#7553 REPURLIC OF THE PHILIPPINES
K IHEFERTMENT OF FIMANCE

BUEEALI OF CUSTOMS
MAMILA

Jime 13, 2002

CUSTOMS MEMORANINIM ORDER
NO. 3/~ 2002

Tk Al Buresy Cificials and Emplovess
SUBJECT ;. Revised BOC Derfommance Evalugtion Systen

A In fne with the Revised Polickes on Performance Hvaluation Rystem FES)
enuncisted under CSC Resofution Mo, 99-1792 and CEC MC Me. 153 50 1999, the hureau

of Customs hereby adopds the herein Performance Evzluation Sysem fo be refermed (o as
ROWC-PES,

L Policies-

i. The BOC-PES rdheres to the principle of performance-based seconty of
tenpre. Tt provides motivation and basis for incentives to performers aod
applies sanctions to non-perkommers,

2. The BOC-PES opercies on shared commalments and objective measures of
performance tesults,  Performance targels and standards or messures for
resublts are planned smd agreed gpon by the management, supervisors and
emplovess,

3. The BOC-PES enhances productivity by using performance largels dand
stanckarcls sttuned to orpanizmticnal goals and mandate.

4, The BOC-PES pronwles transparency and provides mechanism fior appenls
and resohution of conflicts andfor diss 5.

1L Cibjeclives-
The BOC-PES aimes:

o contimensly foster improvement of smployee performance and eiliziency;

tor enhance ormnizations. elkctivencss amd productivily; and

1o provide an ohjoctive performance rating which serves as o Imsiz for
personnel actions, incentives, rewards and adminisiralive sanctions.

tag b3 e

. Creation and Operations of Performance Evaluation Review Committee {PERC)

A The Performance Bvihmtion Review Cominittes (PERC) is hereby created at
tw Jevels and constiluled as foliows:

OO0 PERC:
Chairman - Deputy Commissioner for Intermal
Adminsiration (roup
Wice-Chamman - Director, Administration Office
Members i Chict, HEMD

Chiel, Planning & Policy Rescarch Dhivision

Kz
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2 Representativies fom personiel, frst an?
second level tominaicd by the seereited
employes asgociElion
Reprezentative,  concerned  Chiel  af
Drivisior O Hoe | mit

COLLECTION DISTRICT PERC:

Chatrum . Depuly Colicetar for AJdmimst ation
[istrict Aapdnisirative (Hfeer
Chicf, Tavw Thviston/es ai -1 ETni
Representative of the aceredited] emprovec
Assocanlion
Concormed Chiel of DivsionUni

The Collection Disiicl PERC shall be under the  adminitmtive
supervsion of the OCOM PUERC and shall dlereiime operate within the
policies and goidelines sl by e lotter.

B. The functivns and rspousibilities of the PERC shall bcmde ihe folkyvdr -

Review of Emnloyees” Performence Targets

The PERC miimdes the meview and compantive  asscasment  of
empryees’ porformance largets to cnsere rationalizstion of empioyes
workload particularly of those helding sinalar positions and werking
ub-der the :eme work conditions and recomsnends  necessary
mudificetions nr cormrective action, if necessary.

Review ol Pecformence Standards

The PERC reviews perfonmmmce standards adopted for each duty of &
postion in th: differsnl organizationsl wnits in the Agency. I also
ensures the adopijon of onitorm standards of measurements m rating
cmplovees holliog srmiler positions, performing Smilar Rmciions aond
working under sarme comditions.

Determination ol vl Keting

Ulpaos reuesst of HEMD, the PERC may help in the [nal detemmination
oyt final rating under question by the matee by reviswimg doouments,
eviiuating work accomplishimends, aml condusting  hesrings  and
dialogues in order to provide opportumiiies for emplayee or supervizor
to detend 8 particular rating.

Mlonitormg and Evaluztion of BOC-PES

The PERD monitars and evaluates the effectiveness of the BOC-PES
every year und effecls or implements mprovements essential (o emsure
itz continied sufiability (o (he dilferen! posilions and nocds of the
Faarean.

Setting of Internal Evbes and Procedures

The PERC may adopt its own intermal rules, procedures and strategies
in camrying out the above responshilities, mchiding the sctting of
schedule of meetings amd delibersiions, crestion of Sceretarist and
delegation of  aulhogly o representatives nocase of absence of
ruembers.
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Seope umd Coverage err0-51-02

The BOC-PES applies to all first and seeond level employees in the crrcer
Bervice,

Ratmg Period and Submmission of Forms

Performance evabiation shall be done every six (6 munths ending on Jupe 30
(First Semester) and Decemder 3) (Second Semester) of every year. Flemce, the
following schedule for submission of ecessary documents shull be adhered to:

Firsl Semester: Comadlmen: Form — not Iater {kin December 15
For confimation not later than January 13
Aporaisal Report - ol later than Tuly 15

Second Sempester: Commitent Form — pot later than Tune 15
For confirmation not lader than Jely 15
Appraisal Report oot lnder than Jamary 15

These forms mast be prepored in triplicate to be Jisiributed as follows:
Criginal - TIRMD
Duplicate - Cmploves coneerned
Triplicate — Clice/Division'Unit where 1he emoloyver belongs

Responsibility of Rating

The Rating Forms as preseribed in the BOC-PES shall be accomplished together
by the coplovee and his immediste supendsor and finally submitted (o the next
higher supervisor. In which ¢ $e, signatvres of alf three corcerned are renuired.

Pracedures

AL Berting of Targs

Before the beginming of sach rating period, i ol jater than Decendrr 15 or
June 15, as ibe case may be, cach smploves dall scoomplish the Individual
Commilmen Focord (BOC-PES Form ¥ 1) atteched o5 Anney

A= 10 The BOC-PED Forme & 1 bas four (4 columei, as Tellows;

1. Responabiliy Ases (REA) - The employee Tists whed be, in t5z positon
ilends te contrionte to orgmioation functioning.  These ere the output
requirements of his position which alipn horizoniafy with those of other
emmployees end vertically with those of his super-isor/subordinate.  For
relerence, aftarbed a5 Annex A-2Z on 1o Anpex A- 6 i a bstirsr of
wiad lshed REA that may F> uséd for plantilla positions 53 the Buresu.

2 Targetted Result or Otjective - Each REA shall have corresponding
objeclive/result which the emoloyee hopes to achieve which must e
stated in specilfs, emanmble. altaimable, relevent and  time-boumded
terms.  Likewise, inclided m Amnex A-2 o 6 are example objoctivas
which may be commmitied by the emploves for ench BEA

Amnex A-2up o 6 may be updated by the PERC as ofien s necessary,
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3. Buceess FaclorIndicator is the proof, evidence or testimny that am
whicctive/result has been achieved. This will belp mimimize differences of
apinion n the discussion of outpuls. 1t may come in the frm of —

A written document

A repori

A record

A performance fest

A spot check

n the job ohscrvation

O Statistics

4. Accomplishment of Work refers to the actmal accomplishment of the
objectives of cach employee.  This portion snall be filled-un at the ond o
the riting porind.

Alter discussion with his oomediate supervisor amd ihe conierence of the nea
higher supervisor, the BOC-'ES Form Mo, 1 shall be signed by all concernesd
anvd vhruitted to the PERC for confirmatior, =fler ~viich it shall be e o
suspense file undit the final appmisal perind.

B. Progress Review

The employes concemed is under oblizaticn to accomplish b commit o
under close supervision and monitorisg by his sunervisor, The Supervisor and
the ratee must meet ot lenst once » momth to review progress of work
accomphshments.  They focus their review or discussion o prohl=ms amd
difficulties enccuntered and find ways to resolve the same.

They alzo discwss and agres on certain checkpomits in terms of schedule amd
vulput status in order to ensure aceomplivhent of b tadks,

C. Appraital Dis ussion and Rating Proper

At the end of the raling period. e supervisor and the croploves meet o
discuss the latter's accomplishments againat established targets and stenuagd:
Column 4 of BOC-PES Form MNo. 1, Annex A-1, i= thue accomplished. This
will document the worker's aclievement of resulls or uelivery of commived
petformance objeclives.  Together, they will then compute the  Totl
Equivalent Svore {TES) of the emplovee using the pre=c-ibod  wedghd
allocation and compuintion under this systers usng the EOC-PES
Performance Appra‘=al Report Form (ROC-FES Form #2324 | atlached as
Amtiex B-1 (For Srpervisor) and Annex B-2 (Ier Non-Supervisors),

The TES of the employes shull be computed as follows:

1. Tarl | - Performence is given n weight of 7055 of the averall mat img of the
T ES,
"azcd on the accomplished BOC-PES Form # 1, the rorfmanee of the
tauployes i cach Responsibility Atca is eveluated snd mred accordimgly
by compering the Largets agains the actual wreomplishroents and  wsing
the tollowing standards:

10 - Actual sccomplishmems of 39% und ahove WERINAL expeiad
resulls
R - Actoal sccomplislanents of § 5% (o 20% agruinst expecied
results
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G- Actual accomplishments of T00% 1o 114 % apains! expected
resitis
4 - Actual accomplishments of 51% to 99% against expecied
reaulis
2 - Performpnce failing to meet the expected resulls by 50% anmd
below

All scores for cach respunsibility area is then added and divided by the
npinber of entries to g2l the Average Poind Score (APS) Pat L. This s
then multiplied by 70% o get the Equivalent Point Score (EPS) Part 1.

E\-J

Part I - Critical Factors is given a weight of 30% of the overa’l spiing of
the employecs.

Critical factors rellect the behaviors! cimensions that aflect the job
praformance of the emplovee.  Fach critical factor is thus rate i
cornparing the aemilested behavior uf the employes against set miondar i
e Twrei mrhiceted.

The [ollowing are the aitical factors for Supervisors and the seulvricnt
seores for preserited standands

a. Puncivdity and Atictdase-
11 — no absences nor turdiness
& — 2 to 4 days shsent and tardy
G —35to 7 days ahsent and tardy
4 - 8 to 11 days absent and tardy
-2 —maore than [ davs absent and tardy

b. Orgarizationsl Ability —
o Plims and orgeaves his jab cxceplonally v e
delegaies inlelipenily ona secs w0 it that appraved plans
and instreclivns vre propetiy carsied oul
§ — Grzanizes his work welk uswally does most urgant task
first; delegates propedy and follows-up work
& — Chpanizational ahility is adeguate for hiz present work:
normally delegales and  checks work  jssrmed 1w
subordinates
4 — Orginiational  Ability  inadequate oz effectie
leadership; does delegate a hitle ol work to subupdapne,
2 - Cannel plan or organize work;  allows things 1o run
their courses; does nol went o delegate and prefers to do
the job hinself,

e, Ability wo Commmunicale
10 - Superior ability to express his thoughis and clearky
woneisely
B — Expresses axd conveys well his thoughts and idess.
Writes good reports! arile-ups vilthin the time prescribed
6 — Ilas an average fluency end ahility 10 comvey his
(bouphts and ideas, both oral and written form
4 — Quite slow in communicating his thooghts aml ideas.
Meeds a lot of e to write a simple report
2 - Finds diflicully in conwwnicating his theughie,
expresses himsell prorly awd can not produse a pood report

s | [t~
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1. Leadership
10— Ontstanding leader snd superviser: socepded Dy
subordinates without question; maistains the morale of te
subordinales at hiph level
B — A vory good lesder and supervisor; maturalty accepled
by subordinaies and peers
6 — Leadership gqualities adequate o et Ficaert
asFignrnent; lus Lo exert much effort in gelling cooporation

of subordimutes and peers
4 Finds difficully in leading; ofien ressted b
subordinates amd peers

2 — Lacks keadership qualiles

The followmg are the critical factors for pon-supervizors and the
correspondimg squivalent scores for messribed standnrds:

i, Punctwaliry
10 - not mome thin 3 tmes tardy
& — 4 to G bGimes inndy
6— 7 to 9 times tardy
4 10 ter 12 times tardy
2 — more tham 12 times tardy
k. Allendance -
10 - perfect attendamee
B- 1103 timers absences
&= 4 o Eimes aleepces
4 - 7 to 9 times absences
2 - mare than 10 ines haences

c. Humas Rehitions —
10 — Very effective in coaling with the J_'Il.ﬂ,"]_-lc'_ {reis ::|::-n_l-_]|
easily with other wembors of the work force, Has cordisi
refaiiawship with supevisors, peers, and subordingie-
8 — Can be eelied upon to deal with the publc and is
geterally courteous and accommodating
6 - Has the ability (o deal with e public and peers,
alihwneeh peeds advice af 1Gipss
4 Haz svme dilbculty n dealing with the public,
veensionelly  discourteous execpl when  attzpding o
important and mfluential persons
2 Has considerable difficulty in desling ith the prablzs,
Dreanws negative resctions. (Ften discormieons and iriiable

d.  Aptitude und adaptability
20 — Hias exceptiona’ and unusual Lesnness of perceplion,
can grasp new work gquickly amd easily: able to amicipue
W developaenls
# — Can rapudly adjust 1o new work with beiel mstructions.
Welcomes changes
i) Can normally adisst to new work sfter detailed
insiruclions ;
4 Somzwhat slow o bearn but can still adfust e work
afler caretul instruciinns
2 - Very slow to learn: requires frequen! instructions: ind-
dilficulty in adjusting to his new job
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The above critical faciors may be subcet 1o change and or revision by the
PEEC whenever . .

The score for cach fuctor is then added  and divided bry four (4} fo get the
Average Poind Score (ATS) Part 11, the resubt of which is multiplied by
3 to get the Equivalent Point Sceore {EPE) Part 11

Final Kating
The Total Equivalent Score (TES) is arrived at by adding the APS (Parz |

und II). Rating for Tntervening Task &5 tien added, if auy. Tho TES is
then converted fo Adjectival Rating usimp the conversion tabic, a2 foliows:

950 - 1000 = W = Cistendmg ()

151 —u49 = & - Very Satisfctoery (VS
400 -FT50 = & - Satefclory (S

200 -4 = 4 - Uneatizfactory (115
2,00 & Relow — 2 = Poor (M

Performance of Inlervening Tisks

The performnce of interveming or additional tasks is duly consslered onty
i these were done simultancously with L plasied Largets.

Intervening tasks sre those which are neither mherent nor dircctly refied
to emplovee’s plantillz or  desipnated position wod Ay wnclude
memberships in ad-hoe committees, resenrch work and other siilar
assipnments which require a considerabde amount of efort and trive: 5 the
employees amd are dily covered by offire arder.

Employees” performance of mlervening tasks may be given a warimen of
ome (1) additional point to their Total Equivalent Score provided the
1 ibvwimy Ccriteria are met:

A Said task s diificult, techrical in nature or requiring special kil

b Said task is not within the regular fimcticns of the employees gr work
proprumdperformnce contract of the divisions or units:

¢. There is wrgency in the completion of intereming tasks which has the
impact on the organizatios] unit concermed;

d. Non-compliance of the imervening task will unduly projudice e
sarviee:

e Emplovees plinned targsts were all accomplished and rated o lemst
setizfaciorily: and

[ Performmmes of completion of smd micivening task will require an
aggrepate period of one week 1o fwo mondhs,

Special or additional assiznments are ne henger considerad intervening
lask if it will significantiy affect (he porfintiance of the emplovees’
regubar targets.  In such case. the same i oeated as an allewable

modifications of regulir targets.

(Minf=
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Sanciums

MNon-submission of the PES Fonms within the prescripiive poriod 52 defiwsd m this
Urder shall be a grousd for the Sllowing:

1. Emypuvce’s disqualification for performance-bused personnel actions wiiich
would require the reling for a given period such 2= promotion, Erambing or
schorlrship grants, and produoctivily mcentive bonus if the failure of the
submmission of the report form is the fault of the employes coneerned.

2. Administrative sanction for violation of reasonable office miles  wd
regulations and simple neglect of duty in accordance with extsting CSC mules
and recolations,

Administrative mclion shall alse be fled against an enmloyee using the BOC-PES
to give undoe advantage or disadvatage to the smployees they rate.

Procedure of filing complaiis and imposing administrative sancdons sholi B
accordance with the Uniform Ruks in the Cooduct of Admimisri.e
Iovestgation.

ATpuzals

Employees who feel aggrieved or dissatisfied wii their final perfiermesce i ikns
it file an appeal with HRMTY within 10 davs afler reccipt of s Finnl Hating or
after the appraisul discussion with his supervisor, The same will be indorssd by
HIEMD o the PERC within 5 days from receipl of the lettee- appeal,

The FERC. on the other lund, shall decide on the appeals withis one menth from
receipt.  Decision of the PERC, whether | at O0OOM or Collection Dsizict jevel,
i already final and appealable only to the CSC in exceptional cises, Decisions
of the Collection District PRRC must howeser, be fimished to the OUOM PERC
for informetion and central (o,

Effecter-

The BOC-PES shall take effzet 01 Javuary 2003 covering the frst semester rating

period of that Calendar Year.
i
) i >
/ J@{iwf
A

ANTONIO M. BERNARDO

1 pmanissinmer

w

-F-}!NEB D. FADILMA
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REPUALIC OF THE PHILIPPINES
BEFARTWENT OF FIMANCE
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BOC-TES INDIVIDU AL COMMITMENT RETORD #
FOII PATING PERIOD

Safassd,

MAME " PLASETRCR
CEVES b PORTASERVICE

| Besponsibibiny Area Terpetied Frsults ar Db ectives , Buccess Facior Acomplishment of Woerk
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Comnitted By Agrred W Conzerred By,
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Foice Irnmesdinte lepr::.'lrw'”i' : Mext Higher Supervisor




KERUEALIC GF THE PHILIPPFINES

DEFARTMERT OF FINAKGE =
BEUREAL OF CUSTOMS s -G/ .A00
(SN S

BOC-PES PERFORMANCE APPRAISAL REPORT
FOR RATING PERIOD
(For Mom Srpervizets)

NAME L __POSITION ple i DIVISIONOFFICIUPORT
mjl.;:tiw R Aty [ UL"‘iEET'I-I]._I:IE S & - Satisfnctory T2 T Foor
e £ - Very Satisfactory 4 = Lieadaiaciaey g e
PART I- WORK ATCOMPLISHMENTS T PART Il - OTHER CRITICAL FACTORS [Z0%)
| Kespomsibility Area i "~ Raing " Facwr Tuting )
el : s | E -
2 4 6 B Id | Panctoality I O ) T ¢
- : : | L i il
2 4 & & ___ Atiedance I SR e L M
i 4 B & if Huzran/Punlic 2 fi & in
) B . AR | Rellions o
B EU R R Aplitude & ? 4 5 & 1
poaiee— i o fLal I Adantabiliy

I-J'.If;ftI-..Tpﬁum oeds;

o e e . e e

Rated Hy: Congorren by st igars jifie

Mrtbinber o Sves P b

lmeshiate Supervisor

L-Jdﬂyl_.-’
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LEPadTMENT OF FINANCE

BUREAL OF CLUSTOMS Lhat) 2B
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BOC-PES PERFORMANCE ABFRAISAL REPORT
FOE BATING PERIOD
Foe Bunervisars]

-

s

MARME POETTION AL DS CRAOFTECEPORT
“Adwctive Rating 10— Ourstanding TR TEufshaciory 2 - Poor
| B - Ve Satislaciory | - Lnsitisfuctory y
PART I = WORK ACCUMPLESHMENTS ({T6%) PART il - OTHER CRITICAL FAUTORS r3%)
Bespensibiiine Aren Reting Factor Fating S Sl
Funzteeliy and
Y ) O . gy 1 Asendance W, S R Ll !
Organizational
£ 1 4 & i Ahiliny 1 4 e 5 10
Abdiity o
2 4 & 1 10 Commuymicate |2 4 & & 10 }
L 2 4 o B 10 Lendurs,ip . i R I
Dizvelopment Secds:
24 6 % 0
Compuiarsans;
Eaied By (oncarred oy Dessussed soith
Tinmedizte Supesviso T:arﬁhjr_éu?rr_:i;{: T lates
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Faung o Work Asecmplishmenrz

10— Actual sccompiishments of 30% and above agrist expectad results
B - Actual accomplishmanes uf 10 %t 22% agaitst expected results

& - Actual accomplishments of 0% w 1149 against expected resuls
4 = Actual accomplishments of 5 1% to %% against exoected reoelts

Nating for other erivical factors (non supervisors) 0y

Funcroaliry -

Attendance -

2 — Performance failing t2 mest the expected 1caults b 30% and below

[ G — not maore than 3 times ardy/oosdertime docing Ce test § months
B — & 10 b times tardvundertime

6= 7 10 10 tmes tardy/undertime

4= 111a!5 times tandv/undertime

2 — more than |5 times tardy/undartime

10 = not more than 4 days absent
& < 5to & days shsent

i — % to |2 days abzent

4 — 13 10 16 davs ahsent

£ — more than 16 davs absent

For this purpose, authorized sick leave, scheduled leave, maternity leave, patemity leave and priviiens
leave of ahsences are not included in the counting of the number of davs absent |

Human Relations -

t0 = Very effective ir dealing with the public. Gets along easily with other
Members of the work force, Has cordial relationshin with supervisars,
Peers and subordinaze:

8 = Can be relisd upen to deal with the public and is genesally courleous and
accommodating = 3 .

6 — Has the ability to deal with the public and peers, although needs soms
plvice ar times.

d « Has some difficuloy in degling with the public, oceasionally discoureous
except when attending to important 2nd influential persons

£ = Has considerable difficulty in dealing with the public. Draws necanive
reactions. Often dizzourtsous and irmitable.

B




Aptitude and Adupizbility - 10 = Fas Excertiona! 2nd unusual kesmnisa of peie phh L0 290 [T20ps newy

Work quickiy, easiiy and abwazs neizivates neve developments

& — Can rapidly adjust e new work with brief mstruetions, Welcomes

changes

£ - Can normally adjust o new work after detailed insiructions,
4 - Somewhat show to bssrn but can still adjost to work afer carsful

-

mstructions

- Very slow to Jearn; requires frequent instructions; finds diifculty in

adjusiing to his new job

e Rating for other criticel Tactors (supervisors)

Puncruality and attendance -

Organizational Ability

10 = not more than 4 days absent and tardyundertime
§ — 5 to § days absent snd tardyundertime

B = 9 to 12 days absent and tardy fundertime

4= 13 to 16 davs absent and tardy‘undertime

2 —more than 16 day: absent ag tardy/undertime

1) = Plans and crganizes his job exceptionally well; delegntes
imtelligently and sees to it that approved plans and
instruckions are properky carried out,

8 - Organizes his work well; usually does most urgent tasks
first; delegates properly and follows-up work.

(i — Organizational ability is adequate for his pressnt work!
normally debegates and chacks work assigned to
subordinates

4 - Organizational ability inadequate for effective leadership;
Dioes delegate a little of work o subordinaves

Hogt a2
I-_.l.-"ﬁ"""' -Id:,“III

i i g

5 - Canned plan or crganize his work; allows things to run their ¢ urses;

dorss ot want 1o delegate and prefers to do the job himsel

1%
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Abilit to eer - 4 e g soeaorabe | o enprese e thougy s oleary mdd ancisely

i 2 convineing and forceful manner. Produces exceptinnally
good repartsiwrite-ups in a very short lime.

B - Expresses and conveys well his thoughts and ideas. Writes
good reportsfaTite-ups within the time preseribes

& - Has aa average Tuency and ability to convey his thoughts and
ideas, both oral and writien forms,

4 . Quite slow in communicating his thoughess and ideas . Neads ot
of time tc write & simple repart.

2 « Finds difficulty in communicating his thoughts, expresses himself
poorly and can not produce 2 goad report.

Leadership - 10 - Cratstanding leader and supervisor; accepied by subordinates
without question; mainiaing the morale of the subardinates
at high level

B - A very pood leader and supervisor; naturally accepted by
subordinates; easily gets cooperation of his subordinates and
pesrs

6 - Leadership qualities adequate to meel present assipnment; ]ms to
exert much effort in petting cooperation of subordinates and
peers

4 - Finds difficuliy in leading; often resisted by subordinates and
peers

2 — Lacks leadership qualities

Computation

h ndded and divided by the number of items. The resulting score of under work accomplishment
?D”l"'l while the resulting score under eritical fuvtors is multiplied by 30%, After which, the two

are addad to come up with the final equivalent rating,

hlllml rating for other critica! factors shall be composed of 50%4 from supervisor’s rating and
rltl;nga.

i




¢ Final equivalmt rifiad sl = 2 AL
9,50 - 100 10 Outsian Frg
7.51 - 3.49 8 Very Satislactory
4,01~ 7.50 6 Satisfretery
2.01 —4.00 4 usatisfactory
2 .MM helow 2 Posar

Rating Peried — Gemestral (January wo June) & {July vo December]

Rating Scheme -

Commitment Sheet for 1" semester - not later than December 15
Commitment Sheet for 2 semester - not later than June 13
Appraisal Report for |* gomester — not later than July 15
Appraisal Report for o gpmester - not later than January 15
Distribution - Rater

Fakes

HEMD

PERC

A non-supervisor will be rated by his immediate supervisor and reviewid by
tie next higher supervisor in hath paris

4 supervisors will be ruted by s immediate superviso Lo be reviewed by his
next higher supervisce in both parts ané by all his subordinates
in part 1 onby, e average of which will be equal to 50% of his
equivalent rating in part IL

15




