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I. INTRODUCTION 

In line with the Guidelines on the Establishment and Implementation of Agency Strategic Performance Management System under MC No. 6, s. 2012 and CSC Resolution No. 1200481, the Cebu Technological University  adopts the herein Performance Management System to be referred as Cebu Technological University - Strategic Performance Management System (CTU-SPMS).
The CTU-SPMS Policy was first crafted last January 2013 and submitted to Civil Service Commission Region VII (CSCRO VII) on June 24 in the same year. It was returned on July 15, 2013 obtaining a conditionally approved status due to some notations stipulated. 

A year after, a revised CTU-SPMS Policy was presented to CSCRO VII on July 31, 2014 observing its suggested corrections and was later returned on December 23, 2014 from the CSC-Field Office denoting a substantial compliance as it needs to incorporate salient details for its completion.
Conscious of its improvement and SPMS mandate and provisions, series of meeting were conducted and re-organization of the Performance Management Team members and the Technical Working Group was done last April, 2015, under the leadership of its new University President, Dr. Rosein A. Ancheta, Jr., who formally assumed office last March 2, 2015. These, influenced the polishing of the CTU- SPMS Policy for its completion, which finally submitted on June 30, 2015.
I.1 Agency History 
The Cebu Technological University founded in 1901 as a Manual Arts department of the Cebu Normal School, was then called the Cebu Trade School. When the Cebu Normal School phased out its Secondary Normal Curriculum, the Cebu Trade School was offered for adoption a second time to the Cebu Provincial High School across the street where now stands the Abellana National High School along Osmeña Boulevard (formerly Jones Avenue).
In 1911, Cebu Trade School set up a shop on its own and employed two American and three Filipino teachers who taught in the fifth, sixth and seventh grades. It eventually produced the first batch of intermediate trade graduates in 1912. This was during the incumbency of Mr. Jose P. Sevilla, the first Principal from 1911 to 1913.

In the year that followed, the Cebu Trade School acquired the present site in Los Martires Street, now Don Mariano Jesus Cuenco Avenue, through Proclamation No. 180 of August 20, 1928. It was charged with the responsibility of gearing herself for a secondary trade education. Mr. Pantaleon C. Regara, served as the second principal (1932 to 1935), Mr. Pedro Catuncan, (1935-1938), and Mr. Esteban Lugue (1938-1940). The Cebu Trade School was given a new mission as a National School of Arts and Trades in 1940 by virtue of the operation of Commonwealth Act No. 313. In its status as the Cebu School of Arts and Trades it began offering technical courses at a time when  World War II was about to engulf Asia and the whole world.

Just as CSAT was about to improve its new achieved status, Philippines was embroiled in the war on the side of the United States. This was during the time of Mr. Gregorio J. Sevilla who served as the fifth Principal. The war  caused damages to the school- buildings were burned; shop were closed and students evacuated.
On August 1, 1945, after World War II,  CSAT reopened its doors to eager young minds but not in the Los Martires Campus. Not only that some of the buildings were destroyed but also because the American Liberation Forces occupied whatever buildings were left. The teachers and students held classes in a bodega owned by Mr. Carlos Quisumbing at the corner of General Maxilom Street (formerly mango Avenue) and General Echavez Sreet. Mr. Gregorio Sevilla was promoted first CSAT Superintendent (1945-1948) just in time when the American troops vacated the old campus. Thus, classes in the Los Martires Campus resumed on January 1, 1947. A spirited program of reconstruction and rehabilitation began at the time when Superintendent Sevilla was killed by an assassin’s bullets in his home at Mango Avenue on the night of January 3, 1948, such was the highly volatile and abnormal social situation in Cebu City during the post-liberation days.

When Mr. Transquilino de los Trinos (1949-1951) assumed office as second Superintendent, CSAT became a coeducational institution in 1950 with the opening of secondary courses, the two-year Teacher Arts and Trades course for girls, and the two-year Trade Technical Education curriculum. The Program for higher status was pursued with commitment and continued by Mr. Efinito S. Cruz (1951-1957) as third Superintendent, followed by Mr. Ricardo P. Trinidad (1957-1962) as fourth Superintendent. Both contributed to the progress and maturity of CSAT.

CSAT aspired for greater prestige in the field of trade-technical education. The agitation for a change in the educational system was at its height during the incumbency of Mr. Marcelo S. Bonilla (1962-1970), the fifth CSAT Superintendent. The agricultural, trade, and fishery educators in the then Bureau of Public Schools spearheaded the campaign for a third and separate bureau to take care of vocational education in the country. House Bill No. 3568 became Republic Act No. 3742 on June 23, 1963, which created the Bureau of Vocational Education (BVE), separating CSAT from the Bureau of Public Schools and conversely integrating it with the BVE. By virtue of BVE Memorandum No. 34, s. 1969 dated March 14, 1969, CSAT and Marikina School of Arts and Trades were authorized to offer the Master of Education (M.Ed.) graduate degree program. 
CSAT became the Vocational Division of the BVE and served as the mother school to nine vocational schools in the City and Province of Cebu and seven in Surigao del Norte and Surigao del Sur. Mr. Bonilla also held the distinction of being the first CSAT Assistant Superintendent who was designated in acting capacity as Dean of the Graduated Studies Program, which formally opened in the summer of 1969. With this stewardship of the Graduated Studies program as a pattern, Dr. Felipe Esmas, a retired principal of the Abellana National School became the Acting Dean and consultant in the summer of 1970 and 1971, when Dr. Villagonzalo was elevated to the Presidency of Palompon, Leyte. Mr. Marcelino Galaraga also became Acting Dean during the summer of 1972 and the second Assistant Superintendent of CSAT.
Presidential Decree 1081 ended the idyll and restructuring of the entire educational system through regionalization terminated CSAT’s BVE amore. Mr. Zoilo I. Tarona (1971-1975) became the sixth superintendent and second under BVE. At the time, Mr. Utumama Abdullah, who was the third Assistant Superintendent, was the Acting Dean of the Graduate studies Program in 1973. When Mr. Abdullah was promoted as full-fledged Superintendent of Sulu School of Arts and Trades in Jolo, Sulu, Dr. Atanacio Elma succeeded as fourth Assistant CSAT Superintendent. Mr. Abdullah and Dr. Elma are alumni of the CSAT Teachers course, the latter belonging to Class 1955. Dr. Elma subsequently succeeded and was third under the BVE upon the Retirement of Mr. Tarona in 1975.

Feeling the need for a doctorate degree holder as Acting Dean even in acting capacity of the CSAT Graduate Studies Program, Dr. Andrew Serfan, a Lebanese with a Ph. D. in Anthropology, was tapped for the job during the summer of 1974. Rev. Fr. Dr. Jose Ma. Luengo, formerly the Academic Vice-President of the University of Southern Philippines Foundation (USPF), Cebu City, served as Acting Dean and Consultant during the summer of 1975. Dr. Martin Antepuesto served Acting Dean and Instructor during the summer of 1976.

More graduate degree programs from 1969 to 1975 were authorized for Saturday classes beginning in school year 1975 to date. Mr. Lucio Q. Tumulak, who was former Chief of the Teacher Education Department was promoted as the first CSAT Vocational College Dean during the First Semester of School Year 1976-1977 and assigned as Dean of the CSAT Graduate Studies Program. Upon his retirement, Mr. Tumulak was succeeded by Mr. Silverio M. Noval as Vocational College Dean.

Under the present regionalization scheme in the restricted educational system, CSAT dealt with the Bureau of Higher Education of the MEC. It was during the incumbency of Dr. Elma as first Vocational College Superintendent from June 28, 1975 to June 9, 1983 that the alliance with MEC was strengthened, but with the conversion of CSAT to CSCST by virtue of BP 412, is weakened. With the DECS Secretary sitting as the Chairman of the Board of Trustees of CSCST from 1983 to 1994, another link with CHED was made.
Dr. Atanacio P. Elma was the longest serving college administrator of CSAT and CSCST. He was instrumental in the four-storey administration building, the funding of which was facilitated through the effort of the former First Lady Imelda R. Marcos. It was during Dr. Elma’s time that the two-storey canteen, Bistro and Science buildings were constructed. Infrastructures were also evident in the external campuses. It was also during his administrator that many of the faculty members were sent as scholars to Marikina Institute of Science and Technology (MIST) and in the United States. Under his term, the school community also benefited from the EDPITAP program.

Dr. Atanacio P. Elma, who hailed from Zamboanguita, Negros Oriental, became the first President of CSCST. He served CSCST from August 25, 1985 to May 2, 1992. Before his retirement, Dr. Elma designated Dr. Eutiquio Aliñabo as Officer-in-Charge. Subsequently, the BOT selected Superintendent Floriano Diaz from the pool of superintendents as the officially designated Officer-In-Charge of the college effective May 3, 1992 until a new College President shall have been appointed.

In 1992, a Search Committee was created and three candidates were shortlisted; BSAT Administrator Dr. Mussolini C. Barillo, ANS Superintendent Dr. Ricardo Sumalpong, CFI Carmen Superintendent Floriano Diaz. Finally, in the Bicol University, the Secretary of Education announced the appointment of Dr. Mussolini C. Barillo to the CSCST presidency by President Fidel V. Ramos.

Popularly called Mr. Entrepreneur, Dr. Mussolini C. Barillo, the second President of CSCST, introduced entrepreneurial programs for all campuses across all subject areas. He aligned curricular offerings with the needs of the market by introducing Home Economics and Livelihood Education (HELE) for elementary and Technology Home Economics (THE) for secondary. Dr. Barillo was known for his foresight and management style. Dr. Barillo’s term ended with the creation of a Search Committee. This was during the incumbency of Dr. Victor D. Villaganas as Officer-In-Charge/Acting President of the College from May 20, 1999 to October 26, 1999.

Paving the way for a new presidency, Dr. Villaganas successfully steered the reigns of governance and turned over the same to then incumbent President of Palompon Institute of Technology (PIT), Dr. Jose Salumag Tan who was selected by the Board of Trustees (BOT) chaired by CHED Commissioner Kate Botengan on October 27, 1999. As the third President of CSCST, Dr. Jose Sal Tan introduced the ISO Standard to the institution. He also embarked on massive upgrading and enhancement programs for all faculty members and personnel as part of his capability enhancement program in preparation for CSCST’s conversion to university.

It was during his administration that massive professional enhancement program was undertaken, including free education to faculty members and staff and to their children. Dr. Tan left a legacy of strong academic programs and a clearer understanding in the exercise of academic freedom. Upon his retirement, Dr. Ester V. Velasquez in concurrent capacity as President of Cebu Normal University, was tapped and designated by the BOT as OIC of CSCST until the term of Dr. Tan ended and until a new SUC President was selected.

On October 28, 2007, Dr. Bonifacio S. Villanueva, dubbed as Mr. University maker, was elected fourth president of CSCST. It was during his administration that CSCST was finally converted into a state university on Nov. 10, 2009. By operation of the law, the incumbent president became the first president of the University.
Evidently, these achievements speak for Dr. Villanueva’s administration. The number of students enrolled in the university increased by leaps and bounds. For the first time, a rubberized track around the oval field was constructed. During his incumbency, Malabuyoc and Dumanjug Extension Campuses were established. Topnotchers in various board programs rose to unprecedented numbers. Higher passing rates were registered in the engineering marine and education degree programs among others. A well- traveled academic scholar, Dr. Villanueva introduced to CTU the exemplary practices and beautiful architectural structures from the universities abroad.

The application of the pertinent provision of Republic Act No. 9744 sealed the marriage of CTU and CHED. 
On the 11th day of February 2014, Dr. Villanueva’s resignation as University President had ushered Dr. Victor D. Villaganas designation as the Officer in-Charge of the Office of the University President for a period of five (5) months. The latter Senior Official has relinquished such appointment later in lieu of his application for the University President’s position. Dr. Villaganas was then replaced by Dr. Ledesma R. Layon as the Officer in-Charge of the Office of the President from July 19, 2014 until February 28, 2015, as the second University President, Dr. Rosein A. Ancheta, Jr., was elected last February 25, 2015 and officially assumed office on March 2, 2015.
I.2  VISION - MISSION – GOAL – OUTCOMES – CORE VALUES
The Vision
A premier, multidisciplinary-technological university

The Mission 

  

The University shall primarily provide advanced professional and technical instruction for special purposes, advanced studies, industrial trade, agriculture, fishery, forestry, engineering, maritime, aeronautics and land-based programs, arts and sciences, information technology and other relevant fields of study. It shall also undertake research and extension services, and provide progressive leadership in its areas of specialization. 
The Goal


The University shall produce scientifically and technologically oriented human capital equipped with appropriate knowledge, skill and attitude. It shall likewise pursue relevant research, strengthen linkage with the industry, community and other institutions and maintain sustainable technology for the preservation of the environment.

The Outcomes

1. Relevant, effective and quality education for sustainable growth

2. Access to quality education for the underprivileged students

          3. Relevant research for economic, environmental and sustainable 

    development
4. Expanded community engagement

5. Effective and efficient management of resources.



The Core Values: CTU - PIES


    C – ommitment 

T – ransparency
U – nity

P – atriotism

I – ntegrity

E – xcellence

S - pirituality
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II. OBJECTIVES
The SPMS shall be prepared and administered to:
 

2.1 strengthen the organizational performance with the Philippine Development Plan, the CTU- Strategic Plan, Philippine Higher Education and the Organizational Performance Indicator Framework based on Congressed approved Major Final Outputs (MFOs) and Performance Indicators (PIs);

2.2 ensure organizational effectiveness and improvement of individual employee efficiency, by cascading institutional accountabilities to the various levels of the organization, anchored on the  establishment of rational and factual basis for performance targets and measures; and

 

2.3 link performance management with other Human Resource systems and ensure adherence to the principle of performance-based tenure and incentive system.
  

 III. POLICIES 
The CTU-SPMS shall be guided by the following policies:
 

3.1 The CTU-SPMS gives emphasis to the strategic alignment of the agency’s thrusts with the day to day operations of the units;

 

3.2 The CTU-SPMS strengthens the culture of performance and accountability of the agency;

 

3.3 The CTU-SPMS focuses on linking individual performance vis-à-vis the agency’s organizational vision, mission, and strategic goals;

 

3.4 The CTU-SPMS envisions a technology which is composed of strategies, methods and tools for ensuring fulfillment of the functions of offices and its personnel as well as for assessing the accomplishments;

  

      3.5  The CTU-SPMS ensures that the employee achieves the objectives set by the  organization and the organization, on the other hand, achieves the objectives that it has set itself in its strategic plan; and
3.6 The CTU-SPMS follows the four-stage PMS cycle: performance planning and commitment, performance monitoring and coaching, performance review and evaluation and performance rewarding and development planning.
 IV. SCOPE and COVERAGE 
The CTU-SPMS applies to all first and second level employees in the career service. It may also apply to employees in the non-career service whenever appropriate.
V. PROCEDURES 
     V.1 The SPMS Basic Elements
 

  1.1 Goals Aligned to the Agency Mandate and Organizational Priorities 

 



   The CTU aligns the performance goals and measurements with the National Development Plans, University’s Mandate/Vision/Mission and Strategic Priorities, the Philippine Higher Education Reforms and the Congress-approved Organizational Performance Indicator Framework, through regular: 

 

1.1.1 identification and review of the updated agenda and priority programs as to the four-fold functions: Research, Instruction, Production, Extension, as well as Support to Operation and General Administration; 

 

1.1.2 assessment of CTU’s existing agenda and priority programs by concerned individuals;
1.1.3 conduct of the Strengths, Weaknesses, Opportunities and Threats  (SWOT) analysis by the vice president of each function; and
1.1.4 revision, if necessary, and update of performance goals and  measurements.
       1.2 Outputs/Outcomes-based
The outputs of CTU are ascertained by considering the congress-approved performance targets in terms of the major final outputs and the performance indicators for the realization of the mandate, mission/vision, strategic priorities, outputs and outcomes. 
    1.3 Team-approach to performance management 

Accountabilities and individual roles in the achievement of organizational goals are clearly understood through the CTU SPMS policies and objectives by the individual staff members such that individual work plans and rating forms are cascaded to them.
The CTU SPMS team approach process includes:
1.3.1 review of CTU strategic objectives and the alignment of the campus/college/department functions with the university’s mandate to support operations;
1.3.2 review of existing duties contained in the current Job Description (HR Form 5) of individual staff. The performance goals of each employee must contribute and align with the performance goals of the campus/ college/department.
1.3.3 alignment of campus/college/department  success indicators (performance targets in terms of quantity, quality,  timeliness, and financial allocation) with the university level success indicators to accomplish the Office Performance Commitment and Review (OPCR);
1.3.4 linking of current core and support functions of individual staff to individual level success indicators to accomplish the Individual Performance Commitment and Review (IPCR); and
1.3.5  adoption of the CSC rating scale system.
     1.4  User-friendly 
  

The forms used for both the organizational and individual performance are similar and easy to accomplish. The organizational and individual major final output and success indicators are aligned to facilitate cascading of organizational goals to the individual staff members and the harmonization of organizational and individual performance ratings.

 
1.4.1 The CTU SPMS forms are the following:
 
     
    1.4.1.1   Office Performance Commitment and Review (OPCR);  

    1.4.1.2   Individual Performance Commitment and Review (IPCR);
                       1.4.1.3   Performance Monitoring Form and Coaching Form; and
                       1.4.1.4   Individual Professional Development Plan Form;                    
      1.5 Information System that Supports Monitoring and Evaluation 

 

The Planning Office, in coordination with Human Resource Management Office (HRMO) and Computer, Information and Communication Technology (CICT), will establish monitoring and evaluation (M&E) through creating an automated information system called SPMS-IS. This facilitates the linkage between organizational and employee performance and generate timely, accurate, and reliable information that can be used to track performance, report accomplishments, improve programs, and basis for policy decision-making.
      1.6 Communication Plan (See Annex for the detailed activities)
 
The CTU establishes communication program design to promote orientation and awareness of the SPMS policies to generate appreciation for the SPMS as a management tool for the officials and employees as partners in the attainment of the organizational goals. (Please see Annex)
This can be done through:

 

1.6.1 orientation on CTU SPMS policy to all CTU officials and  employees;
 1.6.2  simulation of  procedures  involved in the SPMS to identified groups;

 1.6.3   feedback from the  CTU officials and employees; 

 1.6.4   responses to issues and concerns raised from feedback; and

  1.6.5   re-orientation.
V.2  SPMS KEY PLAYERS and  RESPONSIBILITIES
2.1  SPMS Champion – The University President
 

     2.1.1  Primarily responsible and accountable for the establishment and 
              implementation of the SPMS

                2.1.2  Sets agency performance  goals/objectives and performance 
                          measures.

                2.1.3  Determines agency target setting period 

                2.1.4  Approves office performance commitment and review rating
2.2 The Vice Presidents. The Vice Presidents being the management link of                    the University President take the lead to assure that SPMS processes are 


            explicitly followed and shall:


       2.2.1  assume primary responsibility in the supervision of the performance 
                          management implementation of the university;
2.2.2 conduct strategic planning session with the University Functions Directors, Division Heads, Campus Directors, Deans/Academic Directors and Campus Administrative Officers and agree on the targets and outputs that should be accomplished based on the goals/objectives of the organization and submits the Office Performance Commitment and Review Form to the Planning Office; 
      2.2.3 call for review together with the University PMT the Office and Performance Commitment and Review (OPCR) Forms (as per functions) of the University Functions Directors, Division Heads, Campus Directors, Deans/Academic Directors and Campus Administrative Officers to recommend for approval by the University President before the start of the performance period;

2.2.4 submit a quarterly accomplishment report to the University President as indicated in the PMS calendar.
2.3 Performance Management Team (PMT).  The CTU-PMT, through the issuance of an Office Order shall have the following composition: 
  2.3.1 Vice President for Administration and Finance, as Chairperson with the rest as members;
2.3.2
Vice President for Academic Affairs/ Assistant Quality Management Representative/Director of Instruction;
2.3.3
Chief Administrative Officer for Administration;
2.3.4
Chief Administrative Officer for Finance;
2.3.5
SPMS Planning Officer/Asst. SPMS Planning Officer;
2.3.6
Supervising Administrative Officer, HRMO IV;
2.3.7
Federated President of the accredited faculty association; and
2.3.8  Federated President of the accredited non-teaching association



Further, CTU Local PMT is constituted to expedite the implementation of the SPMS process in all CTU external campuses.
                The University PMT shall have the following functions and responsibilities:

 

1. sets consultation meetings with the Vice Presidents, University Functions Directors, Division Heads, Campus Directors, Deans/Academic Directors and Campus Administrative Officers to discuss targets set in the office performance commitment and rating form;

 
2. ensures that University performance targets and measures are effectively cascaded to the campus/college/department, as well as the budget are aligned and that work distribution of the said offices are rationalized;
3. reviews the Performance Commitment and Review (OPCR) Forms of the Vice Presidents, University Functions Directors, Division Heads, Campus Directors, Deans/Academic Directors and Campus Administrative Officers;

4. acts as appeals body and final arbiter for performance management    
issues of the university;

 

                   5. identifies potential top performers and provides inputs to  the  PRAISE   
  

    Committee for grant of awards and incentives; and

 

  6. adopts its own internal rules, procedures and strategies in carrying out the aforesaid responsibilities including schedules of meetings and deliberations, and delegation of authority to representatives in case of absence of its members.
  7. Submits quarterly accomplishment report based on the PMS calendar.

 2.4 The SPMS Planning Office. The SPMS Planning Office under the Office of the President ensures that the SPMS Four-Stage Cycle is efficiently and effectively implemented and the same shall serve as the PMT secretariat. 
      Specifically, it is tasked to: 
 2.4.1 monitor submission of the duly accomplished Office Performance Commitment and  Review Form and schedule the review/evaluation of Office Commitments by the PMT before the start of a performance period;

 2.4.2  consolidate, review, validate and evaluate the initial performance assessment of the Vice Presidents, University Functions Directors, Division Heads, Campus Directors, Deans/Academic Directors and Campus Administrative Officers based on reported Office accomplishments against the success indicators, and the allotted budget against the actual expenses. The result of the assessment shall be the basis for PMT’s recommendation to the University President who shall determine the final office rating;
 

2.4.3 conduct an annual university performance planning and review conference for the purpose of the discussion on the Office assessment for the preceding performance period and plans for the succeeding rating period with concerned Campus Directors;  This shall include participation of the Financial Office as regards budget preparation and utilization; and 
 2.4.4  submit quarterly accomplishment reports based on the PMS calendar
      2.5 The Human Resource Management Office (HRMO). The HRMO being responsible in ensuring the human resource management processes and systems, ascertains that the Performance Management System (PMS) is consistently pursued through collaborative effort with the Planning Office. 
It shall:
 

   
                  2.5.1  facilitates and monitor submission of the duly accomplished Individual Performance Commitment and Review Form by the individual employee; 
                  2.5.2    prepare the Summary List of Individual Performance Rating to  be submitted to the Civil Service Commission (CSC);

            2.5.3   provide analytical data on retention, skill/competency gaps, and talent development plans that are aligned with strategic plans; and
2.5.4    coordinate developmental interventions that  form part of the HR Strategic Plan.
2.5.4  submit quarterly accomplishment reports based on the PMS calendar

        2.6 The Campus Director. As Chief Executive Officer of the Campus, the Campus Director makes sure that the PMS processes is effectively implemented and shall: 

   2.6.1 assume primary responsibility for performance management in the campus; 
2.6.2 conduct strategic planning session with the deans/directors and department/sections heads and agree on the targets and outputs that should be accomplished based on the goals/outcomes of the organization and submits the Office Performance Commitment and Review Form to the Planning Office; 

 

   2.6.3 call for review together with the College/Department PMT and approve Individual employee’s Performance Commitment and Review Forms of the Department/Sections Heads and concerned faculty and employees for the HRM Office/Personnel Office to facilitate for submission to the university PMT(U-PMT) and for the U-PMT to conduct the final review and to make a final recommendation; 
 

     2.6.4 assess initially the office’s performance using the approved Office Performance Commitment and Review form;

     2.6.5  determine final assessment of performance level of the individual employees in his/her office based on proof performance; and 
     2.6.6 inform offices of the final rating and identify necessary interventions to employees based on the assessment of developmental needs:
     2.6.6.1 recommendation and discussion of  developmental plans with the offices whose employees obtain Unsatisfactory performance during the rating period not later than one (1) month after the end of the said period, and preparation of written notices and advice for that particular individual in the office so that a succeeding Unsatisfactory performance shall warrant sanction; and

 
2.6.6.2 provision of preliminary rating to the office whose subordinates show Poor performance not earlier than the third  month of the rating period. A development plan shall be discussed with the concerned office with the subordinate and issued a written notice that failure to improve performance shall warrant sanction accordingly.
                          2.6.7    submit a quarterly accomplishment report based on the PMS calendar;

2.7 The Dean/Director/Division Head. In the exercise of its primary responsibilities as in-charge of the planning and supervising of the implementation, monitoring and evaluation of the college academic programs/office action plans, the Dean/Director/ Division Head shall:

2.7.1 set office targets together with the  chairperson/section head

2.7.2 determine success indicators for the preparation of OPCR and IPCR 
                   2.7.3 submit OPCR to the Campus Director for approval (for Deans/  College Directors only) and to the VP Administration and Finance for the Division Heads 

               2.7.4 discuss with the chairperson/section head the developmental 

                             intervention for employees with unsatisfactory or poor rating and 

                             recommend to the Campus Director for approval 
2.8 The Chairperson/Section Head. As the co-enforcer of the college academic programs/office action plans the Chairperson/Section Head, shall: 

  2.8.1
 assume joint responsibility with the campus director/ dean/   director/division head in ensuring attainment of performance objectives and targets;
    2.8.2  rationalize distribution of targets/tasks;
2.8.3 monitor closely the status of the performance of the subordinates and provide support and assistance through the conduct of coaching for the attainment of targets set by the campus/college/ department;

 


2.8.4 assess individual employee’s performance; and

 

     2.8.5 recommend developmental intervention.
    2.9  The Individual Employee. The essential implementation of the process and systems of PMS rests on the individual core responsibility as employee of the agency and therefore, shall act as a partner of management with his/her colleagues in meeting organizational performance goals. 
V.3 SPMS PROCESS 
      The SPMS Cycle
     The SPMS shall follow the same four-stage PMS cycle that underscores the      importance of performance management.
       Stage 1: Performance Planning and Commitment 
 
1.1 This is done not later than three (3) months before the start of the    performance period (calendar year: Jan-December)  for non-teaching and (academic year: June – March) for teaching, where campus director/ dean/director/division/office head meets with the supervisors and staff, and agree on the targets and outputs that should be accomplished based on the goals/objectives of the organization.

1.2 During this stage, success indicators are determined. Success indicators    are performance level yardsticks consisting of performance measures and performance targets. These shall serve as bases in the office and individual employee’s preparation of their performance contract and rating form.
1.3 Performance measures need not be many. Only those that contribute to  or support the outcomes that CTU aims to achieve shall be included in the office performance contract, ie. measures that are relevant to CTU’s core functions and strategic priorities. The performance measures must be continuously refined and reviewed.
 
1.4 Performance measures shall include any one, combination of, or all of   the following general categories, whichever is applicable:
	 Category
	Definition

	Effectiveness/Quality
	- the extent to which actual performance compares with targeted performance

- the degree to which objectives are achieved and targeted problems are solved

- effectiveness related to getting the right things done (in management)



	Efficiency
	- with a minimum amount or quantity of- the extent to which time or resources are used for the intended task or purpose 

- measures whether targets are accomplished waste, expense, or unnecessary effort



	Timeliness


	- measures whether the deliverables are done on time based on the requirements of the law and/ or clients/stakeholders

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


1.5 The Heads of offices shall determine the target setting period, a period when the office and employees’ targets are set and discussed by the raters and the ratees, reviewed and concurred by the campus/college/department head and submitted to the PMT.
1.6 The CTU Roadmap Strategic Plan, Annual Investment Plan, etc. shall be the bases of the targets of Offices. Aside from the Office commitments explicitly identified under each Strategic Priority in the Roadmap, major final outputs that contribute to the attainment of organizational mission/vision which form part of the core functions of the Office shall be indicated as performance targets.
1.7 The target shall take into account any combination of, or all of the following:
   1.7.1 Historical Data.  The data shall consider the performance of the   organization to include, but not limited to:
· accomplishment reports,
· enrollment profile,
· data on graduates, and
· PRC performance. 
1.7.2 Benchmarking. This involves identifying and comparing other   best foreign or local HEIs or units, with similar functions or processes. Benchmarking may also involve recognizing existing standards based on provisions or requirements of the law. 

  1.7.3 Client demand.  This involves a bottom-up approach wherein the university sets targets based on the needs of its clients. The university may consult with stakeholders and review the feedback on its services.

 1.7.4 OPES Reference Table – This refers to the list of major final outputs with definition and corresponding OPES points. 

 1.7.5 Top Management Instruction. This involves the key officials headed by the president of CTU, who set targets and give special assignments to the staff and employees.

  1.7.6 Future Trend. Targets may be based on the results of the comparative analysis between the actual and potential performance of the university.
 

In setting work targets, the university shall likewise indicate the detailed budget requirements per expense account to help the heads in ensuring a strategy-driven budget allocation and in measuring cost efficiency. The university shall also identify specific campus/college/department/ group/individuals to become primarily accountable for producing a particular target output per program/project/activity. These targets, performance measures, budget and responsibility centers are summarized in the Office Performance Commitment and Review (OPCR) form. 

1.8 The approved Office Performance Commitment and Review Form shall  serve as basis for individual performance targets and measures to be prepared in the Individual employee’s Performance Commitment and Review Form (IPCR).
1.9 Unless the work output of a particular duty has been assigned pre-set  standards by the management, its standards shall be agreed upon by the supervisors and the ratees.

 

1.10 Individual employee’s performance standards shall not be lower than   the CTU’s standards in the approved Office Performance Commitment and Review Form.

 
Stage 2:  Performance Monitoring and Coaching 

2.1 During the performance monitoring and coaching phase, the performance of every individual in different offices shall be regularly monitored by the immediate head;
 2.2 Monitoring and evaluation mechanisms ensure that timely and appropriate steps are   taken to keep a program on track and to meet objectives/goals. At this stage, an information system is a vital tool to support data management in producing timely, accurate and reliable information for program tracking and performance monitoring/ reporting;
2.3 Supervisors and coaches play a critical role also. They provide an enabling environment/intervention to improve team performance and manage and develop individual potentials.
 Stage 3:  Performance Review and Evaluation
           (Office Performance and Individual Employee’s Performance)

          3.1 This phase aims to assess both Office (campus/college/division) and  individual employee’s performance level based on performance targets and measures  approved in the office and individual performance commitment contracts. 

        3.2 The results of assessment of Office and Individual performance shall be    impartial owing to scientific and verifiable basis for target setting and evaluation.
                     3.2.1      Office Performance Assessment 

   3.2.1.1 The Planning Office shall consolidate, review, validate and  evaluate the initial performance assessment of the University Vice Presidents, University Functions Directors, Divisions Heads, Campus  Director, Deans/Academic Directors and Campus Administrative Officers, based on the reported Office accomplishments against the success indicators, and the allotted budget against the actual expenses. The result of the assessment shall be submitted to the PMT for calibration and recommendations to the University President. The University President shall determine the final rating of offices/units.

 3.1.2.2 An agency performance review conference shall be conducted     annually by the Planning Office with concerned Campus Director/Division Head/College Dean/Director to discuss the Office assessment. This shall include participation of the Financial Office as regards budget utilization. To ensure complete and comprehensive performance review, all Offices (campus/ college/division) shall submit a quarterly report to the  Panning Office based on the PMS calendar .

3.1.2.3 Any issued appeal/protest on the Office assessment shall be  articulated by the concerned campus director/ dean/ director/ division head and decided by the University President during the conference; hence, the final rating shall no longer be appealable /contestable after the conference.

3.1.2.4 The Planning Office shall provide each campus/college/ division with the final Office Assessment to serve as their basis for the assessment of individual staff members.
 3.2.2 Performance Assessment for Individual employees 
 3.2.2.1 The immediate supervisor shall assess individual employee performance based on the commitments made at the beginning of the rating period. The performance rating shall be based solely on records of accomplishment; hence, there is no need for self rating. 

3.2.2.2 The SPMS puts premium on major final outputs towards realization of CTU’s mission/vision. Therefore, rating for planned and/or intervening tasks shall always be supported with reports/documents/outputs as proofs of actual performance. In the absence of said bases/proofs, a particular task shall not be rated and shall be disregarded.
3.2.2.3 The supervisor shall indicate qualitative comments, observations and recommendations in the individual employee’s performance commitment and review form to include competency assessment and critical incidents which shall be used for human resource development purposes such as promotion and other interventions.
3.2.2.4 Employee’s assessment shall be discussed by the supervisors with the concerned ratee prior to the submission of the individual employee’s performance commitment and review form to the campus director/ dean/director/division head.

3.2.2.5
The campus director/ dean/director/ division head shall determine the final assessment of performance level of the individual employee in his/her Office based on proof of performance. The final assessment shall correspond to the qualitative descriptions: Outstanding, Very Satisfactory, Satisfactory, Unsatisfactory and Poor. 

3.2.2.6 The campus director/ dean/director/ division head may adopt appropriate mechanisms to assist in distinguishing performance level of individuals, such as, but not limited to, peer ranking and client feedback.

 3.2.2.7 The average of all individual performance assessment shall not go higher than the collective performance assessment of the Office.
  3.2.2.8 
 The campus director/ dean/director/ division head shall ensure that the employee is notified of his/her final performance assessment and the List of Individual Ratings with the attached IPCRs are submitted to the HRM Office/Personnel Office within the prescribed period.
Stage 4: Performance Rewarding and Development Planning 

 4.1 Part of the individual employee’s evaluation is the competency assessment vis-à-vis the competency requirement of the job. The result of the assessment shall be discussed by the campus director/ dean/director/ division head and chairperson/section head with the individual employee at the end of each rating period. The discussion shall focus on the strengths, competency-related performance gaps and the opportunities to address these gaps, career paths and alternatives.

4.2 The result of the competency assessment and the performance rating of  the employee shall be treated independently.

4.3 Appropriate developmental interventions shall be made available by the campus director/ dean/director/ division head and chairperson/ section head in coordination with the HRM Office/Personnel Office.

 4.4 A professional development plan to improve or correct performance of employees with Unsatisfactory and Poor performance ratings must be outlined, including timeliness, and monitored to measure progress.

 4.5 The result of the performance evaluation/assessment shall serve as   inputs to the:

4.5.1  Division Head/Campus Director/College Dean/Director/Campus  in identifying and providing the kinds of interventions needed, based on the developmental needs identified;

4.5.2 University HRM Office/Personnel Office in consolidating and coordinating developmental interventions that will form part of the HR Plan and the basis for rewards and incentives;

   4.5.3  PMT in identifying potential PRAISE Awards nominees for various awards categories; and

       4.5.4  PRAISE Committee in determining top performers of the University who qualify for awards and incentives.
V. 4   MECHANICS OF RATING
Rating Period and Rating Scale
      4.1 Performance evaluation shall be done semi-annually for all faculty and non-teaching staff. 

    4.2 Various rating scales are used for specific sets of measures as adopted from the CSC SPMS Model. However, in general, there shall be five-point rating scale (1 to 5), 5 being the highest and 1, the lowest.
  SPMS QUALITY, EFFICIENCY, and TIMELINESS Rating Scale 

	Rating
	Description

	Quantitative 
	Qualitative 
	

	5 
	Outstanding 
	-Performance exceeds targets by 30% and above the planned targets. 

	4 
	Very Satisfactory 
	-Performance exceeds targets by 15% to 29% of the planned targets. 

	3 
	Satisfactory 
	-Performance meets 90% to 114% of the planned targets.  

	2 
	Unsatisfactory 
	Performance meets 51% to 89% of the planned targets and fails to deliver one or more critical aspects of the target. However, if it involves deadlines required by law, the range of performance should be 51% to 99% of the planned targets. 

	1 
	Poor
	Performance fails to deliver most of the targets by 50% or below. 


4.3   For accomplishments requiring 100% of the planned targets such as those pertaining to money or accuracy or those which may no longer be exceeded, the usual rating of 5 points for those who met targets or 2 for those who failed or fell short of the targets applies.            However, if it involves deadlines required by law, it should be 100% of the planned targets.
        4.4   The 130% and above range for Outstanding rating and the 50% and below for  Poor rating are based on the ranges prescribed under CSC Memorandum Circular No. 13, s. 1999. The 90% to 114% range for Satisfactory rating is based on Executive Order No. 80, s. 2012 (Directing the Adoption of a Performance-based Incentive System for Government Employees).
SAMPLES OF RUBRICS FOR EACH PERFORMANCE DIMENSION:
	Description
	Rating

	
	5
	4
	3
	2
	1

	Quality
	No error
	1 error
	2 errors
	3 errors
	4 or more

	Efficiency
	130% completion of task
	115 – 129% completion of task
	90% – 114% completion of task
	51% –  89% completion of task
	50% completion of task

	Timeliness
	2 days before  deadline 
	1 day before deadline
	Within deadline
	1 – 5 days late
	6 days and beyond deadline


     4.5
In computing the overall equivalent rating, the following   percentage allocation will be adopted: 
4.4.1 Strategic Objectives/Core Functions/Other Designations = 90% 4.4.2  Support Functions  = 10%
 4.6   In determining the final equivalent qualitative rating of the employee, the range of overall point scores is converted as follows:
	4.21-5.00
	Outstanding

	3.41-4.20
	Very Satisfactory

	2.61-3.40
	Satisfactory

	1.81-2.60
	Unsatisfactory

	1.00-1.80
	Poor


 

VI. The SPMS FORMS (See Appendix)
The following will be conducted in the final implementation of the SPMS forms: 

      6.1 orientation and reorientation on the utilization of the adopted CSC - CTU SPMS forms;
      6.2  there will be a  pilot testing before the actual utilization of the forms;

       6.3   implementation on the use of evaluation forms; and
 6.4 verification on the accuracy and effectiveness of the accomplished evaluation forms. 
VII. The SPMS CALENDAR (See Annex for the detailed description)
       SPMS planning, implementation, monitoring and implementation activities are calendared and clearly stipulated in the SPMS Calendar

	PMS STAGES
	PERFORMANCE PERIOD

	
	FACULTY 
	NON-TEACHING

	
	First Sem

(July–Dec.)  of the current year
	Second Sem

(Jan. – June)

of the next year
	First Half (Jan. – June)


	Second Half (July – Dec.)

	1. Performance  Planning and Commitment

(Strategic planning and setting of targets for cascading)
	October to December of the previous year



	2. Monitoring and 

    Coaching
	Sept. – Dec.

of the current year
	Feb. – May of the next year
	March to April of the current year 
	September to October of the current year

	3. Individual 

    Development 

    Plan
	August


	January of the next year
	June of the current year 
	January of the next year

	4. Review and     

    Evaluation
	December
	April of the next year
	July of the current year


	January of the next year

	5. Reward and 

    Development
	December of the current year


IX. SUBMISSION OF SPMS TARGETS

          SUBMISSION of CTU- SPMS to CSC 
     1. The revised CTU SPMS Policy 2016 shall be submitted to the Civil Service Commission Regional Office for approval on November 2016.
2. All agencies should have a CSC-approved SPMS by January 2014. Accordingly,  by January 2015, all performance-based human resource movements and/or development /interventions such as promotion, scholarship, training, rewards and incentives shall only be based on a CSC-approved SPMS under these guidelines.

 3. Any enhancement and/or amendment of the CSC-approved SPMS shall be submitted to the CSCRO concerned for approval. 
X. SPMS INITIATION/ IMPLEMENTATION 

      University Heads shall:

        9.1 constitute a Performance Management Team (PMT);

     9.2 review existing Performance Evaluation System and decide on whether the same conforms with the features of the Strategic Performance Management System;

     9.3 amend, enhance or develop University’s Performance Management System and submit the same to CSC for review/approval;

        9.4 conduct orientation and reorientation on the new and revised policies on SPMS for all employees. This is to promote awareness and interest on the system, generate employees’ appreciation for the University SPMS as a management tool for performance planning, control and improvement, and guarantee employees’ internalization of their role as partners of management and co-employees in meeting organizational performance goals;

9.5 administer the approved University SPMS in accordance with those  guidelines/standards; and
 9.6 provide the Civil Service Commission Regional/Field Office concerned with a copy of the consolidated Individual Performance review Reports indicating alignment of the collective individual performance rating with the Organizational/Office Performance Rating.

 X. USES OF PERFORMANCE RATING 
        10.1  Security of tenure of those holding permanent appointments is not absolute but is based on performance.

10.2 Employees who obtained Unsatisfactory rating for one rating period or exhibited poor performance shall be provided appropriate developmental intervention by the Department Head/College Dean and supervisor (Division/Unit Head), in coordination with the HRM Office /Personnel Office, to address competency-related performance gaps.
10.3 If after advice and provision of developmental intervention, the employee still obtains Unsatisfactory ratings in the immediately succeeding rating period or Poor rating for the immediately succeeding rating period, he/she may be dropped from the rolls. A written notice/advise from the Department Head/College Dean at least 3 months before the end of the rating period is required. 
 10.4 The PMT shall validate the Outstanding performance ratings and may   recommend concerned employees for performance-based awards. Grant of performance-based incentives shall be based on the final ratings of employees as approved by the University President.

10.5 Performance ratings shall be used as basis for promotion, training and scholarship grants and other personnel actions. Employees with Outstanding and Very Satisfactory performance ratings shall be considered for the above mentioned personnel actions and other related matters.

10.6 Officials and employees who shall be on official travel, approved leave of absence or training or scholarship programs and who have already met the required minimum rating period of 90 days shall submit the performance commitment and rating report before they leave the office. 
10.7 For purposes of performance-based benefits, employees who are on official travel scholarships or trainings within a rating period shall use their performance ratings obtained in the immediately preceding rating period.
10.8  Employees who are on detail or secondment to another office shall be rated in their present or actual office, copy furnished their mother office. The rating of those who are detailed or seconded to another office during the rating period shall be consolidated in the office, either the mother (plantilla) office or present office, where the employees have spent majority of their time during the rating period.
XI. SANCTIONS
Unless justified and accepted by the PMT, non-submission of the Office Performance Commitment and Review form to the PMT, and the Individual employees Performance Commitment and Review forms to the HRM office/Personnel Office within the specified dates shall be ground for:

 11.1 Employees’ disqualification for performance-based personnel actions which would require the rating for the given period such as promotion, training or scholarship grants and performance enhancement bonus, if the failure of the submission of the report form is the fault of the employees;

11.2 An administrative sanction for violation of reasonable office rules and regulations and simple neglect of duty for the supervisors or employees responsible for the delay or non-submission of the office and individual performance commitment and review report;

11.3  Failure on the part of the Head of Office to comply with the required notices to their subordinates for their unsatisfactory or poor performance during a rating period shall be a ground for an administrative offense for neglect of duty; and

 11.4 Non-submission of Agency SPMS to the Civil Service Commission for review/approval shall be a ground for disapproval of promotional appointments issued by concerned agency heads.
 XII. APPEALS 
12.1 Office performance assessment as discussed in the performance review conference is final and not appealable. Any issue/appeal on the initial performance assessment of an Office shall be discussed and decided during the performance review conference.

    12.2 Individual employees who feel aggrieved or dissatisfied with their final performance ratings can file an appeal with the PMT within ten (10) days from the date of receipt of notice of their final performance evaluation rating from the Head of Office. An office/unit or individual employee, however, shall not be allowed to protest the performance ratings of other office/unit or co-employees. Ratings obtained by other office/unit or employees can only be used as basis or reference for comparison in appealing one’s office or individual performance rating.

   12.3 The PMT shall decide on the appeals within one (1) month from receipt.  Appeals lodged at any PMT shall follow the hierarchical jurisdiction of various PMTs in an agency. For example, the decision of the Provincial PMT is appealable to the Regional PMT which decision is in turn appealable to the National/Central Office PMT.
12.4 Officials or employees who are separated from the service on the basis of Unsatisfactory or Poor performance rating can appeal their separation to the CSC or its regional office within 15 days from receipt of the order or notice of separation.
 XIII. EFFECTIVITY 
The CEBU TECHNOLOGICAL UNIVERSITY (CTU)-SPMS shall take effect upon approval by the CSC. Subsequent amendments shall likewise be submitted to the CSC.
XIV. COMMITMENT 
I hereby commit to implement and abide by the provisions of the CEBU TECHNOLOGICAL UNIVERSITY (CTU)- SPMS which shall be the bases for all performance based movements and/or developments/interventions such as promotion, scholarship, training, rewards and incentives. 

Any enhancement and/or amendment of the CSC-approved SPMS shall be submitted to the CSC RO7 for approval and/or information/reference in the case of Deregulated Agencies.


                         
                               ROSEIN A. ANCHETA, JR., ASEAN Engr., D.M., Ph. D.



                  SUC President IV
  APPROVED:
  EDITHA D. LUZANO
  Acting Director IV, CSCRO7
Annex A. CTU – SPMS Communication Plan

	ACTIVITY
	PERSONS/OFFICES RESPONSIBLE
	TARGET DATE

	1. CTU SPMS Policy Revised 2016 version: Consolidation of comments and submission to the CSCFO
	Office of the SUC President IV, SPMS Planning Office and PMT Secretariat
	August 2017

	2. Meeting with the CTU Key Officials and Directors on the Implementation of the Revised 2016 CTU – SPMS Policy
	HRMO and Office of the VP for Administration and Finance
	After approval by the CSC

	3. Posting of Approved CTU –SPMS Policy Revised 2016 in all CTU Websites
	HRMO and MIS Office
	After approval by the CSC

	4. Preparation of CTU-SPMS Policy Brochures and user friendly guides
	Office of the VP for Administration and Finance (VPAF) and Publication Office
	September 2017

	5. Orientation Seminar (ORSEM) of the Revised 2016 CTU – SPMS Policy to CTU Faculty and Employees
	PMT and HRMO


	September 2017

	6. Simulation of  procedures  involved in the SPMS to identified groups
	PMT and HRMO
	September 2017

	7. Full implementation of the CTU-SPMS Policy Revised 2016
	Office of the SUC President IV, OVPAF, HRMO and PMT
	October 2017

	8. Monitoring and Evaluation (M & E) of its implementation
	PMT and HRMO
	November 2017

	9. Refinements of the CTU-SPMS Policy based on M & E Results
	OVPAF, HRMO and PMT
	December 2017


Prepared by:






Noted:
JANA GLORIA F. ALMERINO, Dev. Ed. D, RGC

LEDESMA R. LAYON, Ed. D.

Admin. Officer IV(HRMO II) PMT Member 

           VP Admin. Finance/ PMT Chairperson



Approved:
ROSEIN A. ANCHETA, JR., ASEAN Eng., DM, Ph. D.
                                             SUC President IV/SPMS Champion
Annex B. CTU- SPMS Calendar 

	SPMS 4-STAGED CYCLES IMPLEMENTATION
	ACTIVITIES
	TARGET PARTICIPANTS
	TIMELINE

	1. Performance  Planning and Commitment


	a. Identification of Strategic Objectives and Priorities and target setting

b. Preparation of University Success Indicators 

c. Cascading of targets

d. Formulation of Office/Department Performance Commitment and Review (OPCR)/DPCR and Individual Performance Commitment and Review (IPCR)
	a. & b. PMT and Key Officials

c. & d. Campus Directors to Deans and Divisions Heads to Department/ Section Heads then to Faculty and Employees
	October to December of the current year

	2. Monitoring and 

    Coaching (M & C)
	a. Conduct of M & C as per targets implementation utilizing approved M & C forms and/or established Information Systems  
	All concerned office heads
	September to March of the current year

	3. Review and Evaluation
	a. Conduct of review and evaluation of performance against set targets as committed
	All concerned faculty and employees
	After the end of the rating period

	4. Reward and 

    Development
	a. Identification of individuals deserving for rewards

b. Creation of Individual Development Plan for those with Unsatisfactory and Poor Ratings
	a. Deserving faculty and employees

b. Concerned faculty and employees
	As scheduled by the PRAISE Committee



Prepared by:






    Noted:
JANA GLORIA F. ALMERINO, Dev. Ed. D, RGC

    LEDESMA R. LAYON, Ed. D.
Admin. Officer IV(HRMO II) Asst. SPMS Planning Officer 
    VP Admin. Finance/ PMT Chairperson
Approved:

ROSEIN A. ANCHETA, JR., ASEAN Eng., DM, Ph. D.
SUC President IV/SPMS Champion
SPMS FORMS







1.3 LOGICAL FRAMEWORK OF AGENCY’S ROADMAP








Societal Goal





Sustainable Development of Human Capital towards Poverty Alleviation 





Sectoral Outcomes





1. Filipinos with competencies and high-level skills for national development and  


     global competitiveness


2. Ethical and innovative governance











  1. Ensured relevant and quality tertiary education to achieve inclusive growth


  2. Increased access of deserving but poor students to quality tertiary education 


  3. Improved higher education research to promote economic productivity and  


       innovation


  4. Increased community engagement 








      Organizational 


  Outcomes





MFO 1. Higher Education Services


 MFO 2. Advanced Education Services 








Major Final Outputs/ PAPs / GASS / STO





General Administration and Support Services  


Support to Operation / (Auxiliary Services) 





MFO 3. Research Services








MFO 4. Technical Advisory and Extension Services











KRA1. INSTRUCTION


STRATEGIES:


1. Provide access to  institutionalized, outcomes-based  higher education opportunity to disadvantaged but deserving students


2. Establish labor force market-driven curricular programs for innovative governance


3. Institutionalize Center of Development and Excellence in all programs to develop students with 21st century competencies that respond to global trends


Establish Labor force market driven curricular programs





Provide Access to Higher Education Program





Provide Access to Higher Education Program





Institutionalize outcomes based Teaching-Learning Environment





Institutionalize outcomes based Teaching-Learning Environment








KRA3. EXTENSION & PRODUCTION


STRATEGIES:


1. Utilize research outputs to create extension programs relevant to the objectives of the university’s curricular programs


2. Align procedure on the delivery of extension/production services to the changing needs of the community


 3. Review and enhance the process of allocating GAA Extension Budget


4. Tap the resources of other agencies /institutions to satisfy diverse needs








KRA2. RESEARCH


STRATEGIES:  


1. Encourage research among faculty through incentives 


2. Publish studies in local/national/ international  journals


3. Diversify IPP Certificate of Technologies 


4. Identify strengths of campuses as bases in establishing research centers


5.  Establish linkages with national/ international universities   with excellent background in research


2. Monitor   research accomplishments per campus level regularly








KRA 4.  GAAS & SUPPORT TO OPERATION 


STRATEGIES:


  1. Enhance administrative effectiveness and efficiency as well as financial sustainability & transparency


2.  Actualize provisions under RA 6713 Code of Conduct and Ethical Standards for Public Officials and Employees and RA 1319 Anti Graft and Corrupt Practices


 3. Implement digitization and automation of administrative and financial systems and policies 


 4.  Adhere to statutory and regulatory policies and guidelines


   5. Sustain standards with ISO 9001:2008 and comply with ISO 9001:2015.








Key Results Areas / Strategies








1

