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ABSTRACT The challenges faced by teaching and non-teaching staff during the implementation of the Strategic
Performance Management System at a state ingtitution in Camarines Sur are examined in this paper. It aimed to develop
a better way to evaluate employee performance so that the former had a lot of trust in the review process, and
consequently, contributed significantly to the overall achievement of the organisation’s goal. The findings of a descriptive
study design indicate that employees are burdened by the broad goals set during performance planning and the lack of
coaching and mentoring throughout the performance cycle. The study highlights the need for a thorough, ongoing
review and assessment based on trustworthy metrics and staff-shared policies. It suggests that administrators and the
performance management team develop strategies to enhance collaboration among administrative staff, upper
management, and rank-and-file personnel in order to provide a common motivation for achieving organisational goals.

INTRODUCTION
Background of theSudy

The strategic approach to performance man-
agement is based on developing employees ca
pacity to plan, provide outstanding performance
that meets the company’s needs, and evaluate
performance using standard criteria.

TheCamarines Sur Polytechnic College (CSPC)
is a top educationd ingtitution that understands
the relationship between performance and goals.
The ingtitution is dedicated to providing services
of the highest calibreand commitment. Along these
lines, the Collegeremainscommittedtoitsmission
to carry out its four functions of production, re-
search, extension, and instruction. There are a-
ready college-based management programsin the
various university departments, and new ones are
constantly added.

The CSPC administration, professors, and staff
are dedicated to creating a system of high stan-
dards, effective management, and high student
accomplishment. It incorporates tactics that pro-
mote improved student accomplishment and more
effective school administration to maintain this
change. A vital component of the College' sdedica-
tion to raising staff performance is the Strategic
Performance Management System (SPMS). The
CSPC SPM Sisfounded on the Constitution’sman-

date for CSC to implement policies that increase
civil serviceefficiency (Section 3, Art. I X-B, Phil.
Congt.). The internal rules and procedures of the
organisation for implementing SPM S in the Col-
lege are established by CSC Resolution No.
1200481, issued on 16" March 2012, and CSCMemo-
randum Circular No. 06, s. 2012. It will bethecorner-
gone for achieving higher employee achievement
and moreeffective performance.

A novel approach to performance management
inthe College, the SPM Sis a performance-based
assessment. It isan assessment method for eval u-
ating individual or group performance within the
College'ssmallest operational unit. The manage-
ment created a system to connect agency and per-
sonal goalstoimprovethe objectivity of individu-
a performancereviews. The SPM Sappliesto units
that produce output and eval uatesthe overall per-
formance of an office by concentrating on out-
puts using a standard unit of measurement. This
allowsfor performance comparisons between of -
fices or departments and accountsfor the produc-
tivity and efficiency of individualsand operation-
al units. The Collegerespondsto the need to min-
imise subjective elements by producing measur-
able findings that show the performance level of
units through the SPMS. A more objective mea-
surement ensuresthat every achievement receives
the credit it deserves. The outcomes of these met-
rics make it easier to compare outputs, enabling
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management to assess the relative effectiveness
of the unitsthat fall under them and decide on the
best course of action to show the unit's overall
performance.

The SPM Scriteriasupport the need for highly
effective staff. All staff members are responsible
for improving customer satisfaction through the
performance-based evaluation system. It is predi-
cated on theideathat taking performance outcomes
into account needs to be a significant component
of the assessment procedure. Employees must
have access to sufficient resources for ongoing
devel opment to enhance their performance.

InCSPC, SPM Splaysasignificant roleinindi-
vidual ratingsand ranking. Memorandum Circular
2018-1 issued by the Inter-Agency Task Force on
the Guidelines of Performance-Based Bonus, the
SPM Sshall beatool to measure employee perfor-
mance. Without aproperly rated andfilled-out form,
an employee cannot qualify for thegrant, asthisis
an additiona requirement aside from complying
with many other performanceindicators mandated
by the Commission on Higher Education, Depart-
ment of Budget and Management, Civil Service
Commission, and many other agencies. However,
several problemshavebeen citedinitsimplemen-
tation, likethedifficulty inidentifying performance
indicators, subjectiveratings, lack of performance
monitoring among departments, lack of feedback
onresults, and lack of feedback mechanism. From
the problemscited above, theresearcher, asamem-
ber of the Performance Management Team (PMT),
deemed it proper to study the topic and help im-
prove theimplementation of SPMsin the College
to provide the means through which better results
can be obtained from the organi sation, offices, and
individuals.

Thiswork aimsto investigate theimplementa-
tion of the Strategic Performance Management
System in a state college to understand the pro-
cessbetter. Performance Planning and Commitment,
Performance Monitoring and Coaching, Perfor-
mance Review and Evaluation, and Performance
Rewarding and Development Planning arethefour
stages of execution, and themaingoal istoidentify
the difficultiesthat arise.

In linewith the specific objective of the study,
thiswork aimsto provide measuresto addressthe
challenges encountered by the teaching and non-
teaching personnel intheimplementation of SPMS
in Camarines Sur Polytechnic Colleges. Towards
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this end, the research would like to establish a
better way of evaluating employees performance
where the former have strong faith in the review
process and contribute significantly to the overall
achievement of the organisation’s goal .

Objectives

This study aims to evaluate the challenges
encountered by one State College in Camarines
Sur on the implementation of the four-phase stra-
tegic management process, and to provide mea-
sures to address these challenges along Perfor-
mance Planning and Commitment, Performance
Monitoring and Coaching, Performance Review
and Evaluation, and Performance Rewarding and
Development Planning.

Soedificdly, it ddvesintothefallowing objectives

1 Identify the challenges encountered in the
implementation of the Strategic Performance
Management System (SPMS) along:

a PeformancePlanning and Commitment

b. Performance Monitoring and Coaching

c. PerformanceReview and Evaluation

d. PerformanceRewarding and Development
Planning

2. Provide measuresto improvetheimplemen-
tation of the Strategic Performance Manage-
ment System (SPMS).

RESEARCH METHODOLOGY
Resear ch Design

A descriptive research approach was used in
this study to provide a comprehensive and accu-
rate picture of the population or phenomenon be-
ing studied, aswell asto explainthelinks, patterns,
and trends discovered in the data. The traits and
qudlities of a group or phenomenon under study
are described using descriptive research method-
ologies(Siedlecki 2020). Without compellingly ex-
amining the ‘why’ of the event being studied, the
descriptive research approach concentrateson the
‘what’ of the investigation. To prevent this situa-
tion, a mixed strategy was employed to compre-
hend the deliberate conceptualisation of the*whys
and their implications in the study (Christensen
2020). Fundamentally, amixed study designisad-
vantageous because it works well for examining
complicated social issues. In this case, the study
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examinesthedifficulties Camarines Sur Polytech-
nic College staff faced while implementing the
Strategic PerformanceManagement System (SPMS).
Numerica observation is employed to ascertain fre-
quencies, averages, and other gatistical computations
utilised in the data collection process.

Sommer Harrits (2011) claimsthat using trian-
gulation, themixed method aidsresearchersinim-
proving their scholarly and investigative abilities
and enables evaluations from both the deductive
and inductive perspectives. Research can be
strengthened through the use of mixed methods.
Combining thematic approaches with statistics
makes it possible to capture softcore experiences
and viewpoints, avoid an over-reliance on statis-
tics, andimprove comprehension of theissuewhile
producing morefeasibleresults (Harrits2011).

Setting

The research locale is one state college in the
Philippines. Known for being a polytechnic edu-
cational ingtitution, the College catersto margina-
lised but deserving students enrolled in the fields
of engineering, nursing, arts and sciences, educa
tion, and other technological and professional pro-
grams to cater to the needs of the industry. It fo-
cuseson itsInstruction, Research, Extension, and
Production mandate as part of its four-fold func-
tions and expands its frontiers to international ar-
eas through intensive collaboration and partner-
ship. The Collegeishometo morethan 10,000 stu-
dents, 450 teaching and non-teaching personnel
members, and aRinconadaareadevel opment are-
na. As it caters to the needs of the industry and
community, service excellenceand continuousim-
provement processes have becomeits mantra, and
the reason for becoming the research localeto as-
sess the performance management system of the
institution.

Respondents

The respondents were carefully selected for
this study to determine the challenges of imple-
menting the four-stage performance management
system. The study sampleswerefromtwo distinct
divisons, the Academic and the Administrative
Divisions. Purposive sampling was used in the
selection process because it enabled the research-
er to select the participants with certain qualities
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relevant to the research objectives. For this study,
regular employees who have been with the Col-
legefor morethan three (3) yearswere considered
asthestudy’ srespondentssincethey aready have
afull grasp of the performance management cycle
and were aready evaluated using the SPM S tool
of the Civil Service Commission. Soven'sformula
was used to calculate the minimum sample size
needed to estimate the number of respondents
based on an acceptable margin of error of 0.05 out
of the 181 regular employees, which are categor-
ised into Administrative employees (52) and Aca
demic employees (129), atotal of 46 and 97 em-
ployees were chosen as respondents of the study.
Thereisaone hundred percent retrieval rate from
the respondents, which can be attributed to their
interest in and willingness to answer questions
based on their experiencesin the performance man-
agement process. As Saeh and Bista (2017) em-
phasised, participants’ interests, the survey struc-
ture, communication techniques, and the promise
of privacy and confidentiality all influenced the
response rate of research surveys.

DataCallection

The primary tool for gathering datawas atwo-
page salf-completion survey created in accordance
with Babbie's (2013) recommendations. The
questionnaire consisted of an introductory para
graph at the beginning of the questionnairefor the
respondents to read, and the central section was
composed of statementsfrom SPM Spractices. The
instrument was divided into two (2) parts. Part 1
sought responses to the challenges faced in the
four areas of SPMS, that is, performance planning
and commitment, performance monitoring and
coaching, performance review and evauation, and
performance rewarding and devel opment planning.
In contrast, Part 2 sought recommendations for
improving theimplementationof SPMSintheCollege

AsAdamset d. (2007) recommended, the ques-
tionnaire was pre-tested among ten teaching and
non-teaching staff membersbefore being givento
the study population to eliminate any unclear ques-
tions or typographical, grammatical, or ordering
mistakes.

Sincethe study sought strong cooperation and
collaboration from the respondents, aface-to-face
follow-up semi-structured interview was conduct-
ed with some faculty and non-teaching personnel
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during thedatagatheringtolearn about their SPMS
practices in the College. The interview utilised
open-ended questions to alow the respondents
to provide opinions or explain their responses
(Singer and Couper 2017). Theinterview questions
were asked of participants with various roles di-
rectly tied to strategic performance management,
including performance planning and commitment,
performance monitoring and coaching, perfor-
mance review and evaluation, and performance
rewarding and development planning.

In the study, the respondents were formally
informed of the research’s purpose, methods, and
intended possible uses. The researcher observed
the confidentiality of information supplied by the
respondents, and their anonymity was highly ob-
served in this study. The three-phase coding pro-
cess comprising open coding, axia coding, and
selective coding, was used to critically and thor-
oughly analyse the information acquired during
theinterview. Axial coding arranges conceptsand
themes according to open coding, selective cod-
ing extracts themes from data, and open coding
looks for themes and groups the raw data into
several categories. The study’sconclusionswere
completed by integrating and analysing the quan-
titative data that had been gathered. Weighted
Mean was one of the statistical methods used to
analyse the survey data to ascertain the degree
of awareness and satisfaction with SPMSimple-
mentation. Using standardised response catego-
ries in survey surveys, the Likert scaling tech-
nique is primarily used to gauge respondents
attitudes and perceptions (Babbie 2013).

To gauge thedifficulty level, the weightageis
suchthat 4is Strongly Agree, 3isAgree, 2isDis-
agree, and 1 is Strongly Disagree. To gauge re-
spondents’ level of satisfaction and provide gener-
al conclusions, the Likert scoresfor each statement
were also computed and averaged.

RESULTSAND DISCUSS ON

The Strategic Performance Management Sys-
tem (SPMS) serves asthe cornerstone of employ-
ee performance evaluation in government agen-
cies. Designed to align individua and organisa
tional goals, SPM S promotesaccountability, trans-
parency, and efficiency in public service delivery.
While it is widely accepted and endorsed as an
effective framework by numerous scholars and
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practitioners (Armstrong and Appelbaum 2009;
Tymonand Rees2013), itsimplementationisnot with-
out challenges. Issues frequently arise across vari-
ous phasss of the performance manegement cyde, in
duding performance planning, coachingand mentoring,
evauation, and rewards and recognition.

This paper delves into these challenges, pro-
viding adetailed analysisof their root causes. Fur-
thermore, it offers strategies and actionable rec-
ommendations to address these issues, ensuring
that the SPM Sfulfillsitsintended purpose of fos-
tering a culture of excellence and continuous
improvement in government agencies.

Challengesin thel mplementation of aStrategic
Perfor mance M anagement System

In addition to providing a method for manag-
ing and devel oping personnel that enhances indi-
vidual, team, and organisationd performance, per-
formance management creates a shared under-
standing of what hasto be accomplished and how
itwill bedone (Armstrong and A ppel baum 2009).
Inthe context of higher education institutions, this
shared understanding is operationalised through
strategic aignment of ingtitutional goalswithindi-
vidual performance objectives, participatory tar-
get-setting processes, and comprehensive com-
munication strategies that ensure clarity among
faculty and staff. Thisfostersacollaborative envi-
ronment wherethe unique challenges of academic
settings, such as tenure considerations and di-
verse roles, are effectively addressed, enabling
both personal and organisational growth. Because
of itsintricacy, thissystemisregarded asthe* Achil-
lesHedl” of human resource management despite
itssignificance in acompany (Pulakos 2015). Ef-
fective performance management is essential for
universitiesto grow and becomemoreresponsible
for adapting to changing conditions and obtain-
ing a competitive edge. Furthermore, speciaisa
tion, tenure, faculty choices, and staff rigidities
makecontral difficult andlimitedin higher education
ingtitutions(Lindsay 1981).

To be successful, performance management
must first guarantee that individuals possess the
skills and knowledge necessary to carry out its
duties, second, it must be strategic to encompass
longer-term objectives and broader issues, and
third, it must be integrated to connect different
business, people management, individual, and
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team aspects (Tymon and Rees 2013). Employee
commitment, motivation, and satisfaction are the
resultsof agood PM, and these factorseventualy
result in improved performance (Decramer et a.
2012). In higher education ingtitutions, these out-
comes are often facilitated through mechanisms
such asstructured faculty devel opment programs,
transparent and merit-based reward systems, and
regular feedback loops tailored to academic and
adminigrativeroles. For example, performanceeva-
uationslinked to professiona development grants
or teaching innovation awards can motivate facul-
ty to align individual achievements with institu-
tional goals, thereby fostering a culture of excel-
lence. According to Deshmukh et d. (2010), HEIs
must implement a PM system to learn about job
performance through performance measurements,
individua employee rewards and recognition, and
devel opment chancesthrough accurate performance
evaluation and constructive feedback.

The study by Torneo and Mojica (2020) em-
phasi sed the flawed implementation of the perfor-
mance management system and pointed out that it
is highly administrative and drawn out, rater bi-
ased, strained relationship, and lenient (Pulakosand
O Leary 2011). Giventherapidimprovement of hu-
man resource management, root causeanaysis, and
policy measures are imperative to improve the
performance management systemin the College.

Perfor mancePlanningand Commitment

Table 1 shows the challenges encountered
during Performance Planning and Commitment, the

first stage of the Performance Management Cycle.
Thelack of focusand priority on performance plan-
ning and commitment ranked second with a WM
of 3.55, whilethethird challengein theimplemen-
tation was identified as alack of orientation and
reorientation on the Strategic Performance Man-
agement System (SPMYS). It is clear that employ-
ees feel overburdened by the numerous perfor-
manceindicators, which ranked first among teach-
ing and non-teaching personnel and received a
high mean of 3.70 or Strongly Agree. Higher edu-
cation institutions can address this by implement-
ing recurring reorientation workshopsfor all staff
membersand regular orientation sessionsfor new
hires. I nteractiveworkshops, comprehensive man-
uals, and online modulescustomised for the SPM S
architectureareafew examplesof theseinitiatives.
Furthermore, establishing a feedback system to
gauge comprehension and modify the material in
response to staff suggestions helps guarantee
ongoing enhancement and promote adeeper com-
prehension of the system’sfeatures. With an aver-
age weighted mean of 3.47, the respondents also
strongly agreed that some of the targets are unre-
alistic. They aso cited faculty and staff members
lack of involvement in performanceindicator target
setting asamajor obstacle during the planning and
commitment phaseof performance management.
ThelPCRsfor Faculty A inthe College of Engi-
neering and Faculty B in the College of Artsand
Sciencesare 25 and 23 pagesrespectively, accord-
ing to the document evaluation that was done.
Giventhat teachingistheir primary responsibility,

Table 1: Challenges in performance planning and commitment

Academic Non-teaching Total
WV WM Vi AWM Vi Rank

Unrealistic targets and expectations 3.28 A 3.65 SA 3.47 Strongly agree 4
Failure to communicate the performance targets 3.26 A 331 SA 3.29 Agree 6

and expectations
Lack of attention and priority to performance 3.64 A 3.45 SA 3.55 Strongly agree 2

planning and commitment
Delay in target setting 3.28 A 3.26 SA 3.27 Strongly agree 7
Resistance to change in policies 2.90 A 3.1 A 3.0 Agree 9
Lack of consultation in the identification of targets 3.15 A 3.29 SA 3.22 Agree 8
Vague provisions of the SPMS, OPCR, and IPCR 2.51 A 255 A 2.53 Agree 10
Too many performance indicators 3.72 A 3.67 SA 3.70 Strongly agree 1
Lack of orientation/re-orientation on SPMS 3.53 A 3.54 SA 3.53 Strongly agree 3
Lack of participation of faculty and staff in 3.35 A 3.27 SA 3.31 Strongly agree 5

target setting of performance indicators

Source: Researcher-made validated questionnaire
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faculty members believe that the targets are ex-
tremely onerous based on this list of metrics. In
contrast, the Performance Management Team
(PMT) reviews the list of harmonised indicators
after a deliberative assembly, which ensures that
all employeestake targetsinto consideration.

Lack of SPM S orientation seemed to rank sec-
ond among thedifficultiesfaced by the staff aswell.
This makesit difficult to comprehend the SPMS's
provisons. It is noteworthy that they believe per-
formance planning receiveslittle attention and that
thereisno participatory planning. Thisgoesagainst
the College’ shiannual and annual PerformanceTar-
et Setting process, whichiscarried out in December
andwill berepeatedin July.

PerformanceM onitoringand Coaching

Table 2 ligts the challenges in putting Perfor-
mance Monitoring and Coaching into practice as
part of the SPMS. It shows that the respondents
greatest problemwasthelack of coaching and men-
toring, which is supported by the consistent an-
swers from both teaching and non-teaching steff,
which had the highest mean of 3.47, or Strongly
Agree. They aso rated second and third that per-
formance coaching isdelayed, and that staff arenot
givenfeedback ontime, respectively. With WMsof
2.46 and 2.25 respectively, respondentsdisagreed that
a hogtile work environment and tense interactions
with managersand staff led tolow morale.

Itisimportant to highlight that, in spite of meet-
ings, one-on-one conversations with staff, and
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reminders, both teaching and non-teaching staff
believe that the biggest obstacle to performance
monitoring and coaching in the SPMS is the ab-
sence of coaching. According to Woodside's
(2011) research, coaching cannot ensure efficacy
and canresultin ‘incompetence coaching’ and ‘in-
competence training’. Nearly haf of the coaches
are unhappy with their coaching, according to a
research by Hutchinson and Purcell (2010), and a
failing process can have a detrimental impact on
the participants aswell asthe company.
Becausethey fear retaliation or destroying their
connections with the people they rely on to com-
plete tasks, managers are hesitant to conduct open
discussions and offer staff members frank criti-
cism (Pulakos2015). However, severd tacticshave
proven successful in overcoming these obstacles,
such as organised training courses on providing
constructive criticism and preciseinstructionsfor
carrying out performance evaluations. Initiatives
like 360-degreefeedback systemsor manager role-
playing exercises, for example, canreduceretaia-
tion fears and enhance the feedback culturein or-
ganisations, creating a more open and trustwor-
thy atmosphere. Employees think their managers
are inept at addressing their performance and at
hel ping them to devel op their skills. In comparison
to their utility, performance management systems
are frequently criticised for being cumbersome,
bureaucretic, and time-consuming. Therefore, man-
agers and employees view performance manage-
ment as anecessary workplace evil that should be
avoided rather than as a crucia process that pro-

Table 2: Challenges in performance monitoring and coaching

Teaching Non-teaching Total
WM Vi WM Vi AWM Vi Rank
Absence of coaching and mentoring 3.43 A 351 SA 3.47 Strongly agree 1
No monitoring tool used for targets 2.5 D 2.7 A 2.6 Agree 8
Feedback not communicated to employees on time  3.38 A 329 SA 3.33 Strongly agree 2
Unfriendly working environment resulting in 2.4 D 2.1 D 2.25 Disagree 10
low employee morae
Little or absence of communication on employees  3.36 A 327 SA 3.31 Strongly agree 4
performance
Unimplemented coaching journal 3.08 A 3.07 A 3.07 Agree 7
Frequent changes of staff to be monitored and 3.09 A 311 A 3.1  Agree 6
coached
Lack of documentation on employees performance 3.15 A 2.9 A 3.02 Agree 5
Delayed performance coaching 3.35 A 329 SA 3.32  Strongly agree 3
Strained relationships with supervisors and employees 2.5 D 242 D 2.46 Disagree 9

Source: Researcher-made validated questionnaire
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duces meaningful resultsfor both individualsand
the company.

Employeesstill desireamore meaningful rela
tionship and areal coaching process, according to
the comments, even if efforts have been made to
engage with direct supervisorsand offer coaching
and mentoring to subordinates.

Challengesin PerformanceReview and
Evaluation

Thechallengesrelated to performancereviews
and assessmentsin the third stage of performance
management are listed in Table 3. The difficulty
with thehighest mean score, 3.77, wasthe absence
of performance feedback. The respondents also
overwhelmingly agreed that the process and out-
come are not transparent, and that one of the big-
gest obstacles to performance assessment and
evaluation is the absence of documentation at-
testing to the accomplishments. Despite difficul-
ties, respondents voiced issues about the rating
scale'scomplexity and the inadequate production
of performance eval uation records, both of which
were ordly interpreted as disagree and obtained
an average weighted mean of 2.4.

Lack of performancefeedback isthefirstissue
noted, and itissimilar to theissue that arises dur-
ing performance coaching and monitoring, that
“Feedback is not communicated to employeeson
time”. It isalso important to note that respondents
believe there are biases in ratings even though
there are comprehensive guidelinesfor rating and
evaluating employee performance and the Perfor-
mance Management Team’s (PMT) performance
review of the offices.

Similar to the results of Dizon et al.’s (2018)
study, employees reported not receiving on-time
performancereviews. According totheir findings,
a Results-Based Performance Management Sys-
tem (RBPMS) provides specific processes, crite-
ria, and guidelines for establishing performance
objectives, monitoring, evaluating, and planning
rate devel opment. However, themgjority of raters
do not discussthe process of creating the Individ-
ua Performance Commitment and Review Formor
the people who get the rates. It has been demon-
strated that someratersrarely providetheir ratees
with feedback, despite the fact that ensuring both
individua growth and efficiency and organi sational
performanceis essential, they said.

Theseissuesstill remain at the Collegeevenif
performance appraisals and assessments have a
high satisfaction rating. During the review and
evaluation stage, further issuesincluderating bias,
poor evaluator judgment, office politics, and un-
fair treatment. Thisis in line with the results of
Dizon et a. (2018), who discovered that the ab-
sence of asecond review, high anxiety, infrequent
feedback, rater inconsistency, and recent errors
arethemain barriersto using RBPMS.

The College's Performance Management Team
(PMT) makes an attempt to effectively review and
eva uateratingsand performancebased on verifidble
indicatorsthat havebeen duly vdidated by concerned
offices, even though perfection in performance
review and evaluation isstill astruggle.

The“Achilles hed” of human resource man-
agement, according to Pulakos (2004), is perfor-
mance management and evaluation. In many busi-
nesses, they have shortcomings, and management
and staff frequently lament their inefficiency. Al-

Table 3: Challenges to performance review and evaluation

Teaching Non-teaching Total

WV WM Vi AWM Vi Rank
Poor judgment of the appraiser or evaluator 2.8 A 2.67 A 2.73 Agree 6
Lack of performance feedback 3.73 A 3.82 SA 3.77 Strongly agree 1
Biases in rating 2.67 A 251 A 2.59 Agree 7
Unfair treatment and favoritism among employees 2.51 A 2.6 A 2.55 Agree 8
Presence of office politics 2.73 A 279 A 2.76 Agree 5
Lack of transparency 3.35 A 3.41 SA 3.38 Strongly agree 2
Complexity of the rating scale 2.5 D 2.3 D 2.4  Disagree 9.5
Lack of documents to support the accomplishments 3.26 A 3.35 SA 3.30 Strongly agree 3
Vague provision on rating scheme 3.26 A 311 A 3.18 Agree 4
Lack of adequate preparation of documents for 2.3 D 251 D 2.4  Disagree 9.5

performance evaluation

Source: Researcher-made validated questionnaire

Int J Edu Sci, 47(1): 1-11 (2024)
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though many businesses may have badly planned
systems, performance management problems are
usually not caused by poorly designed tools and
procedures. Rather, issues emerge because per-
formance management isfundamentally avery pri-
vate and frequently intimidating process for both
managers and empl oyees.

Managers are hesitant to engage in open com-
munication and provide candid feedback to employ-
ees because they worry about reprisalsor damaged
relationships with the people they depend on to
finish tasks. Employees think their managers are
inept at addressing their performance and at help-
ing them to develop their skills. In comparison to
their utility, performance management systemsare
frequently criticised for being cumbersome, bureau-
crétic, andtime-consuming. Therefore, managersand
employeesview performance management asanec-
essary workplaceevil that should be avoided rather
than asacrucid processthat produces meaningful
results for both individuals and the company.

Thestudy by Sirgj and Hagen (2023) provides
valuable information about doable strategies for
implementing an effective performance manage-
ment system that can rai se employee productivity
in Ethiopian SMEs. The results show that by us-
ing an effective performance management system,
SMEsmay significantly boost their output by im-
plementing an effective performance management
systemthat consistsof: clearly defining job respon-
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shilities through performance planning; regularly
providing feedback on progress toward planning-
stage goals, conducting periodic appraisals that
offer congructivecriticismaswell aspraisefor good
work; offering training opportunities to help em-
ployeesdevelop new skillsor improveexisting ones,
and rewarding high-performing employees who
meet or exceed expectations with incentives like
bonuses or promotions to further motivate them.

Affirming the findings of the above study,
Maley et d. (2024) emphasized that god dignment,
enhanced communication, performance assess-
ment, staff development, engagement, and talent
retention are considered significant advantages of
performance management and review.

Despite given advantages and challenges, con-
ducting aperformancereview isone of amanager’s
most important respongbilities. It isan essentid tool
for high-performing organisations. Performance re-
viewsand assessmentscan aso bevery beneficia to
acompany, itsmanagement, and itsemployees.

PerformanceRewar dingand Development
Planning

The difficulties that the two groups of respon-
dents encountered in completing the four-phase cy-
ceof the College' s Strategic Performance Manage-
ment Systemwith regard to Performance Rewarding
and Development Planning aredisplayed in Table 4.

Table 4: Challenges in performance rewarding and development planning

Teaching Non-teaching Total
WM Vi WM Vi AWM Vi Rank
Lack of leadership support on performance rewarding 3.27 SA 321 SA 3.24 Agree 4
Lack of incentives and recognition for performing 3.26 SA 3.20 A 3.23 Agree 5
employees
No clear guidelines on rating and ranking employees 2.5 D 2.3 D 2.4 Disagree 10
Performance rating not linked to scholarship and 3.42 SA 3.5 A 3.46 Strongly agree 2
training opportunities
The untimely or late reward for good performance 3.24 A 298 A 3.11 Agree 7
Financial reward prioritized over praise and 290 A 3.23 A 3.05 Agree 9
recognition
Inadeguate management support in development 3.25 A 311 A 3.18 Agree 6
planning
Training and development needs not implemented 3.29 SA 3.33 SA 3.31 Strongly agree 3
before the subsequent evaluation
Lack of supervisors' commitment to developing 3.26 A 2.9 A 3.08 Agree 8
staff under them
The content of IDP does not capture the 3.45 SA 351 SA 3.48 Agree 1

development gap of employee

Source: Researcher-made validated questionnaire
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According to the list of issues, it seems that
the employees' development gaps are not ad-
dressed in the Individual Development Plan, and
intervention programs are not carried out prompt-
ly, if at al, before the beginning of a new rating
period. With aWM of 3.46, the respondents also
strongly agreed that training and devel opment
needsarenot met prior to the next eval uation peri-
od, and that performance ratings are not connect-
ed to scholarship and training possibilities. With a
weighted mean of 2.4, respondents disagreed that
thereareno explicit criteriafor ng and rank-
ing staff, notwithstanding the difficulties. Perfor-
mance management isauseful technique for pro-
fessiona development and behavioural treatments,
according to Dizon et a.’s (2018) study. But the
raters do not know enough about the right devel-
opmental intervention for the ratings. Thisis the
stuation with CSPC, where the ratee is the only
onewho suggestsintervention programs, and they
aredl includedinthesdf-evauated Individua De-
velopment Plan.

Despitetheavailability of numerousincentive
programs, including PRAISE benefits, loyalty pay,
certificates and recognitions, Collective Negotia-
tion Agreement incentives, and other government
incentives, it is concerning that employees do not
receive credit for their contributions. Implement-
ing focused recognition programs, such as peer-
nominated prizes, red-time acknowledgments, and
customised thank-you notes, can assist in overcom-
ing thisobstacle. A  Faculty of the Month'’ initiative
or highlighting accomplishments a monthly meet-
ingsaretwo examplesof doableactions. Additiond-
ly, including acknowledgment into digital platforms,
likee-certificatesor intranet shoutouts, couldimprove
conggency and vighility whileencouraging aculture
of gratitude and inspiration.

Employee recognition has been shownto bea
very successful motivationa strategy that may
greatly improveacompany’soverall performance
aswell asthejob happinessand productivity of its
employees (Rahim and Daud 2013). Employees
who receivethe proper recognition are more moti-
vated to become committed to their work and give
their best effort, which fosters a healthy work en-
vironment, according to Freeman (1978). Because
they enable a company to accomplish its goals,
carry out its business plan, and expand and suc-
ceed, highly motivated employees give it acom-
petitive edge (Danish and Usman 2010). On the
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other hand, it has been discovered that demotivat-
ed workplaces produce hesitant or low-motivated
employees who are not creative, rarely use their
skills, and arenot fully committed to thelevel that
an organisation demands.

Non-monetary rewards like acknowledgment
have afavourable effect on organisationa perfor-
mance and employeework satisfaction (Erbas and
Arat 2012). Accordingto Imranet a. (2014), happy
employeeshaveapostiveattitudetoward the busi-
ness and their work, which improves the standard
and amount of employee productivity.

Applying frequently and consistently for dai-
ly, informal, and formal recognition programspro-
vides businesses with a strong tool to motivate
employees to respect and value the company’s
principles. Setting an example for other employ-
ees, it also alows the business to highlight de-
sired behaviours and actions. An influential em-
ployee recognition culture is achieved when the
organisation’scorporate valuesand strategic goals
are fully supported by the recognition programs
devel oped and implemented, according to Nelson
(1995), citedin L uthans (2000). A 2011 Maritz Ingti-
tute study found that arecognition cultureincress-
€s an organisation’s sensitivity to market shifts
and facilitatesitsaignment with corporate strategy,
ultimately resulting in acompetitive edge. Organi-
sations demonstrate to their employees that their
efforts are gppreciated and recognised by clearly
reinforcing expected behaviour, in additiontoteach-
ing them the organi sation’ sval ues, goals, objectives,
priorities, and their rolein achieving them.

It has been demonstrated that employee rec-
ognition programs highlight employees accom-
plishments and worth at the right time because of
their direct nature and the dynamic nature of the
workplace. According to Abiolaand Ajila(2004),
because customary annua awards are unrelated
to the accomplishment they are meant to honour,
they are neither suitably helpful nor meaningful.
By assisting employeesin understanding how their
effortsimpact financial results and how they will
beimmediately recognised and rewarded, employ-
ee recognition programs are a powerful motiva
tional tool. Long-deferred incentives lose most of
their effect and do not offer many opportunitiesto
talk about success.

CONCLUSON

Giventheneed to deliver exceptional customer
serviceto government empl oyees, human resourc-
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es rolein successfully implementing the Strategic
Performance Management System (SPMS) isapre-
requisitefor apositive corporate culture. Thereare
il flaws in the four-stage cycle that require re-
finement and filtering, even with effortsto perfect
implementation at every level.

The difficulty in performance planning and
commitment is ascribed to the excessive number
of targets established in the planning stage, as
well asthe lack of awareness and involvement of
employees in the target-setting process. This is
made worse by the lack of coaching and mentor-
ing, the opagueness of the review process, the
absence of supporting documentation for perfor-
manceratings, and the delayed communi cation of
performanceimprovement comments. The perfor-
mancereview processfailstoidentify theemploy-
ed'sdevel opment gap that is essential to their ad-
vancement, and training and devel opment require-
ments are not met prior to the next evaluation
cycle because of the lack of leadership support
for performancerewarding and devel opment planning.

RECOMMENDATIONS

Thefindings suggest concise but precise plan-
ning and performance goals a the start of the rat-
ing period. Coaching and mentoring must be done
quarterly tomonitor them. Thiswill makeit easier
to conduct an accurate and timely performance
evaluation using verified documentation asamea:
surement. After sharing with personnel, the out-
comewill guideintervention, development plans,
awards, and recognition.

Regular Strategic Performance Management
System (SPMYS) orientation and reorientation for
new and experienced employees is the greatest
strategy toimproveit based ontimely calendar for
Performance Planning and Commitment to match
expectations and targets before the rating period.
Supervisors feedback must also be given swiftly
to remedy deviations and missed goals. Top man-
agement should review recognition programs to
ensurethey are current, relevant, and aligned with
the ingtitution’s aims and principles. This might
focus the appreciation program and highlight
employee actions that support company goals.

To monitor employee performance, improve
management-staff communi cation, and reduce bu-
realicracy, the collegemay adopt acontinuousfeed-
back system. The report also proposes using per-
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formance management systems to promote open
communication, staff consultation, and continu-
ous development. To progress continuoudly, staff
must be supported in learning and development
programs that align with the company’s strategy
and godls. Increase leadership commitment and
support for SPM Simplementation, engage staff in
a culture of accountability and continuous im-
provement, and constantly review and adapt the
SPM Simplementationin responseto feedback and
new ingtitutional needs.

LIMITATIONS

This study focused on the challenges encoun-
tered inimplementing thefour-stage Strategic Per-
formance Management System in one state col-
lege in the Philippines. Although it can conclude
the process in said school, it cannot be assumed
that all state universities and collegesimplement-
ing the SPMS have experienced the same prob-
lems. Moreover, since the study focuses on the
challenges experienced by the teaching and non-
teaching personnel, future researchers may con-
duct further studies involving the perception of
the Performance M anagement Team and correlate
the difficulties perceived from the perspective of
theimplementersof the SPM S.
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