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CIRCULAR ©~
_NUMBER 05 . .

AFP PERFORMANCE MANAGEMENT SYSTEM

1.  REFERENCES:

.- & CircularNr04 did 05 May 2003, Sibject AFP Officer Appraisal
System. R W : R

‘b Circular Nr 16 did 13 September 1993, Subject Enfisted

Personnel Evaluation Marks.

"2, PURPOSE: This Gircular prescribes the policies ‘governing ' AFP
Performance Management System in evaluating and measuring the performance
effectiveness and value of military personnel to the service. Further, thiz Circular

[

promulgates. the AFP Performance Managemerit' System Handbook, including the

different forms to be.used for the said purpose. (see Anniex Forms)

o 3. SCOPE: This Circular applies to all miltary persannel in the AFP..

4. DEFINITION OF TERMS: For the purpose of this Circular, the
following terms shail be construed to mean: o T

a. Endorser - refers to the immediate and direct superior of the
Personnei-Ratee .who; by the nature of his/her position. or authority given by a
competent: authority, assigns work to the ‘pérsonnel, monitors and evaluates the
same on the hasis of agreed targets and standards. '

:b.:  -End-users ~ refersio individual

dual and/of groups that will have
direct; valid and specific utilization of datareflectedin’

e individual rating sheet.

¢ Performence of Duty — reférs 1'the mannér by which AFP
personnel carries out and accomplishes assigned tasks.

Tee adl - Performance: Feedback. = reférs o a_communication: that a -
rater uses to tell the rateethe prescribed expectatichs with ‘regard to his/her duty
performance as well as how well the ratee meets those expectations. It is the basis
of the rater at the end of each rating cycle in assessing the performance of therate ...

~

during the ratingcycle. - ..

L _{e. Personal Attributes — . _ .
S e Page 1 of 18 pages |
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e. Personal Attributes — the qualrty and characteristics necessary
: and essential for AFP personnel to perfomrn dutles and responsabahtges and o
. accomplish the assigned tasks _ ,

, f.  Personnel Actions - . the process that pertams to personnei
career management, ie., ‘promotion, selection for training, = assignment,
reassignment, designatlon to key position and separation.

g. Performance Evaluation Report a specific form to be filled

. up by, the rater and discussed with the ratee promptly and propery accomplished

-during a prescribed rating cycle. It is a confidential document which shall be handled
accordlng to prescribed rules on handling of confidential matters.

h. Procese Owners - the specific individual or group/s that shall
be in charge tc manage, maintain and impose the proper use of %he established
personhel evaluatlon system. :

i Ratee -~ an individual whose performance is being evaluated
vis-a-vis set standards and requured attributes.

e R,ater — the immediate superior who exercises 1mmed|ate —

e supervlsmn over the individual being rated.

"?--‘; - k. Rating Chain ~ the level of succession from the ratee to the
rater endorser and other prescnbed mdmduals involved in the ratmg scheme

Ratmg Cycle — shall refer to the frequency in which an
individual's performanoe of duty and ascribed attributes are being gauged vis-a-vis
set standards.

5. OBJECTIVES:

a. To provide the AFP with information on personnefl’s performance
effectweness and value which together with other available data, ¢an be used as a
guide in personnel actions;

, b. To céniinuous&y foster improvement of personnel performance
and efficiency;
. c. To establish an effective scheme of rat!ng individual personnel

. for every period of active service, except while on leave prior to retirement to be
' }; used as-a fool for measuring his/her value to the service as a basis for personnel
~ action such as promotion, selection for training, assignment, reassignment,
designation to key position, separation; and

d. To provide feedback mechanism/counseling on personnel
performance and deveiopmental needs '

POLICIES
Page 2 of 18 pages
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8. POLICiES

- ah-- Performance Eva!uatson tReports -are of “such far-reaching

_ importance to the AFP and to the individual personnel such that greatest care shail

" be exercised in their preparation and accomplishment. Close attention to instructions

4 contained i the AFP ‘Performance M"anagement Handbook, forms and to those in

this  Circular .-is* “mandatory - insure proper c¢ompletion. Al unit

- commanders/supervisors must take appropriate steps to insure that all military

- L personnel under them wm be able to read &nd understand the contents of this
SR 3Circuiar i _ .

"B The Perfémmance Evaluation for’ mii!tary persannei sha!i be an
- lntegral part of the HRD program of the AFP;

T e Performance shall focus, on the mda\ndual tasks wuth targets or
mdtvldual scorecards or in the absence thereof, the major final output/organizational
pelfomanoe indicator  for . non-combatant units/offices and accomphshmem of

mlsszon essen‘tial task for combatani units; ot R

i Mllftary personnel shall be given: due recogmtaon for their
. effectwe performance thru awards and incentives. On the other hand,. disciplinary
. action {i.e., reprimand, admonition or. extra fatigue) shail be taken by. the appropriate
authority against personnel concerned. who shall fail {o. accomplish the. Performance
Evaluation Reports in accordance with thss Circuiar Report of disciplinary action

-~ taken: shall be transmiﬁed to. TAG, AFP;. .

§F

fam!rtate eﬁecﬂve implementation . of this - System. .The AFP Perfoimance
+. - Management System shaii be mc!uded m the cumculum for bas;c career courses of
mllltary personnel; . G R 5 . . ¥

Lot f50 5 All raters shall be impartial, accurate, objective and judicious in
~-~--.-\,,-,rendenng Peﬁorrnance Evaluation-Reports ‘and should realize the serious: necessity
-of .a realistic-performance appraisal or-evaluation in the AFP. They should not let

close personal association; animosities, prejudices, and bias influente them; Giving
=+, a rating higher than the merit on job performance is unfair not only to other
-personnel’but torthe individual himssif. The Ideai therefore* isito gwe ratm" s-'fthat are
@i neither higher nor iower than menied ST (T B

- :5-,’- .

g: The Perfonnance Evaluatlon Report shaii be used by supenors
‘as afool, in-mentoring: subordinates: toward: improvad performance. Raters shall
o ccntmuousi' "correct deﬁcﬁenmes anﬂ stnmulaie smpmvement ameng subbrdmétes

" IFeedback sessnans

E TR D T paass of 18 pages
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Feedback sessions shall be conducted at least twice during the
rating cycle: initial and mid-term feedback session which must be face-to-face. The
ratee or the rater may initiate feedback sessions at anytime during the rating cycle
but must not be. more than two time aside from the initial and mid-term feedback.
Raters may conduct sessions by telephone or any other means such as when the
raters and ratee are geographically separated or the rater andior ratee 18 on
temporary duty. The rater -at the end-of the’ ra‘tmg cycle shall use the’ Perfom‘lanceh .
Feedback Fonns as gmée in accomplsshmg the Performanoe Evaluation Repoit. ©

h. Evaluatuon by the rater shall be based on facts and actual
observation throughout the rating period: It should not be based only on few isolated
mc:dents In the absence of facts on whlch to base a rating no ratmg, should be _
made .-
Rated pe.rsonnel shall be evaluated ws-a-ws the eﬁeciweness with whfch -
he/she has discharged the responsibiiities assigned to him, preferably based on a.
perfonnanoe list (i.e., dut:es and msmnsxb:lmes) presented fo_him upon  his/her
assumption ofduty ‘

S A The AFP Performance Evaluation System shall be used as a
guide in providing a standard designed to document the expectations on individual

__performance. It is an essential process by which personnel can be gauged according =~
““{o performance of duties, cognizance and rewarding of above par accomplishment

and taking action to improve undesirable performance; a tool to umprove ‘
mdlwdualiorgamzataona! performance asﬂecessary, and L D

S jor o Components of determsmng ﬁtness to serve shall mcfude a tooi
that measures the AFP Core Values, Individual Atiributes, Competencies and
Performance of Duties of every AFP member. The Performance Evaluation Report
shall enable the organization to judiciously select and maintain a highly functional
group of human assets that can readily respond to complex situations, harness

positive public support and carry out socletal demand for greater accountabmty and'_ o

professmnahsm in the serv:ce

7. ON WHOM RENDERED AND FORMS TO BE USED: (Off‘cers and
Eniisted Personnel;  see Annex of AFP Performance Management System
Handbook) \ : . EREEPE

. a Performam’:e Evaluation Repoﬂs shaii be rendered on every
officers and enlisted personnel. Officers in the grade of 0-6 and occupying key . .
positions as well as GenerallFlag rank officers will use a narratwe form of eva?uatson
as needed; S , =

b Those on duty outs:de the AFP or who are. servmg nmmed:ateiy o

under nen-AFP officuais PER wull also be used for hus[her performance evaluatten
and . . . N

‘¢ On AFP: personnel attendmg locai and forelgn mllttary schoois
and civilian schools, Schooi Academlc Evaluation Report will be used.

/8. WHEN RENDERED: . . .
Page 4 of 18 pages .
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8. WHEN RENDERED:

a. Periodic — All military persdnnel s'hagli] be ratedattheend of .
each performance fating cycle based on the following schedule:

Officers: I YT R
_ | Entisted Personnel:  ~© | Febl Aug.

‘ . g "._Relief of Rated Personnel — It shall be rendered upon rellef of
mthe rated p@mannel from hisfer primaty duly assignment in a military unit or in a
civiliah agency of when the ratéd personnsl. ss p!aged o Tm” or DS an a%*he?' unit
for more than 30 days as specified by orders.. i : -

. . RATING SCHEME Each personne! is rated on the basns of the leveis
:_of pE rformance set beiow C

Poor Consistent!y fails to meet es:pecta’!mns ' .
'Unsatasfactory 1 Occasionally fails to meet expectatlons BN
| Satisfactory - | Meseis expectations " _

“ ] Very Satisfa‘cwry Frequently meets expectations _

=1 OutStai'rtding C oy Consrstent!y exceeds expectais@ns

10. RULES FOR ESTABLISH!N§ RATING CHAINS:

ov e no| -

P a. Commanders shall establish rating chains based on the rating
~=cycle The ratmg cham will correspond.as nearly as practicable to the chain of

“command _and supervision within an organization and will bsaaﬂy foliow the —

_’umtlofﬁce ﬂow of commumcation lt will mdtcate the narnes af the endorser rater
and ratee in, Each ratang chasn o : . _ P

b. The ratlng cham shali be. pubilshed and dﬂstnbuted manuaﬂy or
. electronically to each ratee in the rating chain. Any changes’to the rating chain will
s also be pubhshed and d:stnbuted as requnred

e The ratee r& the mdlwduai whose performance i8: being
?evaluated ws-a-vns set- standards and requnred attnbutes “The'rates: should have
completed at least 90 calendar days in the . same posrtlon under th@ same rater
during the same ratlng penod SHER S

d - The rater is the immediate supervisor of the individual being
rated, who informs:the-ratee of histher duty description and sets the targets for the
rating cycle. The rater is the immediate supervisor of the ratee that directs,
supervises ‘aid m@i):tarsfebsewes the day to day performance of the ratee and
directly guides his/her participation in the organization's mission. The rater will

... .. ‘normally be senior by grade or position to the ratee. (Raters referred here refers
o on}y to the rate rs-of ﬁe!dagrade officers -and below not occupyang key posmons ) and

T ey o AFP Core Values: Honor, Service, Patriotism
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e. The endorser shall refer to the immediate and direct superior of
the rater who, by the nature of his position has direct supervision over the personnel
of a uhit/office, monutors and evaiuates the performance on the basns of targets and
' "~standards : ‘ .

LA RaLEs gﬂﬁ Rsspof‘s;s;laj;.;l_ir_qe_}sé |
a. End-Users: '
1 Ratee:

LR e “a)  Perform each’ assngned or implied duty to thé best
of h!slher ab:hty trymg always to improve on the accomphshment of the
organization's mission. To do this, the ratee must periodically evaluate his/her own
performance and, when in doubt, seek the advice of his/her superiors in the rating
‘ cham and \ o

b) Describe accurateiy his/her dutses responsmli:ties
_and signifi cant contributions on the Performance Evaluation Report at the end of the
_ rating period. When doing this, the ratee express views and shall not be forced fo
" alter those views. This does not prevent the ratee and rater from discussing the

"'""""'::"."ffj"’eﬁirses to ensure that they are clear, concise and accurate, Nor aoes it pmh!bn“'"""'"“*"‘"“""" B

*‘changes of the entries when the ratee agrees with the changes.

~

.2} - Rater:

a) Discuss the scope of the a‘ai@@ s dutiesftasks with
targets based on the unit's/office’s Major Final Output/individual Scorecards with
him/her within 30 days before the beginning of the rating period. This goal setting
and expectations will inciude, .as: a minimum, the ratee’s duly description,
responsibiliies and targets he/she should attain within the given rating period. The
discussion should also- include the relationship of the duty description and
. responsibilities with the organization’s mission, problems, priorities and similar
" mafters. In the absence of Indwnduai Scorecards, the Major Final Quiput of the
unit/office shall be used;

_ i?é" Maké‘s sure that the parformance targets listed in
.'_the PER are ahgned fowards achuevmg the CBAFPMajor Service Commanders’
" initiatives and objectives or in the absence thereof, orgamzatuon s Major Final Output
using Key Perfamance lndacators : .
- c) Supervise the ratee throughout the rating period;
d}  Advise the ratee as to changes in histher duty
- description and responsibilities, when needed; during the rating period;

/fe)  Assess the performance . . .

 *Page € of 18 pages
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e) Assess the ‘performance of the ‘ratee, using all
reasonable means that includes: :

(1). _ Personal observation and interaction with
crdmates _and— T

jse Perfonnance ,Fee&béqk : aﬁh‘ other

. ) Conduct feedback sessions and provide real:strc
] ‘“the ‘talee improve performance. = Realistic. fesdback mciu@&s
discussscm wﬁh ﬁz@ %‘a‘ﬁ@@ and wnﬁeﬁ comments ; uﬂ the. %rﬁaa’maﬁae Faﬁdback
Form e . A

' =0g) Prowde an ob_;ectwe and comprehenswe
a\ialuatlon “of "the* ratees perfonﬁance -and” potential’ on the PER using the
Performance Ratmg Matrix ‘as guide in rating the ratee’s ‘performance. In rating the
ratee’s’ performance of duties’ (part b2 of the PER), the rater shali use the Individual
Scorecard giving emphasis on-the  list of individual initiatives/tasks which are aligned
with the Office/Unit Scorecards: ‘objectives and initiatives vis-&-vis set targets in the
absence thereof the unit/offi ice MFO with Key: Performance lndwators as basus -

R Hom The ratees perfonnanoe sha!l be measured in four

(1) Mission Ammplsshment © " means

‘,_;m‘m_w,:,,__,_;?_m:,:accos:ngiﬁsﬁma a-ssmned tasks and w;!l be. measured zhr@ugh,

5 Ou!swnding Mamtams the hsghest personal performance
-+ | Extraordinary _ level | of | standards.and exceeds targets by. 30% g
o ach:evementlexceptlonal o
[job mastery in all majory: s owl o =
. _ | areas of responsibility N D e
-2 [ 4.2 | Very Satisfactory 7\--Perfoa'manceh T of exceptlonai Jevel of
? exceeds expectations - .if'dchigvement, excedds standards and targets
it e . i -'"-by up tO 15_29% .‘; ‘:':';..¢~‘:a —

AT
;=‘--,,.:\,_' Ansd

3 Satisfactory S *:Rerfannance ls' up 360 acoeptable standard
- ='Meets'expectations o |'meets 100% of standards ey i
‘Unsatisfactory - s Performance-is minimal, above 50% of target
| Failed/seldom meet : but below 99% of target” '
expectafmns B o

¥

Consustentiy fails . to _accomplish assggned
T Consistent v{-tasks;: perfonnance is: poor, belo : 5{}% of
expectatlons never meets target

T expectations

R R P T
) . I(2) Dedication to duty . .
2 Page 76f18 pages :
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(@)

Dedication to duty means acceptance of

responsubuﬁy and wrihngness to work shaii be measured thrcugh

5 | Outstanding Always demonstfates exempiary deducatlcn o
Extraordinary  level of | duty in accordance with organization’s vision,
.achievement/exceptional | mission and goals
job mastery in all major ,

| areas of responsibility ' o

4 | Very Satisfactory Cons:stently demcnstrates strong commitment
exceeds expectations to. duty. in- accordance with orgamzatlons-
L vision, mission and goals ‘ _

3. | Satisfactory Demonstrates commitment to duty Tin
Meets expectatlons accordance with orgamzatacn s wsuon mission

: and goals

2 Unsatssfactcry Seldom demonstrates litle commitment to
Failed/seldom meet duty in accordance with organization's vision,
expectateons mission and goals

1 Poor - Consistently demonstrates litde commitment | -
Consistently below | to duty in accordance with organization's |

| expectations, never meets | vision, mission an@mgoal_s:_w:m_m__;.ﬂ. SN SR
expectataons .

(3)

Quality of Performance Output refers to the

degree to which objectives are achieved as intended and the extent tc Whlch issues
are addressed W|th a certam degree of excellence. '

expectations, never meets

expectations

s Outstandmg Work is of an exceptional quality
- | Extraordinary level of
| achievement/exceptional
- 1job mastery in all major
- |'areas of responsibility L
4 Veory Satisfactory Work is of good quaiity
exceeads expectations ' o R
3 | Satisfactory Quality of work is of an acceptabie standard
| Meets expectations =
2. .| Unsatisfactory.. . | Quality of work us low, “occasionally wcrks
Failed/seidom meet needs revision an@icr ;mprovcmcﬁi
. expectations
1 | Poor . | Quality of work is poor; often needs to redo
Consistently below | his/her work; shows little interest in doing

hisfher work

/4)  Timeliness of work "

_K ‘ Page gof 18 pages
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K ’-'rfl:-{' ST
TR

4 Tlmeimess of work means compileting
worklass:gnments on. tame and on target , . L .

5 Omtanding Produces on time and hlgh quahty of work to
o | Extraordinary . level. .of | meet targets
- achtevementlexceptional e, SEED LSy e
|iob mastery. in all. major | . .
areasofresponsabnlrty T
{4 | Very Satisfactory - 3 Manages to ge't more work done and less time
| exceeds expectatlons : :
3 Satisfactory Compietes work an ‘t:me and meet Eargets
| Meets expectations s
2 {Unsatisfactory - _ Rarely completes assigned tasks on tsme and
g Failed/seldom meet . | rarely meets targets S :
S ,expectations

1.1 Poor ': ' ' Constanﬂs{fa!lé béhi'rid'targets and deadiines
R T-Cansnstently beiow -
{ expectations, never meets
expectatrons ' o

L T h) Dcacume,nt mstances of unacceptabie perfcmnance
such as mussed deadimes or poor quahty work products and pmwde counsel to ratee
lf such persnsts ’ R

: : - |) Recommend personnel act:on performance-based
m,..w;w_‘;m.‘ct-e,.n aqd!et_tfal.r
standards bt

o T | B The Fater shali acwmpl!sh ‘the Peﬁormanoe
Feedback Form (PFF) at: the start and midtenn of.the rating ‘period. Ratee may also
request the rater to conduct Perfonfiance Feedback or the rater himselffherself ; may
initiate a maximum of 2 add:tlonal Perfonnance Feedbacks as deemed“ necessary
dunngth’e ratmg penod o i G o e S5

k) " Submit PER withifi: 5-days’ after-the ‘end of the
rating penod as pubhshed by the Unit Adgutant!OPF ice Admm to the endorser o

: GG mE i) For purposes of Péﬁormanc&Ba’ Bonus, the
rafer shall forced-rank the. ratees - “ynder. him (seg:égatmg office nd. enlisted
personnel), usmg as basis the b1 (oompetencles) and’b2 {performance of duties) of
PART.ill. ¢f the PER and indicate in the PER the individual ranking, ' "“'forcedarank
the indivi duals, the rater 'shall add alf the total ratmgs ebta?ned by eachﬁ-indwadua! in
b1 (competencses) and b2 (perfonnance of duties) of Part il of the PER. Divide the
sum by 9 to get the“average poifit-Scdre.; Corivert :average point! %c@re into its
equivaient numerical’ rating and éguiviient adgeciwai Tating: byreferring do’

following table: L ; L

,;m.-x

o IFor best bureaus
Page 9 of 18 pages
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For best bureaus the foEIowmg sndmdua! rankmg shail appiy

.....

Equivalent

Numerical i

Equwa!ent
~ Adjectival
Ratmg

Perl’ormance
Category

“First 20% |

;4 5 5 0:"_;' | 2

Rati —l,

Outstanding T

Bast

| Next35% |

.. Mery |
Satusfactory

,%MLf

“Next45% | é.o'- 37 .

_ Satisfactory. - |

Good .

16~29

Unsatisfactory

?”ﬁm#w

| Unsatisfactory

Poor

Poor

'_’___10 15

| For better bureaus the followmg mdmdua! rankmg shali apply:

- - Ranking- | Average Equivalent | Equivalent Perf@rmance-
el Pomt Score ‘Numerical |~ Adjectival 1' Category
ST TR ~_Rating .~ | ‘Rating |
cee) First 15% | _4 5-50 5 Outstanda@g Best
Next30% | " 3.8—-44 4 Very Better
e Satisfactory -
1 Next 55% 30 3.7 3 _ Satisfactory. -Good ... |
e gt 4828w LT Unsatisfaciory | Unsatisfactery |
1.0-15 | 1 Poor Ponr

’ For good bureaus the foliowmg mdw:duat rankmg shau apply ,

' Average

Ranking Equwalent Equavaiant ' Parf@rmance
_ . .{ Point Score | Numerical Adjectival Category
Ry T Rating Rating :
First10% |  4:56-5.0 -5 Outstanding Best
;Next25%-- 38-44 4 Very . Better. .
ol e Satzsfactory L
fNext 65% 3.0-37 3 Satisfactory Good
- 1 16-29 2 Unsatisfactory | Unsatisfactory
1o Poor ...

Poor. .} o

the: ratee s

Scorecard of the ratee undicated m the PER reﬂects the umtlofﬁce targets for the
rating’ cycie and’ ¢ i :

AR

19 1.5

g

b)

c)

"’4!’3) End@s's@r

L Ensure ihe accuracy of
: _‘_}completenessofentnes in the PER;: S

P S RSNt

: . , Ensure that PER reflects a consistent picture of
_,performance and - potential based on the Performanoe Feedback
oonducted dunng the ratlng cyc!e - ,

Ensure that the tasks wsth targetslindwudual

. /d)
F’age 100f18 pages N
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P o

d} Ensure tsme!y subm:ss:on once completed, forward
.:the document: to: Unit-Adjutant/Office Admm or Equwaient ina tlmely and accurate
manner withiry daﬂys after the»-r%fmg pened

Seﬂeatlon Baard

a) The career of AFP personnel oo!lectlvely rests in
the hands of th mempers of the. Selection BqardS‘ fo AT

oA * The hoards must be very aarefu! and ﬂellberate in
exammmg records and eva!uatmg being cons;dered

BRI . ®).. . Theboards must be sirigt in their evajuation of the
“mierits of C Mdual bemg conssdered sgch that only ti';ese who meet the:standaid
‘of performance and quality requlred of the AFP shall .be- considered for.personnel
action;

TR d) . ngfonnanéé Evélhatiqn _Reports. covering-at least
1wo ratshgs are used arid rev;ewed dunng the screening prooess but the: h@ards»shaii
requzre such number of PER on need basis; and

L L ~_8),. . Secure, candldates summary of PER fmm .TA@/
MSAdetaﬁt“”"’ S . ; PO ICIE S R ST

.5} Effi caensleetenﬁcn!Separauop Baard

a) W the™ mdwlduai is recommended by hlslher
Com andlng Oﬁ' icer for separatlon the Board shali use the last two years of PER

necessary to determine the ﬁtness of the enhsted personne! for reenlistment to the
seivice.

R Fla-st Levele:ocess Owners
T a)': - Unut Ccmmanders (Battalmn and Above)l(;hlefs pf

Office:

e (1) Esfablish.and publish rating chain-aswell.as
change of rater for each unit/office’ by des:gnatmg the rater and endorsers of each

@ Al e parormancs | fedback
program.. Monitor raters and ratees to ensure feedback sessmns are conducted
dihatimely mafiner;,

i

(3}“ Exércise review authority on afl evaluation

reports in its unit/office or equivalent; Look into aileged errors; :njust:ces and

ifegalities inPERS. (See Commander’s Inqu;ry), G fv, B OETO P COUESS AN
o I(4) Detea'mme

% FoPdge 11°61 18 pages

e, AEP Core Males: Honer; Servics, Patriotism: "1 % 1

| b) ' Reenilsm\ent Board shall use sdch number of PER



AFP Vision 2028: A Warld-class Anmed. Foroes, Source of National Pnde
Cir Nr 05, GHQ, AFP dtd 07 SeLZQ‘lS cont’

L L - {4) Determme that a report is correct without
need of further action; . . -

- (5) DiScabh’nelséﬁ&ﬁbﬁ ' erater's : who fai! “t0
properly document performance feedback or cause delay in accomplishing and
submitting the PER-on time;. ) e o _ ,
(6)' Rewew each PER on recerpt to sdentnfy any
ratmg or remarks that shall provide a basis to begm personnei action;

g.“:,;‘_gk..;fg ' : - .
' 7 Prompt,reso_lytion in ca_s_e of Commander’s

Inquiry; and

- (8)  Facilitate and ensure review of AFP's
Vision, Mission and Goal, organization/unit scorecards and performance targets.
Make sure that the performance targets of all personnel are aligned towards
achieving the CSAFP/Major Service Commanders’ initiatives and objectives or in the
absence thereof, unit/office’s Major Final Output using Key Performance indicators.

b) Umt Adjutants or Equivalent:

“ members of the rating chains;

(2) Ensure that des:gnated rater and assxgned
duties support an accurate evajuation of the ratee $ duty performance;

(3) Keep a copy of the Performance Feedback
Form and disposeit after the lapse of 180 days from the end of the rating cycie based
on AFPR G 200-014

' o (4) Reproduce and ceriify the: copies of PER
accomphshed by the rater and prowde the ratee a copy PER, retaini a copy of the :
PER and submit the original copy to the OTAG/MS Adjutant; ' ,

: (5) . Provide the Selection Boards a summary of
;the 3 PER based on the spec;ﬁc gundelmes set forth in this Handbook partlculariy
giving emphasis on the computation for each personnei action. (refer to Secfsen 1d
of Chapter 5)

' : (6) | Ensure that compieted reports arive at
OTAG for TAS personnel while the MS Adjutants for Officers and Enlisted Personne!
not.later:than 90 calendar days after the prescnbed ratsng cycle;

(7) For purposes of Performance»-Based Bonus
two (2) rating periods shall be used. - The Unit Ad;utant shail get the sum of the
Average Point Score in the PERs of all personnel in its office/unit and divide by 2.
The same shall forced-rank all personnei specsﬁcally segregatmg the forced rank:ng
of officers and eniisted personnel and : _ ; ARG

| ! 1(8) incase . . |
""" Page 12'0i18 pages
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(8 In case and'i\'iiéiua!s will have the same
ranking, the Unit Adjutant shalf use as basis a1 and a2 of Part Hl of the PER to
determine the “best among the best’_’ ‘performers, Ta forced rank. the personnel.with
the same ranking, add all the total 1

figs obta:ned by each md:wdua! in at: (AFP

. Values) and a2’ (Attnbutes) of Part Ili 6f the PER. Dividé the sum by 13 .to get the
. -Average Point Score. Convert average point score into_its equwalent numencal
ratmg and equwa!ent adjectwai ratmg by refemng to the folrowmg table; . LoEes

Average N Equwalent - Equivalent Per!‘enname
Point Score | Numerical Raﬁng _Adjectival Rating | __Catsgory -
R e Rk 1 R LT | Ouistanding. ., | . . Best .. g
e 3B~44 )T LT g T Very Saﬁsfaciaryﬁ .- Better |
3037 | T Satisfactory .. - Good . .
LT 16~29 [ T ‘ ,Unsaiisfactﬁryv Unsaﬂsfactory
g 1.0=15 | "¢ Poor = Pcmr

o | Se¢ond Level Process Ownars U e L s
| a)’-'f*-“' DCSs for Personnel, J‘! | |

A () 'Devek)p, ‘pramuigate and review policy in
relation to AFP Performame Management System (AFP PMS) in oonsultatuon thh
- relevant units; e Tete e TR
(2) Provnde po!scy support for the educatson and
-:,-trammg ofpmoess owners and users ofthe PMS ol e TR
o ‘- e e e (3) Gascade ‘the M.;!S pﬂ!icw, ; p*@cess @rfﬁ
'requ:rements io the Majcr Services and Unified Commands; and -

- EERT TR R 4 Momtors the overall, lmplementatlon of PMS
_ ;anduensures lts responsweness to pei'sonnei management requirements B

o :.;b) MAJGR SERVICE 1 oF E’QUWALENT

e o (1) Ensure  that - Unit Commandf
'regularly_that thelr umt!ofﬁce is ahgned W|th AFP vssaon mlssson and goa A

e ST (2) Cascadel eommumcate the* gurdelln&s of
PMS to the lower unrts ,

Ry T cltatetraining - ai how 600" SetiiS
performance review,

(4) Rewew thé PMS sn consuitataon with the
different process.owners;. . .. o ain S

(5) | Monltor the impiementatlon of the PMS at
rthe respectlve services and recommend rewsnoniamendment of po!acy !o J1

o I(6) Momtor the mpiementataon

Page 15of 18 pages
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(6)  Monitor the implementation of the PMS at

Ihe respective services; and

| (7} Craft an ‘implementing policy on how to
fgcilitai;e the submi§sion of PER from units to MS Adjutants/OTAG.

¢)  OTAGMS Adjutants: °

management system support of military personnel;

| ' (2) OTAGMS Adjutants -are the - record
custodian of all AFP personnel documents’ of individual military personnel. It shall
maintain_and update the 201 Files of all AFP personnel and shall include a
“Performance” folder which shall maintain performance-related information to include
Performance Evaluation Reports and Schoo! Academic Report. The folder provides
necessary information to officials and selection boards tasked with assessing an

S (1)  Implements policies on maintaining data

individual for promotion, assignment, special programs or tour of duty. This folder
-Shall.-be used by various boards related to personnel action (for example Selection
Board System and Promotion Board System); o

. {3} . Provide the Selection Boards a summaryof ...

+~ the PER based-on the speciic guideiines set forth i this Handbook partiodirty”
giving emphasis on the computation for each personnel action. (Refer to Section 1d
-of Chapter8);:and - - .-~ ...« .

- 4) Any PER needing comection will be
-returned to the ratee’s assigned or attached unit. :

12. PERFORMANCE EVALUATION PROCESS.

a. Performance: Planning. and  Commitnent. {Goal and
Expectation Setting) Within 30 days before the beginning of the rating period, the
rater shall discuss the scope of the ratee’s dutiesftargets. This goal setting will
include, as a minimum, the ratee’s duty description, responsibilities and targets
he/she should attain within the given rating period. The discussion should also
include the relationship of the duty description and responsibilities with the
organization’s mission, problems, priorities and similar matters. In the absence of
Individual Scorecards, the Major Final Output of the unitfoffice shall be used.
(Accomplish Officer/EPICE Parformance Evaluation Contracting Form) - '

.. b~ Performance Feedback ..{Monitoring, Coaching ‘and
Counselling). Performance feedback is a formal communication which a rater uses
to inform a ‘ratee what is required in the performance of hisfher assigned duties and
how the ratee -is. meeting those expectations. -Raters document . performance
feedback on the Performance Feedback Form (PFF). ' The ‘raters conduct
performance feedback. sessions - wherein’ they .. discuss objectives, . standards,
behaviour and performance with the rateg. -~ >~ - - . .

S 41) - Conductof Feedback . .. .

Siee 7 L Page 14:0f 18 pages
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L 1) .. Conduct of Feedback Sessions (Monitoring and
Coaching). Feedback sessions. will be conducted at least twice during the rating
cycle: initial and mid-termfeed back session which-must.be face-to-face.The ratee or
the rater may initiate feedback sessions at any time during the rating cycle but must
-not be more than two times aside from. the initial.and. mid-term feedback.. Raters
_may conduct sessions by telephone or any other means-such as when the raters and

fatee are geographically separated or the rater and/or ratee is on temporary duty.
The rater at the end of the rating cycle shall use the Performance Feedback Forms
as guide in accomplishing the Performance Evaluation Report. :
- 2) - Counseliing. Counselling or discussing the deficiencies
-of -z ratee’s petfonmance is a communication process between a’reter andfor
endorser and -a ratee’ with the intent to resuif in some positive change in the ratee’s

P

S e e g) - Inmost cases it is the responsibility of the rater or
endorser to. provide -counselling to ratees in relation: to work ' performance and
‘conduct. However, in circumstances where performance is affected by difficulties in
fatee’s private life, it may be appropriate, after an initial discussion, to refer the ratee
to a psychologist in any military treatment facilities of the AFP; S

gt ‘b) In cases of poor work perfonn‘ance,f;";-foﬂﬂéi

"feounseiliiri‘g may be déhe by the rater or endorser before the end of rating period. To

achieve the best results, counselling, like performance feedback, should be based
‘onopen two-way communication. The aim is to produce an improvement in
‘performance or conduct. Ht'is important that the rater or endorser should establish a

time frame for the ratee fo achieve the agreed goals. and then review the strategiee

- afterwards. If the ratee does not improve despite counselling, the rater shali give a

"Pooi” rating to the rate; and L
T ¢) A ratee receiving poor performance ratings for two
‘consecutive Tating periods despite the conduct of Performance Feedback and
Coungelling shall be recommended by the rater. to the appropriate Efficiency
Separation Board or its equivalent for determination of the fitness of the subject

individual to be retained in the AFP.

... & Performance. Reporting.. . The PER shall be accomplished
_based.on the rating cycle and shali-be rendered: for officersin the grades of O-1 {o
-0-6 except officers in the grade of O-6 and above occupying key position (use PER
Narrative Form) and all enlisted. personnel. AFP personnel’s fitness shall. be
measured in_four areas: AFP Values,. Individual Atiributes, Competencies -and
-Performance of Duties. - School Evaluation Reports (SAER) shall be used for military
personnel who take part in local and foreign frajning at military institutions: or: civilian
-schools. . Performance summary is intended {0 measure the level. of performance of
each student against the course standards. (See handbook. for detailed discussion

on how to accomplish PER and SAER).. .

, . " Jd. 'Performance Review . . .
R S I ‘Page 15 of 18 pages
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d. Performance Review and Evaluatson The meffeciweness in
the Performance Management System shall regularly constitute from deficiency and
weakness in the application of PER as a basis for personnel action and determining

L

unitfoffice performance based on. mission accomplishment/organizational goal. The

Annual General Inspection shall determine the .unit/office compliance against set
standards and prepare ways to determine why:the unit/office failed to meet the said_
standard using the. Operational Readiness Evaluation. The inspector General, AFP .
and Ma;or Services Inspector General shall include in its main report the audit and
evaiuation - of AFP . units/offices performance. Meanwhile, the AFP Resource
Management Offi ice and Major Services.Resource Management Office shall evaluate
the accompilshment of the unit/office MFO indicators and targets as. reflected in the
Performance-Informed - Budget approved .by Congress and ‘the - priority
programlproject targets

PR I

" Performance Rewarding and Development. In ali stages of .

the Performance Evaluation Process, the rater may assess the ratee’s performance - ;.

vis-3-vis competency requirements of the job or position in order to address the
ratee’s personal improvement and development. At the same time, the- -organization . -
may also look into the performance process to fill in the gaps in the organization.
The individual. may also be rewarded for exemp!ary performance and/or
recommended for development interventions. R S

13. - APPEALS. The ratee or any interested party whe knows the:' -
circumstances of a rating may appeal within 120 days from the rating cycle any;_.r .

report that is mcorrect snacr.:urate or in violation of the antent of thus’ regu!atnon

L Tl Appeais based on administrative error. Appeals based on
admlmstratlve error will be adjudicated by Publication and Current Records Division;
OTAG/Publication and Current Records Branch, MS Adjutant. Determination of
administrative error is-based on careful scrutiny of the evidence submitted with the

appeal or available in the ratee’s data. Claims of administrative error shall be limited <
to.Parts |, 1, and It of AFP PER. - These inciude such claims as deviation from the:
established rating chain, insufficient period, and errors in the height/weight.- It should *

be noted that the ratee’s authentication in Part Il of PER verifies the information in
Part I. it also confirms that the rating officials named in Part ili are those established
as.the . rating chain and authenticates the accuracy of Physical Fitness Test

performance, height, weight and BMI made by the rater in Part IVc. Appeals based
on alleged administrative errors in those portions of a report previousiy authenticated '«

by the ratee will be accepied-only under the most unusual and compelling
.crrcumstances

b. . | Al:'F“B*ﬂlS al!sgmg bsaa, prejudlce, maccuracy, unjust ratings:

or any matter ‘other than administrative error aiready submitted to OTAG/MS " - -
Adjutant. Appeals alleging bias, prejudice, maccuracy, ‘unjust ratings-or.any matter: = .
other than administrative error are substantive in nature- and will be adjudicated by -
the OTAG/MS Adjutant Special. Review Board. .- These:are geénerally. claims of an:
inaccurate or an unjust evaluation of performanﬁe or. potential claims for.bias onthe: ~ =
part of the rater. After resolution of the appeal,: the rewewmg board ameﬂds the-
personnel’s official records afappropnate e R T SRR L L

Iq,, Prooedure for Appeal
Page 16 of 18 pages
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: . _The ratee shall determine_ if an appeal submission is
warranted Ratee shaﬂ prepare the appeal i m memorandum format;

, : 2) The appeal shal! andaca‘te the period of the PER being
"appealed State the basis for the appeal and mclude the supportrng evidence (ex.
Commander's Inguiry);

3) Admsmstratwe appeal my_st _be proven by original or
certified true. ‘copies of relevant dotuments; - ENEE o

4} | Substantive ‘appeal must be supponed ny statements
from knowledgeable observers or raters dunng the report penod _

SRR N 5)
apneal;andv R P o . : _
IR 6) A GOpy of the PER rn questron shoutd be mcluded in the :

Statements from the raterwall not be the soie basrs of the '

appeal e ‘
L .14__. '. smc'nons

e "afﬁ’:" Drsclpimafy actlon shall be taken by the cogmzant Commandersffi-:‘
of the Majer Services and the Chief of Staff, AFP agamst conoemed raters for wzﬁful
wolatuon of Performance Management System .

i The Commanders of unitsfoffices shall be held Isable for late‘

‘.="::'-:':‘st"3 ssion: of '!;';"-ns to Adjutants.it-shall -reflect-on their- individuai “Personnei~

Evaluation Report specificaily on perfnnnance -of duty (timeliness of. work} such that"?*:
they shall be grven unsatlsfactory rating for that specnﬁc ratmg pericdi:

T . Adjutants shali mform the hsgher headquarter of the concemedfi "
Cornma_nder who remrsed in hisfher, duty of submiting the PER on time; .0

R N%n-accomphshment andlor lmpmper angomplrshmem of PER,
dashonesty in ratlngs (if proven) and simple negléét of duty such as non-submlssron_’
of said reports are grownds fnr admmlstratwe sanctron for vzo!atson of AFP rules and
regulations and

. :;-_*{'

. The promdures in: the filing of complaints and imposition of - -
admlmstrative sanctions shall be in accordance with Standard Operatrng Procedure
Nr 0& dated; ﬁﬁetohe 2003, “Enhaneen. AFP Gnevance System

. _,A_.s“.‘ N

ibility/Guialification for Perfonnance—based Awards and Grant
of Incentives Ilke the productsvrty incentive -bonus or other performance based
incentives and awards sha}! hkewrse be based on the final ratings of military
personnel; - MERRE T SE AT e

ety
b. Basis for Personnel

,_\ s » bk
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b. Basis for Persannel AC’tiOﬂS

; - The performance rating . shali be used as bas:s for promotlon
" tranmng and scholarshlp grants and other personnel with . Outstandmg ‘and-'Very
~ Safisfactory Performance . .Fatings. shall :be cons:dered for the above mentioned
personnel actlons and other related matters L

16. RESCI§SION AlF pehcy lssuanoes mconsrstent with this curcular are
hereby superseded , S ,

17. TRANSIT!ON PERIOD

o a. All  unit commanderslch:efs of office at Brigade level (or
equrvaient) and up shall prepare a ‘Personnel Evaluation SUppoﬂ Form during the
initial implementation to establish the ‘performance plans of each military personnel
in the unit. The form shall indicate the individual development goals and expectations
for each position that should be attained by the individual and should reflect
organizational goals. This shall be used as a baseline data to determine an
individual's performance during the rating perlod Each unit/office at Brigade level or
up and its equivalent shall submit this Form at the start of the implementation of this

PER and shall be done only once and subsequently when the umtlcfﬁce wn!l be

o reorgamze to f‘reate new positions;. - R S

b. All units/office Battalion level (or equnvalent) shall use theu'
‘mission essential task as basis by the rafers in computmg an individual's
competency and performance of duty _ :

C. Performance Evaluation - Reports shail be used by sakec’aon
boards or other AFP boards as basis in coming up with decisions irvolving personne!
actions like promotion, -training and others. During the period of transition, the
selection boards shall use the new PER and such other Appraisal Reports available
at the time of implementation of this Circular. However, the boards shall give the
new PER fifty percent (50%) weight and each Appraisal ‘Reports available the
- remammg fifty peroent (50%) dlstnbuted among ‘the old Appraisal Reports

18. EFFECTIVITY Thls c:rcular shali take effect upon. pubhcatlon
BY ORD&R OF THE SECRETARY OF MATEONAL DEFENSF

“*MHERNANDO DCA™ IRIBERRI

. » General . AFP

Brigadier Generai AFP _
i _,._,Aﬁjutant@enersai

D STRIBUTION:
“A!‘l
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. ARMED FORCES OF THE PHILIPPINES
"' PERFORMANCE EVALUATION REPORT

Fl : PART 1 - ADMINISTRATIVE DATA
‘a; NAME (Last, First, MicdleInitia b. AFPSN - “C'RANK [ d. DATE OF LAST e. BOS
L PROMOTION
; Year Month Day
9. AFOSRIOS/OL
| Prmary o pe _
. i .1 Funiticiral. ) '
I PERIOD COVERED _ |- RATED k. DATE I. REASON FOR SUBMISSION
1 FROM THRU | MONTHS
‘| Year | Month }Day | Year | Month | Day |
N T ) PAR’!’ !3 - DUTY DESCRIPTION
¥ PRINCIPAL DU!‘YTE‘!’LE(Damgnatron} , | . REQUIRED RANK (per T.0.)

c. INDIVIDUAL TASKS WITH TARGETS BASED ON UNIT/OFFICE MA.JOR FINAL OUTPUT (individual Scorecard)

PRS- S

<

PART = PERFORMANCE EVALE!ATSON {Rater)

ACHARACTER (combination of values. atfribules and skills affecting lsader actions)

a AFP VALUESIATTR!BUTES Mark the number which best describes the. qualities of the ratee In each block. (1 ~POOR, 2— ’
UNSATISFA’QTORY 3 ~ SATISFACTORY, 4 — VERY SATISFACT ORY, § ~ OUTSTANDING} Comments. mandatory for all ;

UNSAT!SFACTORY’ and "POOR" enfries and use PART Ve

a.1. AFP VALUES 1 2 3 4 5
.3 HONOR th“wmpwimdmmmm“aw. e wn W B E.;.: : 2 . L !
) INTEGRITY: Possesses high personal moral standards - 13- . -
©) COURAGE: Marifests physical and moral bravery L =3 '3 3
a) PATRIOTISM: Beafs trié faith and aliegiance tothe .~ 1 3
Phils Constitution, AFP, unit and soldier : E:j ‘ (- [::] e
) RESPECT: Promotes dignity, considaration, faimdss 1o Y} 3O 3 3
Peers, subordinahes and superiors ‘ o o
nsew vE.ﬁPIaoesAEPpnoﬁhesbeforesaIf CI .3 . 3 .
.uiﬁils pmfesemna! Jegat and moral obligatlons L : !:j _ E::‘ II' E:]Y D“

11 2bo i allsl g0
)PSYCHOLOGIGAL ST’AMINAMoraTand physmimurage Y S Ny N s 5 TOOY sy ST s B
presence of mind in an emelgency, undar g[eat strafn or
_ underprolbhgedpressure e e e
-
c) INmATIVE Assumlng the rnsponsibrﬁtras associated with i
| assighment Tnciuding abmty 10 take action without direction. . o
within the scope of Competenite and ‘suthority
@) PERSONAL APPEARANCE: Physical.appea 3
e) SdCiAf. PRESENCE “Behaving in a way-thai md;cates'a mg; S NN B
g fortha Vatues, tmdmandpfacﬁw S SR TR SRR e . P ow L . " ;
. ‘f) SELF-DEVELOPMENT: Enhancement of professional com R ) L1

by expanslon Of |
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b. COMPETENGE! PERFORMANCE OF DUTY: Mark the number which best dascrive the qualities. of the ratee in each block.
1= F"G(}R 2 UNSATiSFAGTORY B SATISFACTORY 4. VERY SATISFACTORY, 5~ OUTSTANDENG) :

1 2 3 4. 5
b.1 COMPEI‘ENGIES Skm deve;opment s partofse!f-deﬂveiopment, prerequisits to actlen i Ty S

a) LEADERSHIP lnﬂuenc.sng others to-achieve a productive,
. -gfficient, skllled motwated and cohi ive téam

nl"-'

FOLLOWERSH!P Consldarate to peers or show fespem to

- E

, Ld
superiors angd colleaglies -

b) PROFESSIONAL KNOWLEDGE: Possesses the - L

L1

-
phroaem
-
lrd

- necessary expertise to accomplish all tasks and fundtihs =

c) INTERPERSONAL Shows skill with people: coachmg.
taachmg,counseimg, mohvatmg and empowering

dy DECISION-MAKING ABILITY Dermmsh-atgs roﬁdency in
- required professional knawigdge; judgment and warfighting

e) RESOURCEFULNESS: Ability device ways and means
o be able to perform his/her tasks

00
i
]

-
pmeren
remad
]
e

—

_Subd ~Total,

b.2. PERFORMANCE OF DUTIES
a) MISSION ACCOMPLISHMENT: Acmmplnshment
of assigned. task. .

b) DEDICATION TO DUTY Amaptanoe of responsibrlityf
. willingness to work -

yrimrery
-
—— '
et
R
ke
g
e

]
]
0
i
{]

c} QUAUTY OF PERFORMANCE OUTPUT Pmduclng agood
: amountefquamy work”

L
e
—

| Sodh ﬂMEUNESS OF WORK,. ng,piemg wmiasssgwte
-: anﬁne andontarget :

HEIGHT: WEIGHTi M "

PART IV. PERFORMANCE AND POTENTIAL EW-\LUA'?!ON {Rater)

3. EVALUATE THE RATEE'S PERFORMANCE DURING THE RATING PERIOD BASED ON THE CORRESPONDING
TOTAL RATING. OUTSTANDING PERFORMANCE (101-110); VERY SATISFACTORY (31-100); SATISFAGTORY (84-80);
UNSATISFACTORY (70-83); POOR — (69 and below). COMMENTS ARE REQUIRED FOR "UNSATISFACTORY AND FOOR
RATING"

221  OUTSTANDING PERFORMANCE [ 1 UNSATISFACTORY PERFORMANCE

{1 very samisFACTORY PERFORMANCE L] POOR

[C]  sATSFACTORY PERFORMANCE

COMMENTS:

Grand Total

h POTENTIAL FOR PROMOTION (For promotfon purpases .

f:vss

INdléATE’;REASON:

E1

<. IDENTIFY ANY UNIQUE PROFESSIONAL SKILL/S OR. AREAIS OF EXPERTISE OF VALUE TO THE AFP THAT THE
RATEE POSSESSES. MARK THE SPACE/S PROVIDED:. AND INDICATE POTENTIAL CAREER FIELDIS FOR FUTURE
SERVICE OR "OTHERS", i

Personnel Informatlon System
 intsligence T ry.Oprit
Operationsé '
Logistics

EDDDD




d. SUITABILITY FOR EUTURE ASSIGNMENT /PLACEMENT/DESIGNATION:
[C] Command of Operationai Unit [C_1 staff of Operational Unit

L0 Command of Administrative Unit [T Statt of Administrative Unit
(] others g specify)__

e. (FOR PURPGSES OF PERFORMANCE BASED BONUS)
: Add b1 and b2 of PART Il of this PER and divide the sum by 9 to get the Average Point Score. Uss the following
| table to defermine the Equivalent Adjectival Rating and Performarice Category:

Average Point Equivalent Numerical | Equivaient Adjectival Performancs
Score Rating Ruting
45-50 5 Outstanding ... _| . Best
38-44. 4 Very Satisfaciory Batfer
3.0-3.7 3 Satishactory Googd
16-20 2 Unsatistactory Unsatisfaciony
1.0-15 i Foor Pagt
Average Point Score Eguivalent Adjecti;rai Rating Performance Catagory
PART V - AUTHENTICATION

{Endorser Indicates whether he “concurs or does not concur with the Raters rating In Part Ve. Further, the ratoo’s signature
verifins the admin data i correct, he/she has seen the completed PER and aware of the process)

.1 @ NAME OF RATER AFPSN RANK  POSITION | SIGNATURE DATE

4 b NAME OF ENDORSER AFPSN RANK  POSITION | SIGNATURE DATE

| & The endorser cectifies the entries in the raport are clear, accurate and complete.

o

" hunderstan I that iy, signature cnnstitutes agreement of dr_gagreement ‘with the evaluatio
endorser.. | further understand that my signature verifies that the administrative data in Part |; the duty description in Part

N T S v e 3 Dbkt Bl 3

d

M the rating Officials in:Part IIf and the APFF:entries in Part IVc are correct. 1 fisve seen the completéd report andfam | - ;
aware of the process. . ' - e I S

g mmagm( )

RATEE'S SIGNATURE DATE
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ARMED FORCES OF THE PHILIPPINES
PERFORMANCE EVALUATION REPORT

{Narrative)
PART 1~ ADMIMISTRATIVE DATA
a. NAME (Last, First, Middle Inital b. AFPSN <. RANK d. DATE OF LAST | e. BOS
PROMOTION
Year WMonth Day
fONIT ' g. AFOS/MOSIOIl | h. EMAIL ADD
Primary
Functional
. PERIOD COVERED i RATED | k. CATE I. REASON FOR SUBMISSION
] FROM THRU MONTHS
Year | Month | Day | Year | Month | Day
5 PART il - DUTY DESCRIPTION
a. PRINCIPAL DUTY TITLE (Designation) b. REQUIRED RANKISG (per T.O/Plantiia)

<. SIGNIFICANT DUTIES AND RESPONSIBILITIES (Individual Scorecard)

. PARTI - PERFORMANCE EVALUATION - PROFESSIONALISM (Rater)
j GHARACTER (combination of values, atiributes and skills affecting leader actions)

a. AFP VALUESIA’ITRIBUTES Rater comments on the AFP values and fundamental attributes which best desaribe the ratee. :_l ‘
e S SOTOTE O TS ees and Tuncamental attributes which best describe the rates.

al. AFP VALUES (Honor, Integmy Courage, Patriotism, Respsct, Semoeand Duty)

2:2. ATTRIBUTES: (Psychological Stamins, Atttude, Initiative, Personal Appearance, Social Presenoe and Seff-developmon)




Annex to Cir Nr 05. GHQ, AFP dated 07 September 2015, cont'’n:

b. COMPETENCIES] PERFORMANCE OF DUTIES: Rater comments on the competenciss and performance of dufies of the

b.1 COMPETENCIES {Leadership, Professional Knowledge, Decision-Making Ability and Resourcefulness)

£.2 PERFORMANCE OF D

UTIES (Mission Accomplishment, Dedication 1o Duty, Quality of Performance Output and
Timeliness of Work)

PART lv PERFORMANCE AND POTENTIAL EVALUATION (Rater)
a. EVALUATE THE RATEE'S OVERALL PERFORMANCE DURING THE RATING PERIOD

b. RATER COMMENTS ON THE POiﬁ!lAl. OF THE RATEF. TO BE PROMOTED TO THE NEXT RANK OR THE RATEE'S |
AB!LITY TO PERFORM IN POSIT!ONS OF GREATER RESPONSIBIL!TY




Annex to Cir Nr 05, GHQ, AFP dated 07 September 2015, cont'ni:

PART V ~ AUTHENTICATION
(Ratee signature verifies he/she completed PER and the admin data is comech)
a. NAME OF RATER AFPSN RANK POSITION SIGNATURE DATE
b. NAME OF ENDORSER AFPSN RA_NK POSITION | SIGNATURE DATE

c. The*endorser certines the entrles in memport aria clear, accurate and wmplete
7 concur: 1 poes NoT concur

d.

l.understand that my signature does not constitute agreement or disagreement with the evaluations of the rater |
and indorser. | further understand that my signature verifies that the administrative data in Part |I; the duty description in
Part Il; the rating Officials in Part It and the APFT enfries in Part Ve are correct. | have seen the completed report and |
am aware of the process.

CO agree L1 isagree (specity)

-~

BATEES SIGRATORE — -~ e T T o




Annex to Cir Nr 056, GHQ, AFP datgd. 07 September 2015:

ARMED FORCES OF THE PHILIPPINES

OFFICER/EP PERFORM;ANCE' EVALUATION CONTRACTING FORM

- PART 1 RATEE '
- -{ @ NANE P SRR

| b T.:0./POSITION _ D T "d. UNIT/ OFFICE

PART W= RATING CHAIN

aRAER TRANK FOSITION

b ENDORSER — © T T TR FOSTTION

PART Iii — RATEE

.| 3 PRINCIPAL DUTY /TASKS WITH TARGE 15 BASED ON iNDIVIDUAL SCORECARD

B. COLLATERAL DGTIES

- I, e . committo deliver and agree to be rated on the attainment of the above tasks in
| accordance wit{ﬁ‘the’i_ri“djqai_ned feasures for the period — to-, . , 20

. Y
-~ T

i

=Rﬁ.lr\ri,é\‘mgad._by:_'V.- ‘Date:

Rater




Annex to Cir Nr 05, GHQ, AFP dated 07 S egtember 2015:

ARMED FORCES OF THE PHILIPPINES |
SCHOQL ACADEMIC EVALUATION FORM -

1. RANKINAMEIAFPSN 2. AFOS{if any) 3. SCHOOL
4. COURSE/TRAINING/SEMINAR: 5. DURATION
Date Conducted:
Number of Weeks/Days:

6. RATING | 7. STANDING . -~ - - -~ -18. UNITIO{FF[CEIASSIGNME__N:{
{Gen Ave- | (Indicate Class Standmg and o ~ '
%) | Number of Students, as

' applicable)
9. PERFORMANCE SUMMARY: 10. DEMONSTRATED AEILITfES:
__OUTSTANDING a. WRITTEN COMMUNICATION
(CG, Major Sarvices Award Recipient) —Poor __Unsat __ Sat __ VerySat___ Ouls

___VERY SATISFACTORILY ACHIEVED COURSE b. ORAL COMMUNICATION .
STANDARDS o MNotEvaluated __ Unsat _ Sat __ Superior
{85% to 94%)

_ ¢. LEADERSHIP SKILLS

__SATISFACTORILY  ACHIEVED  GCOURSE . MotEvaluated __ Unsat _ Sat __ Superior
STANDARDS
(75% fo 84%) ‘ d. - CONTRIBUTION TO GROUP WORK
_ﬁﬁ\:}iggémcmam ACHIEVED  COURSE _ NotEvaluated _ Unsat _ Sst __ Superior

(70% to 74%) L e | @, EVALUATION OF STUDENTS’ RESEARCH ABILITY - [0

. NotEvaluated __ Unsat __ Sat __ Superior
Tﬁm&u ¥ CHIEVED by outgfsemsemor:ubmm 1o | (QUTSTANDING/POOR must be supported by comments on item
violation of honor code/major offenses) To be referred to | ™ 2
Studenr Perforinance Standards Committee. ’
_{Mmustbe supported by cominerrts on item nr 12}

must be supported by comments on ifem nr13.

11. HAS THE STUDENT DEMONSTRATED THE ACADEMIC POTENTIAL FOR SELECTION OF |
HIGHER LEVEL SCHOOLING, TRAINING, POSITION? __ YES ___ NO __

NIA {A ‘NO” msponse ;

12. POTENTIAL INSTRUCTORS
NO YES (specific field)

13. COMMENTS

A4 AUTHENTICATION

Signature

(School Commandant!Supenntendent)

*for omhan schoofs to be acocmplrshed by the Dean of Acadamlc
Affairs .

b.. -Typed Name, Grade, Branch and Title of Rewewmg Ofﬁcer |

nyped Name, Grade anch and titie of Rater (Raher musi:
ba the Course Director/in-Changs) : .
Date: . Signature

c. Date




Annex_to Cir Nr 05, GHQ, AFP dated 07 September 2015:

ARMED FORCES OF THE PHILIPPINES
PERFORMANCE FEEDBACK FORM

PART 1- ADMINISTRATIVE DATA

a. MAME (Last, First, Middle Initiaf} . - b. AFPSN c. RANK d. DATE OF RANK e. BOS
Year Month Day

T ONIT G. AFOS b, EMAIL ADD

Primary

Functional - -
PART W -TYPES OF FEEDBAGK
H L] INITIAL i1 MIDTERM. - (I 1RATEE REQUESTED i1 RATER DIRECTED
’ PART I -DUTIES

c. iNDIVlDUAL TARGETS BASED ON UNITIOFEICE MAJOR FINAL QUTPUT (Individual Scorecard)

PART IV - PERFORMANCE FEEDBACK

& AFP VALUESIATTRIBUTES Mark "X the number which best describes the qualities of the ratee in each biotk. - FOOR
-2~ UNSATISFACTORY, 3 — ~ SATISFACTORY, 4~ VERY SATISFACTORY, 5 QUT STANDING} C-ommms mandatory for all -

“UNSA'[ISFACTORY" and "POOR" entries and use PART Ve

al AFPVALUES R 1 2 '_3 4 5
1. HONOR: Adherance to pubhciy declared code of vaiues - S AN v B G Y i B e
2. INTEGRITY: Possesses’ high personal moral standards ] 3 = D
3 GOURAGE Manifesba physica! and moral bravery J I s L 1 (I

Phi!s COnstntutmn AFP unit and soldier . o i
5. RESPECT: Pmmoﬁss digmty oonsnderatmn faimess to . { ] [ [ ! [ | I::}
.. Pesrs subordmates and supanors
6. SELFLESS SERVIGE: Places AFP priorities before sef L3 O 3 3 g
7. DUTY: Fultls professional, legal and moral obigations 1 O 1 3 3
1 20 3 4 5
a2 ATTRIBUTES Fundamental quaIIQes and daaramnsms ) .

2. PSYCHOLOGICAL STAMINA' Moral and physical courage, N S o I oo T ot S
.prosence:of mind in gn’ amargencyf mdergraat strain or o o
under prolonged pressure. A S PR PR

b ATTITUDE: Enthisiasm, progressmeness, deedd Y O B3 O

- open-mindedness.and.disposition ... -

€ INFTIATIVE: Assurping the responsibiliies associated with
@ssignment4ndudlng ability to take action withoist difaction
wrthm the smpe of oompetence and authonty

; EABANCE, Phy_sinl appsaranoe

a. SOCIAL PRESENCE Behaving in a way that indicates a
regard for values, tradttlons and pmcm:es

" SE EDEVELOPMENT: Enhanoement ofprofessional
mmpetenc&by ﬂﬂonf*f iedg
.ab adrange ?

;\a

,._
|
._
bl

U

._.
L.
-
L
e
L

000 C
0ooo
—
i
L




Annex to Cir Nr.05. GHQ, AFP dated 07 September 2015, contn:

b. COMPETENCE/ PERFORMANCE OF DUTY: Mark "X the number whlch best describe the qualities of the ratee in each
block. (1 — POOR, 2:— UNSATISFACTORY, 3 - SATISFACTORY, 4 - VERY SATISFACTORY 5 OUTSTANDING}
‘Comments are mandatsq in PART Vc for aH ”UNSAT#SFACT ORY’ and "POOR" entnes st : ‘

b.1 COMPETENC!ES Skl!l devalopment I partofself—development, prereguisite to action

e
—
—
O
oy
-

a. LEADERSHIP: Influencing others to’ ~ achieve's ° =
productive, eiﬁc:ent, sklﬂed matlvated and mhsswe team

w———
—
prrvn

b FOLLOWERSH#P Consideratefopeers of show respect L1l L1
to supericrs and colleagues

¢. PROFESSIONAL KNOWLEDGE: Possesses the - 1 1 1 3
necessary expertise to accomplish all tasks and functions L4 LJ L

d. INTERPERSONAL: Showssiailwmzpeopie ooachmg, - L]
teaching,counmng. moﬂvatmg and empuwaring s S

e
—
—
L
——

e. DECISION-MAKING ABILITY: Demonstrates proficiency in ™
regiired professional knowladge, judgrment and warfighting

f. RESOURCEFULNESS: Ability device ways and means” 1 1 N -
.10 be able to petform his/her tasks _ L T -

—
baramd
—

el
psasy

b 2 PERFORMANCE OF DUTY

: '. : MiSSION AGCOMPLESHMENT Accomplushmem i - N
afass:gnedtask : l } ! ] L _i, L—ji——]

OEGICATION TO m':n Y
Wmlngness to woric -

fc ' QUALITY OF PERFORMANCE OUTPUT: Producing a 1 CJ OO £33 .3
goodamourﬁofquaﬁtywork ) .

d: TIMELINESS OF WORK: Completing worl/assignments L1 3£ 3 3
on fime and on target

e LATEST PFT ;_".j . DATE  HEIGHT:

d. "-smewems,' s’"OGGESTE‘:)'GoALs, OTHER COMMENTS

LF



Annex to Cir Nr 05, GHQ, AFP dated 07 September 2015:

ARMED FORCES OF THE PHILIPPINES
PERFORMANCE EVALUATION REPORT
APPEAL FORM

a. NAME OF APPELLANT{Last, First, Middle Initial)

b. AFPSN

¢. RANK/ ¢. BOS
GRADE :

e. UNIT/OFFICE ASSIGNMENT-

f. RATING PERIOD COVERED:

g. ADDRESSEE:

h. REASON/S FOR APPEAL:
] Erors of Fact

L1 viotation of Regutation

[ unquaiified Rating Official

L7 untrue Statement

[T taek of Objectivity/ Faimess of the Rater
1 Inaccurate/ Unjust Rating

[ others (specity)

L. IDENTIFY/SPECIFIC PORTION/S IN THE PER
THAT IS IN QUESTION

[ eat:
] partir

L Partm
L} Pativ

[V panv
=1 otherss (Specity)

“SUPPORTING EVIDENCES & DOCUMENT/S FOR APPEAL (IF ANY):

k. ACTION REQUESTED:
Cj Correction of Entry
1 Adnerence to the Regulation
l:j Recomputation of Rating
2 othens specity)

I SIGNATURE:

SIGNATURE OVER PRINTED NAME OF APPELLANT

DATE

m. RECEIVING UNIT:

SIGNATURE OVER PRINTED NAME OF RECEIVER

DATE







