thc ratce because of personal grudge. Some of
the non--+1&CS raters did not even know the ratce."

Still another district supervisor commented: "The
targets sct by higher office should not be the basis for
district targets beBausc it is difficult for the districts
to achieve such targets due to circumstances beyond the
ratce's control, "

One district supervisor commented: Picturcs of
different activitiss mentioned in the PASKU indicators must
no longer be required as success indicators because they
arc véry costly; in addition, with this ratiug system, the
ratce is hcavily pounded and enslaved by figures.®

A principal commented: "The rating tcam should be
fair in rating the perscn that he or she is rating, should
avoid asking reports thatl are not important. I suggest
that the rating tcam should announcc before coming to rate
the persons concerned, "

The gubordinate raters, A head teacher had this
to say: "The PASKO requirce much time for the evaluators

and there is a tendency for the cvaluators just to pick out
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few or rather Jimitog .
er limited raters. They usually zct from the

central and ncarby baranzay schools not considering the
total number of schools in the district. I suzgest to
return to the old ranking system.®™ Several tcachers said:
"Teachers werc not well apprised of the PASKO as a rating

system and they nccd wmorc information avout it. ™

baam
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UHMARY ,  CONCLUSTONS 4l duCOMLLIDALIONS

SULNArY
1ig ai , .
Thi study wag conducted to assess the pefceptions

4 > o~ S .
of the key officiale and the raterg about the PASKO and

how those Dercemds mme o o .
' ¢ bercepuions relate to the perforaance of the

key officials in the Division of Bamar during the school
year 1984-1985. fThe ultimatc aim of this study was o
cvaluate the extent to which the performance indicators in
the PASKO werc satisfied by the key officials as perceived
by the rcspondents so that they would reflect the degree
of performance they have achieved., The performance indi-
cators in the PASKC werc revicwed and analyzed, then made
2s basis for the data gathering instrument in the form of
2 questionnairc which was tested for applicability and ade—
quacy throuzgh a dry-run, then rcvised and finalized., The
respondents to the final questionnaire consisted of the
ratecs -~ district suporvisors and principals; and the
raters werc composed of the division rating team, subordi-
nate raters, non-MECS ratere and the koy officials them-
selveg, The rosponscs verc classificd according to res—
pondente and werc analyzed and interpreted,

The Cocfficient of Corrclation, using the Pearson-
Product jloment was uscd to determine the rcelationship bet-
Ween the porformamce}ratings under the PASKO ang NPAS,

T2



)
nparing tho empd s
Comp & tho Crivical value of r of 0,262 at a DEf = 52

and a lovel of sipnies
3 Lo " £3 P ' "
Gidlicance at 0,05, the rogult showed

that thore ig
> 18 No Signifienns . .
tohificanty relationship between the per-

formance ratineg af 1.
UGS 0L key officials under the PASKO and those

under thoe NPAS,

Under the Now Porformance Appraisal System (UPAS)

16 kcy offiecialg obtained outstanding, 36 very satisfac=

tory and two satisfactory performance ratings. Undcr the

Performance Appraisal System for Key Officials (PASKO), 11
kcy officials obtained outstanding; 34 with very satisfac-—
tory and @iine got satisfactary performancc ratings.

As 1o the cxtent of satisfaction of the pcrformance
indicators in thc PASKQ by the key officials, thc following
is the summary of the perceptions given by the different
rcspondents,

The respondents were asked to rate the cxteont of
satisfaction of thc performance indicators in the PASKO
by thc key officials wsing the following guide; "fully
gatisfied®, "highly satisficd", "satisficad", "Slightly
satisficd”, and "not satisficd". Tho rosponscs of the

four aroups of rogpondents wore sumnated and tho wcighted
mcan computoed.
As pereceived by the key officials themselveg, "plan-
ning/organizing work?, was "highly satisficd"; "Utilization/
: o

atigfiadte M ,
allocation of rosources', "gatigfiocd"; "Promptnoss/accu-
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racy in subnigsion .o
[S1S) 1 ¢ . w : i1~ 4 .
- of Iuports/stamlstlcs", "highly satis-

fied"; "Problom ana:
M ANALYVE o am & ane : L{iafi
Halysis and decision making", "satisfied";

"Leadership and
JoAllQ eres« SR T \ . : Pube-
ber onnel mana gement ", "gatisfied"; "Pub

lic relationg ang community involvementl, "satisfied".

As perceived by tne Mmcs raters, the key officials
"Fully satisfieqw "Planning and organizing work. " All the
rest were "highly satisfiedn, These indicators are as
follows: "Utilization/allocation of resources"; "Prompt-
ness/accuracy in Submission of reports/statistics;" Prob-
lem analysis and decision making", "Leadership and persan-
nel management", and "public relations and community in-
volvement", /

The subordinate raters had the following percep-
tions: "Planning/organizing wrk", "Utilization/alloca~-
tion of resources", "Promptness/accuracy in submission of
reports", and "Public relations and community involvement®
were "highly satisfied"; "Problem analysis and decision
making'" and "Leadership and personnel management" were
"satisfied".

The extent of satisfaction of the performance in-

dicators by the key officials as perceived by the non-MECS

raters are ac follows: "Planning/orgemizing work", "ytili-

; "o upp ness/acc in
zation/allocation of resources’, Promptness/accuracy i

submission of reports/statistics", "Problem analysis and
D )

bl : ip and personnel management",
decision making", Leadership ¥



75

and "Publice relationea
f viong ang community involvement' werc
"highly‘satisfiod".

Th\) S'UJ'H- 5 L. . . .
Mmaved ratings for cach indicator was obtain-

ed by maltiplying the scalc value of g rospense by the

total number of Tesponses indicating it; Thce weighted
mean of cach indicatop was obtained by dividing thc total
weighted pointg by the number of responsces.

The general berceptions of the respondents and the
averagc mean performance of key officials were ranked and
thcir reclationship was computed using the Spearman Rank
Corrclation. The results showed that with thc obtaincd
rg 0f 0.09 which is lcss than the tabuler valuc of rg of
0.829 at 0.05 level of significance, the hypothesis is
accecpted. Thoroforc, there is a significant rclationship
bectwecn the perceptions of the respondents and the pcr-

formance of kcey officials.

Gonelugions
In the light of the findings, the following con-

clusions arc drawn:

1, The PASKO is morc objective and critical than

the NPAS bccausc the ratces have to work harder under the

C \

PASKO and considcrably satisfy the indicators in order +a

obtain very satisfactory or outstanding performance ratings,
ain sfac

which is not truc under thc NPAS. Hence, the significant
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rclationship betwean the PASKO apg the NPAS ratingse.

20 T}}O Oxtl\ni .t 5
©v U0 which the indicators in the PASKQ
arc satisfied by {h.
¥ the koy officials roflcets the degree of

crformance Y
PEFLOFMENce of the key officialg ap ovidenced by the sig-

nificant relationship pese
1onship betweon the perceptiong of the raters

on the PASKO -ng 4he mas.. . _ e
anda the actual performanco of the key offic-

ials.

)

Baged on the conclusions drawn, the following re-
commendations are mades

1. Target—sctting negotiations and performance
appraisal should be done on time %o heip the key officials
achievé better.

2., Subordinate and non-MECS raters should be well
acquainted with the performance indicators in the PASKO.
The school head should take thisr rcesponsibility. This will
also make the evaluation morc objective and valid,

3, As rccommended by the rcepondents, the PASKO

should be uscd for succeeding
A further study abovt the effectivencss of the

rating periods.
\

4‘.

PASKQ should be conducted on & regional or national level,
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AP ENDIY A

SALAR GTAD POLYTECHNIC COLL.LGE
Catlbalosan, Samar

April 25, 1984

- v At A e : »

The Acting Dean of Graduaie gtudice
moar  Cl4 - R h =

samar State Polytechnic Collcge

Catbalogan, Samar -

) In my desire to start writine my thesic proposal,
I have the honor to submit for approval onc of thc follow-
1ng rescarch problems, preferably number 1
1. PIRCEPTIONS QO TH® PASKU: THEIR RELATION TO
LTiL PORFORUANCE OF KEY UFFICIALS IN
THL DIVISION O SAiMAR
2. RIaCTIONS OF' DISTRICT SUPERVISORS AND PrIN.
CIPALZ IIl THE DIVISIQN OI' SANAR TOWARDS
THE PERTORMANCE APPRAISAL SYSTEN
FOR KEY QFFICIALS
7. EVALUATIUN OF HEBALTH LEDUCAYION PROGAN
IN THI DIVISION OF SAMAR
19581-1985
I hopc for your carly and favorablc actiorn,

Very truly yours,
(SGD) ERERIICGENES . CAIRQ
(Rescarcher)
Recommending Approval:

(560) ALLTAUDRO ¥, CALARUA
licad, Rescarch and Dcve.

APPROVED:

(5GD) DUAINADOR €, CABANGANAN
Dcan of Graduatc Studeis



APPTENDIZ B

wR¢PUblic of the Philippinos
SAMAR STATR POLYTECHNLC[éULLBGE
Catbalogan, Yamar

November 2%, 1984

Thc‘C%ty 3chools Divigion Superintondent
Division of Calbayoy City
Calbayog City

In ordcr to improve and validate my survcey ins-—
t?umcnt for key MECS officials intcnded for my study en-—
titlcd "Porceptions on the PASKO: Their Relation to the
Performance of Kcy Officials in the Division of Samar®,

I havc the honor to request permission from that Office to
conduct a dry-run of my questionnairc to the division
rating tcam, district supcrvisors and principals of that
division. I wish I can make it beforc clagsces in December
1984 cnd, but vhatcver datc that Office may decm appro-
priatc, I am amcnablc to it.

Anticipating with gratitudc your consideration
and favorablec action on this rcquest.

Very truly yours,

(SGD) HERIOGENES N, CAIRQ
(Rescarcher)



APPINDIX ¢

"1lat Indorscment
DIVISION op CALBAYOG CITY
Calbayog City, November 27, 1984

ReSpeetfully returncd to MRS, HEQMUGENES N. CAIRO,
Graduate Student,; Samap State Polytechnic Collogog '
Catbalogan, Samap approving the requopt sbated 1niﬁhu
basic communication and suggosting that said qucstion-—
naires be distributeq between December 10-14, 1984,

(SGD) AwaDO A, YANGZON
Asst. Schools Division Supcrintendcent
Officer In-Charge

/25--06



. APPENDIX D
. aepublic of the Philippincs
BAMAR STATE POLYTECHNIC COLLEGE
Catbalogan, Samar

November 2%, 1985

The Schools Divig
Division of Samar
Catbalogan -

lon Supcrintendent

Sir

In order to improve and validatc the survey in-
strumfnt intcnded for my study entitled "Perceptions on
the PASKO: Their Relations to the Performance of Key
Officials in the Division of Samar®, I have the honor to
rcquest permission to conduct a dry-run of my quecstion-
naircs to the Catbalogan I clementary school head teach-
crs and teachcrs,

Anticipating with gratitudc your consideration
and favorablc action,

Very truly yours,

(SGD) HER(OGENES N. CAIRQ
(Graduatc Student)

APPROVED:

(8GD) LEOVIGILDO T. GELI
frssistant Schools Division Supcrintendent
officer-In=Chargc

¢ during the District Scminar on

&
NOTED: ko don ]
. Mey R o, Dacokbor i1, 1984

Guidanccy

(D) RAFAEL SEVILLA
B %istrict Supervisor



APPENDIX @

Republic of tpe 117
.. L0 . » Philippinocs
SAMAR §TATE POLYTECHNICpéOLLEGE
atbalogan, Samar

Pcbruary 5, 1985
the Schools Division i bl e
pivision of Samar Superintendent
catbalogan

sir

L I have the honor to rcquest permission to adminis-
tcr survey quostionnaire, during the monthg of Fcbruary,
Harch and April 1985, to *the members of the Division rating
team, district supervisors, principals in-charge, and
clecucentary school principals: hecad teachers and 20 percent
of tcachers in cach of the 10 sclected sample districts
nancly: Calbiga, Catbalogan II, Catbalogan III, Gandara,
Hinabangan, Jiabong, Pinabacdao, Sta. Margarita, Sto. Nifo
and Tarangnan. I further requcst permission to rcefer to
the performance ratings of the district supcervisors and
principals during the rating period 1982-1983 under the
NPAS and 1984-1985 under the PASKO,

The csescntial data dnd information which ithe res-—
pondents can furnish through this instrumcnt will be treat-
cd statistically and the correcsponding rcsults will be made
known in conformity with the ethics of rcscarch, These
will be uscd in writing my thesis entitlced '"Perccptions on
thc PASKOs Their Relation to the Performance of Key Offic-
ialg in thc Division of Samar". This 18 in comnncction
with the partial sequircment for the degrec of Master of
Arts in Bducation, major in AdmlnlstratloP and Supcrzlslon
at the Samar Statc Polytoechnic College, Catbalogan, Sanmar,
which I hopc to comple tc very soon.

My gratcful approciation fu; your golerous consi-
deration and favorablc action on this matter.

Vory truly yours,

(8GD) HERMOGENES N. CAIRO
Graduatc Student

APPROVED,

(sGD) LEOVIGILDO T. GELI
Schoolg Divieion gupcrintcendent



APPENDIX F

i Regublik

o epu l' 3 # I v : ] .

(MINISTRY OF EDUCATION 4ifp CULLURE)
Maynila

January 9, 1979
MEC ORDZIR
No. 2, s. 1979

IMPLEMENTATION OF THE NEW PERFORMALCE
APERATSAL SYSTEM

To

oo

Bureau Directors

Regional Directors

Cultural Agency Directors

Chiefs of Services and Heads of Units

Coordinator, State Colleges and
Universities

Schools Superintendents

1, Inclosed is Memorandum Circular No. 2, s, 1978,
of the ¢ivil Service Commission entitled "Implementation
of the liew Performance Appraisal System", which is self-
explanatory. Also enclosed are the Performance Appraisal
Report form and instructions on the proper accomplishment
thereof,

2, Conformably thereto it is horeby directed that
T ormance appraisal system herein prescribed be
aagpgggf%gfagll pggitions in this Miniswury, following the
zuidelines enunerated below:

A ting Pcriod .
- ?i;lEmployees shall be rated for the periods from
aprv to June and July to December of each
Jgggdé¥fégtive January X, 1679, except teachers
gnd other gchool personnel on the teacher's
leave bagis who shall be rated at the end of each
school semester beglnning the schaol year 1979-1980.

(2) A probationary period rating shall also be
made at the end of the one (1) year of cmployment
in the case of provisional elasgroom teachers and
instructors and at the end Ofﬁuhe sixth month for
newly appointed employecs whﬁoe rositions do not
belong to the classroom teachers and instructors
group.



%) A copy of
(3) emolgécof Eﬁelﬁeiformance ratins report of the
F Vo Low o al a Fripnr s g .
ffice %oho ¢ furnished the Personnel
ginigiiit?Cbool Administrative Officer or Ad-
Conc;rnfdlv?~Agslst?nﬁ of the 0ffice or school
oncerncd withing fifteen (15) days after
rating period,

B. Who Shall Rate
(1) In_School Districts -

(a) Zach elementary school teacher, guidance
counselor and coordinator, or school
personnel shall be rated by the school
principal or head teacher as the case
maybe, subjecto review by the district
supervisor,

(b) Fach elementary school principal, head
teacher, or district caordinator shall be
rated by the district supervisor, subject
to reviev by the schools division super-
intendent.

(¢) Bach digtrict supervisor shall be rated
by the aecistant schools division super-
intendent, subject to review by the
schools division superintendent.

(2) In national, provincial or barangay high schools-

(a) Bach tecacher shall be rated by the head of
the department, subject to review by the
gschool principal. In the case of schools
with no heads of department, the ratings
chall be made by the assistant principal
subject to review by the school principal.
Tf there is_no ascistant principal; the
ratings shall be made by the school prin-
cipal, subject o review by the schools
division superintendent.

(b) Bach head of department shall be rated
by the assistant principal. If there is
oY agsistant principal, the ratings shall
be made by the schoolse principal, subject
to review by the schools division super-
jntendent.

¢) EBach school principal shall be rated b
( assistant schools division superintendZnEhe
’



(a) In cchools with administrative clerical person-
2bed by

nel such clerical personncl shall be ré&

the administrative asgistant, subject tO bl

by the school principal, :
(3) In voeational, (fishery, trade, a&TiCU1tural)
schoolg/colleges -

(a) Fach teacher shall be rafed by the head of
department, subject to review by the school
principal or administrative, as the case may

be.

(b) Bach head of department shall be rated bY the

nesistant principal, subject to review by the

achool principal or administrator, as the
case may be. In schools headed by vocational
administrators, the ratings shall be made DY
the school administrators subject to reviewv
by the schools division superintendent.

(c) Dach assistant principal shall be rated by
the scheol principal, cubject ©o review by
the vocabtional school superintendeant, In
aschools headed by vocational administrators
the ratings chall be made by the school ad~-
pinietrator, subjecto review by the schools

division superintendent.

(a) sdministrative personnel shall be rated by
the Administrative assigtant, subject to
review by the head of the school.

(e) Each vocational school administrator shall
be rated by the schools divieion superintend-
ent, subject to review by the regional
director.
ational achools superintendent shal
the agsistant regional dircu'a 1
: S ; : zCctor
view by the regional director ’
®

(£) Each voC
be rated bY
gubject to re

(4) In division offices =

(a) Bach general education supervisor shall b
“ . (&
rated by the assls ant schools divigi .
intendent, subject to review by thpohgﬁos%perw
waLd O s

.

division superlntendent.

(b) Each administrative personnel
ated



(c)

(d)

by the schoolg administrative officer, sub-

Jeet to review by the cchools division super-
intendeny,

! r T e e e 4 ‘ 3 ‘ $
EYC?JASuluzdnb gchoole division superintendent
shall be rated by the schools division super-

intendent, subject to review by the regional
direcctor,

%ffh,s9h0915 division superintendent shall be
roatec oy the assistant rezional director, sub-
Ject to review by the regional director.

<O

(5) In regional offices -

(6)

(2)

(b)

(c)

(d)

pach supervisor or employees shall be rated
Oy the assistant chief of division, subject
to review by the chicf of division,

Bach assistant chief of divigion shall be
ratgd by the chief of division, subject to
review by the assistant regional director.

Bach chief of division shall be rated by the
assistant regional director, subject to re-
view by the regional director,

Each regional director shall be rated by the
Deputy Minister with the agssistance of the
agsigtant ministers, subject to review by
the ministers.

Tn cultural offices/agencies -~

(a)

(v)

()

(e)

Each cmployec shall be rated by the chief sec-
tion, subject to review by the chief division,
Bach chief of section shall be rated by the
tant director, subject to review by the

:
asslo

director.

chiei of diviesion shall be rated by the

Bach + director, subject To review by the

aesl gtan
direcctor.

3 ~igtant director ;hull be rated by the
gég?cigz,usubject to review by the Deputy

irect "
Minigi}(z‘r .

. 5 rated by the Deput
L inaotor shall be ra . puty

Eacp 9lr631th the assistance of the agsistant
Min}ﬂggﬁs‘ subjeet to review by the Minister,
ministt ’



B, Mit8 =

(7) In otaff burecaus, contero,

(a) Iach employee shall be rated by the chief or
section, subjeet to roviow by the chief of
division,

(b) Bach chiof of soction shall be rated by the
Weistant chief of divimion, subject 40 rew-
Viev by the chief of divigion,

(e) wach chief of divigion ghall be rated by the
Welstant dircctor or assigtant chicef of units,
LUPJQCt to review by the director or the
chief of unit,

d e¥al 3 » 5 /. ‘ o v
(a) Dl?ﬂ assistant director or agsistant chief of
g%lt shall be rated by the director or chief
- Wit, subject to reviey by the Deputy
Minigterg,
(&) 1 ! s ' § 4

(e) gfcq director or chief of unit shall be rated
L{ the Deputy Minister with the assistance of
S assistant ministers subject to review by
the Minigter,

(8) In_the Ministry (proper) -

(a) Eﬂcb.employeq shall be rated by the chief of
Seeiion, subject to revieyw by the chief of
divigion,

(b) Each chief of section shall be rated by the
assistant chief of division, subject ta re-
view by the chief of division,

(c) Zach assistant chief of division shall be
rated by the chief of division, subject to
review by the chief of gervices.

(@) Each chief of division chall be rated by the
chief of service, subject to review by the

Deputy IMinister.

1 *wice She - ted by the
D chief of service ghall be‘ra
copes ter with the aSSIStance.of the
subject to review by

(e) D ty Mini
eputy SLE -
asgistant ministers,

the ministers,

C. Rating Procedure - :
i ing t0 the
(1) The monner of rating whall Dbe accordin



(2)

(3)

é?%tlg?tlon glven in the aforementioncd Memorandum
Afigg %ﬁ NO: ¢ of the Civil Service Comwission.

e ¢ rating officials has acconplished the
perlcrmanO rating report, the same shall be for-
warded in triplicate to the reviewing official
who llk(:)WiSe Signs the I‘Oport. S

After the reviewing official has signed the report,
a copy of cach shall be furnished the ratce and
the rater, The third capy of the report shall

for the files of the office, division of school
concerned.,

In case a reviewing officlal decides to make the
changes in the performance rating of an employee
he shall indicate such changecs in red ink, in the
report and properly initial them, Any performance
rating changed by the reviewing official shall be
considercd final unless an appeal for considera-
tion of the same has been properly submitted.

D. Relationship Between RPerformance Rating and Personnel
nel Action

e

The performance rating of employee shall be con-

sidered in connection with the following personnel
action:

(1)

(2)

(4)

Placement~ the strong performance qualities of an
employee shall be utilized to advantage in duty
ageignments.. ‘

promotion and step or merit-increase in payment.
A rating of at least satisfactory shall be a
requirement for promotion as well as for step
or merit-—increase in pay.

Incentive award - An employee for whom an "out-
standing" rating is given shall be recommended
for an incentive award or merit increase.

Reduction in force - when reduction in force 1is

to be affected, the performance rating shall be
one of the factors to be considered in determin-
ing retention. Decisions in this regard shall

be based on the rating of the employee concerned,
notwithstanding any pending appeal of the employee
with regard to such rating. Should any change Ire-
sulting from the appeal alter the .cmployee's
standing on the retention register, the necessary



correctivao at . ’ a o R
: : Lsteps shall: be tak 124 ance.
iherGW1th, ¥ e takeén in’accord e

y N 4
(5) DlGClplinary action -~ An employec whose perfor-
mance rating ig "unsatisfactory" .shall be subs-
Ject to adminigtrative diseciplinary action
under the’'Civil Service lav and ruleg. =~ -

E. Appeals - . S SN SRR,

(1) Any employee who who belicves that his perfor-
ance has not been fairly or properly rated may
appeal for a review of his performance rating in
the manner presecribed in Circular No, 20, s.
1964, "Adiustment of Complaints: and "Grievances",
of the defunct Bureau of Public Schools.

(2) The employee shall submit his appeal within five
(5) days from receipt of his copy o6f the perfor-
mance rating report duly reviewed by the proper
official, Failure to do s0 shall be deemed a,
waiver of hig right to appeal and no appeal
shall therefore be:entertainéd, vieog g a

F, Training =

‘Regional directors, superintendents, district
supervisors and principals shall plan and carry out
suitable programs for the training of supervisors
in the proper and effective implementation of the
New Performance Appraisal System. Thic may be taken
up in teachers' mecetings, counfcrences or warkshops.
In this regard, the assistance of the Civil Service
Commigsion or regional offices or this office may
be availed of in the preparation and conduct of such
training.

3 The necessary forms should be printed or repro-
duced by the offices or schools concerned,

4. All previous rules and regulations on the perfor-
pamce rating system are superseded by this Order cffective
upon the implementation,

Se It is desired that this Order be disseminated to
all officials, teachers and employces concerncd for imple-
mentation and guidance.

(SGD) JUAN L. MANUEL
Minister of Education and Culture



PORPORMANCE APPRAISAL RLPORT

. to 19

-

-

READ THE INSIRUCTIONS VERY CAREFULLY BEFORE EVALUATING
THZ EMPLOYEE

LNSTRUCTIQNS
PART I. PIRFORMANCE

1. Dvsaluatc the performance of the ratee on the
bagis of:

(a) his actual achievement on his performance
targets, planncd (PT) and intervenin% (IT),
as oheocked and listed th erein after these
were duly established, discussed with and
approved by you.

2. TEvaluate the ratee by observing the following
procedurcs:

(2) determinc how the ratee met each of the
requirements of his performance targets
ae ecnumeratcd therein., If he exceeds
his performance targets by et lecacst twenty
five percent (25%), he should be given a
point scorc of 10 under the pcrformance
standards therein specified; 1.c. Quality,
Quantity and Time. If also ¢xcceds his
performance targets but falls short of out-
gtanding performance, & point score of 8
shall be given., If he meets his perfor-
mancc targzets he should be given a point
acorc of 6, If he fails to mcct his per-
formonce bargete but chow potential for
inprovement, he should be given a paint
scorc of 4, If he'fails to mecet his per-
formancce targete and therc is no cvidence
that he can improve his performance, he
should be given a point scorc of 2.

(b) Add all the point scores under the 3 meas-
urce of results namely: Quality, Quantity
and Time., Then divide by the number of
point scores. BEnter the total Average
Point Scorc on the spacce provided for.




(e) Multiply the paint score by 75% and enter
in the space for cquivalont point score.

PART II. CQRITICAL FACTORS AIFPECTING JOB PERFORMANCE

1. Evaluate thc ratce on the 3 critical factors:
Public Relations, Punctuality and Attendance,
and Potential, Give the corresponding point
score and remarks for each.

2, Got the average point of the 3 factors and
enter in the space provided for.

3, Multiply the point scorc by 25% and enter in
the space for cquivalent point score.

PART III. PERIFQRIIANCE RATING
A. Ovecrall Point Score

1. Add the cquivalent point scorc of Par I
and Part II. The total obtained in this

process constitutes the employce's Over-
211 Point Scorc.

2., Convert the overall point score into the
fquivalent Numerical Rating and indicated
in the¢ conversion table helows

Rangc of Expected Overall Equivalent
Numerical
Point Scorec Rating
2 = 2,899 2
2‘9 -2 4‘0699 4‘
4-7 e 704—99 6
705 s 9.299 8
9.3 = 10,000 10

3. If thc cmployce wae able to achiceve both
hig planncd and intcervening assignments,
he ig given an additional point score of .

» ' . L . - Y - .

4., Dctermine his'adjodétival rating by mat<
ching num¢rical rating with thc corrcspond-
ing adjectival rating below:



Be

Ce

2 = Unsatisfactory
4w TPair

6 =~ Satisfactory

8 = Very Satisfactory
10 - Qutstanding

Supcrvisor's Recommendations:

Write down your suggestions for improving cm-
ployce performance under Supervisor's Recom-
@Gn@a@ions. They may include suggestions for
training on specific fields such as human re-
lations, concepts of discipline, ctec., as
well as proposals for such personncl actions
as job rotations, rcassignment, promations,
cte.

Accomplish the Performancc Appraisal Rcport
on Triplicate -- 1 copy for the ratece, 1 copy
for the rater and 1 copy for thc Personncl
Qfficer.



APPENDIX @
®

Republika ng Pilipinas
" y ' . pinag
MI§§S£32110 of thc Philippincs)
(MINT BT NG EDUKASYON AT KULTURA
X OF EDUCATION AWL CULTURE)
Maynila

May 24, 1982
MEC ORDER
NO. 19, S01982

PERFORUANCE APPRAISAL SYSTE{ KEY MEC OFFICIAL

To:s Bureau Directors
Regional Directors
Cultural Agency Directors
Chiefs of Services and Heads of Units
Schools Superintendents »
Vocational School Superintendents/Administrators

i Enclosed is a copy of the Performance Appraisad
System for Key Central and Field Officialg of this Ministry
approved by the Civil Service Commission in its Resolution
No., 81~1175.

24 This instrument will be used for cvaluating the
performance oOf assistant secretaries, bureau directors and
nosistant directors, and assistant regional directors,
superintendents, ageistant superinb@nd?nts, superyisors,
digtrict supervisors, and school principals starting school

year 1983-1984.

. B It is desired that this ingtrument be thoroughly
. d and discussed by all concerned._ Orientation meet-
?zgglggould be conducted extensively this school year ta
insure proper understanding of the use of this instrument,
N e, regionS/diViSions—may implement this system

on a pilot/try-out basis.

A, Regional directors are requested ﬁo identify '
népbors of the rating teams as sooE a% possible. An orien-
Satich Aibaindny peogran fur membery of Lo Oha. FELLAG
teams will be conducted 1n_Au6u?§arll;oygg;; fgsgéqggl‘
training teams will conduct s1iml programs for division
rating teams sugsequently.



Any 3 : ) .
EQSSCSiionn %vgtqu}“h! requests for clarific ation, or
be senl to "l‘hiﬂ | “[‘u‘i Whe dnetrueont or the guidelines may
(] > .‘: )‘|n\ . ’ ) : ) . - ’4_'_
for Personnel nv(.f%h“’ attoentions The Aseictants Secrotary
) thagement and Development.

(56D, ) ONUBRE D. COUXPUZ
Minigter
Incl.  As stated,

References
MEC Qrder vo, 2, s, 1979

Allotment: 1-2-(D.), 1-76

To be indicated in the Pervetual Index
under the following subjects:
RUREAUS & QFFICES OFFICIALS RALILG
RULES <« REGULATIONS '



INSTRUCT TA——
Argngfgy? Vil THE USk OF Tilis PERFORMANCE
WAL SYDTEM FOg KWY 1EC OFFLCIAL
IQiLQdHQ&QEX—&iH&QmQM&
Th or 1 _— -
ials strcﬁfvi“iformdn““ Appraical System for Koy MEC Offic-
Civil Scrvice 61L,9utput/results concept preseribed by the
Thich Shouli.l,omm1s§ion. However, sinece therc are factors
formanco ofba‘h considered in determining the overall per-
torne of 2 official and which cannot be measurcd in
wndprilied- quartifiable reoulte, thic syston nakes use of
appropriate indicatorg,

Qfficials will be ratced on the bagig of the

e
S

followin

1. Planning and Organizing work ...ss.. 30
2. Utilization/Allocation of Resources. 10

e Promptngss/Accuracyfin Submission
of Required Reports/Statistics ..... 10

4. Problem Analysis and Decigion
Making ss s 15

5. ILeadership and Personnel Managecment. 25

6., Public Relationg and Communivy
Involvement sssae 10

7. Plus Factor

Proccdurc

central, Regional and Division Qffice Rating Teaas
shall be forwed, the composition of which is at the dis-
crction of the rating officials.

At the stert of the rating period, performance
tarccte shall be sect by the rating team'and th¢ ratee,
covérjng the major concerns for the rating pG?IOd. Sample
targets arc given in the guidelines., The rating teanm
should sce to it that the targets arc reasonablc, not toa
low or too high, taking into.accouqt thg resourceg avail-
able and the conditiong obtaining in the ratee's arca of

scrvice.
i ke T bagie for the rating in
nesc targets will be the : T g
the itemmzignginﬂ,&ﬂganﬂgnlﬂlﬂﬂmﬂQEk- Rating for thec other



0

itens may be dotopms
listed ix & i %I‘mlned on the bagie ’ 4 ¢ Eaabhe
8¢ 1 the Juidelin aBls of the indicators

08,

A Twl't()(. -
, re Y MAY o .
Factor for certaiﬁy1sfrn A bonus of Tive points as a Plus
~H Gistinetive op outstanding accomplish-

ments. Basig for the
cuidolinog ¢ Plus Pactor bonug is given in the

instruments fop WSEEQ A8 annexes A and B arc suggested
and Public R“]qtqu an€ inputs for ratings in Leadership
forms mav b)“d:‘%onu and. Community Involvement, Similar
rating i% Léadiﬁiﬁ?ed b{ gho raters for determining "
s - <L RHLD anc crsonnel aroe if decme
necessary. ¢l Management, if de

Evaluation shall be yearly - to cover the period
from Junc of base year to May of the succeeding year.

Qho ratings for cach item as well as for the Plus
Fgctors if any, shall be added and shall consitutc the
final numerical rating of the rated official.

The equivalent descriptive ratings arc as follows:

87 -~ 100 Qutstanding

75 - 86 Very Satisfactory
23 = T2 Satisfactory

35 . K2 Fair

%4 = or below Unsatisfactory

The rating rccommended by the rating team shall be
subject to review and final approval by the rating official,
The rating shall be shown to the ratee who shall then sign

on the space provided.

HQB.

P G D ing principally supervi-
ating those perfo;ml _

: Forigaicagors not applicable may be disregarded
Gagg ?Sr&%or example, the item on personnel actions under
Loadercohip and Personncl Management. An alternative in-
diga%g; éﬁegthon Utilization of Resources, copy inclosed,
may be used for supervisors.



RATI?S;SHEET FOR KEY MEC QFFICIALS
ohtral Officc and Picld)

Name ___
e e o Rating Period

Position _

L s
— e eem
e e g
e T T e

A. 5idﬁn1ng and Organizing work, getting
rk donc at Specified time.
(maximum pts, - 30)

Targcts: a.
Do
G
d.
G
L.

Accomplishments:
Qe
b.
Gs
d;
Ce
T

B, Utilization/allocation of resources

(maximum pts. :10)

Explanatory statements



Rating

D.

BEe

F.

R [T

Promptnegs s
e Pgt?gos apd d€curacy in submissgion
quired reports/statistics, bud

qQ : get
Proposals, (maximum pts. 10) .

Explanatory statement:

Problem Analysis and decisci .
(maximum pts, - 15) CCIS}OH making

Bxplanatory statements

Leadership and Personnel Management
(maximum pts. = 25)

Explanatory statement:

Public Relations and Community Involvement
(maximum pts. ~ 25)

Explanatory statement:

To tal

PLUS FACTIOR

Explanatory statemnent:

Final rating



SUMMARY OF _RATLjgy

A.
B.
Ce

Tumerical Rating : Rater/s

Descriptive Rating

Shown to me

Plagning ang Organi zing vork

Utlllﬁutlon/allocution of reaources

Promptneag and accyr

: acy in subnigsion
of required reporte

Problenm analysis and decision making

Loadership and personnel managemont
Public Relations and Community Involvment

PLUS FACTOR

TOTAL

— e  e——

Reviewed and approved by:

Ratce Rating Official

Key 1o Descriptive Rating

a7 - 100 - Outsﬁanding

7% - 86 - Very satisfactory
5% w T2 - Satisractory

35 -~ 52 -~ Fair

34 - or below -~ Unsatisfactory



GUIDALIY  « o
1) ](1("..) O RATIRG KiY Ml OFFICIALS
st i!tl"‘,] ")f f i(\, ‘ l‘j,l(‘)

For Itcm 4 « Planns
SRR N PN MG Orsand 714 'y
i — L RO W A30 B A i YVork
%n rdmum plo, ':.c. 'j(%)"“w a——

Tar~ots o, )
act at the f‘\\{‘.lv..r;' ili“ '-tllccom,,_“Cu with o vork plan, will be
rcfleet the major thiff rwginﬁ period, The targets should
for cxanmple, in tho " ‘3“1 of the divicion/region, cuch ag
cchool esites dﬁv\][\fxcﬁ of rnining pupil achicvement,
projccts, Thcdt?'JI”Lnt' teachor devilopucnt ond specia
satisfoctory of ;ig;ts shall represent what is dooncd as &
both the rater angd t}??n??%éc?nd shall be agrecd upon by

f'\a ot \ ‘ " - s>
. . tfoeracts should, as much as possiblc, be quontifi-
able and tinc=boundcqd,

Actual accomplishmenis at the end of the rzting

PSZ%SE Sball bu_rccordcd and comparced with the targoet,
Rating will be in accordancc with the following:

2. Actual accomplishmenis cxcccd by
25% in quantity, quality and time. 30

b. Accomplishments exccced targets by
104 in quantity, quality and timc
or by 25% in cither aquality,
quantity or timc. 24

c. Accomplishments mceet targots as sct
(saticfactory) 18

d, Accomplishments fall short of targets
by 107 as to quantity, quality or tinmc 12

ccomplishments fall short of targuFS
éy 25% ags to quality, quantity or timc 6

Co
Example 1.

Pargcb: Inereasc division rcading proficicney
T of at least 80% of clumuntary school
pupile by onc lovol by March 1982,

ACtuz".l Accompli shment:

petermined on tho basis of division
cvaluation 1liko divieion test, ote.)



For Ttem B - Utild

1,

R ing proficioney o0 211 clementoary
if.}'fi(’l upilea i d by Ltwo }oveles
¥ linreh 1982,  (quality targos sreuedod
by 1007) |

or
Rendin yoproficioncy ol all olementary
“chool pupilse incre oed by two loevels
by January 1942, (Guantity, quality
and time oxcecded by 257).

RN 'billif ig "/Q

1

'\:",1 8 S | e, : " . . -
Srample 2, Start of Rating poeriod = January 1951

3

argets 10 Learning Centers operational by
December 31, 1981,

Actual Accomplishment:

13 Learning Centers operational by
Scptember 30,

Rating for this activity is 30.

A rating of 24 may be given if the
accomplishment will be any of the following:

(2) 13 Learning Centors operational by
December 19813

(b) 10 TLearning Conters operational by
gcptember 19815 or

(e) 11 Legrning ccnters operational by

Novcmber 1981

pach tarpget shall be rated, If five targets
have becn set, the ratinge of cach of the items
chall bc addud and divididcd by 5. Thoe result
ghall be the roting for Planning and Organizing
Work,
sation and Managonent off Rusources

Indigators Rating

‘ R A1 and Oth‘gl‘
b, U ~)li(_,f_} ﬂlﬂtluriuln il

A¥1 fugig,mgxfially'utilizud toward not only

ggﬁ?gging planncd Larpets but cxcouding oueh



Ellﬂiht:f Mithout nday tional resourcosn, Iflorto
:1;&1{9 generate rosourecs 1i itimntoly toward
{5'{1;“ffﬁ,?}.ﬂOW1a. _Ivery opportunity tokon
of proj (](llsld‘ i“ut'“ ficld "tuwizr.m_ -5,1',Jl}v’J,.lH.':lwrl(li
vigitodeel ponls,  gehodulc of aetivitics/ficl
t‘iw e L?ll Planncd to moximize time co theot

wrogots for arceas to bo covered arce cxecocdeds 10

(NOTE: A11 4hese indicatore should be
presont to meorit o rating of 10).

2e All.funds, supplics, materials and othor rcsourccs
E}lea1ly vtlized toward cxeccding target sct.
Zxpertisc in the Tield tappcd to attain projcet
goals, Schedulc of activitics/ficld visite wcll
planncd to maximize time availablc, but not cffort
scen to ligitimatcly gencrotce rosourccs. 8

3. Funds, supplics, matcrials and other resourcces
fully vtiliged to achicvc target sct. Schedulc
of activitics/travels obscrved as planncd; no
additional accomplishments beyond those actual-
1y planncd. 6

4, A want of carc and judiciousncss scen in the usc
of rcsourcce, funds or supplics so that targets
arc¢ not set, Wastcful of the time and funds in
thce planning and schcedulc of visite or trips. 4

5. Resourcces, funds or supplics frittcd away on

non-priority activitics., Tiwme not mazimally
utiliz.od go that performance achicvement is low. 2

Por Itcm B - Utilization of Resources

Indicators ‘Ratine
1. All funds judiciously obscrving prioritics

.

in thc purchasc of cquipment and Supplics;

no non-priority itoms purchascd; fuiracos

observed in allocation of travel funds so that

all officials requiring travel funds enabled to
perform vork efficiently; buildinge fairly al.
located; all nceds of ofticc/yegion/@ivision

provided for with minimum of 107 savings real-

ized, No ezcesg of persqnnel noted and bagic

needs attended to even with scant resources, 10

(NOTE: all these indicators would be present
to degerve 2 rating of 10),



2

Je

2.

For

All funds Judiciously utilized observing priori-
tics in the Purchase of equipment nnd suppliess

no yon priOPij itens purdhasod; fairness observe
ed in allocation of bravel funde 8o that a1l of=
ticlals ennbled to perform work efficiently; 21l
needs of personnel, unite provided saticfactorily;
O excens of personnel bub no savinge realized.

ALl funds judiciously utilized observing
Priorities in the purchase of supplies and
cauipment but ovidence of either some une
falrncsg i allocation of travel funds or
non-meximization of exicting positions or
Personnel

or

Travel funds allocated fairly and existing
positions/personnel maximally utilized but
cases of one or two purchases of non-priori-
ty equipment/suppiies noted.

A want of fairness seen in allocation of
travel funds so that certain personnel have
not been enabled to perform their functions

or

Cases of 2 or more purchases of non-priori-

Ty items noted; a number of under-utilized
personnel/positions noted without sufficient
justification,

Gross mis=allocation of funds; items purchased
of no immediate use; ackivities like super-
vigion hampered by lack of funds: eritical
supplies requirenent not provided for.

Item C ~ Promptness/Accuracy in Submission
of Required Reports/Statistics

Indicators

All required reports, statisticg, budget
proposals submitted before due dote with
all required information, accurately given,
no revigién neceggary; no discrepancices or
inconsistencies noted,

A1l vequired reports, ctatistics, budget

proposals submitted on the date due with
not more than one instance ol inaccuracy,



De

Far

lncomplotonnrm, OF nocessity for rovicion.
All ired ra
"x“:qullldg reports, stotistics, budget pro-
}')OLJ.IS -'Fl.lbh‘;lttr\] 31 3, ag ]
4 inctanceg i °d on time with not morc thon
diserepaneio heompleteness, in innccuracy, or
e ] - 8 R '\_ ": O 4. F » Wi L - =
revision, ) r two lngtances requiring

or

ﬁééugggﬁirfﬁ f?p?r?s complete and nceurate

eapen dEdIE Leviglion in not gore than 7

it 28 bﬁ'hgtﬂmegt deadline met, without
eing subjeclted to = caliup.

Given not aore than 3 call-ups for reports

or report not submitted on time but with

5 or more 1ingtances (but not excceding 8)

of neccessity for review, revision or recheck-

ing due to inaccuracics or incompletences.

Given more than % call-ups for over due reports

or 2ttention called more than 8 times for in-
accuracles in or incompleteness of reports.

Item D = Problem Analysis and Decision Making

Indicators

A1l problematic matters that can be resolved
at their level satisfactorily acted on: on
such matters clevated to a higher office.
Evidence of workable solutions attempted on
critical, urgent matters generally beyond
thcir level of decision at least to minimize
c¢ffecte of the problem; absence of any prob-
lems in the divigsion/region left without
corrective action; no comploints submitted
to higher officeg regarding problems in the

afea,
(I0TE: All these factors should be present
to merit o rating of 15).

11 problems that can be resolved at their
%eveg aatisfactorily acted onsy no problems

left without corrective action; no complaintg
tgat could be settled at their level elevated
to higher office; but no evidence of attempts

at workable golution on eritical, urgent

matters usually beyond their level of decision,

Rating

15

12



> ggtrgsg{vigif‘iwo cheson of probleme that can
highor CTEECQ? their level clevated to o
of Taulty rogig, lo¥ more than tvwo inst nces
two instrncos of Lottions; or not uore than
office for nn<J; complaints clevated to higher
rﬁtCe's“offiggfmg“}OH on the part of the
$0 resolve nmat ut cvidence geen of efford
of &om VO Problems thot emerge in the area
SCrvice, 9

s ggr;rg%igmzwi1§3t.not more than five casee
1 = o . L3Ve ean be regolved 2ot their
tﬁztlttlevated to a higher office; or more
th:E %WO but not more than five or more

- WO but not more than five instonces
Qf conplaints elevated to higher office
for'nonuaction on the part of the rotee's
office. Problems in the area, generally
beyond their level of decision, allowed
Lo remain or become more acute by non-
actvion such as bringing the matter to the
attention of authorities coneerncd. 6

5. TMore than five cagece of problems that can be
resolved at their level elevated to 2 higher
office; or morec than five instances of con--
plaints celevated to higher office for non-
action on the part of the ratee's office
for non-ection on the part of the ratee.

For Itcm E = Leadership and Personnel Management

Personnel matters like appointments, salary
adjuetments, promotions, etec. promptly

‘attended to. No complaints on whijustified
delays in salory;

Work targets/policies clearly communicated
to eubordinate unite or personnels

Motivation/incentives and support provided
at all times to cnable subordinates to
~chicve targets cffectively; support given
in terms of ndvice, ideas, structures or

process;
gystemotic programs to develop personncl
b nted such as training

instituted/impleme

L3



2e

3.

gégﬂifwgs scholarchip, speeinl assignmont
o w0se vith potontinl counscling or
corching to thoste who nced ity

Efficicently control mechaniem sct up to
check or monitor progrogss of subordinate's
vork; feedtoek provided to unite on the
quality of theirp work:

Employ welfare progroms instituted;

s

Has full confidence and support of subordi-
nates,

(A1l thesc indicators should be present
to merit o rating of 25).

Pcrsonnel matters like appointments, agdjust-
ments in selarics, promotions, ctc. prompt-—-

ly attended to; no complaints on unjustified
delays in salariecs especinlly of teachers;

Work targots/policies clearly commnunicated
to subordinate units or personnel;

A program of development set up for persannel
such as training, coaching, apprenticcships
but no welfarc programs for cecumployccs insti=-
tutcd, Generally, cexcept in one or two in-
stonces, mwotivation, incentives ~nd support
provided 2¢ well as assistance in termg of
advicc or mcchanism to cnablc subordinatcs
to ~chieve pcrformance goals;

pfficient monogenent control system set up
to chceck on or monitor programs of subor-
dinatcs work but feedback not always provided,

Has full confidencc and support ¢l subordinctes.
A1l personncl matters like appaintments,
adjustments in salarics, promotions promptly
and properly attendent tos; no complaints on
justifiablc delaye in salarieg as tcachers;

Not morc than two instonces of failure to com-

5 : arccts, policices, goals
municatc clearly targots, » . BUGLE,
clonrly to subordinate personnel;

20

25

20



4‘0

5.

I§j‘}\1‘f"fﬂ;llt‘*(}- Promam for developmont
‘;” 'p\~1“(’1'111f«1 oF provided lendership for
development Progroms for cecrtain aroupe;
¥Ot mor? thnn throg ingtanees of failurc
ﬁSqPEQYldL motivation, incentives, or
oSslstonce in foppg of ideos or support
”“Cb3n¥c$s Yo onable subordinntos to
achicve theip 802lss

Oan Somctines ingtitutes managonont
conirol mecchonism to cheok or monitor
Progroms of subordinatoty work ;

Has £ull $rust and confidence of most of
his subordinatcs.

Generally, all personncl matters like
appointments; adjustments in salarics,
promotions, transforg promptly and
Properly attended to but casces of at
lcast threc Justificd complaints on
personncl motters such as delays or
unfrirnesg in appointments, dclays in
salaries, ctc.

Policics,; torgets or goals seldom clearly
communicated to subordinate personncl;

Minimol meoasurcs for cnployee development
or welfarc:

Subordinctcs only e metimes providced motiva
tion, inccntivee or support measurcs to
cnable them to achieve torget;

Very scldom utilizes focdback or monitoring
mcchanism to cheek on progress of work of

subordinatcs; .

Enjoys only portially, the trust ond confi-
dence of most of his subordinates,

A number of justificd complaints fram the
divisionfregion on personnel motters likc
~djustments in salarice, promotions, assigne
mcnts, cte.

No systematic cffort To communicate targcts
policies 1o gubordinatcs;

15

10



No meosurcs 4 - \
RS wa ns l_,l'-’ - . A aels W e
nent and w;lftru3LUiLd SO Gaplyas Covelap

Q“ 4 - K 1 - n
::E?SQNP10V+QMU incentives, motivation om
ﬁz;hj-yggu.}n the form of ~dviece or suppoct

Soansn Yo enable gubordinates to ~ehicvo
targete,

No control op monitoring mechnnism on pro-
e in] o
grams of work of subordinntcessg

deorlty Of subordinntce do not heve faith
or confidence in hig lendership,

(NOTE: For rating this portion, thc attached
qQucstionnairce may be uscd to abtain
inputs from subordinatcs, in addition

’tg oghcr sourccs such ag obscrvations,
cte.

EVALUATION ON LEADERSHIP
(To bc nccomplished by subordinates)

Ingstruction: Using o scale of 1 to 10, 1 for cvery
poor ond 10 for outstonding, plcasc rote

(Name)
on thc following itcms.
Itcmes Rating Scalc
of 1 —-_10

How cffcetively did he communicatc work
torgets/requircments to you? § s ~

Metivation
To what cxtent did he provide idcns for
morc cffcetive output on your pcrt? How
offcetively did he provide motlvnplons
and incentives bto you and your unit to
cnnblc you to work morc cfficicntly?

York Structurc
How cffuctively did he sct up structurcs

procgssce £0 that targets could be cof-
ficicntly roalized? e



gontrols

How effectively did he implement management
g@%trol nechanisn like indicating target
¢ 2 ] 5 youd S 4 " )
fd wHs ?DCCh%nu or monitoring progress of
your unit, giving you feedback, cte. to
support your unit's work? Ep—

Development of Subordinates
To whet oxtent did he provide opportunitics
for your development - e.g. through delega-
tions, training progroams, assignment to task
force, special assignment, coaching, counscl-
1ngs; job revicw? F——

Querall Rating (Add)
How would you rate your superior/supervisor
on his overall lcadership and managerial
effectivences? T——

Codcs

ot et Y et « e R

For Iiem F - Public Relations and Community Involvement

Indicators ating

1, Has cxcellent public image in the comaunity
as well as among pecers in other ggencics.
Gives full codgperation in inplcmentation
of regional vrograms of government?

Is held in highest regard by leaders in the
gocio=ccononic agencics and by members of
his various publics, including parents,
rcligious leaders, etc.;

Facilitative in action, . 10

(WOTE: All thesc indiqator§ should be present
i to amerit a rating of 10),

2, Has very good image in the comnunity;
Most of the peers in various agencics hold

him in high regard for his cooperation
in various government programs;



Genernlly in hich rogard by most of the
193@CP3 in soclo-civic ngeneion rnd or-
ganigsationn Lonchors, pﬁrcntn and other
scctors,

Has good imngc, goenerally, in the com-
manity;

Peers from other agencics satisficd with
hig coopcration in the implementation
O government thrusts and prograuss

Most gf the leaders of socio-civic agencics
regard him as average in hig public relations.

Although gencrally has good imagce in the
comaunity, there werc at lcast two instances
of adversc observations in his bchaviors;

A numbor of peers from other ageneies not
satisficd with his cnvironment or cooperation
in thc implementation of cortain government
prograns;

ot very well regarded by socio-civie lcaders
parcnts and otheor agencicy,

Very poor public immage in the community,

Has bcen the subjeet of a number of complaints
from pcers or socio-civie leaders, or parcnis
rclating to his professional conduct:

Pcers frow other agencics scce him as Urcoo p-
crative anc a diffiicult person to dcal with;

Connot gct the cooperation of other agencioces
gcetors in activitios of cducation,

(NOTE: The atbached questionnaire/rating shect
may -be used for obtoining inputg from
community on the ratec's public rclations
and community involvement),



.._.._RAPIQLGM_F.Q.?.FTE,UJJ;_I‘Q_ RELALIONS AND COMMUNITY LNVOLVEAENT
To be aCconplichod by Non-Ni Aators)

. g 1
Instructiong { 0 Raters

Using o |

L 5cale of 1 4 : stonding and 1 for
YOIy poor, plcasc pate Reayl B s QupRbEnil %n éhc fol-
lowing itcng, (Famcy :
Ligcmg Rating Scalc
of 1 %o 10
Looreration

Extent to which he
Eﬁoylnglal programs and coopcrated in
AC1r implcmentation as well as quality
of participation.
Polikical Scnsitivity

e e e e

supportcd rcgional/

Skills in pecreciving cffcets of his action
on othcr scetors of government/comnunity,
or othcr scetors of the population.

Public Reclations

==

Dcagree of participation/involvement in
social activitics, civic programs, assoc-
iation, ctec. Skillg in dcaling with various
publice,

Iﬁmuxmi.w&lim

Level of his intcgrity and morality as
pcreeived by the public.

Overall rating in public rclations, political
scneitivigy and community involvement,

CODEs



Claims for {he PLUS |
of

PLU

ELUS FACTOR o

onc of the

"ACTOR should be supportod by Documents
N,

Justifientio

e

D PUus,

8 Pates may bo given additionsl five pointe for any

~ -
SCe

Decisive judicious action in o crisis or cmcrgency

situation whero such action had gignificant
cffcety,

The criteria of

scriousness of situation and cx=-
tent of

cffcet on perfofmance may be uscd as guidc.

Introducing innovations in curricular programs,
delivery system, cufriculum materials, cost-saving
mcthodologics, where such innovations contributcd
Significantly to thc cfficicney of the systcnm.

Acts of hceroism and couragc boyond the normal
call of duty.

Digtinguished contribution/involvement in activie
tics of other agoncics of the government of tho
socio—civic organizations,



APPENDIX H .
Survey Quo. gtionnaire o
¥ Officinls, MECS, gubordinatc
and Non-MECS Rators)

POsitién/Dusignafion

(For xe

2

Dircetion: Ppieage ¢neircle the number which coprefponds
Lo _what cxtent wore the indicators in the
PABKQO gatigficd by the key officials; 5 for
Pully Satisficd; 4 for Highly Satisfied; 3
for Satisfied; 2 for Slightly Sotisficd and 1
for Nat satisficd.
+FS ¢ HS ¢ S S5 ¢ NS 3
Indicators s 5 :4 332 ¢ 1
1. Planning/organizing work 5 4 32 1
2. Utilization/allocation of
resources 5 4 o 2 1
5. Promptnecss/accuracy in
submission of reports/
statistics 5 4 3 2 1
4. Problem analysis and
decision making 5 4 3 2 1
5. ILeadership and Personnel
Management _ 5 4 3 2 1

6. Public Relations and

community involwement

\J1
L~
AN
N
}—-I

Comments/Recommendations:



APPENDIX 1

INTERVIEW GUIDE

For Key Officialg

1.

4.

Arc you acquainted with the performance indicators
in the PASKO? .

Docs the rating system promote better personal : nad
professional relationship between you and your
rating official?

Do you perform your work well because of materia
revard like salary increase, promotion, ete?

Do you favor the PASKO as a rating systom for sue-

ceeding rating periods?

For MECE Ratcrs

1. Arc the performance indicators rclevant to the duties
of the ratces?

2. Arc targelt doates realistic?

%« Arc suggestions dgnotcd for improving performance?

4. Do you favor the PABKQ ag a rating system for suc-
cceding roting periods? .

For Subordinates ‘

1., Arc you acquainted with the performance indicators
in thec PASKO?

2. Docs the PASKO makc the key offioiql improve his



. hig rclationg with subordinatdea?
3. Docs the PABLO draw more trust and confidcnce of
subordinatcs in hig leadership?
4. Do you agrcc that the PASKO ghould be used for

succcecding rating periods?

Non-MECS Ratcers
1. "Arc you acquaintcd with -thc performancc. indicators
-in thc PASKQ?
2. Docs thc rating system improve the koy officials!
conccern for the community?
5. Docs it make the key official morc cooperative
with community officials?

4. Do you favor that the PASKO sghould be uscd for

succeceding rating neriods?
O [T
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Calculation of the Coefficient of Correlation Between
iof {the Key Officials

the Perferrance Rating:
Unddr the PASKO aod ‘Under the NPAS
—_ PASKI (X) | +
Y R B g IS ol 2| o1 o
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r e 2002 1~£3359)(1-52) r om 2291
(2476)(2.19) 6,04

2,42

o

I' 048

r e 50'3“
6.04
Note that Cy, Cy, Oy and 0y uced in the conputa~
tion of r were not multiplicd by i (interval), becausc
the product deviation (xy's) were not multiplied by i and
it ie desirable to have all the terms in the formula in
the same unit.36

Tabular value of r = 0,268

Df = 54 - 2 52

[t

Significance level = 0,05
The obtained r of .48 is greater than 268 which
igs the tabular valuc of r at 52 Degrees of Frecdom énd at
a significance level of 0,05, This meang that there ig
a significant relationship between the performmce ratings

of kcy officials under the PASKO and those under the NPAS,

361bid. p. 297.



Appendix K

Performance gatlin.s of Key Ufficials Under the Pasko
Based on Performance Indicators

¥ =Plaxn§n;/ =U@iliza&. ‘Yromptness/:Problem ‘LeudershipiPublic re-:
ney torgenizing :tion/nllo-saccuracy in:analysis :and person:lations sTotal

swork tcation of :submisgion :1and deci- :nel man- :and commung
Offic-: jresources :of reports/:sion mak- sagement tity involve
~iale 1 t sstatictics ting ; sment :
1 19.97 10 _ 10 15 23.1% 6.69 86.79
2 21.4 10 10 15 20,97 7.7 85.07
3 22,91 10 10 15 23,87 9.45 91.23
A 21 10 10 12 18.73 7.66 79.39
5 24.16 10 10 15 21.3 9.69 95.15
6 o P ] 8 - & 12 22 9.74 385.49
7 16.69 10 8 .9 16.6 4.21 64 .50
8 25,19 10 10 14 20.33 3.63 93.15
9 25.26 10 10 14 21.6 3.73 94.59 ,
10 26.06 6 8 9 20.8 5.83  73.69
11 19.10 6 6 Y 20,63 9.37 70.10
12 23.28 10 10 15 24.67 9.03  91.98
13 16.69 8 8 9 21.07 7.22 69.98
14 24.63 10 10 i5 22.73 9.51 91.87
15 28,21 8 8 12 21.33 9.79 83.33
16 14.94 . 6 6 9 17.63 2641 58.98
17 16.69 10 & 12 18.96 8.89 74 .54
18 23,68 10 10 12 20.93 8.94  85.75
19 22,38 8 t 13 20.05% » T.35 78.78
20 oD 3] 8 12 20 i 8 18
21. 2.5 8 6 12 20 8 74.5
22 27.5 8 3] 12 24 8 87.5
2% 25.5 3 10 12 2 10 92.5
24 81,5 ] 3 12 24 8 87.5
25 24 3 10 12 20 10 84
26 .75 9 f 13 25020 9 85.95
21 ¢ 4 1 15 X o
28 2345 . B 8 ie 20.83 8.85 81.18
29 20.93 10 & 15 20 10 87.93

30 235. 10 I3} 10 21 10 86



31 22.09 10 6 15 20 3 85.09
32 25 8 6 13 20 10 86
33 23.53 10 3] 13 21 10 85:53
34 23.84 8 8 12 21 3 84.84
35 21.3 8 8 12 18 8 75.3
36 23.56 8 8 12 20 8 83.56
37 20.75 8 8 12 20 10 82.78
38 20.62 10 8, 8 22 10 78.62
39 22.62 8 8 15 20 10 83.62
40 20 8 8 12 22.58 10 80.58
41 25 10 8 15 20 3 86
*42 23.53 8 8 12 20 8 79.33
£z 16.60 10 10 el L5 5 £6.15..
% 8 8 1% i, 3 83, 24
& 12 21 3 80,55
3 g 12 17 6 69.77
" ’ 12 1 5 64.95
8 & 12 21 10 79.39
s} 10 12 2% 10 90.9
6 6 10 16 4 58.84
8 6 13 23 10 87.69
8 4 10 20 8 77.95
10 8 13 22 10 90.18
o 213 g 8 13 22 8 86.3
Total 1217.43 464 446 666  1115.49 455.69 4412.61
o RIREL T SR 8.59 8. 26 12,33 20.66 8.44  BL.71







CURRICULUM VITARE

NAND tHugMOGENES 1IIACARIO CAIRO

PLACE QF BIRTH | s Zumarrage, Samar

DATE OF BIRTH s April 19, 1935

PRESENT POSIL1ON s General Education Supcrvisor I
(Hualth Bduecation)

STATION sDivigion.Qfficc, Catbalogan, Samar

CIVIL STATUS sMarricd

HUSBAND sAugusto D. Cairo

EDUCATIONAL BACKGROUND

Elomentary ccecocsoscse0.Calbiga Elemecntary School,
Calbiga, Samar
Grodes I - IIX, 1944-1947
Catbalogan Elcmentary School, Samar
Gradcs IV - VI, 1947 - 1950

SCEONGATY ecececesoscoeo.Samar High School, Catbalogen,
. Samar, 1950-1954

Collcgce ccesecscensesoUNiVCresity of Santo Tomas, Manila
Bachelor of Science in Nursing
1954-1958 .
Samar Collegc, Catbalogen, BSE -
18 units, sumnmer 1962: lst scmcster
1962-.196%
Philiippinc Callcge of Arte and
Tradcs; Manila, BSIE- 9 units,
Summcyr 1963
University of the Philippines,
Diliman, Quczon City, 1967-1968
Magter of Arts in Tcaching Health
Education, (Acadamie Requirements)
Sawnr 8tate Polytechnic Collegc
Catbalogan, Samar, 1984--1985:
19851986

Curriculus Pursiod ....,ngAngR OF AaTs TN ZDUCATTON

M. Al Zd,
MAJOTr eevscscososness. Administration and Supervision



CIVIL SERVICH ELIGIBILITY

l.  Doard Zxwuwicetion for Imreus ;April 30, 1958, 83.56%

2. CeS. Exewination tor Teochors ;August 24, 1969, 75.25%
POSITIONS LELD

Government:

1. Burgical Nurse, G.B. Tan Memorial Hospital, Lacang,
separ, February 1, 1960 to July %1, 1960.

2. School Nursc, Division of Samar, Augvust 1, 1260 to
Junc 2, 1962,

J+ Public Heolth Nurec, Sanar School of Arts and Trades,
Catbalogan, Somar, Junc 3, 1962 to Junc 25, 1975;
Hcalth Bducation Teacher, 3rd and 4¢h year girls,
school yeor 1952-1963% to echool yenr 1969--1970,

4. Goneral Fducation Supcrvisor I (Health fducation)
Divisgion of Somor, Junc 26, 1975 to dato.

Privatece

>ical Mursc, University of Sonto Tomas Hospital,
Manila, May 1958 to Octob(r.1959.

HONORS AND AWARDS RECEIVED

Third Honors, Class 1954, Somor High School, Catbalogan

Recognition for MERITORIOUS AND QUTSTANDING PAIFOAANGE
RENDIRED AS_CONSULTANT ATD PACILITATOR AT THS LaVal 11T
TEACHER DIVILOPNENT PRAINING INSTITUTE, Calbedogon,
Samar, Junc 1 - 10, 1977.

Rcgionel Aword for MERITORIOUS AND OUTSTANDING PERFORMANCE
In the Implementation of the School Health Guardian
Progr=m from 1978 to 1980, Scptember 11, 1980,

Rcgional Award for MERITORIOUS AND OUTSTANDING PERFORIMANCE
In the Implementotion of the School Hexlth Guardian
Program, 1931,




Regional Service Award in gaCOGNITION FOH 2% YEAﬁsqu LOYAL
SERVICH AND DEVOTION TOR 1HL CAUSL CF THE NURAING
PROTESSION, 1981,

SCHCLARSHID/STUDY GRALT

BES/EBVL/ UNTC SPmWHO Asrigted lraining Program on Health
Bducation, 1967-68, University of whs Philippinas,
Diliman Quazon City, M. eTe (%ualth Zducation, Academi
requiramenis)

Magna Carta for Teachers (RA 4670), Senar State Polytechnic
College, Catbalogan, pamar, 1984-1985, Graduate Studies

TRALNINGS, SEMINARS AND WORKSHOPS

1. Tirst UNICEF-WHO Joint Work-Conference on School Health
Education for Bureau of Publie Schools and Vocational
Schools, May 5 -- 18, 1936, University of the Philip-
pincs, Diliman, Quezon City,

2.  TIn-servicc Training feminar for Public Health Nursces
of Vocational Schools, Sudlon Agricultural School,
Cebuv City, April 14 - 18, 1975,

J. Junior Exccutive Training (JET) Program, CSC..LEC,

Catbalogan, Somer, April 19--29, 1976,

ational ¥ork CorvXercuce ol School Health Personnel,

Mey 10--14, 1977, Philippine Normal Collecge, lManile,

Level 11 Training Course on Teacher Development Program,
CE8C--DiC Region ¥Y1IL, Tacloban City, May 22--27, 19717.

Regional Orientation of Division Supervisors on the
Effcctive Utilization of the Elementory Tearning Cone
'tinuum.’ Jb’.ly 11"14 s -]-977 § Cat ba.LOgJ.n, barxld.l" "

7. Pirst Regional Work Conferque of Public Health Nurses
DEC, Regiom: VIIL, Tacloban City, October 24.-28, 1977,
(Resource Speaker).

8. ILevel II Mase Orientation of Elcaentary School Supar-

visors and Adminigtrators on the Effective Utilization

of DEC Textbook Project, Jaonuary 16--20, 1978, Tacloban

city.



9.

11,

12,

17.

18,

19.

20,

21,

Level TI Trainors! Course on the Mess TrdininéﬂOf Grade
IIITcachers on the iffective Utilization of D&l ?ex¥~
bock Projech, DWU-RSDC Tacloban Civy, April 11-15, 197&.

Firesv Regioral Vorkshop on Bducaticnal Managoment,
May 8-17, 1973, Univcersity of the Philippincs,
Tacloban CLty.

Regional Work-Confercnce of Regional and Divisior Super-
visors, Ornoc City, November 22.-25, 1976,

Integrated ¥YDT Traininz Coursc, May 5-24, 1980, Teach-

crg! Camp, Baguia City,
Regional Work-Conference on the School Health Guardian
Program, Tacloban City, Auzust 18-21, 1980,

Reglonal Zmccutives Educational Congrese, Tacloban
City, July 6-7, 1931,

Regional Confercrnce-yorkshop of Regional

Supervisors of klcementary Bducation, Merce
tary School, July 27--%1y 1981, .

and Division
des Elemeone—

~
~

Development of Curriculum Materials in Population
Education for Secondary Level, Tacloban City, January
11-18, 1982,

Regional Seminar=Workchop on the School Health Guardian
Program for Regional and Division Working Conmittee on
Health and Nutritvion, Dulag, Leyte; January 18-22,1982,

National Work Conference of School Health Personnel,
Teacherst Canp, Baguic Civy, June T-11, 1982,

Regional Workshop on the ADAPTATION OF THE TTACHIRS!
GUIDE IN POPULATICH =DUCATION IR SECONDARY LEVEL,
FIC-RD, Sab-a Basin, Tacloban City, August 9--15, 1982,

TEACHING DEVICES IN POPULATICN &DUCATION Second
Leyte state College, Tacloban City, Septémber l4f§%:

1982,

National Workshop on the Revision of SCHQOOL HEALTH
POLICIES AND DEVELQPMENT OF TRAINING MANUALS FOR
SCHOQL HEALTH PERSONNEL, Applied Nutrition Center
Banilad, Cobu City, April 18-22, 1983, ¥

Workshop on the DEVIIOPMINT AND PRODUGTION OF LOW~COST



2 ey 3 -~ " o . ‘ 3 2 5 i .

22, Training Cograc Tor Divieion fMrainers in Population
Educa“blonqu wecondary Level, Tacloban City, August
3-17, 1983,

23 Eduqationdl Svetems Management Program for Division
Subjcct Arca Suporvisorw, Iebruary 23-28, 1985.
Tacloban City.

24+ Regional Staff Orientation Workshop IIL, March 16--22,
I985, Tacloban City,

25. Reglonal Staff Orientation Workshop IV on PRODED Edu-
cational QOrientation Program, November 8-11, 1985,
Tacloban City.

26, Tive-in Seminar--Workshop on the Intengificed School-
Bascd Community ~Oricntéd Drug Abuse Prevention and
Control Program, Baluartc Resort, Tacloban City,
November 24--30, 1985,

27. Regional Scminar-Workshop in YDT-CAT, MECS Regional
Office; Tacloban City, March X0-14, 1986,
@
28. Rcgional Staff Orientation Workchop IV on FPRODED,
September 17-21, 1986, Tacloban City.

CO~.CURRICULAR ACTIVITIZS

. oPhilippine Nurses Ascociation, Samar

Pregident .
Chapter, 1980, to datc

Member . . 8. Supervisors'! Asgociation of Samer

be UeSel. Nurses Alumni Association

gamar High School/Samar National

Ce
School Alumni Association
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