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GUIDELINES ON THE MULTI-YEAR PERFORMANCE MANAGEMENT AND
EVALUATION SYSTEM FOR TEACHERS FROM SCHOOL YEARS 2025-2026 TO
2027-2028

To All: Assistant School Division Superintendent
Chiefs, Education Program Supervisor (SGOD & CID)
Education Program Supervisors
Public Schools District Supervisors
Elementary & Secondary School Heads
Elementary & Secondary Teaching & Non-Teaching Personnel
This Division

i To strengthen and sustain teacher performance management and
evaluation in alignment with the Philippine Professional Standards for Teachers
(PPST), the Department of Education (DepEd) hereby issues the enclosed
Guidelines on the Multi-Year Performance Management and Evaluation System
(PMES) for Teachers for School Years (SY) 2025-2026 to 2027-2028. These guidelines
include the templates for the electronic Individual Performance Commitment and
Review Form (e-IPCRF), which may be accessed through
https://tinyurl.com/MultiYearPMESTeachers (e-IPCRF2025), the attached IPCRF
for Non-Teaching Personnel, and the Office Performance Commitment and Review
Form (OPCREF).

2. This Memorandum applies to all teachers in public elementary and secondary
schools, as well as community learning centers, including those under the
Alternative Learning System (ALS), Madrasah Education, Special Needs Education
(SNED), and Special Science programs. It shall serve as a guide for ratees, raters,
approving authorities, and other stakeholders involved in managing and evaluating
teachers’ performance in accordance with the PPST.

3. The implementation of these guidelines shall commence in the first quarter of
School Year 2025-2026.
4. This Office directs immediate and wide dissemination of this Memorandum.
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Republic of the Philippines
Bepartment of Education

0CT 01 2005

DepEd MEMORANDUM
No. 089 >- 8. 2025

GUIDELINES ON THE MULTI-YEAR PERFORMANCE MANAGEMENT AND EVALUATION
SYSTEM FOR TEACHERS FROM SCHOOL YEARS 2025-2026 TO 2027-2028

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

i To ensure a strengthened and continuous teacher performance management
and evaluation aligned with the Philippine Professional Standards for Teachers
(PPST), the Department of Education (DepEd) issues the enclosed Guidelines on the
Multi-Year Performance Management and Evaluation System (PMES) for
Teachers from School Years (SY) 2025-2026 to 2027-2028.

2, This Memorandum establishes comprehensive guidelines for assessing and
improving teacher performance over school years, thereby addressing the need for
continuity and consistency in teachers’ performance management and evaluation,
pursuant to the PPST, while streamlining and simplifying the process and
requirements involved. This Memorandum also marks the commencement of a new
three-year cycle of teacher performance assessment, covering all 37 indicators under
the PPST.

3: This Memorandum covers all teachers in public elementary and secondary
schools, as well as community learning centers, including Alternative Learning
Systems, Madrasah, Special Needs Education, and special science teachers. It serves
as a guide for the ratees, raters, approving authorities, and other stakeholders in
managing and evaluating teachers' performance pursuant to the PPST.

4, The implementation of these guidelines shall begin in the first quarter of SY
2025-2026.

5 For inquiries and other concerns, please contact the Bureau of Human
Resource and Organizational Development, 4th Floor, Mabini Building,
Department of Education Central Office, DepEd Complex, Meralco Avenue, Pasig

Cjty, through email at helpdesk.rpms@deped.gov.ph or at telephone number (02)
8470-6630.

DepEd Complex, Meralco Avenue, Pasig City 1600 ﬁ 8633-7208/8633-7228/8632-1361 ‘ 8636-4876/8637-6209 q www.deped.gov.ph
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6. Immediate dissemination of this Memorandum is desired.

s norst

¥ SecretaryW

Encl.:
As stated

References:

DepEd Order Nos. 042, s. 2017 and 2, s. 2015
DepEd Memorandum Nos. 017, s. 2025 and 008, s. 2023
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(Enclosure to DepEd Memorandum No.C 8 9, s. 2025)

GUIDELINES ON THE MULTI-YEAR PERFORMANCE MANAGEMENT AND
EVALUATION SYSTEM (PMES) FOR TEACHERS
FROM SCHOOL YEAR (SY) 2025-2026 TO SY 2027-2028

I. Rationale

1. The Department of Education (DepEd) has continuously enhanced its teacher
performance management system to ensure alignment with its organizational goals
and improve teaching and learning outcomes. Through DepEd Memorandum (DM)
No. 008, s. 2023, titled “Multi-Year Guidelines on the Results-Based Performance
Management System - Philippine Professional Standards for Teachers”, Department
implemented the second cycle of the Results-based Performance Management
System (RPMS) aligned with the Philippine Professional Standards for Teachers
(PPST), covering School Year (SY) 2022-2023 to SY 2024-2025. This initiative aimed
to provide a structured and evidence-based approach to evaluating teacher
performance and professional growth.

2. However, in July 2024, DepEd suspended the implementation of the RPMS-
PPST and through DepEd Memorandum No. 37, s. 2024, titled “Creation of Task
Force Results-Based Performance Management System and Teachers Workload”. it
comprehensively reviewed the system to streamline performance processes and
requirements. The review aimed to refine performance indicators, ensure a clearer
cascading of DepEd’s organizational goals, and enhance alignment with the evolving
needs of the education sector.

3: In February 2025, the suspension was lifted through DepEd Memorandum
No. 17, s. 2025, titled “Interim Guidelines for the Department of Education
Performance Management and Evaluation System for Teachers in the School Year
2024-2025”, which provided interim guidelines for the implementation of the
Performance Management and Evaluation System (PMES) for teachers for SY 2024-
2025.

4. Building on these efforts, this multi-year PMES for teachers is designed to
strengthen teacher performance management, ensuring a more effective and
sustainable system that directly contributes to improving teaching and learning
outcomes. Through this initiative, DepEd remains committed to fostering a culture
of continuous professional development, accountability, and excellence in education.

9, The Multi-Year PMES aims to establish a streamlined teacher performance
assessment process and requirements while maintaining consistency, objectivity,
and fairness in assessing teacher performance. Additionally, the system is designed
to support the professional growth of teachers by enhancing coaching and mentoring
mechanisms, ensuring that they receive meaningful feedback and guidance to
improve their instructional practices and overall effectiveness in the classroom.

II. Scope and Coverage

5. This Guideline applies to all public school teachers (i.e., Teachers I to VII,
Master Teachers I to V), including teachers in the Alternative Learning System (ALS)
program, Madrasah Program, Special Needs Education Program, and Special Science
Education Program.



III. PMES Framework and Cycle
A. PMES Cycle for Teachers

Y ¢ The Performance Cycle of Teachers shall follow the DepEd PMES Cycle
anchored on the Strategic Performance Management System (SPMS) for government
agencies mandated by the Civil Service Commission (CSC) through CSC
Memorandum Circular (MC) No. 6, s. 2012, titled “Guidelines in the Establishment
and Implementation of Agency Strategic Performance Management System (SPMS)”.
Figure 1 illustrates the four (4) phases of the Performance Management and
Evaluation Cycle and related activities of teachers within a school year.

PERFORMANCE
PLANNING
AND COMMITMENT

PERFORMANCE
RDING AND

OPMENT PLANNING

PERFORMANCE REVEW
AND EVALUATION

Legend:
TA - Technical Assistance
L&D ~ Learning and Development

Figure 1. PMES Cycle for Teachers



a. All teachers, including ALS teachers stationed in the CLCs and SDO, shall
follow a performance cycle based on the prescribed school calendar for the
year.

b. The Performance Management shall follow this timeline:

Phase I: Performance Planning and Commitment - This shall be conducted
from one (1) month before to one (1) month after the official start of classes.

Phase II: Performance Monitoring and Coaching - This shall be conducted
throughout the school year.

Phase III: Performance Review and Evaluation - This consists of: (1) Mid-
Year Review and Assessment, which shall be conducted five (5) months after
the official opening of classes; and (2) Year-End Performance Review and
Evaluation, which shall be conducted after the last day of classes and before
the first day of classes of the succeeding school year.

Phase IV: Performance Rewarding and Development Planning — This shall
be conducted after the last day of classes and before the first day of classes
of the succeeding school year.

c. Teachers shall use the Individual Performance Commitment and Review
Form (IPCRF) that is specifically designed to capture teachers’ performance
in terms of their achievement and demonstration of the professional
standards as well as the core and leadership competencies.

B. Annual Timeline

8. The performance management and evaluation of teachers shall follow
annually the timeline provided below (Table 1).

Table 1. Annual Timeline of PMES for Teachers

L Person(s)
Cycle/Phase Task/Activity Tools Schedule

Responsible

Performance o
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Self-Assessment iy o svgac Ratees before to
(SAT) one (1)
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provision of and Coaching Form Raters
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Mid-Year Review IPCRF Raters and ar;’,t::tt};:
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After the
last day of
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PZ;:::;::C Raters, Ratees, before the
. IPCRF and Approving first day of
Review and >
: Authorities classes of
Evaluation
the
succeeding
school year
After the
last day of
Finalization of pemaes. aovk
Individual before the
IPCRF - IDP Ratees first day of
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C. Procedure
Phase I: Performance Planning and Commitment

9. Phase I sets the initial stage of the performance management cycle, where
goals and expectations are clearly defined between the ratee (teacher) and the rater.

Professional Standards and Competencies Alignment

10. The Raters discuss with teachers (ratees) the expected professional standards
and competencies for performance management, and provide guidance on aligning
these expectations with actual teaching practice.

Part I: Professional Standards (PPST)
11.  Anchored on the PPST, teachers shall be expected to perform and demonstrate

the PPST indicators relevant to their role. Their performance shall be assessed
according to the PPST Career Stage assigned to their teacher position.

Table 2. Corresponding PPST Career Stage for Teacher Positions

Teacher Positions PPST Career Stage

Teacher I-1II Beginning towards Proficient
Teacher IV-VII Proficient

Master Teachers I-II Highly Proficient

Master Teachers III-V Distinguished

12.  Teachers who are under the Beginning towards Proficient Teacher category are
expected to have gained the qualifications recognized for entry into the profession
but are able to demonstrate some, but not all, competencies that are expected from
a Proficient Teacher. They have strong understanding of the subjects/areas in which
they are trained in terms of content knowledge and pedagogy. They possess the
requisite knowledge, skills, and values that support the teaching and learning
process, and manage learning programs and have strategies that promote learning
based on the learning needs of their students. They seek advice from experienced
colleagues to consolidate their teaching practice.

The following teacher positions shall be under the Beginning towards Proficient
Teacher category:

e TeacherlI;
e Teacher II; and
e Teacher III.

13.  Teachers who are classified as Proficient Teachers (Career Stage 2) are those
who are professionally independent in the application of skills vital to the teaching
and learning process. They provide focused teaching programs that meet curriculum
and assessment requirements. They display skills in planning, implementing, and
managing learning programs. They actively engage in collaborative learning with the
professional community and other stakeholders for mutual growth and

5



advancement. They are reflective practitioners who continually consolidate the
knowledge, skills, and practices of Career Stage 2 Teachers.

The following Teacher positions shall be under the Proficient Teachers Category:

Teacher IV;
Teacher V;
Teacher VI; and
Teacher VII.

14.  Master Teachers who are classified as Highly Proficient Teachers (Career Stage
3) are those who consistently display high levels of performance in their teaching
practice. They manifest an in-depth and sophisticated understanding of the teaching
and learning process. They have high education-focused situation cognition, are
more adept in problem solving, and optimize opportunities gained from experience.
They provide support and mentoring to colleagues in their professional development,
as well as work collaboratively with them to enhance the learning and practice
potential of their colleagues. They continually seek to develop their professional
knowledge and practice by reflecting on their own needs, and those of their
colleagues and students.

The following Master Teacher positions shall be under the Highly Proficient Teachers
category:

e Master Teacher I; and
e Master Teacher II.

15.  Master Teachers who are classified as Distinguished Teachers (Career Stage 4)
are those who embody the highest standard for teaching grounded in global best
practices. They exhibit exceptional capacity to improve their own teaching practice
and that of others. They are recognized as leaders in education, contributors to the
profession, and initiators of collaborations and partnerships. They create lifelong
impact in the lives of colleagues, students and others. They consistently seek
professional advancement and relevance in pursuit of teaching quality and
excellence. They exhibit commitment to inspire the education community and
stakeholders for the improvement of education provision in the Philippines.

The following Master Teacher positions shall be under the Distinguished Teachers
category:

e Master Teacher III
e Master Teacher IV; and
e Master Teacher V.

16.  The sets of PPST Indicators determined in this guideline for Part I: Professional
Standards shall cover all thirty-seven (37) indicators distributed across three (3)
school years. Any modification to the set of indicators shall not be allowed.

17.  For each school year, there shall be a total of 14 PPST Indicators for Part I
Professional Standards composed of Classroom Observable Indicators (COIs) and
Non-Classroom Observable Indicators (NCOIs) of the PPST.

18.  For purposes of PMES, teachers belonging to Beginning towards Proficient and
Proficient Teacher categories shall adopt the indicators under the Career Stage II
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(Proficient). However, in the classroom observation, Beginning towards Proficient
teachers shall be rated based on Levels 2-6 rubrics, while Proficient teachers remain
to be rated at Levels 3-7.

19. Table 3 provides the list of PPST Indicators for teachers under the Beginning
Towards Proficient and Proficient Teacher career stages.

Table 3. PPST Indicators Distributed Across School Years for
Beginning Towards Proficient Proficient Teachers

SY 2025-2026
PPST COI/NCOI
Indicators
1.2 COl
14.2* COlI
1:5:27 COI
2.3:2 COI
2.6.2 COl
312 COI
4.1.2 COl
4.4.2 NCOI
4.5.2 COI
5:.1:2 COI
5.2.2 NCOI
5.4.2 NCOI
7.1.2 NCOI
75.2 NCOI
*Repeating PPST Indicators

20. Table 4 provides the list of PPST Indicators for teachers under the Highly
Proficient Teacher career stage:

Table 4. PPST Indicators Dlstnbuted Across School Years or Hi
SY 2025-2026 =

hly Proficient Teachers

PPST COI/NCOI
Indicators
1.1.3% CO1l
1.4.3* COlI
1.5:3* COl
2.3.3 COl
2.6.3 COlI
3.1.3 COl
4.1.3 COl
4.4.3 NCOI
4.5.3 COl
5.1.3 COlI
523 NCOI
5.4.3 NCOI
213 NCOI
Z.53 NCOI
*Repeating PPST Indicators




21. Table 5 provides the list of PPST Indicators for teachers under the
Distinguished Teacher career stage:

Table 5. PPST Indicators Distributed Across School Years for Distinguished Teachers

PPST | COI/NCOI
119 CO1
1.4.4* COI
1.5.4* COl
2.34 col
2.6.4 COI
3.1.4 col
4.1.4 CO1
4.4.4 ~ NCoI
4.5.4 COI
5.1.4 COI
5.2.4 NCOI
5.4.4 NCOI
i NCOI
7.5.4 NCOI
*Repeating PPST Indicators

Part II-A: Core Competencies

22.  As expected of all employees, including teachers in DepEd, the demonstration
of Core Competencies shall be assessed. Anchored on Republic Act (R.A.) No. 6713,
otherwise known as the “Code of Conduct and Ethical Standards for Public Officials
and Employees”, these competencies represent how individuals demonstrate and
uphold the values of the organization and the civil service. The Core Competencies
include:

Self-management
Professionalism and Ethics
Results Focus

Teamwork

Service Orientation

Gender Sensitivity

Part II-B: Leadership Competencies

23. Teachers with supervisory functions, such as Master Teachers and
Department Heads, are expected to demonstrate the Leadership Competencies,
which shall be assessed in relation to their functional roles. These competencies
reflect the ability to lead teams, make strategic decisions, inspire and motivate

others, manage resources effectively, and foster a positive organizational culture. The
Leadership Competencies include:

e Leading People
e People Development



e People Performance Management

Teacher Self-Assessment and Development Planning

24. Teachers as ratees shall assess their own capability and areas of improvement
on the PPST Indicators. They shall also assess their potential demonstration of core
and leadership competencies, whenever applicable.

25. A complete self-assessment covering all thirty-seven (37) PPST indicators shall
be conducted once every three (3) years. This serves as a comprehensive reflection
and baseline for long-term professional growth. The next full self-assessment shall
be conducted only after the 3-year cycle is completed and all 37 PPST indicators
have been assessed through the annual performance management process.

For newly hired teachers, the full self-assessment covering all 37 PPST indicators
shall be accomplished upon assumption to duty as part of their induction and
onboarding.

While the full self-assessment is done once every three (3) years, the conduct of
annual individual development planning based on the focus PPST Indicators shall
still be required at the end of the performance cycle.

26. Based on the result of the full self-assessment, the ratee (teacher) shall
prepare a multiyear Individual Development Plan (IDP) and discuss with the rater
which PPST indicators and competencies they must enhance in the particular school
year and in which areas coaching and mentoring are necessary.

Performance Monitoring and Coaching Planning

27.  The rater shall prepare the Instructional Supervisory (IS) Plan guided by the
Individual Development Plans (IDPs) of teachers being handled as ratees.

28. The schedule of conduct of full-period classroom observations shall be
indicated in the IS Plan as agreed upon by both the ratee (teacher) and the rater
(observer). These observations are essential for gathering evidence of teaching
practices aligned with the PPST indicators and shall be used as key references for
feedback and coaching sessions.

29. The IS Plan shall serve as a guiding document in Phase II to ensure that
support mechanisms, observation feedback, and coaching strategies are responsive
to the teacher’s actual needs and aligned with their professional development goals.

30. Raters shall also ensure that the IS Plan includes the management of relevant
Professional Development (PD) opportunities for teachers, identified based on their
IDPs, SAT result, and observed performance gaps throughout the school year.

Performance Commitment

31. Ratees shall commit to deliver and agree to be rated on the attainment of the
improved learner performance targets and the PPST-based targets.



Phase II: Performance Monitoring and Coaching

32. Phase II focuses on the continuous tracking of teachers’ progress and the
provision of timely feedback and support to enhance professional growth and
improve performance.

33. The performance monitoring and coaching of teachers shall be conducted
through the following:

a. Formative Assessment and Regular Provision of Technical Assistance,
Coaching, and Mentoring

b. Full-Period Classroom Observations (PPST-based Assessment)

c. Accomplishment and Annotation of Documents for Rating the
Demonstration of Non-Classroom Observable Indicators

34.  Regular monitoring of the teachers’ instructional practices and personal and
professional development shall be conducted throughout the school year as part of
the instructional supervision and as basis for coaching and mentoring,.

35. The participation of teachers on PD opportunities, as identified and scheduled
in the IS Plan, shall also be regularly monitored and documented during this phase.

36. During this phase, the IS Plan shall serve as the main reference in the conduct
of the coaching and mentoring sessions. It ensures that all support provided is
aligned with the teacher’s identified development needs, performance targets, and
areas for professional growth.

Formative Assessment: Regular Coaching, Mentoring, and Technical Assistance

37. Frequent short-period and walkthrough observations. To provide
continuous support to teachers in enhancing their effectiveness in instruction and
to address gaps identified during full-period classroom observations, frequent short-
period and walkthrough observations (i.e., monitoring by walking around
strategy), approximately 10-15 minutes, shall be conducted as a non-rated,
formative, and developmental approach. These brief and informal observations
will allow for timely feedback and targeted support, fostering continuous
improvement and enhancement in teaching strategies.

a. Frequency and Duration: Short-period and walkthrough observations
should occur regularly, with a focus on specific instructional practices or
areas of concern.

b. Purpose: The primary goal of these observations is to provide constructive
feedback, identify areas for growth, and support professional development.

c. Collaboration: Teachers are encouraged to collaborate with colleagues or
mentors during these observations to foster a culture of shared learning
and support.

d. Follow-Up: After each observation, a brief debriefing session will be
conducted to discuss findings, celebrate successes, and outline actionable
steps for improvement.

e. Documentation: Observer-mentors shall maintain a record of each
observation in the Performance Monitoring and Coaching Form (PMCF)
and the associated feedback to track progress over time.

10



38. Regular monitoring and provision of technical assistance on practices
that support the teaching and learning process. To ensure the effective design
and implementation of teaching and learning process and materials—as well as
community linkages, professional engagement, personal growth, and professional
development—regular monitoring and targeted provision of technical assistance shall
be conducted, complemented with immediate and constructive feedback. This
feedback will allow teachers to make timely improvements and enhancements on
teacher practices.

39. Significant incidents observed and feedback provided to Ratees shall be
recorded by the Rater using the Performance Monitoring and Coaching Form PMCF.

40. The Rater, as the coach or mentor of the Ratee, plays a critical role in the
performance monitoring, coaching, and provision of technical assistance. They shall
provide an enabling environment and intervention for continuous improvement.

Full-Period Classroom Observations (PPST-based Assessment)

41. Teachers shall be required to undergo two (2) full-period classroom
observations for each school year.

42. The first full-period classroom observation (CO) shall be conducted at any time
during the 1st or 2nd quarter of the school year, while the second full-period CO shall
take place at any time during the 3rd or 4th quarter. The schedule for each CO shall
be agreed upon by the rater and the ratee, subject to items 46 and 47 of this
Memorandum. Below is the prescribed timeline for the conduct of full-period COs:

Table 6. Prescribed Timeline for the conduct of Full-period Classroom Observations

TASK/ACTIVITY SCHEDULE

1st Full-Period CO During the 1st or 2nd Quarter of
the school year

2nd Full-Period CO During the 3 or 4th Quarter of
the school year

43. Tables 7, 8, and 9 provide the schedule and distribution of the identified COIs
that shall be observed for Beginning towards Proficient, Proficient, Highly Proficient,
and Distinguished teachers.

Table 7. Schedule and Distribution of PPST COlIs for Beginning towards Proficient
Teachers and Proficient Teachers

SY 2025-2026 SY 2026-2027 SY 2027-2028
1=t CO 24 CO | 1= CO 2= CO 1= CO 274 CO
1:1.2 1,14 1.1.2 1 e =2 1.1:2
1.4.2 1.4.2 1.4.2 1.4.2 1.4.2 1.4.2
152 1.5:2 1.5.2 154 1.3:2 2.5.2
2.3.2 2.6.2 1.6.2 3.2.2 172 3.3.2




3.1.2 4.5.2 212 3.5.2 2.4.2 3.4.2
4.1.2 5.1.2 2,22 5.3.2
TOTAL 6 6 6 6 S S

Table 8. Schedule and Distribution of PPST COls for Highly Proficient Teachers

TOTAL

SY 2025-2026 SY 2026-2027 SY 2027-2028
1= CO 24 CO | 1#CO | 2= CO 1= CO 2 CO
}.1.3 1.1.3 1.1.3 1.13 1.1.3 1.1.3
1.4.3 1.4.3 1.4.3 1.4.3 1.4.3 1.4.3
1.5.3 1.5.3 1.5.3 1.5.3 1.3.3 2.5.3
233 2.6.3 1.6.3 3.2.3 1.7.3 3.3.3
3.1.3 4.5.3 2.13 3.5.3 243 3.4.3

4.1.3 5.1.3 223 5.3.3
6 6 6 6 S S

Table 9. Schedule and Distribution of PPST COlIs for Distinguished Teachers

TOTAL

SY 2025-2026 SY 2026-2027 SY 2027-2028
1=+ CO 2 CO | 1 CO 2 CO 1=t CO 224 CO
1.1.4 1.1.4 1.14 1.1.4 1.1.4 1.1.4
144 1.4.4 1.4.4 1.4.4 1.4.4 144
1.5.4 1.5.4 1.5.4 1.5.4 1.3.4 2.5.4
2.3.4 2.6.4 1.6.4 3.2.4 1.7.4 3.3.4
3.14 4.5.4 2.14 3.54 244 3.4.4

4.1.4 5.14 2.2.4 5.3.4
6 6 6 6 5 S

44.  The rubrics applied in evaluating teaching performance are differentiated

according to position and career stage as follows:

Table 10. Corresponding COT Rubric Levels for Teacher Positions

Teacher Positions

PPST Career Stage

COT Rubric Levels

Teachers I-1II

Beginning towards Proficient

Levels 2-6




Teachers IV-VII Proficient Levels 3-7
Master Teachers I-III Highly Proficient Teacher Levels 4-8
Master Teachers IV-V Distinguished Teacher Levels 5-9

45. Master Teachers shall have a dual function as classroom teacher and mentor.
The following COIls for Highly Proficient and Distinguished teachers shall be
demonstrated both through classroom observation and through submission of
evidence of mentoring and collaboratively working with colleagues.

Table 11. List of PPST Indicators for Master Teachers

Highly Proficient Distinguished
SY 2025-2026 | SY 2026-2027 | SY 2027-2028 | SY 2025-2026 | SY 2026-2027 | SY 2027-2028
233 1.4.3 2.4.3 1.54 1.6.4 1.3.4
3.1 163 2.5.3 2.3.4 2.14 2.4.4
4.5.3 3.3.3 2.6.4 224 2.5.4
5.1.3 3.4.3 3.14 5.3.4 3.34
4.1.4
4.5.4
5.1.4

a. Pre-Observation

46. The ratee (teacher) and rater/s (observer/s) shall agree on the schedule of
classroom observations (CO). The schedule must be set at least three (3) working
days before the CO. In the event when the agreed schedule cannot push through due
to conflicting schedules, the CO may be deferred, but must be rescheduled
immediately to a day and time when the schedules of both the ratee and rater align
with each other.

47. In case of unforeseen circumstances and fortuitous events that are beyond
the control of the schools (such as natural or man-made calamities, disasters,
lockdowns, etc.), concerned schools may be allowed to deviate from the prescribed
timeline of conducting classroom observations, in accordance with Item No. 92 of
this Memorandum, provided that all applicable modes of alternative classroom
observation in the next item have been exhausted prior to submitting the request.
The adjusted schedule shall be subject to approval by the Schools Division
Superintendent (SDS).

48. The default mode of classroom observation shall be in-person/face-to-
face observation. In case of any national or local pronouncements that may affect
the operations of the school due to circumstances similar to those mentioned in sub-
paragraph (a) of Item No. 92 of this Memorandum, the following modes of alternative
classroom observation may be considered, subject to the relevant guidelines issued
by DepEd:

a. Online Synchronous Classroom Observation;
b. Online Asynchronous Classroom Observation; and
c. Classroom Observation via Learning Action Cells (LACs).



49. Pre-observation Conference. Before the conduct of the classroom
observation, ratees (teachers) and raters (observer/s) shall conduct a pre-observation
conference to review the Classroom Observation Tool (COT) Rubric appropriate to the
career stage of the ratee to be observed. They shall refer to the list of classroom
observable indicators to be observed in the particular classroom observation period
(see Table 7, Table 8, and Table 9).

50.  Submission of lesson plans. Ratees (Teachers) to be observed shall submit
their lesson plan to the observer/s at least one (1) day before the scheduled
classroom observation. Observers are discouraged from providing technical
assistance on the teacher-ratee’s lesson plan that will be used in the actual
evaluative /rated observation.

S1.  Ratees (Teachers) and Raters (Observer/s) shall ensure that lesson plans,
instructional materials, assessment tools, and other teaching and learning resources
to be used during classroom observations reflect those which are actually employed
during regular class days. This ensures that the demonstration of teaching in
classroom observations represents the teaching-learning dynamics that learners and
teachers experience on a daily basis.

b. Actual Observation

52.  During the actual classroom observation, the ratee (teacher) shall deliver the
lesson. For purposes of rating the performance, classroom observations shall be done
for the entire class period.

53.  The rater/s (observer/s) shall adhere to the following protocols during the
observation:

a. Use the Observation Notes Form to record comments and observations on
the teacher’s performance;

b. Sit on the available chairs. Multiple observers shall sit apart, whenever
possible;

c. For multiple observers, they shall avoid engaging in any form of discussion
with one another;

d. Avoid giving any feedback on the teacher’s performance, which may include
using any facial expression or any other form of non-verbal communication;
and

e. Thank the teacher and leave the room immediately after the observation.

54.  Ratees under the Highly Proficient and Distinguished Teachers Career Stages
shall be observed by at least one (1) teacher-ratee as part of mentoring and coaching
activities.

c. Post-Observation

55. Individual Rating. The raters (observers) rate the performance of the teacher
using the COT appropriate to the teacher’s career stage. The rating for the teacher's
performance shall be solely based on the actual classroom observation as recorded
in the Observation Notes Form. Only those indicators expected to be observed in an
observation period, as specified in Tables 7, 8, and 9, shall be given ratings.

If there are multiple observers, only the subject specialist is expected to rate
Indicator 1.1.2/1.1.3/1.1.4. If there is only one observer, he or she rates Indicator
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1.1.2/1.1.3/1.1.4. Elementary teachers are generalists; all observers are expected
to rate Indicator 1.1.2/1.1.3/1.1.4.

56. Inter-Observer Agreement Exercise (in case of multiple observers). Raters
(Observers) shall meet to discuss the individual ratings given. In case of different
ratings, they shall come up with a final rating. The final rating shall not be an
average of the individual ratings; it shall be determined through reasoned and
consensual judgment based on actual observed practice during the classroom
observation, as documented in the COT - Observation Notes Form, and evaluated
against the criteria specified in the COT - Rubric.

57. Post-Observation Conference. The rater/s (observer/s) shall conduct a post-
observation conference with the ratee immediately after the observation or within
three (3) days thereafter to discuss his or her experience and performance during
the classroom observation, allowing the ratee to reflect on his or her strengths and
areas for improvement.

58. The Post-Observation Conference shall be conducted in a manner which
fosters constructive feedback by the rater/s (observer/s) on the experience and
performance of the ratee during the classroom observation.

Accomplishment and Annotation of Documents for Rating NCOI Demonstration

59. The ratee shall consistently demonstrate achievement of non-classroom
observable indicators throughout the school year.

60. Ratees are expected to promptly show or provide evidence and documentation
of the demonstration and achievement of the objectives. Such evidence and
documents may be crosscutting and targeting multiple objectives, which means that
there is no need to duplicate copies of the documents per objective. No portfolio for
performance assessments shall be collected.

61. Raters shall provide timely feedback to the documents presented which will
be recorded in the PMCF for reference in the year-end performance evaluation.

62. Teachers who collaborated in the design, implementation, or documentation
of a school-wide or grade-level initiative may provide a shared documentation with
clearly indicated roles and evidence of contribution. Acceptable group documents
include team lesson plans, school-based training programs, community projects, and
classroom innovations implemented at scale.

Phase III: Performance Review and Evaluation

63. Phase Il involves the assessment on the performance of the ratees based on
established standards and indicators, serving as the basis for recognizing
achievements and identifying areas for further development. It consists of (1) the
Mid-Year Review and Assessment, which has a formative purpose, providing
feedback and guidance to support ratee improvement; and (2) the Year End-
Performance Review and Evaluation, which determines the overall performance of
the ratee.
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Mid-Year Review and Assessment

64. In support of continuous professional development and performance
improvement, the Mid-Year Review and Assessment serves as a formative evaluation
that allows ratees and raters to reflect on progress and identify areas for growth
based on performance during the first two (2) quarters of the SY.

65. The mid-year review shall cover the following components:

a. Mid-Year Review and Assessment of Professional Standards:
Classroom Observable and Non-Classroom Observable Indicators
b. Mid-Year Review and Assessment of Core and Leadership Competencies

66. Mid-Year Review and Assessment of Professional Standards: COIs. The
mid-year review and assessment of COIs shall focus on the teacher’s performance
during the first full-period observation. Each COI shall be rated based on the
following performance measures:

a. Quality - This refers to the effectiveness of teaching strategies as
demonstrated during classroom observations. The rating for Quality is
determined using the COT rubrics and subsequently transmuted to its
corresponding PMES rating.

b. Timeliness — This refers to the measure of whether the two (2) scheduled
full-period classroom observations were completed based on the prescribed
timeline (refer to Table 6).

67. Mid-Year Review and Assessment of Professional Standards: NCOls.
During the Mid-Year Review and Assessment, a mid-year review of the ratee’s
progress on NCOIs) shall be conducted. This aims to provide meaningful feedback on
their engagement in teaching and learning-related activities such as LAC sessions,
coaching and mentoring, professional development programs, and similar
undertakings.

Ratees are encouraged to present available evidence and documentation that
demonstrate their progress toward achieving NCOIs at this stage of the school year.
The focus is on timely and ongoing documentation rather than deferring the
collection of evidence until the end-of-year assessment.

68. Submission of physical portfolio is not required. However, to support mid-
year and year-end assessments, teachers are encouraged to engage in self-
monitoring and maintain a personal record of accomplishments related to NCOls.
Moreover, documents for COls are crosscutting and targeting multiple objectives.
Thus, there is no need to reproduce or duplicate copies of documents per objective.

69. Mid-Year Review and Assessment of Core and Leadership Competencies.
The Mid-Year Review and Assessment shall include a preliminary assessment of the
teacher’s demonstration of key competencies:

a. Core Competencies. All teachers shall be assessed on core competencies
anchored on R.A. 6713. These competencies represent how individuals
demonstrate and uphold the values of the organization and the civil
service.
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b. Leadership Competencies. For Master Teachers, leadership competencies
shall also be rated. These include the ability to lead teams, make strategic
decisions, inspire and motivate others, manage resources effectively, and
foster a positive organizational culture, in alignment with their functional
roles. This supervisory function attached to their position is anchored on
and defined in the PPST under the Highly Proficient Teacher Career Stage
as per DepEd Order 42, s.
Implementation of the Philippine Professional Standards for Teachers."

2017, titled

70. The rater shall write the appropriate rating for each behavioral indicator
observed using the 5-point rating scale shown in Table 12.

Table 12. DepEd Competencies Rating Scale

“National Adoption and

Numerical Rating

Adjectival Rating

Definition

5

Outstanding

Role Model - consistently exceeds
expectations and exemplifies
behavior that inspires and
influences others.

Very Satisfactory

Consistently demonstrates the
desired behavior at a high and
reliable level.

Satisfactory

Most of the time demonstrates the
behavioral indicator, with
occasional lapses.

Unsatisfactory

Sometimes demonstrates the
behavioral indicator and needs
improvement.

Poor

Rarely demonstrates the
behavioral indicator and
significantly below expectations.

Year-End Performance Review and Assessment

71. The Year-End Performance Review and Assessment serves as the summative
phase of the performance management cycle. It focuses on evaluating the teacher’s
actual accomplishments and results based on their performance commitments. The
Rater and Ratee shall review evidence, reflect on outcomes, and finalize ratings
across all parts of the performance form.

72. Review of Actual Accomplishments and Results. The rater and the ratee
shall review and discuss the actual accomplishments and results based on the
performance commitments and success indicators agreed upon at the beginning of
the rating period, or any calibrated targets agreed during the Mid-Year Review.
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Computation of Rating

Part I: Professional Standards

73. The ratings for the PPST indicators under Part I shall be derived from the
assessment of both Classroom Observable and Non-Classroom Observable
Indicators, as determined for the particular school year.

74. The weight per PPST Indicator shall be as follows:

PPST Indicator
Indicators 1 to 14

75. Classroom Observable Indicators shall

Weight

6.786% each

Total 95%

be measured through the

demonstration of COIs during the full-period classroom observations and the
submission of the Rating Sheet or Inter-Observer Agreement Form, whichever is

applicable.

76. The rating per COI shall be transmuted to the PMES 5-point scale using the
prescribed rating transmutation tables below:

Table 13. Transmutation Table of COT Score to PMES 5-point Rating

towards
Proficient
(TI - TIII)

Nl Wl B O] O

PMES Rating

S (Outstanding)

4 (Very Satisfactory)

3 (Satisfactory)

2 (Unsatisfactory)

1 (Poor)

77.  For repeating COls, the final rating shall be computed by averaging the PMES
ratings of the transmuted COT scores from the two (2) classroom observations.

Table 14. PMES Rating

PMES Rating Average (CO) PMES Rating
4.500 - 5.000 S (Outstanding)
3.500 - 4.499 4 (Very Satisfactory)
2.500 - 3.499 3 (Satisfactory)
1.500 - 2.499 2 (Unsatisfactory)
Below 1.499 1 (Poor)
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Tllustrative samples

Table 15. Teacher III (Beginning Towards Proficient Teacher)

Means of COT |PMES Rating| Average |PMES Rating for
Verification Score Quality
COT Rating Sheet 1 6 ) 4.500 S (Outstanding)
COT Rating Sheet 2 5] 4

Table 16. Master Teacher II (Highly Proficient Teacher)

Means of COT |PMES S-point| Average |PMES Rating for
Verification Rating | Scale Rating Quality
COT Rating Sheet 1 6 3 3.500 4 (Very
COT Rating Sheet 2 | 4 Satisfactory)

78. Non-Classroom Observable Indicators shall be assessed based on evidence
of practice and accomplishment presented by the ratee and verified by the rater.
These indicators are evaluated on the following measures:

a. Quality - this refers to the relevance, substance, and alignment of the
output to PPST expectations;

b. Efficiency - this pertains to the optimal use of time and resources to
achieve expected outputs with minimal waste; and

c. Timeliness - this refers to the promptness and adherence to deadlines in
performing assigned tasks and responsibilities.

Each NCOI shall be rated using the PMES 5-point scale based on the extent of
demonstration and alignment to the standards.

Part II-A: Core Competencies

79. The Core Competencies shall be assessed based on the ratee’s demonstration
of these in different contexts, conditions, or job-related scenarios.

80. The assessment of Core Competencies shall use the DepEd Competencies
Rating Scale as provided under Table 12 of this Memorandum.

Part II-B: Leadership Competencies

81.  For teachers (i.e., Master Teachers, Department Heads) with supervisory and
leadership roles, demonstration of leadership competencies shall be rated using
applicable indicators from the Leadership Competency Framework, using the same
PMES scale and evidence-based review.

82. The assessment of Leadership Competencies shall use the DepEd
Competencies Rating Scale as provided under Table 12 of this Memorandum.
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Computation of Final Ratings

83. Final performance ratings shall be computed by aggregating the ratings of the
different parts of the PMES, based on their assigned weight. The resulting numerical
score shall be interpreted using the following:

Table 17. PMES Numerical and Adjectival Rating

Range PMES Rating
4.500 - 5.000 5 (Outstanding)
3.500 - 4.499 4 (Very Satisfactory)
2.500 - 3.499 3 (Satisfactory)
1.500 - 2.499 2 (Unsatisfactory)

Below 1.499 1 (Poor)

Phase IV: Performance Rewarding and Development Planning

84. The final phase of the performance management cycle focuses on reinforcing
and sustaining teacher development through targeted support and recognition of
exemplary performance. It ensures that individual accomplishments are
acknowledged and areas of development are addressed systematically.

Recognition and Rewards

85. The final performance ratings of teachers shall be used as basis for
recognition, rewards, and further development opportunities, ensuring alignment
with merit-based systems.

86. Teachers (ratees) who demonstrate exceptional performance shall be given
priority or eligibility for the following, subject to relevant laws, rules, policies, and
guidelines:

a. Promotion and career progression opportunities, subject to applicable
guidelines;

b. Nomination to scholarships, training programs, and learning and
development activities relevant to their performance and growth areas; and

c. Incentives, awards, and other recognitions granted through existing
recognition mechanisms of the Department of Education.

87. The recognition and rewards process shall promote a culture of excellence and
accountability, reinforcing the value of commitment to learner outcomes, innovation,
and professional standards.

Finalization of Individual Development Plans

88. Based on the Year-End Performance Review and Evaluation, ratees and raters
shall collaboratively identify areas for professional growth and development for the
succeeding school year.
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89.

90.

The annual Individual Development Plan (IDP) shall reflect:

The teacher’s identified strengths and development needs as demonstrated in

the performance review;

Coaching and mentoring needs as discussed throughout the performance

cycle; and

Alignment with the School Improvement Plan (SIP) and the school’s capacity-

building priorities.

The IDP shall serve as a reference for continuous professional development
and shall be monitored and updated during the succeeding performance cycle.

IV. Ratee-Rater-Approving Authority Matrix

91. The ratee-rater-approving authority matrix (Table 18) shall be followed:
Table 18. Ratee-Rater-Approving Authority Matrix
RATEE RATER APPROVING AUTHORITY
1 Head Teachers with School Head Assistant Schools Division
teaching load Superintendent
2 | Master Teacher School Head Assistant Schools Division
(Elementary/JHS/ SHS) Superintendent
3 | Teacher (Elementary) Master Teacher School Head
4 | Teacher with no Master School Head Assistant Schools Division
Teacher (Elementary) Superintendent
5 | Teacher (JHS) Master Teacher/ School Head
Department Head /
Assistant School Head
6 | Teacher with no Master School Head Assistant Schools Division
Teacher/Department Superintendent
Head (JHS)
7 | Teacher (SHS) Master School Head
Teacher/Assistant
School Head
8 | Teacher with no Master School Head Assistant Schools Division
Teacher/Assistant School Superintendent
Head (SHS)
9 | ALS Teacher Master Teacher/ School Head
_(School-based) Department Head
10 | ALS Teacher (Community | Functional Division Assistant Schools Division
Learning Center) Chief for CID Superintendent
V. Special Cases
92. In special and meritorious cases, a rescheduling of full-period classroom

observation outside the prescribed timeline as provided in Table 6 of this
Memorandum shall be made, taking into consideration items 47 and 48 of this
Memorandum. Special and meritorious cases that may warrant deviation from the

timeline include, but are not limited to the following, subject to the approval of the
approving authority:
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a. Circumstances that are beyond the control of the ratee such as natural
and/or man-made calamities, including typhoon, earthquake, and other
fortuitous events;

b. Cases wherein during the course of employment, the ratee became
pregnant, has acquired physical disability and/or injury, illness, and others
of similar import, that will significantly affect their ability to perform the
current duty; and/or

c. Teachers (ratees) who are hired in the middle of the school year after the
scheduled timeline for the first full-period classroom observation.

93. In cases of personnel movement within the school year, such as transfer,
reassignment, or detail, the rating obtained from the classroom observation(s)
conducted in the originating school shall be carried by the teacher (ratee) to the place
where such ratee is transferred, reassigned, or detailed. In addition, documents
supporting Non-Classroom Observable Indicators (NCOIs) shall likewise be accepted,
provided these are duly validated by the previous rater. The receiving school, through
its school head and designated rater, shall honor these ratings and documents to
ensure continuity and fairness in the performance evaluation process.

94. In cases where a teacher is promoted within the school year to a position that
entails movement across career stages, the performance evaluation shall be based
on the new position and career stage, provided that the teacher has rendered at least
90 days of service in the new position. However, if the teacher has rendered less than
90 days in the new position, the performance shall continue to be evaluated using
the tools applicable to the previous position and career stage. Performance ratings
and supporting documents obtained prior to the promotion shall be honored and
carried over, as applicable.

95. Teachers who are granted official leave, study leave, or scholarship (local or
foreign) for a continuous period of not less than six (6) months and up to a maximum
of three (3) years shall use their IPCRF rating obtained in the immediately preceding
rating period.

VI. Tools and Forms
96. The following tools shall be used in the multi-year PMES for Teachers:
a. Annex A: Teacher Self-Assessment Tool (Excel-based)
b. Annex B: Instructional Supervision (IS) Plan Template
c. Annex C: PMES Tools for Teachers
Annex C-1: PMES Tool for Beginning towards Proficient Teachers (TI-1II)
Annex C-2: PMES Tool for Proficient Teachers (TIV-TVII)

Annex C-3: PMES Tool for Highly Proficient Teachers (MTI-MTII)
Annex C-4: PMES Tool for Distinguished Teachers (MTIII-MTV)

d. Annex D: Performance Monitoring and Coaching Form

e. Annex E: Classroom Observation Tool (COT)
* Annex E-1: COT-Full Rubric (Levels 1-9)

= Annex E-2: COT-Rating Sheet
* Annex E-3: COT- Inter-Observer Agreement Form
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. * Annex E-4: COT Observation Notes Form
f. Annex F: Electronic IPCRF (e-IPCRF) Tool

The aforementioned tools may also be accessed through this link:
https://tinyurl.com MultiYearPMESTeachers and QR code below, which can be
accessed using the official DepEd e-mail address (example
Juan.delacruz@deped. goy. ph). In case the employee does not yet have a DepEd e-mail
address, they may request from their respective Division ITO.

VII. EFFECTIVITY

97.  This DepEd Memorandum shall be effective for SY 2025-2026, SY 2026-2027,
and SY 2027-2028.
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Republika ng Pilipinas

Bepartment of Education

OFFICE PERFORMANCE COMMITMENT AND REVIEW FORM (OPCRF)

Revised 2024
Name of Rater:
Position:
| Approving Authariy
| Deate of Review:
ond based on office mandates and KRAs as reffected in the of Office Functions. This pert shail 1 the iy targeting Outcomes indicated in the General Aot (GAR) (BEDP) Pillars, Current
aligned with and relevant to the office KRAs. Clear attribution shall be made to ensure such alignment.
TO BE ACCOMPLISHED DURING PLANNING TO BE FILLED DURING EVALUATION
Performance Targets
(Target Outcome/Ouput of the
Organizational Outcomes Alignment Bureau/Center/ServicaDivision aligned Rating Scale
the: Outcomes)
Objectives — m Means of Ll RATING | AVERAGE | WEIGHTED
Organizationsl Outcome Attrbution i OWn iy Effclercy, o ol el )
Koy Result Areas (KRA) (Refor to the GAA Programs/Subprograim and BEDP Pilrs) Value Description | Timeliness) s A s 2 4
(Bassd on Office Mandate Current (numerical,  (expected oufcome/} ey (Poor)
and Functions) GAA Programs/ e lieeia statisical, yond)  oulpubservice)
i Agenda
Quality
Effciency oV | #DIVIO!
Timeliness
Quality
Effciency oo | sDIviot
Timelfiness
Quality
Efficiency #DIVAY! | #DIVIO!
Timeliness
Part A Total #ONO!
of the office thatarsenabling, supportive, andlor & A e o asbion aodhr eveils
TO BE FILLED IN DURING PLANNING TO BE FILLED DURING EVALUATION
Performance Targets.
rr-wamwmorm
Bureau/Center/Servica/Division that are
enabing, supporiive. andlor contbutory to | Performance BAINGSEME
| the schiovement ofthe orgenizatinal |  Measure ‘Means of Verification Actual Resuitsl | RATING | AVERAGE | WEIGHTED
Result Areas A
Key (KRA) Objectives outcomes and KRAs (Part 1-4)) M' (MOVs) Accomplishments | @QET) | (QET) | AVERAGE
Value Timefiness)
dvwim 5 4 3 2 1
m:."asd, ' (Very (Poor)
— Qualty
#ONA! | #OIvID!
Timeliness
Guaity
- #OMO! | #DIVIOE
Timeliness
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BEE

#0IVIo

Part -8 Total Score|




TO BE FILLED IN DURING PLANNING

Means of Verification

Budget is utilized with 6-10% variance from |

BUR targe!, based on the official BUR report

jonvUnit (e, |0 the Finance Servica/Section/Unit (.. 88-
2 ion is uti

2 total processing time total processing time,

Streamlined and/or digitized 51-78% of the
office core processes identified in the QMS

90.0% - S4.9% (Very Satifacton) g1 o, g9 o (sstisfactary) overal average

At least 50% resolution and compiiance rate

L least 80% d
8 compliance rate o #3888 and CCB
ints

Performance
Measure
Organizational Effectiveness Area (Quaity,
Efficlency,
Timeliness)
Utlized 96% Wit %
program with
Quality
Efficiency
Financial Stewardship
Timeliness
]
ther office defi
Quality
Efficiency
Timeliness
(Achieved 100% resolution and compliance rate to #8888 and CCB complaints within
the prescribed processing time {simple - 3 days; complex - 7 days; highly technical -
20 o) with o i Quality
Measurement
Efficiency
Timeliness

Complaints are acted upon and closed with
documented delays based on the prescribed
[processing time (simpe - 3 days; complex - 7

TO BE FILLED DURING EVALUATION
Actual Results! RATING | AVERAGE | WEIGHTED
| Accomplishments (QET | (QET) | AVERAGE
L #OVIO!
#DIVIO! #OIVIo!
HOIVIO! #OIVIO
Part 1-C Total *ovR!
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DepEd OPCRF (Revised 2024), page 2 of 4

PART ll-A: LEADERSHIP COMPETENCIES (2.5%)
Part II-A. Leadership Competencies shall capture competencies expected of heads of functional offices who hold managerial and executive/supervisory positions. The Leadership Competencies expected to be demonstrated include Leading People, People Performance Management, and People Development.

Competencies Behavioural Indicators Remarks/ Observations RATING Average

Leading People 1. Uses basic p i hniques in a di ion or p tion e.g., staff mobilization, appeals to reason and/or emotions, uses data and examples, visual aids

2. P d inces or infi others, in order to have a specific impact or effect.

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

#DIVIO!

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

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

People Performance 1. Makes specific changes in the perft
Manag improves quality, isfaction, morale,

nt system or in own work methods to improve perft (e.g. does thing better, faster, at lower cost, more efficiently;

2. Sets perk and of employees based on office and department targets.

P piog

3. Provides feedback and technical assistance such as coaching for pert imp and action planning. #DIV/O!

4. States performance expectations clearly and checks understanding and commitment.

5. Performs all the stages of result-based perf 0 system supported by evids and required de /f

People Development 1. Improves the skills and effecti of individuals through employing a range of development strategies.

2. Facilitates ffect through coaching and motivating/ ping people within a work environment that promotes mutual trust and respect.

3. C lizes and impl leaming i ions to meet identified training needs.

#DIV/0!

4. Does long-term coaching or fraining by ging appropriate and helpful assigs formal training, or other experiences for the purpose of supporting a person’s leaming and
elopment.
5. Cultivates a leaming envi by ing i ive experi such as looking for future opportunities that are in support of achieving individual career goals.

Part ll-A Total Score (Weighted Average) #DIV/O!

PART II-B: CORE BEHAVIOURAL COMPETENCIES (2.5%)
Part Il-B. Core Behavioral Competencies shall capture competencies required from all DepEd personnel in all job groups within the organization, upholding the DepEd’s core values and the Code of Conduct and Ethical Standards for Public Officials and Employees pursuant to RA 6713, They represent the way individuals
embody and live the values of the organization.

Competencies Behavioural Indicators Remarks/ Observations RATING AVERAGE

1. Sets

| goals and direction, needs and develop

2. Understands personal actions and behavior that are clear and purposive and takes into account personal goals and values congruent to that of the organization
Self-Management 3. Displays emotional maturity and enthusiasm for and is challenged by higher goals SDIVI0!
4. Prioritize work tasks and schedules (through Gantt charts, checkiists, etc.) to achieve goals

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

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

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




Professionalism and Ethics {5 Maintains a professional image: being rthy, regularity of attend: and p lity, good grooming and communication. EDIVIO!
4. Makes p | sacrifices to meet the ization's needs,

5. Actwith a sense of urgency and responsibility to meet the organization's needs, improve system and help others improve their effectiveness.




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

2. Avoids rework, mistakes and wastage through effective work methods by placing org ional needs before p | needs.

3. Delivers eror-free outputs most of the time by conforming to standard operating procedures correctly and consistently. Able to produce very satisfactory quality of work in terms of
usefulness/acceptability and lete with no supervision required.

Results Focus #DIVIO!
4. Expresses a desire to do better and may express frustration at waste or inefficiency. May focus on new or more precise ways of meeting goals set
5. Makes specific changes in the system or in own work methods to improve perfc ples may include doing something better, faster, at a lower cost, more efficiently, or
improving quality, isfaction, morale, without setting any specific goal.
1. Willingly does his/her share of responsibility
2. Promotes collaboration and bariers to rk and goal accomplishment across the organization.
T éabmiork 3. Applies negofiation principles in ariving at win-win agreements. #DVID!
4. Drives and team hip of decisi
5. Works constructively and collaboratively with others and across organizations to plish organizational goals and objecti
1. Can explain and articulate organizational directions, issues and problems.
2. Takes personal responsibifity for dealing with and/or correcting customer service issues and concems.
Service Orientation 3. Initiates activities that promotes advocacy for men and women empowerment. #DIVIO!
4. Participates in updating office vision, mission, mandates and strategies based on DEPED strategies and directions.
5. Develops and adopts service improvement program through simplified procedures that will further enhance service delivery.
1. Examines the root cause of problems and suggests effective solutions. Foster new ideas, processes, and suggests better ways to do things (cost and/or operational efficiency).
2. Demonstrates an ability to think “beyond the box”. Cont ly focuses on improving p | p ivity to create higher value and results.
Innovation 3. Promotes a creative climate and inspires co-workers to develop original ideas or solutions. #DIV/O!
4. Translates creative thinking into tangible changes and solutions that improve the work unit and organization.
5. Uses ingeni ethods to lish responsibilities. Demonstrates resourcefulness and the ability to succeed with minimal resources.
Part II-B Total Score (Weighted Average)| #DIVIO!

RATEE

RATER
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PART lll: SUMMARY OF RATINGS

RPMS Rating
Final Performance Components Weight Allocation Obtained Score Overall Score .
Numerical Rating | Adjectival Rating

A. Commitment to Organizational Outcomes 60%

PART| |B. Innovating and Intervening
g 20%

Accomplishments

C. Organizational Effectiveness 15%
it hi i 2.5%

PART I A. Leadership Competencies
B. Core Behavioural Competencies 2.5%

Ratee-Rater Agreement

The signatures below confirm that the employee and his/her superior have agreed to the contents of the performance as captured in this form.

Name of Employee:

Signature:

Date:

RPMS Rating Table
Range Numerical Rating | Adjectival Rating
4.500-5.000 5 Outstanding
3.500-4.499 4 Very Satisfactory
2.500-3.499 3 Satisfactory
1.500-2.499 2 Unsatisfactory
1.000-1.499 1 Poor

Name of Superior:

Signature:

Date:
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PART IV: IMPROVEMENT AND DEVELOPMENT PLANS

Part IV-A: Office Improvement Plan

Action Pian
“&’" Improvement Area General Objective Timeline Resources Needed
Foedback:
Part IV-B: Individual Development Plan
Action Plan
: provement ok (based on the developmental Inervention) Timeline e i
Feedback:
RATEE RATER APPROVING AUTHORITY




] B
.
INDIVIDUAL PERFORMANCE COMMITMENT AND REVIEW FORM (IPCRF)
IName of Employee: Name of Rater:
Position: Position:
Division: Date of Review:
TO BE FILLED OUT DURING PLANNING ﬁzgﬁ%
Weight Per Performance Indicators Performance Indicators Performance Indicators RATING
MFO KRAs OBJECTIVES TIMELINE A R ACTUAL RESULTS a z e | SCORE
Received and responded to all received reservation January to 15%  |5- Responded to all received reservation |5 - No follow up queries through 5 - Immediately during the Responded 85-99% or 25/30 #DIVIO! | #DIVIO!
queries of all potential guests December |queries calls, emails or any other forms of | call/text message/emails/any received reservation queries with
31,2024 4 - Responded 85-99% received correspondences other forms of correspondences |5 pending queries in 15 minutes
reservation queries 4 - With 1-3 pending queries through {4 - 15 minutes to 8 hours after  |to 8 hours after call/text
3 - Responded 70-84% received calls, emails or any other forms of | call’text message/emails/any message/emails/any other forms
reservation queries correspondences other forms of correspondences |of correspondences
2 - Responded to 55-69% received 3 - With 4-6 pending queries through |3 - A day after call/text
reservation queries calls, emails, or any other forms of | message/emails/any other forms
1 - Responded at least 54% received correspondences of correspondences
reservation queries 2 - With 6-9 pending queries through |2 - 2-4 days after calltext
calls, emails or any other forms of | message/emails/any other forms
correspondences of correspondences
1 - With more than 10 pending 1 - More than 5 days after
queries through calls, emails, or any |call/text message/emails/any
other forms of correspondences other forms of correspondences
Updated, checked and maintained 100% of the facility 15%  |5- Updated, checked and maintained |5 - With accurate and completed data |5 - Immediately updated, Immediately updated, checked, #DIVIO! | #DIVAO!
reservation system 100% of the cottages, guesthouses, inputs in the Facility Reservation checked and maintained the FRS|and maintained 85-99% or 49/50
dormitory, conference and reservation  [System (FRS) 4 - After 30 minutes of cottages, guesthouses,
system 4 - With 1 data missing in the FRS |3 - After an hour dormitory, conference and
4 - Updated, checked and maintained 85- (3 - With 2 data missing in the FRS |2 - After 2-4 hours reservation system with 1 data
99% of the cottages, guesthouses, 2 - With 3-5 data missing in the FRS |1 - After 5 hours and more missing in the FRS
Basic Client Relations dormitory, conference and reservation 1 - With more than 5 data missing in
Education and Services Management Bl : e FRS
Services 3 - Updated, checked and maintained 70-
84% of the cottages, guesthouses, OR
dormitory, conference and reservation
system § - With accurate and completed data
2 - Updated, checked and maintained 55- |inputs in the Facility Reservation
69% of the cottages, guesthouses, System (FRS)
dormitory, conference and reservation |1 - With inaccurate and incomplete
system data inputs in the FRS
1 - Updated, checked and maintained
54% of the cottages, guesthouses,
dormitory, conference and reservation
system
Prepared and provided quotations requested by clients 10% HDV| #ONVE |
BTC 20% #DIVIO! | #DIVIO!
Financial Management
BTC Administrative Service 20% #DIVAL| #ONAO! |
Management
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IPCRF Template New



o i " #DIVI! | #DIVAO!
Performance
Management

Plus Factor ol
s - #DIVIO!
" Scale Numerical Scale
4500 - 5,000 1
IPCRF Template New
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-

RATEE

RATER

AAPPROVING AUTHORITY

oS 3500- 4499
Satsfactory 25003409
Unsatisfaciory 1500-2499

Pox 1000~ 1,499

IPCRF Template New



COMPETENCIES

CORE BEHAVIORAL COMPETENCIES

Self-Management

Teamwork

1. Sets personal goals and direction, needs and development.

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

3. Displays emotional maturity and enthusiasm for and is challenged by higher goals

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

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

1. Willingly does his/her share of responsibility

2. Promotes collaboration and removes barriers to teamwork and goal accomplishment across the organization.

3. Applies negotiation principles in arriving at win-win agreements.

4. Drives consensus and team ownership of decisions

5. Works constructively and collaboratively with others and across organizations to accomplish organizational goals
and objectives.

Professionalism and Ethics Service Orientation
1. Demonstrate the values and behavior enshrined in the Norms and Conduct and Ethical Standards for Public 1. Can explain and articulate organizational directions, issues and problems.
Officials and Employees (RA 6713). 2. Takes personal responsibility for dealing with and/or correcting customer service issues and concerns.

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

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

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

5. Act with a sense of urgency and responsibility to meet the organization’s needs, improve system and help
others improve their effectiveness.

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

4. Participates in updating office vision, mission, mandates and strategies based on DEPED strategies and
directions.

5. Develops and adopts service improvement program through simplified procedures that will further enhance
service delivery.

Result Focus

Innovation

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

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

3. Delivers error-free outputs most of the time by conforming to standard operating procedures correctly and
consistently. Able to produce very satisfactory quality of work in terms of usefulness/acceptability and
completeness with no supervision required.

4. Expresses a desire to do better and may express frustration at waste or inefficiency. May focus on new or
more precise ways of meeting goals set

5. Makes specific changes in the system or in own work methods to improve performance. Examples may
include doing something better, faster, at a lower cost, more efficiently, or improving quality, customer satisfaction,
morale, without setting any specific goal.

1. Examines the root cause of problems and suggests effective solutions. Foster new ideas, processes, and
suggests better ways to do things (cost and/or operational efficiency).

2. Demonstrates an ability to think “beyond the box". Continuously focuses on improving personal productivity to
create higher value and results.

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

4. Translates creative thinking into tangible changes and solutions that improve the work unit and organization.

5. Uses ingenious methods to accomplish responsibilities. Demonstrates resourcefulness and the ability to succeed
with minimal resources.

CORE SKILLS

Accountability

1. Enjoy working hard

2. |s action-oriented and full of energy for the things he/she sees as challenging
3. Forwards personal, professional and work unit needs and interests in an issue.
4. Seize more opportunities than others

5. Strategic thinker

1. Can be counted on to exceed goals successfully
Steadfastly pushes self and others towards results

Gets things done on time and optimum use of resources
Builds team spirit

A wWN

Transacts with transparency

Managing Diversity

1. Respect all kinds of classes of people

2. Deals effectively with all races, nationalities. cultures, disabilities, ages and both sexes
3. Support equal and fair treatment and opportunity for all

4. Applies equal standards and criteria to all classes

5. Manifest cultural and gender sensitivity when dealing with people

5-~Role model; 4 - Consistently demonstrate; 3- Most of the time demonstrates; 2- Sometimes demonstrate; 1- Rarely demonstrate

OVERALL COMPETENCY RATINGS:
CORE BEHAVIORAL COMPETENCIES:

[ ]
CORE SKILLS: %

OVERALL RATING:




PART TII: SUMMARY OF RATINGS FOR DISCUSSION

] Final Performance Results I | Rating _
[ Accomplishment of KRAs and Objectives | [ #DIV/O!
Employee-Superior Agreement

The signatures below confirm that the employee and his/her superior have agreed to the contents of the performance as captured in this form.
Name of Employee: Name of Superior:
Signature: Signature:
Date: Date:

PART IV: DEVELOPMENT PLANS
Action Plan
Learning Objective
Strengths Improvement Needs oii the devel tal i i Recommended Developmental intervention Timeline Resources Needed
Feedback:
RATEE RATER

APPROVING AUTHORITY




PERFORMANCE MONITORING AND COACHING FORM

Date Critical Incidence Description Output Impact on Job/Action Plan o Signature of T
EMPLOYEE FEEDBACK FORM
Action Plan e
Strength Developmental Needs (Recommended Developmental Intervention) Timeline Resources Needed

Feedback:




