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The cover of the 2017 Annual Report features triangular patterns rendered in
gradients of the Philippine flag colors. The triangle is a significant shape in the Philippine
flag. The white, equilateral triangle in the flag design represents liberty and equality. It
complements the three stars representing Luzon, Visayas, and Mindanao. Likewise,
the triangle represents the number three, which is significant for the Civil Service
Commission (CSC). The CSC is headed by a three-person Commission composed of a
Chairperson and two Commissioners. Lastly, the triangle is a fixture in Filipino fiestas.
The shape manifests as the colorful banderitas, a symbol of festivity, community, and
celebration.

The 2017 Annual Report embodies such themes. First, CSC’s core values of love
of God and country, excellence, and integrity continue to motivate the organization in
achieving its goals. All of CSC’s strategic objectives are anchored in Ambisyon 2040
and the Philippine Development Plan 2017-2022. This shows that the CSC honors the
country’s societal goals and actively contributes to building malasakit in public service
where no one is left behind. Second, the achievements of the organization reflect the
leadership of the Commission in setting directions and driving change. Lastly, the report
celebrates not only the accomplishments of the CSC but of all government agencies
as well. Together, both the CSC and the Philippine government transitioned from
transactional to strategic human resource management. Like the pattern formed by the
geometrical design of the cover, CSC’s achievements resulted from the collective efforts
of all its Central and Regional Offices, partners, stakeholders, and clients to create a
beautiful tapestry of nationalism, leadership, and community.
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FOREWORD

his 2017 accomplishment report chronicles the CSC’s contributions

to the achievement of the Philippine Development Plan under

Strategic Theme Malasakit (Enhancing the Social Fabric) through the

Sector Outcome, “Ensuring People-Centered, Clean, and Efficient

Governance” which is geared foward people-centered, innovative,
clean, efficient, effective, and inclusive delivery of public goods and services. The
highlights of the CSC’s accomplishmentsis on building a professional, motivated,
and energized bureaucracy equipped with the necessary competenciesto perform
their public service missions.

The first chapter focuses on how the CSC fulfills its role as the central human
resource agency of the Philippine bureaucracy pursuant to the 1987 Constitution
which provides that the Commission “shall establish a career service and
adopt measures to promote morale, efficiency, integrity, responsiveness,
progressiveness, and courtesy in the civil service. It shall strengthen the merit
and rewards system, integrate all human resources development programs for all
levels and ranks, and institutionalize a management climate conducive to public
accountability.”




At the forefront are success stories on the implementation of the Program to
Institutionalize Meritocracy and Excellence in Human Resource Management
(PRIME-HRM), a good governance initiative anchored on the principle that
meeting employees’ needs through quality HR systems and policies translate to
better publicservice. Also highlightedinthefirstchapterare HR policies promoting
employee discipline and productivity such as observance of government office
hours, and prescribed penalties for unauthorized absences, tardiness in reporting
for duty, and loafing.

The Commission took a bold step in 2017 as it revisited the 2011 Revised Rules on
Administrative Cases in the Civil Service and Omnibus Rules on Appointments,
coming up with the 2017 Rules on Administrative Cases in the Civil Service (2017
RACCS) and the Omnibus Rules on Appointment and other Human Resource
Actions (ORAOHRA). Both edicts reflect the Commission’s continuing effort
toward consistency, effectivity and stability in the adjudication of cases and
processing of appointments.

The second chapter accounts how the Commission tackled the challenge of
automating highly demanded services toward more efficient, accessible, and
faster fransaction fo its clients; implementation of competency-based programs
to maintain a high-perfoming workforce; and rolling out internal reforms such as
development of its strategy map from 2018-2022, upgrading to ISO 9001:2015
for efficiency of processes, and prudent management of financial resources.

The final chapter reflects CSC’s more active stance in international civil service
affairs given that human resource management and capacity building have
been identified as areas of cooperation among ASEAN member-states. One of
the major accomplishments of the CSC is pushing for the signing of the ASEAN
Declaration on the Role of Civil Service as a Catalyst for Achieving the ASEAN
Community Vision 2025. The said declaration zeroes in on the civil service being
the backbone of good governance in the region which includes its role in the
promotion of regional peace and stability through abiding respect for justice and
the rule of law among countries of the region.

All these are geared toward achieving our vision of the CSC being globally

recognized as a center of excellence in strategic human resource and organization
development.

A delaROSA-BALA
Chairperson
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The Civil Service Commission counts as one of its major visible programs the conduct of examinations. In 20-17, the

Career Service Professional and Subprofessional examination Pen-and-Paper Test (CSE-PPT) were held twice in 2017,

drawing a total of 448,614 examinees nationwide,

Professional Civil
Service and Workplace
Cooperation

Building a Professional Bureaucracy

The Civil Service Commission (CSC) plays a crifical role in the recruitment
of qualified men and women info the public service. As provided under the
Administrative Code of the Philippines, the Commission is tasked to establish
a career service, entry fo which is based on merit and fitness to be determined
through competitive examinations. Over the years, the CSC counts as one of its
more visible programs the conduct of examinations and grant of eligibility for those
wishing fo join government.

The CSC administers the Career Service Examination (CSE) in two modes: through
the traditional Pen and Paper Test (PPT) and the Computerized Exam (COMEX).
The PPT is administered through all CSC regional offices nationwide; COMEX is
administered by selected CSC regional offices. Passing the CSE would result in
the conferment of civil service eligibility which is one of the minimum requirements
in entering government service. This is done to ensure that everyone who aspires
fo enter government service meefs a certain level of apfitude to enable them to
perform assigned tasks.

In 2017, the Commission conducted CSE-PPT exams twice for Professional and
Subprofessional levels nationwide, the first on March 12, 2017 and the second
on August 6, 2017. A total of 50,217 examinees (11.19%) out of 448,614 hopefuls
passed the CSE-PPT last year. The breakdown of the number of exam results is as
follows:
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Graph 1: Number of Examinees for Career Service Test (Pen and Paper), 2017
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source: Examination, Recruitment and Placement Office (ERPO)

The CSC Computerized Examination (COMEX) was conducted at the Central Office
andin Regions 1, 2, 4, 7, 8, 10, 11, and CARAGA with 356 (26.02%) passers out of
1,368 examinees. The CSC also accommodated special requests from Ateneo de
Manila University and Rizal Technological University for the conduct of the career
service fests. Out of 378 examinees, 271 (71.69%) passed the CSE-PPT. These
figures bring the total number of 2017 CSE passers to 50,844.

Aside from the regular CSE, the CSC also conducted special examinations in
2017. These include the CSE for Foreign Service Officer (CSE-FSO) and Basic
Competency on Local Treasury Examination (BCLTE).

The Foreign Service Officer Examination is a five-part examination administered
in coordination with the Department of Foreign Affairs (DFA) fo recruit candidates
for the Foreign Service Officer, Class IV position. The CSC conducts the first part,
which is the Qualifying Test or the CSE-FSO. DFA conducts the succeeding parts
which constitute Preliminary Interview, Written Test, Psychological Test, and Oral
Test. In 2017, the CSC conducted the CSE-FSO on May 21 with 405 examinees of
which only 59 (14.57%) passed.

The BCLTE, on the other hand, is conducted by the CSC in collaboration with the
Department of Finance-Bureau of Local Government Finance. The test is taken
by individuals interested to join the local treasury service. The 2017 BCLTE was
conducted November 26 with 1,234 (18.92%) passers out of 6,521 examinees.

The CSC also grants civil service eligibilities to qualified individuals in accordance
with special laws and CSC issuances. In 2017, the top four most availed of special
eligibilities were Honor Graduate Eligibility (8,197 grantees), Barangay Official
Eligibility (3,212 grantees), Skills Eligibility (1,446 grantees), and Sanggunian
Member Eligibility (213 grantees).

Graph 2: Top four most availed of eligibilities, 2017
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Other special eligibilities granted include Electronic Data Processing Specialist
Eligibility (63 grantees), Scientific and Technological Specialist Eligibility (50
grantees), Barangay Health Worker Eligibility (31 grantees), and Barangay
Nutrition Scholar (33 grantees).

The CSC has also started issuing Eligibility Cards to replace the Certificate of
Eligibility in security paper beginning May 12, 2017. The CSC Eligibility Card
serves as official proof issued to passers of all Civil Service examinations taken
through CSE-PPT and the COMEX. The CSC, through its Regional Offices started
issuing Eligibility Cards for the passers of the May 3, 2015, October 18, 2015,
and December 6, 2015 CSE-PPT Professional and Sub-Professional levels, and
August 15, 2015 Fire Officer Examination.




Equal Employment Opportunity in the Government

As part of measures to promote equal employment opportunity in government, the
CSC drew up guidelines on the administration of the Career Service Examination-
Pen and Paper Test (CSE-PPT) to persons with disabilities (PWDs), pregnant
women, and senior cifizens, as well as to female examinees wearing Muslim
covering/clothing.

Under CSC Resolution No. 1701159 issued on July 31, 2017, circularized through
CSC Memorandum Circular No. 31, s. 2017 dated October 6, 2017, partially and
totally blind examinees can take the examination using either dictation or the
Braille system, with the help of a suitable room examiner and proctor. Those with
low vision will be assigned test materials with bigger font size.

The deaf or hard of hearing will be guided by a room examiner and proctor with
knowledge on sign language or by certified sign language inferprefers.

Examinees who are PWDs, pregnant women, and senior citizens will be assigned
to take the examination in aroom located on the ground floor of the festing building
for ease of movement.

The guidelines also extended the time limit of the examination for one hour for the
visually impaired and the deaf or hard of hearing, thus they take for four (4) hours
and 10 minutes the CSE-PPT Professional Level, and three hours and 40 minutes
the Sub-Professional Level.

Meanwhile, CSC MC No. 19, s. 2017 provides addifional guidelines in processing
exam applications, and admitting female examinees wearing Muslim covering/
clothing. The guidelines emphasize that no female applicant wearing Muslim
covering/clothing shall be prohibited from applying fo take any civil service
examination. A female CSC employee extends special assistance during photo
capfure (i.e. shall be takeninaseparate roomorany closed area within the premises
of the office upon request of the female applicant), and verification of identity of
the examinee (i.e. where the examinee wearing hijab may be asked to remove the
head covering to ensure that the examinee is the same person appearing in photo/
ID card presented).

New Recruitment Tools

As part of initiatives to strengthen the recruitment and promotion process, the
Commission issued MC No. 6, s. 2017 which encourages government agencies
to incorporate Pre-Employment Test, Promotional Test, and Ethics-Orienfed
Personality Test (EOPT) in their respective Merit Promotion Plan or infernal rules.

The Commission clarified that none of
the said fest would replace the Civil Service
examinations  administered  for  obtaining
civil service eligibility (Professional and Sub-
Professional). Said tests can be used by agencies
as human resource fools to objectively assess their
candidates/applicants vying for vacant positions.

The Pre-employment Test is a 100-item general
ability fest which measures verbal, analytical, and
numerical abilities of applicants to various government
positions. It is primarily intended for first and second
level positions; separate tests are administered for
technical/professional  and  executive/managerial
positions.

The CSC Promotional Test is a general ability test on
verbal, analytical, and numerical abilities fo be used for
second level positions, both technical and managerial.
For supervisory positions and above, test items on thinking
strategically and creatively, managing performance and
coaching for results, leading change, building collaborative
and inclusive working relationships, and other leadership
competency areas are the components of the test. If is
another HR assessment tool that gauges the readiness and
competencies of applicants for promotion.

The CSC EOPT is an assessment instrument which defermines o2
behavioral tendencies and personality profile of civil servants.

Tailor-fit for the bureaucracy, it uses a model which organizes

personality traits info five (5) broad traits or domains and the different facets or
sides of every domain.

The CSC administered in October 2017 Pre-Employment and Promotional Tests,
and an Intermediate Competency on Local Treasury Examination. A total of 268
individuals (44.37%) passed out of 604 examinees.

Appointments Processing

Each appointee to a regular position in the civil service has to comply with
qualification standards in terms of education, eligibility, training and experience.
The Commission ensures that this policy is observed by all government agencies
by passing upon appointments of civil servants.
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In 2017, CSC processed 528,634 appointments received through its regional
offices. Regions which processed the most number of appoinfments owing to the
size of the workforce stationed in their area are the National Capital Region (NCR),
Region 7, Region 4 and Region 3. The regional breakdown is as follows:

Graph 3: Appointments processed by the CSC perRegion, 2017
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source: Office for Strategy Management (OSM)

Given the number of appointments that have to be reviewed by the Commission
throughitsfield offices, CSC through its Examinations, Recruitment, and Placement
Office (ERPO) partnered with the Philippines-Australia Human Resources and
Organisational Development Facility (PAHRODF) to develop an e-Appointment
Processing System (e-APS) to streamline the appointment processes and to
achieve maximum efficiency and faster turnaround time. The CSC pilot tested the
e-APS in 2017. E-APS is a computerized system designed fo facilitate receipt,
evaluation, attestation, and release of appointments fromall government agencies.

The development of e-APS aims fo strengthen the recruitment capabilities of the
CSC. Atrainer’s training has also been conducted in preparation for the roll-out of
the system. Trained representatives from CSC regional offices will serve as e-APS
trainers for the regional and field offices once the system is deployed.

The Commission will initially implement e-APS in the Central Office and select
regional offices by the first quarter of 2018. Full roll-out within the Commission is
expected to begin in the second quarter of 2018.

Promoting and
Harnessing Public
Sector Unionism

rograms and policies on public sector unionism form part of the

Commission’s priorities to fulfill its mandate of promoting workplace

harmony and cooperation among state employees. This policy is

anchored on Executive Order No. 180, issued in June 1987, which laid the

ground rules for unionism in the public sector. Essentially, these include
employees’ right to form, join or assist unions, organizations or associations for
purposes of collective negotiation and for mutual aid and protection; fo engage
in peaceful concerted activities; and to participate in policy and decision-making
processes that affect their rights and benefits.

The CSC, through
the Human Resource
Relations Office (HRRO),
evaluates applications
for registration and
accreditation of
employees’ associafions
(EAs) and applications for
registration of collective
negotiation agreements [
(CNAs). It also monitors [Suges
status  of  registered
and accredited EAs and
registered CNAs through
maintenance and updating
of public sector EAs
database.

One of the CSC’s

mandate is to ensure the
development of responsible
public sector unionism and
responsive management.




12

Union registration is the process by which an employees’ association acquires
legal personality so as to be entitled to the rights and privileges under Executive
Order No. 180. Union accreditation, on the other hand, is the act of conferring to a
registered employee association enjoying the majority support of the rank-and-
file employees of the agency the status of being sole and exclusive collective
negotiating agent. Collective Negotiation Agreement (CNA) registration is the
process by which the CSC, after an evaluation and review of the CNA, issues the
corresponding certificate of registration to the accredited EA.

In 2017, 107 unions were registered, 74 were accredited and 173 unions have
successfully forged Collective Negotiation Agreements (CNA) with Management/
Heads and registered their CNAs.

The CSC also promotfes responsible public sector unionism and responsive
management through intensified education and information campaigns. HRRO
conductsorientationprogramsonPublic Sector Unionismand ConflictManagement
to public sectoremployees, uponrequest. Italsorenders conciliationand mediation
services. It acts as the Secretariat of the Public Sector Labor Management Council,
a body composed of the heads of the CSC, Labor and Employment, Justice,
Finance, and Budget departments, which hears and decides on matters relating to
inter and intra-union disputes.

Responsive Human
Resource Governance

he CSC is the primary policy-making body for government agencies. The
Commission continually reviews and updates policies for improved HR
governance. 2017 was no exception as the CSC issued several policies
which not only affect day-to-day operations in government offices
nationwide but also influence the state of the bureaucracy.

Developing Landmark Policies

The CSC launched major policy updates with direct impact on two of its most
basic and significant functions: 1) adjudication of administrative cases, and 2)
appointments processing.

The 2017 Rules on Administrative Cases in the Civil Service (RACCS), an update of
the 2011 version, contains procedural guidelines for the disposition of disciplinary
and non-disciplinary cases. It aims to ensure consistency, predictability, and
stability—values that are integral in upholding the rule of law. It also affords
government workers fair treatment and protects them from being victimized by
political biases, persecution, and personal whims.

Below are some of the highlights of the 2017 RACCS:

«  Options for conducting a preliminary investigation are provided: (a) requiring
the submission of counter affidavit or comment and/or other documents from
the person complained of within five days from receipt of the complaint which
is sufficient in form and substance; (b) ex-parte evaluation of the records; or
(c) conduct of clarificatory meeting with the parties to discuss the merits of the
case.

« Anew provision states that if the CSC places the respondent under preventive
suspension, it shall be executory unless a Temporary Restraining Order is
issued by the Court of Appeals or the Supreme Court.

13
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The 2017 RACCS adopts the Judicial Affidavit Rule, in which a Judicial Affidavit
may be accepted in place of direct testimonies of the witnesses during
hearings. However, the affiant may be subjected to clarificatory questions that
may be asked during the hearing.

A new provision states that the penalty of suspension may be converted
to payment of fine when the respondent has already refired or oftherwise
separated from the government service. In such case, the fine may be sourced
from the accumulated leave credits or whatever benefits the respondent is
supposed fo claim.

+  Anew provision adds the penalty of suspension of one month up to a maximum
period of six months for indirect confempt committed against the Commission,
which may apply even to presidential appointees or elective officials.

The 2017 Omnibus Rules on Appointments and Other Human Resource Actions
(ORAOHRA), on the other hand, updates and consolidates the various issuances
on appointments and other HR actions in order to facilitate action on all kinds of
appointments and fo further simplify its processing.

ORAOHRA amends the Revised Omnibus Rules on Appointments and Ofher
Personnel Actions issued through CSC Memorandum Circular No. 40, s. 1998. It
aims fo minimize, if not eliminate, disapproval or invalidation of appointments by
addressing pressing issues and problems and responding to the changing needs
on policies and procedures on appointments and other human resource actions.

The 2017 ORAOHRA has the following salient features:

«  Serves as a ready guide for the enfire appointment process in the first and
second level including executive/managerial positions;

« Aligns the rules on appointments with the Level 2 standards of the Program to
Institutionalize Meritocracy and Excellence in Human Resource Management
(PRIME-HRM) particularly in the areas of recruitment, selection, and
placement;

+  Empowers and clarifies roles of appointing officers and Human Resource
Management Officers (HRMOs) in the recruitment and selection process ;

«  Profects the interests of the appointees by providing clear guidelines on the
nature and status of appointments and other HR actions such as reappointment
and reassignment; and

+ Renames Promotion and Selection Board (PSB) fo Human Resource Merit
Promotion and Selection Board (HRMPSB) with corresponding shift in role
from assistorial to recommending body for appointment.

Both the 2017 RACCS and ORAOHRA took effect on August 17, 2017.

Employee Protection

Moreover, Joint Circular No. 1, s. 2017 or the Rules and Regulations Governing
Contract of Service and Job Order Workers in Government was issued jointly by
the CSC, Commission on Audit, and Department of Budget and Management on
June 15, 2017.

The said policy aims to proftect Job Order (JO) and Contract of Service (COS)
workers while recognizing the need for government agencies to hire personnel on
femporary basis. It allows the procurement of services of JO and COS workers to
ensure the continuous and efficient delivery of government programs and services,
such as the implementation of projects requiring personnel with skills or expertise
not available in the agency, orimplementation of time-bound projects or tasks that
renders the hiring of permanent employees impractical and more expensive.

The Commission holds a
forum fo clarify provisions
of the 2017 RACCS and
ORAOHRA.

15



CSC Chairperson
Alicia dela Rosa-Bala
leads the forum on
the 2017 RACCS and
ORAOHRA to ensure
uniform interpretation
of the provisions.
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The joint circular limits the engagement of services of JO and COS workers only
for temporary projects or activities. The policy defines Contract of Service as
“the engagement of the services of an individual, private firm, other government
agency, non-governmental agency or international organization as consultant,
learning service provider or technical expert to undertake special project or job
within a specific period.”

On the other hand, Job Order is defined as “piece work (pakyaw) or intermittent
or emergency jobs such as clearing of debris on the roads, canals, waterways,
etc. after natural/man-made disasters/occurrences and other manual/trades and
crafts services such as carpentry, plumbing, electrical and the like. These jobs are
of short duration and for a specific piece of work.”

Moreover, the joint circular further protects the rights of JO and COS workers
by defining the fair wages that should be paid to said individuals. COS workers
shall be paid the prevailing market rates, while services of JO workers shall be
paid an amount equivalent to the daily wage or salary of comparable positions in
government, plus a premium of up to 20%.

Employee Effectiveness

Toremindcivil servants of theiraccountability fo the people, the Commissionissued
CSC Memorandum Circular (MC) No. 1, s. 2017 that reiterates relevant policies on
observance of the prescribed working hours, as well as the administrative offenses
and corresponding penalties for habitual absenteeism, tardiness in reporting for
duty, and loafing during regular office hours.

It also issued CSC MC No. 13, s. 2017, providing guidelines for the conduct of
mandatory random drug festing among public officials and employees. The policy’s
objective is to prevent the hazards of drug use in the workplace and to assure the
public of effective and efficient service.

The guidelines direct government agencies to conduct periodic drug testing in an
interval not exceeding two (2) years. Those found positive for drug use shall be
subjected to treatment and rehabilitation, the extent of which depends on whether
the drug user would be classified as Experimenter, Occasional User, or Chronic
User/Drug Dependent.

Aside from prescribing freatment, the policy expanded the list of grounds for
administrative liability to include refusal to undergo drug testing, refusal to undergo
freatment, and failure to complete the intervention program.

Qualificationsinthe Civil Service
A number of issuances related o appointments were infroduced in 2017.

To conform with the provisions of Republic Act No. 9258 or the Guidance and
CounselingActof 2004, CSCMCNo. 2, s. 2017 amended the education requirement
of a number of Guidance Counselor positions, which now prescribes a Master’s
degree in Guidance and Counseling. It also upgraded the fraining requirement for
Guidance Services Specialist V.

With the passage of Republic Act No. 10587 or the Environmental Planning Act
of 2013, the CSC amended through CSC MC No. 10, s. 2017 the Qualification
Standards for Head Local Development Planning Coordinator positions in the local
government units to align with the objectives of the law in professionalizing the
environmental planning profession.

17
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Moreover, the Commission revised the Qualification Standards of Radiologic
Technologist positions through CSC MC No. 35, s. 2017 to complement the re-
allocation or upgrading of the salary grade levels of said positions. This was done in
cognizance of the technological, professional, and organizational developments in
the field of radiology, and to maintain parity within the ranks of health professionals.
CSC MC No. 25, s. 2017 was issued fo address the dearth of candidates with
Master's degree for appointment to Instructor and Assistant Professor positions
in state and local colleges and universities, allowing the issuance of femporary
appointment when there is no available qualified faculty in the region, place, or
locality; and permanent appointment (provided other qualifications are met) when
there is no Master’s degree program in the discipline being offered in the country.

Promoting Transparency
Partofapublicservant’sdutiesisthedisclosure of personal andfinancial information
through the complete and tfimely submission of relevant forms.

The CSC revised the Personal Data Sheet (CS Form No. 212) through CSC MC No.
11, s. 2017, which conforms with the requirements on appointments and capfures
relevant information regarding citizenship. Submission of a Work Experience
Sheet is now required to aid CSC Regional and Field Offices in the evaluation of
appointments.

Inputsto Legislation

The CSC was involved in the deliberations of legislations relative to civil service and
the bureaucracy in general. The CSC participated in the study of the following bills
to ensure that these are responsive to the demands of public service:

1. International Labor Organization (ILO) Convention 151: Convention on
the Protection of the Right to Organize and Procedures for Determining
Conditions of Employment in the Public Service

The CSC supportedthe Senate Resolutiononthe Ratification of the International
Labor Relations Convention No. 151 promulgated by the Senate Committee on
Foreign Relations, through Senate Resolufion No. 454. It concurred with and
approved without amendment the Instrument for Ratification of ILO Convention
No. 1571 on August 14, 2017. The Senate concurrence o the Rafification was
transmitted to Malacanang on August 29, 2017.

Expanded Anti-Red Tape Law/Ease of Doing Business Bill

The bill aims to facilitate government transactions, including those relative
to establishment of businesses. It covers NGAs, LGUs and other government
instrumentalities involved in the issuance of licenses, permits, and clearances
as well as all other government services. Transaction time was shortened from
five to three working days for simple, and from 10 fo seven days for complex
transactions. Agencies shall likewise implement a Zero Contact Policy where
no government officer or employee shall have any contact, in any manner, with
any client concerning an application or request.

Rightsizing of the National Government

House Bill No. 5707 entitled, “An Act Rightsizing the National Government
to Improve Public Service Delivery,” seeks to right-size the organizational
structures of the government, covering all national government agencies,
including departments, bureaus, offices, commissions, boards, councils,
and all other entities attached to or under their administrative supervision, fo
simplify systems and processes, and to attain expediency in frontline services.
The House Version was approved on third reading on July 26, 2017 and was
transmitted to the Senate on July 31, 2017.

Salary Standardization Bill

The Salary Standardization Bill, through SBN 1557 and HBN 11, is a legislative
measure which seeks to modify the compensation and position classification
system of civilian government personnel and the base pay schedule for military
and uniformed personnel.

The bill aims to legislate the executive order issued by President Benigno
Aguino in 2016. It proposes a compensation adjustment strategy that will
increase compensation as well as benefits of civil servants.

The CSC participated in the deliberations for another round of a proposed
legislation on Salary Standardization. The CSC did not have any objections on
the proposed bill.

The proposals are currently pending in the Committee Level of both Houses.
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Philippines-Australia Human Resource and
Organisational Development Facility Director
Milalin S. Javellana acts as a resource person
during the cascading of the Enhanced PRIME
HRM, the result of the review conducted assessing
the phases of the implementation of the program.

Batch 1-Luzon Cluster

Civil Service Commission-Central Office|
CSC Resource Center

December 1-2, 2018

Empowered Public Sector HR

As one of the priority programs of the Civil Service Commission (CSC), the Program
to Institutionalize Meritocracy and Excellence in Human Resource Management or
PRIME-HRM supports the institution’s goal to be globally recognized as a center of
excellence in HR and OD. PRIME-HRM is CSC'’s strategy to develop and empower
agencies in the Philippine government. It is a program that assesses the HRM
practices, systems, and capabilities of government agencies as well as enfails
greater engagement not just of the HR officer but also of the officials and the rank -
and-file employees of the agency. PRIME-HRM aims to elevate public sector
HR management to a level of excellence through the process of assessment,
assistance, and recognition—summarized as assess, assist, award.

Strategy Review

In 2012, the CSC adopted PRIME-HRM, which integrated and enhanced
the CSC Agency Accreditation Program (CSCAAP) launched in 1991 and
the Personnel Management Assessment and Assistance Program (PMAAP)
launched in 2004. Both programs aimed to review, inspect, and audit the
HR actions of government agencies. PRIME-HRM focuses on agencies’ HR
maturity levels in the areas of Recruitment, Selection, and Placement (RSP);
Performance Management System (PM), Learning and Development (L&D);
and Rewards and Recognition (R&R). The CSC’s Human Resource Policies and
Standards Office (HRPSO) takes the lead in PRIME-HRM implementation.

Since 2012, PRIME-HRM has undergone a series of developments to address
emerging issues and evolving needs of HR managers and organizations.
This prompted the enhancements of the PRIME-HRM guidelines in 2014,
specifically the defermination of the HR systems maturity levels; the adoption
of international standards on good people management; and the mechanics
and assessment fools, among others.

The program went through another series of enhancements in 2016, adjusting
the maturity indicators for Level 2 from mere compliance with Civil Service
Law and rules to agency customization of HR policies and standards. These
enhancements were cascaded to the bureaucracy through CSC Memorandum
Circular No. 24, s. 2016.

Cascading of Enhanced Tools

The issuance of CSC MC No. 24, s. 2016 prompted preparatory activities fo
ensure readiness of the agencies for the enhanced PRIME-HRM standards.
The preparatory activities involved, among others, the cascading of the
enhanced indicators fo CSC Regional Offices and the conduct of agency
self-assessment fo defermine strengths and weaknesses in the HR systems,
competencies, and practices from where the Commission will base its
assistance and recognifion. The cascading sessions were done from June 5,
2017 until August 25, 2017. The PRIME-HRM Automated System was also
rolled out during these sessions.

The first session focused on empowering the Policies and Systems Evaluation
Division (PSED) of each CSC Regional Office because of its direct involvement
in the implementation of PRIME-HRM.

From July 10, 2017 to August 25, 2017, the cascading sessions were held in six
(6) batches:
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Batch1 - CSCRO VI (for Visayas Cluster) Implementationin 2017

Batch2 - CSC CAR (for Luzon Cluster) In 2017, the CSC determined its targets as to the number of agencies to be
Batch3 - CSCRO Xl (for Mindanao Cluster) assessed, assisted, and awarded, depending on their status and according fo

Batch4 - CSCNCR (for NCRonly) the enhanced indicators introduced in 2016.

Batch5 - CSCRO IV (RO Il and RO V)
Batch6 - CSCROV (for ROV only) The Commission, through CSC Resolution No. 170057 dated January 26,
2017, approved the extension of the accreditation status of revalidated and
\ 4 The participation of CSC’s Regional Directors, Assistant Regional Directors, Field accredited agencies until December 31, 2017. The extension of deadline
\\ y Directors, PSED Chiefs, and IT staff were crucial in reviewing and calibrating the allows agencies to meet the enhanced Maturity Level 2 Indicators to retain
\ / enhanced indicators, as well as in identifying and clarifying issues and concerns. A their Level 2 Accredited Status.

uniform interpretation of the enhanced indicators was also established during the
sessions to ensure that PRIME-HRM is implemented efficiently across all agencies

nafionwide. Table 1: Number of agencies assessed under PRIME -HRM, 2017

The CSC held a facilitator’s training to further help CSC ROs in rolling out PRIME-
HRM. The four HRM core systems were discussed to develop CSC ROs’ skills in
conducting the three-pronged process of PRIME-HRM.

1 26 13 39
2 27 6 33
3 96 6 102
4 33 8 41
5 13 7 20
6 119 10 129
7 74 5 79
8 15 6 21
9 39 2 41
10 27 4 31
11 60 18 78
12 9 23 32
CAR 0 2 2
Caraga 89 5 94
ARMM 11 6 17
NCR 59 20 79
— TOTAL 697 141 838

CSC Chairperson Alicia d/a Ros -Bala I e roll out of the enhanced PRIME HRM to empower those in-charge of source: Human Resource Policies and Standards Office (HRPSO)

implementing the program.
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Assess

The assessment phase involves looking at a fargeted agency’s HRM systems
against PRIME-HRM maturity level indicators and standards for RSP, PM,
L&D, and R&R. On-site assessment covers the three (3) lenses: System,
Practice, Competencies, while self-assessment only covers System and
Competencies. An agency that has undergone self-assessment and met a
certain Maturity Level may be recommended for on-site assessment by CSC
FOs for validation.

Agency assessment was not targeted for 2017. However, with the adoption
of the enhanced indicators, it became imperative to conduct the supervised
agency self-assessment so that agencies could adjust their Action Plans
accordingly.

As of December 31, 2017, a fotal of 838 agencies were subjected to the
assessment using the enhanced indicators. Of this number, 697 agencies
undertook self-assessment and 141 were subjected fo on-site assessment.
From the 141 agencies subjected to on-site assessment, 86 agencies were
alsoreported as having been subjected to the self-assessment. Refer to Table
1for the details.

Assist

Office Memorandum No. 35, s. 2015 defines assistance as the component
of PRIME-HRM that is undertaken based on the results of the assessment
conducted. Under this component, CSC Field Directors provide assistance
to HRMOs in the identification of their respective agencies’ strengths and
weaknesses. They also assist HRMOs in the preparation of their Action Plan
upon which the Assist Plan will be based.

The number of agencies that were prioritized for assistance in 2017 is 367.
These are the revalidated or accredited agencies with recognition in at least
one (1) core HRM system with On-Track Action Plan.

As of December 31, 2017, a total of 212 agencies have been fully assisted and
428 agencies were partially assisted.

While the revalidated and accredited agencies with recognition are the
priority for assistance, CSC Regional Offices (CSC ROs) also identified some
regulated/revoked agencies for assistance that have already beenrecognized.

Table 2 reflects the two condifions from which the accomplishments are
based: those with fully accomplished Action Plans and those with partially
accomplished Action Plans.

Table 2: Number of agencies assisted under PRIME -HRM, 2017

1
2 9 21 30 25
3 24 78 102 29
4 33 24 57 33
5 5 15 20 24
6 26 18 44 43
7 8 18 26 16
8 4 31 35 17
9 2 32 34 12
10 4 7 16
11 7 13 22
12 10 16 26 13
CAR 3 45 48 9
Caraga 1 48 49 18
ARMM 3 0 3 5
NCR 61 44 105 42
TOTAL 212 428 640 367

source: HRPSO

Agencies with partially accomplished Action Plans are those that were able
to complete an Action Plan for only one or two HRM system, despite being
targeted for assistance for all four HRM systems.

These partially assisted agencies may be given priority for full assistance in
2018.

Award

The PRIME-HRM Award Structure has two levels: recognition and award.
Recognition is given to agencies meeting certain maturity level in at least one
(1) core HRM. The basis for recognition is the self-assessment results. Award,
on the other hand, is given to agencies which meet certain maturity level in all
the four core HRM systems and pass the on-site assessment.
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In 2017, a total of 79 agencies were given recognition, mostly under RSP and
PM with 44 agencies each, and in R&R with 43 agencies. Under L&D, only 29
agencies were given recognition.

Refer to Table 3 on the next page for the number of agencies compliant with
PRIME-HRM Level 2 Maturity Level Indicators.

As of December 31, 2017, a total of 49 agencies were found to be compliant
with the Level 2 Maturity Indicators of the four core HRM systems and will be
conferred the PRIME-HRM Bronze Award.

Inthe Pipeline

In addition to the 46 agencies which were placed on status quo, the
Commission likewise reconsidered the revocation of the accreditation of those
agencies falling under the following circumstances:

1. Agencies subjected to on-site assessment but not recommended for
PRIME-HRM Bronze Award; and

2. Agencies not subjected to on-site assessment but with On-Track Action
Plan and Assist Plan.

Agencies falling under the first circumstance will be provided with further
assistance by the CSC ROs within the first semester of 2018, while those falling
under the second circumstance will be subjected to on-site assessment within
one year.

Strategic Performance Management

The Commission made headway in strengthening, harmonizing, and integrating
performance and accountability systems in the public sector toward horizontal
integration of process. With the inspiration and leadership that emanates from no
less than the highest official in government down to all key government offices
and officials, common goals have united the public sector fo move tfoward the right
direction.

When the CSC rolled out the SPMS in 2012, it had integration in mind. HR should
not be isolated in agency strategy; individuals and units inside an organization
should not be working apart from each other. Each should be contributing directly
to organizational goals.

Because the SPMS clearly links individual performance to organizational
performance, each employee knows his or her place in an organization, as well

Table 3: Number of agencies awarded under PRIME -HRM, 2017

1 3 4

2 2 3

3 3 3

4 3 3

5 3 2

6 5 4

7 3 2

8 3 2

9 2 1

10 2 2

11 2 2

12 4 1

CAR 1 1

Caraga 1 2

ARMM 1 1

NCR 11 4
TOTAL 49 37

source: HRPSO

as the direction to take to be able to contribute to organization-wide goals. SPMS
also links performance ratings to performance bonus. This objective approach to
rewards and incentives further motivated employees to perform well. When they
do, they hit two targets: to push their organization forward and to aim for the level
of recognition that they want.

Five years later, there is almost 100% compliance to SPMS. Year 2017 ended
with 2,570 having an approved SPMS, or 99.76% of the fotal 2,576 agencies. As
of December 2017, 2,543 of these agencies (or 98.95%) already have functional
SPMS.
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This means individual and organizational performance across agencies is being
measured according to SPMS principles and indicators. More importantly, the
SPMS complements the currentadministration’s thrust, articulated in the Philippine
Development Plan and Ambisyon 2040. SPMS helped government agencies link
their organizational goals to societal outcomes. From individual performance to
societal goals, the SPMS has been a helpful performance management tool to
complement the shift foward strategic HR.

Graph 4: Number/percentage of agencies with functional
Strategic Performance Management System (SPMS), 2017

98.95% Accomplishment

e 2543

Approved as of 2017 Functional as of December 2017
source: HRPSO
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Honor Awards Program:

Excellence Recognized is Excellence Nurtured

As the central human resource institution and adviser to the President on HR
management, the CSC develops measures to advance accountability, competence
and infegrity in the bureaucracy. Through the Honor Awards Program (HAP), the
Commission seeks fo instill a culture of excellence by recognizing and rewarding
dedicated public service exemplars for outstanding performance, contribution and
achievements and for consistent display of exemplary ethical behavior.

“I'd like fo congratulate all of you and everybody here Filipinos, men and women
of goodwill. And who love their country... You are brilliant and innovative. They call
it inventions before but innovations now, whatever it is. We have it in this country.”

The 2017 Presidential Lingkod Bayan awardees pose with President Rodrigo Roa Duterte, CSC Chairperson Alicia dela Rosa-
Bala, and CSC Commissioner Robert S. Martinez (1st row, middle), and committee members Jarius Bondoc and Deborah Sy
(rightmost). Awardees: Joel M. Alcaraz, Professor V, Isabela State University, Isabela; Rose Mary G. Aquino, Agricultural
Center Chief 11, Department of Agriculture Regional Office |, Isabela; Jeovanne M. Cagoscos, Teacher |, Colonel Antonio C.
Lanzar Elementary School, Department of Education-Division of Davao del Sur; Neri O. Camitan, Senior Research Specialist,
National Food Authority, Quezon City; Lucia L. Lastimoza, Professor |l, West Visayas State University, lloilo City; Westly R.
Rosario, Agricultural Center Chief |V, Bureau of Fisheries and Aquatic Resources, Pangasinan; Erlinda A. Vasquez, Professor
VI, Visayas State University, Leyte; Adornado C. Vergara, Assistant Professor I, Nueva Vizcaya State University, Nueva
Vizcaya; and Mango Weevil Research Team, Philippine Nuclear Research Institute, Department of Science and Technology,
and Department of Agriculture Regions IV A-CALABARZON and |V B-MIMAROPA. Not in photo: Allan L. Rellon, Mayor, Tagum
City, Davao del Norte (approved as Presidential Lingkod Bayanawardee on September 20, 2017).

Inhisspeechduringtheawardsritesof the 2017 Search for Outstanding Government
Workers, President Rodrigo Roa Duterte acknowledged the excellence of men and
women who dedicafted themselves to public service.

In 2017, 31 winners composed of 27 individuals and four groups, were selected
as the bureaucracy’s best by the 2017 Committee on Awards. There were nine
individuals and two groups for the Presidential Lingkod Bayan, ten recipients of
the Outstanding Public Officials and Employees or the Dangal ng Bayanaward, and
nine individual and two groups for the Civil Service Commission Pagasa Awards.

One awardee of the Presidential Lingkod Bayan Award, a public school teacher
shared his talent for constfruction work by building a classroom, a concrete
footbridge leading to the school and a hand washing facility to address the
accessibility, security and sanitation problems which have long hounded the
learning center. These contributions made him deserving of the highest honor a
government worker can receive in his/her lifetime. This is the inspiring story of
Teacher | Jeovanne M. Cagoscos from Col. Antonio C. Lanzar Elementary School in
Digos City, Davao del Sur.

A CSC Pagasa recipient for the group category of the group initiated the
development of jackfruit or langka as a high-value food product in Eastern Visayas.
Through research and development services, technology transfer, and agricultural
training, the Men and Women of the Visayas Consortium for Agriculture, Aquatic,
and Resources Program (VICAARP) provided sustainable livelihood to farmers in
the region.

A local health worker was awarded
the Dangal ng Bayan Award for
providing 24/7 services to lower
mosquito-borne diseases in his
city and ultimately achieve zero
deaths through a holistic strategy
of information dissemination, area
surveillance, social mobilization
and citizen empowerment. Nurse
1 Daniel SP. Garcia Il of the City
Epidemiology and  Surveillance
Unit help Antipolo City decrease
dengue cases and record only
one laboratory confirmed case of
measles and three Rubella incidents
in early 2017.

\A 4

Department of Education-
Division of Davao del Sur
Teacher | Jeovanne M.
Cagoscos (rightmost)
proudly receives his
Presidential Lingkod Bayan
plaque.




Team Leader Othello B. Capuno (3rd
from R) receives the CSC Pagasa
plaque and cash prize on behalf of his
team, the Men and Women of Visayas
Consortium for Agriculture, Aquatic
and Resources Program (VICAARP) of
the Visayas State University, Leyfte.

The 2017 Outstanding Public Officials and Employees or Dangal ng Bayan awardees with President Rodrigo Roa Duterte, CSC
Chairperson Alicia dela Rosa-Bala, and CSC Commissioner Robert S. Martinez (1st row, middle). Awardees: Gina G. Acuzar,
Special Education Teacher |, Sogod Central School, Department of Education - Division of Southern Leyte; Maria Corazon
A. De Ungria, University Researcher V (Scientist I1), University of the Philippines, Quezon City, Daniel SP. Garcia lll, Nurse |,
City Government of Antipolo, Antipolo City; Ryan A. Homan, Teacher |, San Jose Elementary School, Department of Education,
Division of Sorsogon; Maide O. Jader, City Civil Registrar, City Government of Tayabas, Quezon; Rex Archangel S. Lamprea, Chief
of Hospital I, Lambayong District Hospital, Provincial Government of Sultan Kudarat; Juanito Pio L. Lledo, Provincial Veterinarian,
Provincial Government of Palawan; Ronelie C. Salvador, Professor |V, University of Eastern Philippines, Northern Samar;
Margarita M. Silang, Teacher |, Casillon Elementary School, Department of Education - Division of Oriental Mindoro, William A.
Tarampi, Master Teacher |, Benigno V. Aldana National High School, Department of Education - Division of Pangasinan.
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Award Overview
For 2017, the HAP Secretariat received 171 nominations, selected as regional
winners, which vied for the national awards.

CSC Regional Office No. 1 had the most number of nominations with seven
confendersinthe DangalngBayancategory, seven (7) nomineesforthe Presidential
Lingkod Bayanand 13 CSC Pagasa hopefuls or a total of 27. CSC Regional Offices
3 and 11 followed suit, both with 17 nominations followed by CSC National Capital
Region with 13 nominations.

Majority of the nominees were second level employees. Table 4 shows the profile
of nominees based on Position Level.

Table 4. Number of Nominations by Position Level (Individual Category), 2017

First Level 5
Second Level 109

Second Level Non-supervisory
Second Level supervisory

Second Level executive managerial

Third Level 3
Elective 21
Military 3
Group Nominations 30
Total 171

The CSC Regional Offices were tasked to screen the nominations and to select
regional winnerswho will advance to the national level of screening. This procedure
ensured that only the best among the regional nominees will vie for the national
award.

With the growing number of government workers recognized for extraordinary
public service and demonstration of exemplary ethical behavior, the CSC hopes
that they would inspire the 1.7 million others to cross the line from being ordinary
public servants to being servant heroes or lingkod bayani. As a nation that is in
perpetual search for heroes, the awardees of the annual Search for Outstanding
Government Workers are proof that in the civil service’s midst are men and women
who, without fanfare, perform their duties even in most challenging circumstances.

\ 4 Q E
\\/,/
\
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The PLBi is sustained fhrough
the proceeds of the annual fun
run held during the month-long
celebration of the anniversary of
the Philippine Civil Service. The
CSC has granted more than

P10 million in financial ~* *
assiéfance to the families of PLBi
beneficiaries since 20171.

Pamanang Lingkod Bayani

An unidentified gunman shot dead Jennifer Onas, Administrative Officer Il of the
Commission on Higher Education while she was walking toward her office inside
the government regional center in Koronadal in March 2017.

Initial police investigation reported that Onas had just arrived from General Santos
City at about 7:15 a.m. and was seen walking foward the regional center when she
was shot. She sustained one gunshot wound in her back when she was rushed to
Allah Valley Medical Specialist Hospital where she expired about an hour lafer.
Police reports ruled that the crime was work-related.

Onas is just one of the 21 recipients of the Pamanang Lingkod Bayani (PLBi) which
has been in place since 2008. PLBi was established in response to the need fo
give due recognition to public servants who were killed in the line of duty or those
who died while in the performance or the pursuit of their respective duties. It has
two programs, the Pamanang Lingkod Bayan Iskolarsyip and Pondong Pamanang
Lingkod Bayan.

The CSC started the Pamanang Lingkod Bayan Iskolarsyip in 2008 via CSC
Resolution No. 081602, a privilege that grants free tuition and discounted school
fees to three (3) immediate family members of the PLBi beneficiary in any of
the 110-member instifutions of the Philippine Association of State Universities
and Colleges (PASUC). The Scholarship Program was implemented through a
Memorandum of Agreement signed on August 8, 2008 by the CSC and PASUC. The
said family members may be granted either a baccalaureate, masters or doctorate
scholarship.

Meanwhile, the Pondong Pamanang Lingkod Bayan is an endowment fund for
government workers who died or are killed in the performance or pursuit of his/her
duties and responsibilities. The bereaved family of the deceased is granted a one-
time financial assistance amounting to P100,000.00.

For the period January 2017 —January 2018 there were twenty (20) deserving
government workers recognized under PLBi with financial assistance amounting
to P2 million.
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A team from the Office for Legal Affairs at the CSC’s Hearing Room. CSC fulfills its mandate of hearing and deciding
administrative cases instituted by or brought before it directly or on appeal, including appointments protests, and reviews
decisions and action of offices and of the agencies attached to it.

—fficient and Effective
Dispensation of
Administrative Justice

n line with its quasi-judicial authority, the CSC ensured the fimely resolution
of both disciplinary and non-disciplinary cases brought before it, as well as
undertook a number of initiatives fo ensure judicious processes.

Administrative Case Disposition

Overall case disposition rate for 2017 was 84.02% or 10,871 cases resolved out of
12,938 cases ripe for resolution. Nine CSC ROs, namely CSCROs I, 11, IV, VII, VIII,
X, X, Caraga, and CAR were able to achieve a 100% resolution rate.

Graph 5: Cases Disposition Rate, 2017
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source: Office for Legal Affairs (OLA)
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Table 5: Case Output, Central and Regional Offices, 2017

The Commission has made an unprecedented move to shorten the resolution fime
for administrative cases, from 60 days as prescribed by the 1987 Constitution,
down to 40 days without sacrificing the quality of its decisions.

In terms of administrative cases (disciplinary and non-disciplinary) resolved within
40 days from the fime the case is ripe for resolufion, the Commission saw 6,888
cases decided outf of 8,941 cases ripe for resolufion or a 77.04% achievement. Five
CSCROs, namely CSCROs I, IX, X, XIl, and CAR, recorded a 100% resolution ratfe.

Graph 6: Administrative Cases Decided Within 40 days, 2017
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Accomplishment
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No. of Cases Ripe for Resolutfion I No. of Cases Decided within 40 days

*Number of cases shown cover disciplinary and non-disciplinary cases decided within 40 days from
the fime the cases become ripe for resolutions.

source: OLA

Regional
Offices

1,135 4,377 7,039 1,314 5,725 78.31

CSC Cenfral
Office

360 1,016 1,902 579 1,323 72.34

TOTAL

1,495 5,393 8,941 1,893 7,048 77.04

source: OLA

As a quality measure, the CSC also monitored how many of its decisions and
rulings appealed to the higher courts were overturned. In 2017, only 11 out of 585
appealed CSC decisions and rulings were overturned or 1.88%.

Graph7: Percentage of appealed decisions and rulings that are overturned, 2017
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source: OLA

Assistance for Online Clients

The CSC launched in 2017 the Online Information and Legal Assistance Forum,
an online facility that aims fo give citizens a more accessible and cost-effective
means to seek advice or clarifications on legal mattfers.

Concerns regarding the process of handling administrative disciplinary cases,
invalidation or disapproval of appointments, personnel actions, and other civil
service policies are entertained in the forum. Through this project, the CSC hopes
fo increase understanding of civil service rules as well as to reduce phone-in and
walk-in queries.

To use the forum, users must go to www.csc.gov.ph/forum, create an account and
login sothey can post their queries and comments or join a conversation pertfaining
to their topic of interest. Action officers from the CSC’s Office for Legal Affairs
are at the other end to answer questions or give advice. For immediate access to
information, Frequently Asked Questions (FAQs) are also available in the online
forum.

From May 2017 to January 3, 2018, the forum has answered 316 out of 326 received
queries, translating fo a 96.93% response rate.
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Electronic Filing of Pleadings

To ensure speedy disposition of cases, the Commission issued rules for the
electronic filing of pleadings, which was piloted in the Central Office particularly
for pleadings filed before the Commission through its Office for Legal Affairs. The
use of tfechnology would benefit parties to a case given the more cost-effective
and faster process.

Pleadings not required by law or by the rules of court to be under oath — such as
reply, rejoinder, motion to change venue, motion for reconsideration, motion for
execution, and motions filed after an initiatory pleading, except motion to dismiss
— may be filed through electronic mail.

The electronic filing of pleading shall be accepted under the following conditions:
(1) that the email addresses of the parties including the counsel have been entered
in the records of the case or proceeding prior to the filing of the pleading; and (2)
that the pleading shall be filed in portable document format (PDF) which shall
show the signature of the party and proof of service to the other party.

Improved Customer
Management

epublic Act No. 9485 or the Anti-Red Tape Act (ARTA) of 2007 aims to
promote efficiency and transparency in government with regard to the
manner of fransacting with the public. The passage of ARTA provided the
impetus for the Civil Service Commission (CSC) to enjoin government
agencies fo come up with ways to ensure its effective implementation.

The CSC implements the Integrated Anti-Red Tape Act (IARTA) Program to ensure
compliance of different government service offices with the provisions of ARTA
especially in terms of measuring the quality of frontline government services.

This integration of the various programs under ARTA connected the various
components composed of client experience, feedback, improve and reward.
The Citizen’s Charter serves as the public’'s guide on particular services offered
by government offices. The Contact Center ng Bayan or CCB which was tapped
to handle the Citizens’ Complaints Hotline 8888 also known as the President’s
Hoftline, became the “go to” means through which the public can report day-to-day
concerns such as delays in the release of pension, laborious processes in renewing
licenses, presence of fixers, discourteous sfaff and lengthy procedures. The
conduct of the ARTA RCS maximizes participation by collecting citizen feedback
and franslating these into information useful for the improvement of services of
government agencies.

Report Card Survey

For 2017, the ARTA RCS focused on agencies contributing fo ease of doing
business as well as service offices of the Department of Social Welfare and
Development, Department of Health hospitals, Government Service Insurance
System, and local government unifs. A total of 583 frontline service offices
were subjected to the ARTA-RCS from April fo December 2017. Of the agencies
subjected to ARTA-RCS, 476 (81.65%) service offices passed the survey while 92
(15.78%) offices failed and; 15 (2.57%) offices have zero respondents. Out of those
which passed, majority or 328 (68.91%) service offices got the Good rating while

\A 4
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84 offices (17.65%) goft the rating of Acceptable; 61(12.81%) offices were rated
Excellent; and three offices (.63%) rated Outstanding.

The fable below displays the Report Card Survey results per sector:

Table 6: Report Card Survey Results per Sector, 2017

Hotline 8888 is much more than the 2.2 million dials made, the 213,142 calls
handled, and hundreds of success stories shared—the information generated
from the transactions has provided CSC with empirical basis in evaluating the
performance of government agencies - the quality of service they render and their
responsiveness fo the people’s needs.

For instance, among the ARTA-related concerns received by the facility, the top
issues reported to Hofline 8888 were: Slow Process, 15,446 reports (57.48%);
Unclear Procedure/s, 2,197 (8.18%); Unattended Hotline Number, 2,027 (7.54%);
Discourtesy, 1,460 (5.44%); and Failure to Act on Request, 1,343 (5%).

I | Non 210 0 177 60 71 14

y
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Government
Agency

Government
Owned and
Controlled
Corporations

39

2 129 17 12 1

Table7: ARTA-related Concerns Received by Hotline 8888, 2016-2017

Local
Government
Unit

Total

258

3 328 84 92 15

Citizen’s Satisfaction Center Seal of Excellence

The service offices that garnered an Excellent rating in the RCS are considered
candidates for the Citizen’s Satisfaction Center — Seal of Excellence Award (CSC-
SEA). CSC Resolution No. 1600387 promulgated on April 13, 2016 provides the
CSC-SEA Validation Guidelines which was adopted for the validation of 2015
candidate offices and onwards.

Out of the 583 service offices that were surveyed in 2017, sixty one (61) SOs
obtained Excellent rating in the RCS. Out of the 61 SOs which obtained an Excellent
rating, fifty seven (57) SOs were automatically considered as CSC-SEA candidate
offices. Four (4) SOs with less than 20 respondents were not recommended as
CSC-SEA candidate offices.

CCB/8888Data and Success Stories/Resolution Rate
Hotline 8888 has done more than provide citizens a direct line to the President, it
helped in regaining the citizenry’s trust in the government.

Slow Process 15,446 57.48%
Unclear Procedure/s 2,197 8.18%
Unattended Hotline Number 2,027 7.54%
Discourtesy 1,460 5.43%
Failure to Act on Request 1,343 5.00%
Failure fo Attend to Clients during Office Hours 792 2.95%
Poor Facility 627 2.33%
Extortion 576 2.14%
Fixing Activities 504 1.88%
Imposition of Additional Cost 371 1.38%
Imposition of Additional Requirements 332 1.24%
Non Issuance of Official Receipt 324 1.21%
No Noon Break 309 1.15%
No response to letter 185 0.69%
Non observance of queuing systems 140 0.52%
Appreciation for Quality Service 131 0.49%
No Special Lane for SC, PW, PWD 77 0.29%
No Citizens Charter 19 0.07%
Absence of Easy to Read Identification of Frontliner 9 0.03%
Bribery 3 0.01%

TOTAL 26,872 100.00%
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' The Social Security System was the most reported agency in 2016 in terms of red Table 9: LGUs with Most Number of Tickets Resolved, 2016-2017

tape. It also recorded the lowest response rate. But instead of being dejected,
the leadership of SSS took this as a challenge. The data obtained from Hotline _
8888 served as their take-off points in studying their processes and systems, and

correlate these with measures to mitigate graft and corruption in the SSS frontlines. 1 Cebu City 88 85 96.59%
2 Pasay 70 67 95.71%
3 Taguig 61 54 88.52%
Table 8: Agencies with Most Number of Tickets Resolved, 2017 4 Makati 75 59 78 67%
1 Government Service Insurance System 616 593 96.27%

/ 2 Social Security System 5172 4,969 96.08% Overall, Hotline 8888 recorded a 93.80% resolution rate with 36,484 out of \
« / 3 Home Development Mutual Fund 1,730 1,531 88.50% 38,897 complex tickets provided with concrete and specific action by the agency W
h 4 , 5 S concerned. Among the sectors of government, GOCCs posted a 97.26% resolution v

4 Department of Foreign Affairs 1,184 986 83.28% rate, acting on 15,183 out of the 15,610 reports followed by NGAs with a 93.93% for
5 Bureau of Internal Revenue 1,163 913 78.50% resolving 14,305 out of the 15,230 complex reports elevated. With the activation of
A — - ; Hoftline 888 facility at the Office of the President on November 4, 2017, the CSC’s
6 Philippine Statistics Authority 340 258 75.88% Contact Center ng Bayan returned to its normal operations.
7 Department of Education 301 228 75.75%
8 Nafional Bureau of Investigation 320 227 70.94% Table 10: Resolution Rate by Government Sector, 2016-2017
9 Commission on Elections 285 198 69.47%
10 Land Transportation Office 2,079 1,424 68.497%
Government-Owned Controlled Corporation (GOCC) 15,610 15,183 97.26%
National Government Agency (NGA) 15,230 14,305 93.93%
The transformation happened not only in national government agencies but local Local Government Unit (LGU) 6,842 5,983 87.45%
government units as well. Cebu City led local government units (LGUs) as the most Constitutional Commissions 580 491 84.66%
responsive, acting on 96.59% of reports brought to its attention. After seeking a . .
meeting with the Hotline 8888 management team to ask for the most complained . Juldl|C|aI Branch 366 315 86.07%
offices and processes LGUs, the city governments of Pasay and Parafiaque made State Universities and Colleges (SUC) 131 101 77.10%
the necessary service improvements, bringing positive results. Ombudsman 101 78 77.23%
Legislative Branch 37 28 75.68%
Total 38,897 36,484 93.80%
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Dekadanaang ARTA

ARTA celebrated a milestone in 2017 as it marked its tenth year of implementation.
The Dekada na ang ARTA Celebration was launched during the June 11-12, 2017
Independence Day Celebration at Rizal Park, Manila as CSC joined 51 government
agencies in showcasing frontline services.

One of the highlights of the celebration is the #MakuhaKaSaARTA Photography
Confest which aimed fo capfure excellent public service and increase cifizen
awareness on the improvements in government fronfline service delivery through
photography. Winners were announced on Sepfember 29, 2017 via the CSC
website, official CSC Facebook page, and the Contact Center ng Bayan (CCB)
website.

In August 2017, CSC Chairperson Bala visited the offices of the Bureau of Internal
Revenue (BIR), Land Transportation Office (LTO), and Land Registration Authority
(LRA). The presentafion of agency performance aims fo show fo the various
agencies their performance and compliance with CSC’s human resource (HR)
programs, data on disciplinary and non-disciplinary cases per agency, including
compliance to R.A. 9485 or ARTA, and Hotline 8888/CCB reports.

For 2017, there were three (3) ARTA Caravans conducted as part of the Dekada
na ang ARTA Celebratfion. The ARTA Caravans served as the information campaign
on ARTA and acts as the venue for different government agencies fo display their
frontline services. The first ARTA Caravan was conducted during the Independence
Day celebration on June 11-12, 2017 at the Rizal Park while the second ARTA
Caravan was conducted during the 5th Public Sector Human Resource Symposium
at the Philippine International Convention Center (PICC), Manilaon July 4-6, 2017
and was parficipated by seven agencies. The third ARTA Caravan was conducted at
Hibiya Park in Tokyo, Japan from September 30 to October 1, 2017.

The ARTA Dekada Celebration culminated with the conduct of “ARTAnized: The
ARTA Dekada Celebratfion” on January 22, 2018. The event served as a celebration
of partnership and thanksgiving in observance of the 10th anniversary of the Anfi-
Red Tape Act (ARTA).

CSC recognized local government units with highest rafings in the ARTA Report
Card Survey from 2010-2016: City of Santiago, Tagum City, Compostela Valley,
Borongan City, Arayat, Iriga City, Mamasapano, Maguindanao, Dolores, Talipao,
Jolo, Sulu, Upi, Maguindanao, and Labo.

The Government Service Insurance System (GSIS), Philippine Health Insurance
Corporation (PHIC), and Landbank of the Philippines (LBP) were recognized

as Frontline Service Champions for the agencies’ exceptional performance in
complying with the ARTA provisions which enabled them fo deliver excellent
frontline service. These agencies were also conferred the Seal of Excellence
Award Hall of Famers for earning the most number of Seal of Excellence Awards
from 2010- 2016. PHIC received a fotal of 67 Seals of Excellence, GSIS earned 53
Seals, and LBP, 24 Seals.

Heads of agencies, ARTA partners, and CSC officials and focal persons signed a
pledge to sustain government offices’ efforts and commitment to the public the
“ARTA” way.

Way Forward: Strengthening ARTA Implementation

Identified as a key to promote ease of doing business, ARTA initiatives must be
supported by citizens through the program’s various compenents the Citizen’s
Charter, RCS, CCB, Service Delivery Excellence Initiative and the Citizen’s
Satisfaction Center Seal of Excellence.

In a study, “Enhancing the Anti-Red Tape Act Report Card Survey” commissioned
by USAID-Integrity for Investments Initiative (i3), behavioral changes were
observed in service delivery because knowledge of the transacting public on
ARTA make service providers do their best in following the Citizen’s charter.
Furthermore, components of the iIARTA Program, the Report Card Survey (ARTA-
RCS) and the Contact Center ng Bayan (CCB) were cited for being effective tools
in urging government offices to regularly undertake time and motion studies,
undergo evaluation and improvement of their fransaction systems, and re-
engineer the same if deemed necessary fo reduce processing fime. The Social
Security System (SSS), for instance, have included ARTA metrics in their infernal
performance management systems, which in turn have become the basis for the
grant of incentives.

Violations of the provisions of Republic Act No. 9485 have been integrated in the
2017 Rules on Administrative Cases in the Civil Service or the 2017 RACCS which
was absent before.

Fixing and/or collusion with fixers in consideration of economic and/or other gain
or advantage is categorized as a grave offense is now penalized by dismissal and
perpetual disqualification from public service.

On the other hand, light offenses are punishable by thirty (30) days suspension
without pay and mandatory attendance in Values Orientation Program for the first
offense; three months suspension without pay for repeaters; and dismissal and
perpetual disqualification from public service for the third violation.
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High-Performing and
Learning Organization

v
A

ne of the Civil Service Commission’s major responsibilities is to build,
develop and maintain a high performing, competent and ethical corps
R— —— s, of civil servants. It sets the course for learning and development in the

CSC Chairperson Alicia dela Rosa-Bala (11th from left), Commissioner Robert S. Martinez (12th from left) and Commissioner Leopoldo Roberto civil service. It reviews and develops human resource policies relating
W. Valderosa Jr. (10th from left) pose with the ARTA RCS Achievers-Borongan, Samar Councilor Aurora Anasarias; Talipao, Sulu MDRRMC Head to learning and development. It crafts, tests, reviews and implements
Alkisar Alih (3rd, 4th from left); Dolores, Abra Municipal Mayor Robert Victor Seares Jr.; Santiago City, Isabela representative; Iriga, Camarines

Sur representative (7th, 8th and 9th from left); Tagum, Davao del Norte City Mayor Allan Rellon; Arayat, Pampanga Municipal Mayor Emmanuel com'pefency— based Tramm.g programs fo.r .The dlf.ferem I.evels of Th.e civil service. ITS
Alejandrino; Labo, Camarines Norte Municipal Mayor Joseph Ascutia (5th, 6th, 7th from right); Upi, Maguindanao Municipal Mayor Ramon Piang Sr. curriculumframework, ca r”eq outbyitsCivil Service Institute, C'O”5|ST3 ofLeadership
(8th from left); Mamasapano, Maguindanao Municipal Mayor Tahirodin Benzar Ampatuan (9th from right); Compostela Valley Senior Board Member Development, HRM Professional Development and Foundation Programs. It also

Arturo Uy (10th from right).

assists agencies in drawing up their own learning and development programs.

2017 was a significant year for the Commission as it confinued to implement
programs aimed at upgrading employee competencies and capacities. The year
was marked by increased number of fraining programs developed and conducted,

increased participation in these training programs and favorable public feedback comiffiigfngf;if
on fraining inifiafives. based L&D interventions
L for all government
CSC Training Programs workers.
In 2017, the CSC, through its regional offices < ‘ :
and CSI, provided a fotal of 1,548 learning - %é

and development trainings, registering a 24%
increase from 1,249 trainings in the previous
year. The number of trained participants grew
t0 68,232 in 2017, exceeding the year's target
number of participants by 47%. Said training
outcome manifests not only the Commission’s
CSC Chairperson Alicia dela Rosa-Bala (3rd from right), Commissioner Robert S. firm resolve in opening up development
Martinez (2nd from right) and Commissioner Leopoldo Roberto W. Valderosa Jr. (4th initiatives but also the increasing importance
from right) pose with Frontline Service Champions and Seal of Excellence Award Hall accorded by government agencies in providing
of Famers—Government Service Insurance System (GSIS) SVP, NCR Operations Nora . o :

Saludares (3rd from left) and VP Corporate Communications Margie Jorillo (2nd from learning opportunifies for their staff

left), Philippine Health Insurance Corporation (PhilHealth) represented by OIC-

VP, Corporate Affair Group Dr. Israel Francis Pargas (right); and Landbank of the

Philippines (LBP) VP, HRM Group Atty. Joselito Vallada (left).

pledge, a commitment fo excellent public service.
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Public Sector HR Symposium

Table 11: Learning and Development Courses Implemented, 2017

CSl Leadership Series

Strategic HR

Mentoring and Coaching for Leaders

Recruitment, Selection and Placement

Leadership and Management Certification Program (CPro)
Training of SMEs

Workplace Learning and Development

Leadership and Management Certification Program (CPro)
Action Learning Coaches Workshop

Strategic Performance Management System

Leadership and Management Certification Program (CPro)
LMDC

Employee Relations Program

Ethical Leadership

Manager’s Role in Capacity Building

Learning and Development Planning

Strategic Performance Management System (SPMS)
for Leaders

Learning Measurement and Evaluation

4Cs of Change Management for Leaders

Program/Course Design and Development

Knowledge Management for Leaders

Program/Course Delivery and Administration

Gender Mainstreaming in HR

Learning Facilitation

Harnessing Talent for High Performance

L el SIS

Supervisory Development Program — ToF

Competency Modelling and Profiling

Strategic Planning Workshop

Competency-based Assessment

Succession Planning for Leaders

Competency-based QS and JD

Diversity and Inclusiveness

Integration of Competencies in the Recruitment and

Promotion System

Thinking Discipline for Leaders

Women in Leadership Development

Mentoring and Coaching

4Cs of Change Management

Career Development and Succession Management

The 7 Habits of Highly Effective Government Leaders
Facilitators Certification Workshop

Competency-based HR

Training of Facilitators (ToF) on PRIME-HRM Seminar
Workshop for Level Il L&D

The 7 Habits of Highly Effective Government Leaders

Facilitators Training on Open Space Technology (OST) _

Gender Sensitivity-Training of Facilitators (GS-ToF)

Training of Facilitators on PRIME-HRM Seminar Workshop for Level [l RSP

PSVP Pamunuan ng Lingkod Bayani

Learning and Development Summit

PSVP Bawat Kawani Lingkod Bayani

HR Symposium and Leadership Series

Aside from providing state workers with a broad menu of
fraining programs, the Commission also offers other learning
opportunifies.

Annual Public Sector HR Symposium

For the past five years, CSC has organized an annual Public
Sector Human Resource Symposium aimed af exposing human
resource management officers (HRMOs) to emerging tfrends and
best practicesin human resource management and organization
development both in the public and private sectors. Initially, the
Public Sector HR Symposium was subsidized by the Philippine
Australia Human Resource and Organization Development
Facility (PAHRODF) but gradually withdrew the subsidy starting
2017 to enable the CSC to fully manage and administer the event
on itfs own. In 2017, participants reached 2,180, representing

different government sectors. Mostly holding human resource |

posts, the bulk of participants came from natfional government
agencies, which constituted 45% of the tofal attendees while
partficipants from local government units (LGUs) accounted

for 24%. There were also registrants from GOCCs, SUCs, and F&

private institutions. It was also the third year that parficipants
from ASEAN Member states attended the event.

With the theme “Shaping Change”, the three-day event was
marked by sessions on shaping change at the personal,
organizatfional and societal levels. The learning intervention
also highlighted concepts, perspectives and insights in
managing change spurred by new directions and influenced by
management approaches.

CSI Leadership Series

The CSI Leadership Series is a quarterly learning and
networking event designed to motivate government executives,
directors and managers to continually enhance their leadership
effectiveness. The Series showcases the emerging trends and
best practices of successful leaders and managers in both the
government and the private sectors. In 2017, a tofal of 881
senior leaders benefitted from the four sessions on Diversity and
Leadership, Visionary Leadership, Leading Smart Organizations
and Innovation Leadership performance. Heads and senior
officials of civil service from ASEAN Member states joined
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Learning and development
program participants
provide CSC with
feedback aimed at
improving the design of its
various offerings.

local leaders in the ASEAN Forum on Innovation
Leadership which synthesized different leadership
styles in the organization to facilitate creative ideas,
outputs, services and solutions.

Accreditation of L&D Institutions

To help CSC address the increasing demand for
training and development programs for government
workers nationwide, the Commission has drawn
up parameters in the Accreditation of Learning and
Development Institutions (ALDI). This accreditation
program extends the capacity of the Commission in

e Va4 providing L&D opportunities.

As of December 2017, there were 12 private L&D institutions accredited by the
Civil Service Institute. These companies have been evaluated with respect to
their legitimacy and compliance with legal and regulatory requirements, financial
stability and viability, reputation and experience, and ethical and professional
practice. CSI also conducfted ocular inspection and assessment of sample
program, course or service. Having met the said requirements, these institutions
are qualified to conduct fraining programs on Human Resource and Organization
Development and Leadership Development in the civil service. The accreditation is
valid for three years.

New courses forcivil servants

Asthe learning and development hub for the bureaucracy, the Commission through
the CSI developed new courses to address specific issues and audiences. These
new courses include the following:

ASEAN Leaders Programme (ALP)

A fie-up between the CSC and the Common Purpose, the ASEAN Leaders
Programme (ALP) is an annual, two-part leadership development endeavor
that seeks to bring fogether senior leaders from the region onto a common
platform where they work together fo address challenges relevant to the
region. CSI supported the Common Purpose in customizing the design of the
program which was held in Manila in September 2017. The Programme looked
info the histforical, socio-economic and cultural landscape of Manila with the
objective of understanding the concept of “smart cities” within the context of
Manila. Part of the design showcased CSI’s Leadership Series which tackled
the theme “Leading Smart Organizations”. ALP participants were given the
chance to network with 147 local participants in the said Leadership Series.

The Seven (7) Habits of Highly Effective Government Leaders

The CSC, in partnership with the Center for Leadershipand Change, Inc. (CLCI)
— the Philippine Partner of Franklin Covey Co., and Philippines-Australia
Human Resource and Organisational Development Facility (PAHRODF)
developed a customized manual of The 7 Habits of Highly Effective Government
Leaders, failor-fit for government leaders in the Philippine context. Eight (8)
CSC Officials were trained and certified as Facilitators of the program and 12
runs of the program were made during the latter part of 2017.

Supervisory Development Program (SDP) Training of Facilitators

The Supervisory Development Program (SDP) aims to prepare participants
for a supervisory position by shifting their mindsets from working effectively
and independently to working through others. An updated version of the
Supervisory Development Course (SDC), SDP is now aligned to the Five
Leadership Competencies and Practices being promoted by the CSC. The
program also applied current leadership concept and principles.

Webinar

CSlI partnered with the People Management Association of the Phils. (PMAP)
in December 2017 for the pilot-run of the Competency Based HR System
through a webinar. Eyed as an alternative to the traditional classroom set-up
type of training, webinars harness fechnology in promoting HR best practices
and developing HR competencies both in the public and private sectors.

Facilitators of the SDP
undergo extensive training
on leadership concepts,
principles and applications
in the workplace.
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The Civil Service Commission Central Office uildng located in Quezon City serves as the main hub in the development
of policies and programs geared toward promoting morale, efficiency, integrity, responsiveness, progressiveness, and
courtesy in the civil service.
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L}ring the annual conduct of the Directorate’s Conference.

—ffective Civil Service
Commission

Internal planning and development of scorecard

In 2017, President Rodrigo Roa Duterte, through the National

Economic Development Authority laid down the Philippines’ 2040

vision that now guides every government agency’s organizational

goals. Called Ambisyon 2040, the vision states that the

Philippines will be a prosperous middle class society where no

one is poor, where people live long and healthy lives and are AM

smart and innovative, where the country is a high-trust society
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where families thrive in vibrant, culturally diverse, and resilient NATIN 2040

communities. source: www.neda.gov.ph

To be aligned with Ambisyon 2040, the Department of Budget and Management
initiated the government’s transition from Program/Activity/Project or PAP-based
planning and budgeting framework toward the Program Expenditure Classification
(PREXC) Approach to planning and budgeting.

Because of this transition, the CSC developed its PREXC Structure as well as its
program outcomes and sub-program outputs indicators, and implemented these
by 2017.

The CSC also needed to harmonize and align its PREXC structure and indicators
with its Agency Strategic Performance Management System (SPMS), ISO-
certified Quality Management System, and Performance Governance System or
PGS-Balanced Scorecard. Thus, the CSC Enterprise Scorecard 2018-2022 was
crafted and approved in August 2017.

Guided by the CSC's vision of becoming globally recognized as a center for
excellence in strategic HR and OD and improving the quality of civil servants as its
organizational outcomes, the Scorecard serves as the organization’s guidepost in
planning, budgeting, and monitoring results. From the bottom up, the scorecard
shows the CSC’s 11 strategic objectives (SOs):
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CSC directors during the
Executive’s Conference
during a workshop to
devise the Commission’s
Strategy Map 2018-2022
and finalize the Enterprise
Scorecard.

1. Responsive HR governance in the civil service

2. Professionalized civil service and cooperation in the workplace

3. Efficient and effective dispensation of administrative justice

4. Effective Civil Service Commission

5. Excellent HR, OD, and quasi-judicial processes

6. Improved customer management, innovation, and social and regulatory
processes

7. Strengthened HR and OD knowledge management and ICT

8. Enhanced HR and OD workforce competencies

9. High-performing and learning CSC organization

10. Well-managed stewardship of financial resources

11. Cultivated partnerships with local and international institutions

The Scorecard also shows how CSC’s 11 SOs contribute to its organizational
outcomes: improved quality of civil servants (infernal context), and global
recognition of CSC as a cenfer of excellence for strategic HR and OD (exfernal
context).

These organizational outcomes are linked to sub-sector outputs under the sector
outcome ensuring people-centered, clean, and efficient governance idenftified

under PDP Chapter 5. These are all under the strategic theme Malasakit -
Enhancing the Social Fabric.

Given the CSC's clear pathway to building malasakit in the Philippine government,
all of CSC’s HR initiatives are geared toward continuing the shift from transactional
to strategic HR to develop individuals and empower agencies.

Project management and implementation capability-building

Itis not enough to set goals. An organization also has to make sure that employees
are engaged and capable of achieving those goals. To do this, the CSC rolled
out project management and implementation initiatives or techniques fo help its
people efficiently go about their tasks and hit their targets.

The CSCheldaprojectmanagementtrainingtoincreasethetechnical competencies
of internal stakeholders. The three-day fraining provided partficipants the
fundamentals of using the logical framework approach in managing projects from
problem analysis, objectives analysis, alternative analysis, developing the project
plan matrix (logframe), the implementation plan, and even the project monitoring
and evaluation plan.

In this training, the Office for Strategy Management extended its support as part
of the Commission’s earlier directive to start mainstreaming viable project and
program management tools and enable efficient monitoring and evaluation of the
Commission’s flagship initiatives. The OHRMD required Learning Application Plans
or LAPs to track learning and application of all training participants.

The CSC'’s Public Sector Mapping Project was also initiated fo reconcile the list of
government agencies that CSC process owners worked with the implementation
and monitoring of various CSC programs.

As the central human resource agency of the entire Philippine bureaucracy, a
validated database of government agencies is essential to serve a myriad of
purposes such as data resource, program formulation, monitoring and evaluation.
The database of all government offices will provide the Commission an accurate
profile of the Philippine bureaucracy in tferms of agencies. As of September 30,
2017, CSC had a total of 10,400 offices listed which includes NGAs, GOCCs, LGUs,
SUCs, and LWDs. This consolidated database came from inputs of CSC process
owners, as well as other government agencies like the Governance Commission
for GOCCs, Local Water Utilities Administration, Department of the Interior and
Local Government, Department of Budget and Management, and Commission on
Higher Education.

CSC Chairperson

Alicia dela Rosa-Bala
encourages CSC leaders
to make sure that the
Commission’s programs
are aligned fo Ambisyon
2040.
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om IL= R) Deputy
xecutive Secretary
Alberto A. Bernardo of the
Office of the President
and Department of
Budget and Management
Secretary Benjamin
Diokno present the ISO
certificate tfo Assistant
Commissioner for Special
Concerns David E.
Cabanag (middle) as CSC
successfully transitioned
from ISO 9001:2009 to
ISO 9001:2015.

The CSC also held a Mapping Validation Orientation with process owners and
focal persons from all CSC ROs to validate the existence of offices contained in the
database. The mapping is fargeted for completion by October 2018 and shall then
be used as a reference to enhance the Inventory of Government Human Resources
(IGHR) spearheaded by the CSC'’s Integrated Records Management Office.

Monitoring of accomplishments

The Scorecard measures CSC's performance as organization. Thus, monitoring
andevaluationisa critical factorin gauging the institution’s progress, development,
and areas for improvement. To improve its monitoring capability and evaluation
function was enrolled as a processes under CSC's certification upgrade to ISO
9001:2015 on November 2017.

While awaiting the results of having its monitoring and evaluation ISO-certified,
the CSC pushed through with its existing monitoring and evaluation strategies.
The SPMS continued to guide CSC offices in crafting their Office
Performance and Commitment Review or OPCR, which identifies
office outputs that support CSC's strategic goals. The OPCRs are
then cascaded to the division and individual levels, to ensure that
performance ratings and accompanying monetary incentives are
properly carried out.

CSC Central and Regional Offices are also required to submit period
reports to frack their progress in both core and strategic functions.
Aside from this, the CSC also looks at what stakeholders and third
party organizations have to say.

As provided in the 2017 General Appropriations Act, one of the CSC's
performance indicators is the percentage of stakeholders who rate
its policies as good, better, or best. Relative to this, OSM developed
an online rating tool to measure the overall satisfaction level of the
stakeholders on the different CSC policies in terms of four different
criteria: awareness, relevance, effectiveness, and efficiency, which is
based on the NEDA-DBM Joint Memorandum Circular No. 2015-01-
National Evaluation Policy Framework of the Philippines.

With a target of 46% of stakeholders who rate the policies as good,
better, and best. CSC atftained an average of 92.06% of stakeholders
who rated the following CSC policies:

1. Rules on Revocaftion of Appointments (CSC Resolution
No. 1601177, s. 2016)

2. Policy Guidelines on the Three-Salary Grade Limitation on Promotion (CSC
MC No. 18, s. 2016)

3. Examinee’s Guide in Taking Civil Service Examination — Pen and Paper Test
(CSC Resolution No. 1600952, s. 2016)

In line with ifs vision, the CSC also aims to be accredited with the new Investors
in People (1iP) Framework, also known as Generation 6, by 2018. To prepare for
the liP Assessment on March 2018, the CSC conducted its |iP Baseline Survey on
October 9-25, 2017. This survey determined the CSC's level in terms of the current
[iP framework. The results of this baseline survey were helpful in identifying CSC's
gaps and room for improvement, and in gauging its readiness for the assessment.

The CSC does not only look at targets versus results. Looking at innovation is also
crucial because it shows how people are adapting to and managing change in their
respective offices.

Now on its third year of implementation, the Best Practices Identification and
Sharing adopted new guidelines promulgated under CSC Resolution No. 1700979
dated June 13, 2017. Highlighted in the new guidelines is the enhanced criteria
and scoring which simplified the selection of developing, promising, good, and
best practices in the Commission. Twelve (12) Offices fielded a total of 50 entries
for the 2017 Best Practices Idenfification and Sharing. From this selection, nine
practices were rated “Good”, and from this, one practice was recommended as
“Best”. The result of the second evaluation will be confirmed in 2018.

What gets measured gets done

Inrecentyears, the CSC has successfully crafted and implemented its Scorecardin
light of emerging issues and changes both within its management and in the wider
context of government administration. CSC’s Scorecard reflects its relentless
pursuit of HR excellence, and its clear links to building malasakit in the public
sector.

With clear objectives, targets, and links to higher goals, the CSC is able fo engage
its employees in the attainment of its vision. The individual is able fo see his or her
confribution and impact not only fo the CSC’s vision, but also fo the overall vision
of the Philippine government in the next two decades.

With clear indicators and monitoring systems in place, the CSC is also able
to honestly evaluate its progress and confidently subject itself to third party
assessments. More importantly, CSC is able to grab opportunities to innovate and
inspire oher institutions to better quality service.
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Internal Audit

Internal audit is a strategic function in ensuring good governance. It has served as
atotal for CSC's transition from transactional to strategic HR. As an internal confrol
system, internal audit has been helpful in diagnosing gaps in the review of CSC's
process and operations internal audit also promotes accountability, providing
check and balance controls across CSC offices.

In 2017, regular audits were held for 16 CSC ROs and 16 CSC FOs. Meanwhile, the
CSC QMS Internal Audit was done for CSC ROs to look at their implementation of
the Strategic Performance Management System (SPMS), the Anfi-Red Tape Act
Report Card Survey or ARTA-RCS, the Career Service Examinations Paper-and-
Pen Test (CSE-PPT), appointments processing, and training services. The CSC
QMS Infernal Audit was also done for CSC Central Office’s conciliation/mediation
services of the Human Resource Relations Office; and the CSC-PPT administration
of the Examinations, Recruitment, and Placement Office.

Both CSC Central and Regional Offices also underwent ISO Surveillance Audits for
the first and second semesters of 2017.

Through the conduct of comprehensive audits, the Commission was able to
identify issues, implement confrol measures to address weaknesses, and to
submit recommendations for process improvement.

Parallel to the yearly audit engagements is the Follow-Up Audit (FUA). Through
FUA, CSC is able to look at the actions taken by CSC ROs to address the audit
findings and recommendations submitted to them. This year, the evaluation
process included a spot check to further observe CSC ROs’ response to audit
findings and recommendations.

Aside from managing regular audits, the CSC also made efforts to upgrade the
competencies of its internal auditors. Learning and development interventions
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Members of the

CSC'’s Internal Audit
Team present the ISO
9001:2015 certification

to CSC Chairperson
Alicia dela Rosa-Bala and
Commissioner Robert S.
Martinez.

helped infernal auditors prepare audit tools and audit checklists, while regular
meetings sought fo improve internal audit processes.

The 2017 internal audit engagements not only contributed to managing the CSC'’s
internal control deficiencies, it also served as a means to increase awareness on
the importance of risk management and to promote risk-based thinking.

The IAS Regular Audit reinforced compliance review conducted by the supervisors
to ensure that operations are conducted in accordance with laws, policies, and
regulations.

The CSC QMS Internal Audit improved the capability of CSC offices for risk-
based thinking and evidence-based decision making. It also promotfed clarity
and consistency in meeting process objectives, and reinforced commitment fo
customer satisfaction.

Lastly, the ISO Surveillance Audit ensured that CSC conformed with established
CSC QMS, and that ISO certified processes maintained their being certified.

Transitionto 1ISO 9001:2015

Necessary to achieving organizational goals and targefs is ensuring excellence in
internal systems and processes. Thus, in 2017, the Commission sought certification
o ISO 9001:2015, the international standard on quality management system.

The CSC Quality Management System (CSC QMS) was originally certified to ISO
9001:20018 on February 14, 2013 and was re-certified on December 23, 2015.
Said re-cerfification was valid until February 2019; however, with the release of a
new version of the standard, 1ISO 9001:2015, the CSC had to transition to comply
with the requirements of the new version.

The CSC QMS was certified to ISO 9001:2015 by TUV Rheinland Philippines on
November 10, 2017 following a series of successful transition efforts capped by
a surveillance audit undertaken by the ISO Certifying Body on October 5-6, 2017.

The five cerfified core processes are Cases Adjudication, Examination,
Appointments Processing, Provision for External Learning and Development
Service, and Accreditation and Registration Services for Employees’ Organizations.

Also cerfified were two additional sub-processes, Customer Feedback as well
as Performance Monitoring and Evaluation, with the CSC’s Public Assistance and
Information Office and the Office for Strategy Management as process owners,
respectively.




Communicating CSC’s HR Initiatives

Communication played a crucial role in CSC’s shift from transactional fo strategic
HR. It has served as the conduit between CSC and its stakeholders, helping target
audiences understand the direction of the Philippine civil service.

Because of the CSC’s dynamic role as the premiere HR instifution of the Philippine
government, it has also explored new means of communication in engaging target
audiences. Withtheonsetofsocialmedia,moreandmoreaudiencesarenow seeking
content and making their presence known online. The Philippine government has
alsolooked at the potential of social media in taking communication to new heights.
More and more frontline services are being translated online, and the public may
now engage with government agencies through official social media accounts.
In April 2016, the CSC did a pilot run of its official CSC Facebook page, www.
facebook.com/PhilippineCivilServiceCommission. The pilot run covered April to
June 2016, and the statistics show favorable response from netizens. The Page
gained 5,338 likes, with its highest reach being 10,910 and its highest engagement
being 36,387 in just a span of three (3) months. The Facebook page’s messaging
tool also proved to be effective with online clients, attracting 734 messages during
the pilof run.

With these results, the CSC crafted and launched its Internal Social Media Policy
bearing guidelines on creating and maintaining CSC official social media accounts,
and on responsible use of social media among CSC officials and employees.

The Commission signed the CSC Internal Social Media Policy through CSC
Resolution No. 1700462 on February 23, 2017. This policy was cascaded to CSC
Cenftral and Regional Offices through the 2017 CSC Correspondents’ Network
(CNet) Assembly held last June 14-15, 2017 at the CSC Cenftral Office. The
parficipants were tasked fo cascade the Internal Social Media Policy to all officials
and employees as indicated on their Learning Action Plan.

The highest reach recorded via FB Insights
| 5,967,270 in February 2017, while the
highest engagement rate was at 915,607
in March 2017. As of December 2017, the
 Page has 287,563 likes and has received
20,831 messages. Messages range from
CS exam-related to HR policy-related
queries, as well as legal concerns, which
complements the CSC's Online Legal
Forum.

Facebook Insights also generates dafta on People Reached and People Engaged
withina 28-day period. Based on the consolidated data, majority of people reached
by the Page came from the 25-34 age group (34%-40%), followed by the 18-24
age group (23%-38%), and 35-44 age group (16%-23%). The Page reached an
average of 60% Female and 40% Male.

Whileimplementingits Internal Social Media Policy, the CSC also assisted indeveloping
the Philippine government’s proposed Administrative Order on Social Media Use. The
CSC serves as a member of the technical working group along with the Department
of Information and Communications Technology, Presidential Communications
Operations Office, Career Service Board, and the Department of Social Welfare and
Development.

Aside from exploring social media, the CSC also resorfed fo video content to make
its programs and activities more engaging. Communication channels are increasingly
using videos or motion graphics because it captures and sustains attention more than
reading materials. In 2017, the CSC'’s in-house produced videos included teasers for
the Honor Awards Program and the Philippine Civil Service Anniversary (PCSA), as well
as short animation videos on the Dekada na ang ARTA celebration. Videos combining
original footage, interviews, and mofion graphics were also presented during 2017 HR
Symposium fo infroduce the RACCS, ORAOHRA, and iARTA, as well as tell the story of

Graph 8: Facebook Likes of some Government Agencies
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CSC Chairperson Bala
leads Commission officials

CSC’s partnership with the Philippines-Australia Human Resource and Organisational
Development Facility. The CSC also produced its latest corporate video featuring its
HR initiatives and programs, as well as the informational video for ARTA as additional
promotional material. Aside from being distributed to all CSC Regional Offices, the
videos are also uploaded on CSC'’s Youtube account, www.youtube.com/cscmedia.

The CSC continues o recognize the role of a supportive yet powerful outsider partner,
the media, in information dissemination. Aside from regularly disseminating news and
photo releases to mainstream and government media ouftfits, the CSC also engages
the media as a partner in its major programs and events. Media briefings during the HR
Symposium, ARTA Caravan, PCSA, and launch of the RACCS and ORAOHRA were also
held to give members of the media the opportunity for a dialogue with CSC officials.

The CSC, inpartnershipwithDZRP Radyo Pilipinas738 kHz, producesis weekly program
Serbisyo Pilipinas that airs every Wednesday at 2:30 p.m. The radio show features
updates and clarifications on CSC policies, programs, and other emerging issues.
Guestings on the show include CSC officials, honor awardees, and representatives
from concerned organizations.

The CSC's official quarterly magazine, the Civil Service Reporter, was distributed
to heads of government agencies, members of the Philippine Senate and House
of Representatives, HRMOs, SUC libraries, Bilis Aksyon Partners, and individual
subscribers. Its regular online publication, the CSC eNewsletter, is posted monthly

and inclusivity in the public sector. In 2017, the CSC initiated the following for the
benefit of government workers:

+  On Administrative Cases and Appointment
In 2017, the CSC issued two major policies, the Rules on Administrative
Cases in the Civil Service (RACCS) and the Omnibus Rules on
Appointments and Other HR Actions, which were both written with gender
sensitivity in mind.

The guidelines on handling sexual harassment (SH) cases, previously
known as the Administrative Disciplinary Rules on Sexual Harassment
Cases, are now incorporated in the RACCS after review and enhancement.

Meanwhile, under Section 83, Rule IX of the ORAOHRA, discriminatory
practices are prohibited in the processes carried out by the Agency Merit
Selection Planand Human Resource Merit Promotion and Selection Board.
This is to ensure that no applicant or employee is discriminated based on
their gender, ethnicity, class, or age. Other initiatives include:

+  On Sexual Harassment
As a quasi-judicial body, the CSC has been active in resolving sexual
harassment (SH) cases since the issuance of Memorandum Circular

g;f;;?f%g‘:l’j\v’;f/’l'd‘ﬁygg and distributed to subscribers. CSC also produced internal publications such as the CS No. 19, entitled “Anti-Sexual Harassment Policy in the Workplace”, back

the 18-Day Campaign fo Bulletin, which is distributed online, and the News Capsule, which is distributed one in 1994. As of December 2017, there were 170 sexual harassment cases
End VAWC launchatthe  Odyafferanewsevent. filed with the CSC, with 59 of the cases resulting to the dismissal of the

CSC's use of various communication channels both for its internal
and external target audiences helped bridge the gap between the
Commission anditsclientele. Itisimportant for the Filipino people
to know that the CSC is here to develop individuals and empower
agencies, and how this in turn translates to building malasakit in
government. CSC'’s entry info the social media scene was also
welcomed by online clients, as proven by a high engagement rate
and frequency of messages received.

Building agender-responsive government

As a crucial part of HR management, the CSC confinued to use
gender mainstreaming as an approach to building a gender
responsive government. A major supporter of the Philippine
government’s gender and development (GAD) agenda, the
CSC continuesto craftand implement HR policies that consider
gender dimensions and use the gender lens. This resulted fo
the establishment of mechanisms promoting progressiveness

CSC Central Office. offender, and 18 to suspension.

+  OnUnique GAD Positions and QS

The CSC facilitated the Philippine Commission on Women's proposal for
the establishment of unique GAD positions and qualification standards
in the public sector. Through CSC Resolution No. 1701189 dated August
1, 2017, the following positions were approved for the PCW: Chief GAD
Specialist with salary grade 24; Senior GAD Specialist with salary grade
18; GAD Specialist Il with salary grade 15; GAD Specialist | with salary
grade 11;

+  OnOccupational Safety and Health
As part of the technical working group for the proposed joint memorandum
circular and resolution on Occupational Safety and Health for the Public
Sector, the CSC was able to incorporate indicators for the Checklist of
Reasonable Working Conditions, which would benefit both men and
women.



« Non-Sexist Language in CS Examinations
The CSC continues to enrich its Test Bank with gender sensitive test
questions, formulated to promote gender sensitive language in the
exams. Special examiners were also trained in crafting gender sensitive
test questions and the use of non-sexist language.

« OnGAD Trainings
Through the Civil Service Institute, the CSC offered GAD-related courses
for the training needs of government workers. In 2017, the Gender
Sensitivity Session (GSS) Training of Trainors were held for two batches,
while the course on Gender Mainstreaming in HR Practices was held for
one class.

«  On statistics on men and women
The 2017 Inventory of Government Human Resource or IGHR contains
statistics on men and women in government across levels and positions.
This shows how majority of women are doing in terms of their career in
government. The CSC also issued the Annual Gender-Disaggregated
Data of Public Sector Unions/Employee Associations.

Aside from strongly promoting gender responsiveness in the bureaucracy, the
CSC also ensures that its employees are gender sensifive as well. In 2017, the
CSC developed new GSS and Anti-Sexual Harassment Modules for use in training
employees. The GSSfornewemployeeswasheldinFebruary while the GSS Training
of Trainors for CSC’'s GADvocates and fargeted participants was also conducted.
Capability building sessions for three batches of GAD Focal Persons were held
within the year. The CSC GAD Focal Person System (GFPS) was established in the
Central and Regional Offices through CSC Resolution No. 1700710 dated March
28, 2017.

The CSC also mainstreamed GAD in its internal auditing procedures. This resulted
to six audit checklist/tools with gender perspective that were used during infernal
audit activities in 2017.

Through the CSC’s GAD Secretariat and GADvocates, the CSC participated in
the 2017 National Women's Month celebration in March, as well as the 18-Day
Campaign to End Violence Against Women in November, joining PCW-led national
activities as well as holding its own advocacy campaigns for CSC employees. The
CSC also featured GAD-related topics and interviews in its regular radio program,
Serbisyo Pilipinas aired over Radyo Pilipinas kHz 738 every Wednesday.

The CSC continues to put premium on gender responsiveness as an important
building block in promoting malasakitin government.

—nhanced HR and OD
Workforce Competencies

Competency-based HR/CSCemployees meetingcritical competencies
Oneofthestrategicobjectivesunderthe CSCEnterprise Scorecardistoenhancethe
CSC's workforce competencies—core, organizational, leadership, and technical.
This is critical in ensuring that the Commission’s vision is effectively translated and
linkedintoHR programs. To determine and measure the competencies of its officials
and employees, the Online Competency Assessment (OCA) is administered on a
yearly basis by the Office for Human Resource Management and Development
(OHRMD).

In the 2017 OCA, 95.09% or 1,027 out of 1,080 officials and employees met their
mission-critical job competencies standards for their respective positions, showing
that the CSC personnel have the capacity to provide and implement excellent HR
processes. The OCA has been first implemented 2012. From a baseline of 76.40%
rating in 2013, the percentage of mission-critical competencies increased by an
average of 6% annually.

L&D Plan: Internal L&D for CSC employees

The CSC established competency-based learning and development (L&D)
programs to address competency gaps and meet developmental needs of ifs
workforce as identified through the OCA.

In 2017, L&D programs were given to a total of 1,207 CSC officials and employees.
Out of the total, 1,069 or 88.57% of staff were provided with various frainings from
internal and external sources, locally and abroad. Types of interventions were
on technical or functional and organizational competencies, and leadership. The
remaining 138 or 11.43% of officials and employees were given other frainings
such as coaching and mentoring, special assignments, forum, conferences, feam
building activities, and other informal trainings.

A vital leadership training initiated by the CSC was the Coaching and Mentoring
for Organizational Excellence Workshop wherein the Commission en banc and
Directors as the leaders of the organization were urged to maintain a strong
two-way relationship with their subordinates fto create a culture of coaching and
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mentoring in the workplace. The first CSC-Wide HR Forum and Colloquium of CSC
Scholars with the theme “Shaping the Future of HR in CSC”was also conducted.

Apart from the in-house and local interventions, the CSC sent 37 officials to g

various foreign frainings and conferences on leadership, human resource or talent

management, public administration and performance management. Eight (8) H Q—OD KnOWledge
employees also received scholarship grants from PAHRODF-Australia Awards

Scholarship & De La Salle University, Lee Kuan Yew Singapore Scholarship and
Development Academy of the Philippines.

Promotion of health and wellness
The welfare of its employees is of utmost importance to the Commission. The
OHMRD organized a whole-year health and wellness campaign to ensure the

physical, mental, and spiritual well-being of its workforce.

Among its activities to promote physical fitness were sport activities such as the
2017 Luzon Friendship Games, Central Office Inter-Color Sports Tournament, and

he use of Information and Communication Technology (ICT) in HR
management has positively affected transformation efforts worldwide.
Considerable increase in the number of organizations gathering, storing,

and analyzing information on their human resource systems has been

noted, resulting in the efficient and effective management of their
human capital the CSC acknowledged that ICT in HR will immensely help HRM
practitioners in doing away with pen-pushing duties and focus on development
initiatives were undertaken to fully harness technology.

“Fitness Friday” activities such as aerobics, Zumba, yoga or dancing.

Preventive health education such as forum on the “Cardiovascular Heart-Related
Iliness and Diabetic-Related Ilinesses” and “Eat to Live:” Nutrition Strategies to
Prevent Heart Diseases” were beneficial fo the employees.

To maintain spiritual balance, the OHRMD organized activities such as the Ash R rds Man ment
Wednesday Mass, the CSC Way of the Cross, Ecumenical Activity of the LIFE.COM ecords Manageme

The Pict t Pl PSP lish ing th t of civil i
“Jericho’s Walk” and a Christian film showing during the Lenten Season. ¢ Picture Seat Plan (PSP) accomplished during the conduct of civil service

examinations is used in the validation of the identity of the eligible requesting for

All of these activities were undertaken to keep a work-life balance, providing a cerfificafion and/or authenticafion of issued civil service eligibility.

healthy working environment for all its employees. For 2017, a tfotal of 40,821 were digitized which contains information on an

examinee’s name, datfe of birth, examinee number, and photo. PSPs once digitized
can easily be retrieved by headings, text, image search , fitle of examination, date,
place of examination among others to facilitate the search. The system is more
efficient than manual searching of hard copies in the CSC's Records Room.

Automation of CSC frontline service

the OSC's Contral A web-based applica’rion dubbed as \./elrifi.ca’rion, Certification and Au’rhen’rica’rion
Office during the Luzon System (VCAS) integrates the CSC Eligibility Database Query Information System
Friendship Games. An with the digitized PSPs stored in the DMS. The VCAS aims to fully automate the
annual sports event identity validation and eligibility verification process.

promoting camaraderie ~ . . . . . S
and solidarity. The event Self-service kiosks for clients are provided at CSC for encoding of their Eligibility/

is participated by CSC Examination Records Request Form to ensure that correct information are provided
regional offices in Luzon. and to hasten the processing of requests for eligibilities.

Players representing

An annual sportsfest is 69
also held for CSC offices
in Visayas and Mindanao.




°)

~ INVENTORY OF GOVERNMENT
HUMAN RESOURCE (IGHR)

., REI'IIR]é BY I.EVEI. IIF POSITION, EEN%E

<)

O

180,917
NON-CAREER

1,185,795

GOTER u” NOU5F ‘JJ A8
ASUALESIBH ot
CONTRACIUALS JJ 578
ELEGTIVESLD/444
o)

mn L[| B

B ORDER /"
® CONTRACT U SERvCE

o)

70

o)

As a result, a total of 4,911 certifications of civil service eligibilities and 4,794
authenticated copies of certifications were issued to eligibles within the standards
set under the CSC’s Citizen’s Charter.

Inventory of Government Human Resources (IGHR)

To update the statistical information on government human resources and to
provide up-to-date data, a consolidated report was generated by the CSC in
July 2017. The IGHR is a quick count on the number of government workers
classified as career, non-career and job orders/contract of service (COS) from
all government agencies, offices and instrumentalities were gathered. The data
gathered are summarized and disaggregated to standard classification (eligibility,
level of position, gender efc.) The IGHR serves as basis in policy-making and
holistic assessment of the state of the bureaucracy. The datais also used in budget
hearings in the House of Representatives and the Senate.

As of August 2017, the Philippine government has 1,760,502 in terms of human
resources. This includes employees from the National Government Agencies
(NGAs), Local Government Units (LGUs), State Universities and Colleges (SUCs),
Government Owned and Controlled Corporations (GOCCs) and Local Water
Districts (LWDs) as seen in the table below.

Career employees constitute 89.15% or a total of 1,569,585 as against non-career
with 10.85% or 190,917. Of the total career employees, 68.66% or 1,208,836
occupy second level positions which cover both the professional/technical and the
executive/managerial posts, while 31.34% or 360,749 are in the first level or those
in clerical, frades, crafts, and custodial service posifions.

Table 12: IGHR Reportby Level of Position, by Major Subdivision

NGA 138,076 | 1,008,261 | 1,146,337 20,878 4,280 23,835 465 49,458 | 1,316,068
GOCC 19,718 46,859 66,577 1,977 7,201 1,405 - 10,583 113,409
SUC 15,260 42,190 57,450 208 2,790 3,126 - 6,124 95,213
LWD 10,493 4,128 14,621 237 2,193 485 - 2,915 26,214
LGU 177,202 | 107,398 | 284,600 12,176 79,992 10,727 18,942 | 121,837 869,988
Total 360,749 | 1,208,836 | 1,569,585 35,476 96,456 39,578 19,407 | 190,917 | 2,420,892
source: Integrated Records Management Office (IRMO)
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Of the non-career, 96,456 (5.48%) are casual employees, confractual are at
39,578 (2.24%), coterminous employees numbering 35,476 (2.01%), and there
are 19,407 (1.10) who are elective.

Generally, there are more female employees in career service across regions,
except for ARMM where male employees are slightly higher than their counterpart
at51.74% (27,603). Overall, female employees posted of 62.23% (976,798) of the
population over male employees at 37.77% (592,787) in the career service as seen
in the table:

Table 13: Reportby Gender, by Level of Position, by Geographical Distribution

Region 01 8,586 7,232 15,818 20,409 42,534 62,943 28,995 49,766
Region 02 8,133 7,264 15,397 18,677 33,460 52,137 26,810 40,724
Region 03 15,058 12,479 27,537 35,142 77,039 112,181 50,200 89,518
Region 04 22,002 18,665 40,667 46,228 117,040 163,268 68,230 135,705
Region 05 7,611 6,558 14,169 17,452 49,331 66,783 25,063 55,889
Region 06 12,092 13,01 25,103 16,799 57,718 74,517 28,891 70,729
Region 07 8,352 7,286 15,638 21,323 56,937 78,260 29,675 64,223
Region 08 8,625 8,120 16,745 21,967 46,505 68,472 30,592 54,625
Region 09 6,186 4521 10,707 14,568 19,628 34,196 20,754 24,149
Region 10 8,072 7,117 15,189 17,932 38,710 56,642 26,004 45,827
Region 11 5,988 5,147 11,135 16,594 30,309 46,903 22,582 35,456
Region 12 5,849 5,018 10,867 17,500 33,111 50,611 23,349 38,129

Sjg?g,? 4,993 5,288 10,281 13,846 27,868 41,714 18,839 33,156
Autonomous
Regioniin 6,029 4,236 10,265 21,574 21,506 43,080 27,603 25,742
Muslim
Mindanao
Adfn?r:‘?s"f'reaﬁve 5,495 4,944 10,439 12,078 21,018 33,096 17,573 25,962
Region (CAR)
National
Capital Region 59,035 51,757 110,792 88,592 135,441 224,033 147,627 187,198
source: IRMO TOTAL | 1,569,585
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Geographical distribution shows that the National Capital Region (NCR) had the
biggest number of government employees with a population of 393,136 or 22.33%
of the total government workforce. On the other hand, the smallest number of
government workforce was recorded in CAR with a fotal of 46,649 employees or
2.65% of the fotal government HR complement (See table below).

Table 14: IGHR Report by Major Subdivision

Region 01 78,761 8,624 87,385
Region 02 67,534 5,895 73,429
Region 03 139,718 13,526 153,244
Region 04 203,935 20,801 224,736
Region 05 80,952 5393 86,345
Region 06 99,620 9,952 109,572
Region 07 93,898 13,284 107,182
Region 08 85,217 7,228 92,445
Region 09 44,903 6,021 50,924
Region 10 71,831 7,841 79,672
Region 11 58,038 6,913 64,951
Region 12 61,478 5,928 67,406
Caraga Region 51,995 4,733 56,728
Autonomous Region in 53,345 13,353 66,698
Muslim Mindanao
Region (CAR)
National Capital Region 334,825 58,311 393,136
TOTAL 1,569,585 190,917 1,760,502
source: IRMO

The Job Order and Conftract of Service workers comprise 660,390 employees. The
CSC, Commission on Audit (COA) and Department of Budget and Management
(DBM) Joint Circular No. 01, series of 2017 (Rules and Regulations Governing
Contract of Service and Job Order Workers in the Government) defined Contract
of Service as the engagement of the services of an individual, private firm, other
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government agency, non-governmental agency or infternational organization
as consultant, learning service provider or fechnical expert to undertake special
project or job within a specific period. Job Orders, on the other hand, refer to piece
work (pakyaw) or intfermittent or emergency jobs such as clearing of debris on the
roads, canals, waterways, efc. after natural/ man-made disasters/occurrences and
other manual/trades and crafts services such as carpentry, plumbing, electrical,
and the like. These jobs are of short duration and for a specific piece of work.

Completion of approved ICT projects

To further improve the infernal business process in the CSC through ICT, the
Commission pushed for the development of the Web-based Document Tracking
System (eDTS), Virtual Private Network Technology (VPN), Integrated Case
Management System (iCMS), and Official Receipt Information System (ORIS).

To ease the fracking of external communications received as well as those internal
memoranda released by the CSC, the Integrated Records and Management Office
developedthe eDTS. The system started at the Central Office and is currently being
integrated to its regional offices. With eDTS, there will be a seamless tracking of
documents from one CSC office to another.

To secure the Commission’s network-based operations and data from potential
threat from other networks, the VPN was established. Ongoing is the installation of
the VPN system in regional offices and the conduct of orientation to networks and
administrators. The VPN provides firewall protection, loan balancing, authorization,
authentication and encryption to the regional and cenfral network of the CSC.

The iICMS is used by the Office for Legal Affairs to automate the management
of quasi-judicial cases. Meanwhile, the ORIS is a reengineered version of the
eReceipt system to support the Office for Financial and Asset Management in
the processing and accounting of financial reporting requirements of official
receipts as prescribed in the Unified Accounting Code Structure required under
the Government Accounting Manual.

A portal that publishes vacancies in the CSC as well as the aggregated job
opportunities of various government agencies may now be accessed in the CSC’s
website. The CS job Portal was pilot-tested in May 2017 and full implementation
will be in 2018 where a bureaucracy-wide posting of vacancies will be done for
agencies to comply with the provision of the Omnibus Rules on Appointments
and Other Human Resource Actions. The portal will serve as a one-stop source of
information for job-seekers interested to join government service.

Stewardship of Financial
Resources

ncluded in CSC’s Strategic Objectives is fo ensure well-managed stewardship
of financial resources which fuels the organization’s effective and efficient
dispensation of its core functions and other mandated rolesin the bureaucracy.

In 2017, the CSC had an approved appropriations in the General Appropriations
Act (GAA) amounting to P1.3 billion, inclusive of budget for Personnel Services of
P1.04 billion, Maintenance and Other Operating Expenses (MOOE) amounting to
P246.2 million, and Capital Outlay of P59.9 million.

In recent years, CSC has focused ifs aftention on constructing office buildings
for its 77 provincial offices nationwide in order fo provide a more presentable and
comfortable office for its growing number of clients, a bigger space for the human
resource records, and a more conducive workplace for ifs
staff. Construction of facilities was also prioritized fo make
the CSC Field Offices more responsive to the Anti-Red
Tape Act’s provision for client-friendly facilities.

In 2017, six (6) CSC provincial offices have been provided
with a budget of P5 million each for the constfruction of
prototype Field Office buildings in Apayao and Camarines
Sur in Luzon; Guimaras, Siquijor, and Biliran in Visayas;
and Davao del Sur in Mindanao. The buildings which
started actual construction in 2017 were FOs in Urdaneta,
Catanduanes, Leyte, Southern Leyte, Biliran, Davao del
Sur, and Apayao. The buildings inaugurated in 2017 were
Biliran, Leyte, and Southern Leyte FOs. These projects were
completed in collaboration with Local Government Units
(LGUs) and other National Government Agencies (NGAS)
like the Department of Environment and Natural Resources
(DENR), and the Department of Public Works and Highways
(DPWH) that have either provided the lofs for the buildings

L4
'3

CSC Chairperson Alicia
dela Rosa-Bala and
Commissioner Robert S.
Martinez, together with
land benefactor President
Rosario A. Maullon of

Our Lady’s Foundation
Incorporated,lead the
inauguration of the new
CSC Field Office in
Catanduanes last October
12, 2017.




through a Deed of Donation or Usufruct, or technical assistance in the construction
phase.

Aside from infrastructure projects, the CSC also gave equal importance on
the capacity building and development of its staff in ensuring efficient assets
management. As early as the first quarter of 2017, the CSC, through its Office
for Financial and Assets Management, conducted the Training on Procurement
for CSC officials, and for the Bids and Awards members, with speakers from the
Government Procurement Policy Board — Technical Services Office (GPPB-TSO).
Tomaximize attendance of all key players in the procurement process, the frainings
were conducted in four clusters as follows:

Cenftral Office
Luzon Cluster
Visayas Cluster
Mindanao Cluster

January 23-25, 2017

January 30 — February 1, 2017
February 13-15, 2017
February 27 — March 1, 2017

The CSC has likewise complied with the Good Governance Conditions in the grant
of the Performance Based Bonus such as the timely submission of the Annual
Procurement Plan (APP), and compliance to the requirements of the PhilGEPS

posting, among others.

CSC Regional Office CAR
Director IV Marilyn E. Taldo
(leftmost)leads the blessing and
groundbreaking ceremony of the
CSC Field Office in Benguet.
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One ASEAN, One Community. Heads of the Civil ervce o AN Member States

with ASEAN Deputy Secretary General

Vongthep Arthakaivalvatee (leftmost) during the ASEAN Heads of Civil Service Retreat held in November 2017 and hosted

by the Philippine Civil Service Commission.
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Culfivating Parnerships
with the ASEAN
Community

he CSC has remained consistent in underscoring the need fo invest on
a high-performing, competent and credible human resources as key to
making ASEAN cities smart, vibrant, prosperous and resilient both now
and in the future. The civil service is key in building upon and deepening
the ASEAN infegration process leading to the realization of a rules-
based, people-oriented, people-centered ASEAN Community, where people of
the region enjoy human rights and fundamental freedoms, higher quality of life
and the benefits of community building, reinforce our sense of togetherness and
common identity, guided by the purposes and principles of the ASEAN Charter.

ASEAN Leaders’Declaration

The Civil Service Commission initiated the crafting of the Declaration on the Role
of the Civil Service as a Catalyst for Achieving ASEAN Community Vision 2025
during its Chairmanship of the 18th ASEAN Cooperation on Civil Service Matters
(ACCSM) in 2015-2016 the declaration was a means to elevate the role of the civil
service and the ACCSM, as a sectoral body, in the community building efforts in
ASEAN.

Signed by the ASEAN leaders during the 30th ASEAN Summit held on April 29, 2017
in Manila, the Declaration underscores the significant role that the civil service plays
as a catalyst for enhanced cross-sector and cross-pillar cooperation in building
the ASEAN Community, providing support towards furthering regional integration
in accordance with the ASEAN Vision 2025, and promoting ASEAN awareness. It
tasks the ACCSM to take the lead in collaboration with relevant sectoral bodies
under the three pillars of ASEAN (ASEAN Political-Security Community, ASEAN
Economic Community and ASEAN Socio-Cultural Community) to develop a
work plan towards realizing the aspirations contained in the Declaration; as well
as forge Partnerships with ASEAN Dialogue Partners, regional and multilateral
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The Commission
participating in the 2nd
ASEAN Heads of Civil
Service Retreat, one of
the events organized as
part of the Philippines’
Chairmanship of ASEAN in
2017.

organizations, civil society, private sector, and other
stakeholders in supporting the effective implementation of
the commitments reflected in the Declaration such as:

It aims fo promote cooperation and collaboration in the
development and implementation of capacity-building
programs and share best practices in critical areas of
concern, such as: Environment promotion and climate change
adaptation and mitigation; Disaster management, mitigation
and response; Health management; Gender equality in
the workplace; Good governance; Progressive people
management, organizational performance, and employee
engagement, Talent aftraction and skills building in the civil
services of ASEAN

With the Declaration, the ACCSM shifts from being a venue for
exchange of information and best practices on public sector
HR management and innovations, tfo an active player and
collaborator in ASEAN Community building. At the national
level, this Declaration has put the CSC at the heart of national
efforts on ASEAN Matters.

ey

2nd ASEAN Heads of Civil Service (AHOCS) Retreat and Forum on

Innovative Leadership

As part of the events of the Philippine’s hosting of ASEAN 2017, the CSC hosted
the 2nd ASEAN Heads of Civil Service (AHOCS) Retreat on November 2, 2017 in
Manila where Heads of Civil Service/Heads of Delegation informally discussed
priorities and strategies to implement key inifiatives including the ASEAN Leaders
Declaration on the Role of the Civil Service as a Catalyst for Achieving ASEAN
Community Vision 2025.

Consistent with its purpose as a venue for exchange of information and expertise
on public sector HR practice, ACCSM conducts a Forum on relevant fopics af the
sidelines of its Meetings. For the 2nd AHOCS Retreat, the CSC organized the Forum
on Innovative Leadership on November 3, 2017, which includes presentations on
innovative leadership and public private partnership in innovation.

Delegates from ASEAN Member States joined 297 local leader-participants
from various government agencies and private firms for the one-day forum. The
2nd AHOCS Retreat and Forum was held with the support of the ASEAN National
Organizing Council (ASEAN-NOC).

§y ASEAN SV
© p PHILIPPINES 2017

PARTNERING FOR CHANGE,
ENGAGING THE WORLD

ASEAN 50
HILIPPINES 2017

w*

IRTNERING FOR CHANG
ENGAGING THE WORLD

Coffee Table Book on Civil Service Programs and Innovations

In celebration of the 50 years of ASEAN in 2017, the CSC spearheaded the
production of the coffee table book entitled “Civil Service: Heart of the ASEAN
Community,” which chronicles the collective efforts of ASEAN Member States
through the ASEAN Cooperation on Civil Service Matters (ACCSM) in enhancing
civil service capability in the region.

In producing the book, the PCSC hopes to bring about a better understanding of
the advancement of civil service practice and innovations in the last 50 years. It will
also encourage greater appreciation for fruits of ASEAN Civil Service Cooperation,
especially in terms of narrowing the development gap.

A preview of the book was presented during the 2nd ASEAN Heads of Civil Service
Retreat. Copies of the book is sef for distribution in early 2018. The coffee table
book was produced with the support of the ASEAN Development Fund.

Solidarity and cooperation
was the central theme of
the 2nd AHOCS Retreat
participated by heads of
ASEAN Civil Service.
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CSC DIRECTORY

Chairperson Alicia dela Rosa-Bala

Director IV Carlo D. Bala

Head Executive Asst. Bernard G. Jimenez

E arbala@csc.gov.ph
och-bala@csc.gov.ph

@& (02) 931-7913; (02) 931-8187,

i (02) 931-7997

Commissioner Robert S. Martinez

E rsmartinez@csc.gov.ph
ocom-martinez@csc.gov.ph

@& (02) 931-7996; (02) 931-8026;
(02) 931-4145

Commissioner Leopoldo Roberto W. Valderosa, Jr.

Acting Director Il Christian Dawn G. Molina
E ocom-valerosa@csc.gov.ph
@ (02) 931-7943; (02) 951-4625;

(02) 931-7967

OFFICE OF THE ASSISTANT
COMMISSIONER FOR SPECIAL
CONCERNS
Asst. Commissioner David E.
Cabanag Jr.
El oac-cabanag@csc.gov.ph
@ (02) 932-2606

(02) 932-2710 (telefax)

OFFICE OF THE ASSISTANT
COMMISSIONER FOR LEGAL AFFAIRS
Asst. Commissioner Ariel G. Ronquillo
E ola@csc.gov.ph
oac-ronquillo@csc.gov.ph
@ (02) 932-3781
(02) 931-8016

*As of December 31, 2017
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OFFICE OF THE EXECUTIVE DIRECTOR
CIVIL SERVICE INSTITUTE 7
Executive Director IV Arthur Luis P. \ y
Florentin \ 4
oed-florentin@csc.gov.ph ’
@ (02) 931-7971; (02) 931-4143

PUBLIC ASSISTANCE AND
INFORMATION OFFICE
Director IV Maria Luisa Salonga-Agamata
Director |1l Ma. Theresa C. Fernandez
paio@csc.gov.ph
@ (02) 931-7993; (02) 932-03871;

(02) 932-0179 (telefax)

COMMISSION SECRETARIAT AND
LIAISON OFFICE
Director IV Dolores B. Bonifacio
Director Ill Prisco S. Rivera, Jr.
cslo@csc.gov.ph
@ (02) 951-4627

(02) 931-7947 (telefax)

CIVIL SERVICE INSTITUTE
Director Il Lucina Flor B. Ramos
Director Il Maricar T. Aquino
csi@csc.gov.ph
@ (02) 931-4182

(02) 931-8019 (telefax)

EXAMINATION, RECRUITMENT AND PLACEMENT
OFFICE
Director IV Fernando M. Porio
Director IIl Lorelei Q. Cabatu
erpo@csc.gov.ph
erpo.ead@csc.gov.ph
@ (02) 951-2578; (02) 931-8163;
(02) 931-4138 (telefax)
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A UMAN RESOURCE POLICIES AND
STANDARDS OFFICE
Director IV Azucena P. Esleta
Director IIl Jennifer L. Timbol
hrpso@csc.gov.ph
@ (02) 951-4629; (02) 931-4144 (telefax)

HUMAN RESOURCE RELATIONS OFFICE
Director IV Alan F. Alegria

Director 11l Rafael R. Marco
hrro@csc.gov.ph

@& (02) 931-8039; (02) 931-4149 (telefax)

INTEGRATED RECORDS MANAGEMENT OFFICE
Director IV Maria Leticia G. Reyna
Director |1l Ettesa Corazon C. Taroy
irmo@csc.gov.ph
@ (02) 951-4628; (02) 932-2293;

(02) 931-7981 (telefax)

INTERNAL AUDIT SERVICE
Director IV Carlos A. Evangelista
Director 1l ElInora B. Gotis
ias@csc.gov.ph

@ 951-2645; 931-4135 (telefax)

OFFICE FOR FINANCIAL AND ASSETS

MANAGEMENT

Director 1V Cecilia C. Dela Fuente

Director 111 Nerissa B. Canguilan

ofam@csc.gov.ph

@& (02) 931-7990; (02) 931-7984
(02) 931-8029 (telefax)

OFFICE FOR LEGAL AFFAIRS

Asst. Commissioner Ariel G. Ronquillo

Director IV AlIma F. Foronda

Director Il Ariel V. Villanueva

2 ola@csc.gov.ph

@ (02) 932-3781; (02) 951-2630;
(02) 951-2625
(02) 931-8016 (telefax)

OFFICE FOR HUMAN RESOURCE
MANAGEMENT AND DEVELOPMENT
Director IV Editha M. Dela Pena
Director Il Noreen Boots Gocon-Gragasin
5 ohrmd@csc.gov.ph
@ (02) 932-0181; (02) 951-2639;

(02) 951-2637 (telefax)

OFFICE FOR STRATEGY MANAGEMENT
Director IV Helene Grace T. Ramos
Director Il Lida C. Ayon
5 osm@csc.gov.ph
@ (02) 932-0236; (02) 932-3939;

(02) 931-7931 (telefax)

REGIONAL OFFICE

CSC REGIONAL OFFICE NO. |

Acting Director IV Hedy Jose B. Lardizabal

OIC Director Il Violeta Nipal-Mendoza

[=] Quezon Avenue, San Fernando City,
2500 La Union

@ (072)700-5639; (072) 205-0081

i (072) 700-5626

E roOl1@csc.gov.ph;
csc_reg1@yahoo.com.ph

CSC REGIONAL OFFICE NO. 11

Assistant Commissioner David E. Cabanag Jr. (Concurrent
Head)

Acting Director |1l Marites M. Lappay

[=1 San Gabriel, Tuguegarao, 3500 Cagayan

(078) 844-3605; (078) 844-5352

15 (078) 396-1321

E ro02@csc.gov.ph; cscreg2@yahoo.com

CSC REGIONAL OFFICE NO. 111

Director IV Nelson G. Sarmiento

Director 1l Carlos P. Rabang

[=1 Diosdado Macapagal Government Center Maimpis,
City of San Fernando

2000 Pampanga

(045) 455-3242;

& (045) 455-3241

ro03@csc.gov.ph

cscro3pald@yahoo.com

CSC REGIONAL OFFICE NO. IV

Director IV Karin Litz P. Zerna

Director 1l Alexis P. Tabino

Director Il Fernando O. Mendoza

[=] 139 Panay Ave. Barangay South Triangle, 1103
Quezon City

@ (02)927-1830; (02) 920-9987;
(02) 927-1809

ro04@csc.gov.ph

CSC REGIONAL OFFICE NO. V

Director IV Cecilia R. Nieto

Director Il Daisy P. Bragais

[=1 Rawis, Legazpi City

@ (052)482-0699; (052) 482-0314

(052) 482-0695

B roO5@csc.gov.ph; cscro5@yahoo.com;
cscrov@gmail.com

CSC REGIONAL OFFICE NO. VI
Director IV Rodolfo B. Encajonado
[=] No. 7 Onate Street, Manduriao
5000 lloilo City
& (033)321-26681t069;
@ (033) 321-1253 (ARTA related concerns)
ro06@csc.gov.ph; cscregion6@gmail.com

CSC REGIONAL OFFICE NO. VII
Director IV Editha D. Luzano

Acting Director |11 Ariel B. Bacatan

[=] Sudlon, Lahug, 6000 Cebu City
@ (032) 414-7676;(032) 414-7488
(032) 253-9050
ro07@csc.gov.ph

CSC REGIONAL OFFICE NO. VIII
Director IV Victoria F. Esber

Director |1l Rowin P. Rifios

[=] Government Center, Palo, 6501 Leyte
(053) 323-2962; (053) 323-2857
(053) 323-2967

cscro8@gmail.com

CSC REGIONAL OFFICE NO. IX

Director IV AlvinR. Araneta

Acting Director |1l Cynthia J. Rivera-Florendo

[=] Cabatangan, 7000 Zamboanga City

(062) 955-1643; (062) 955-5946

& (062) 955-2765; (062) 955-1642

5 ro09@csc.gov.ph; csro9@yahoo.com;
csczambo@smarbro.net

CSC REGIONAL OFFICE NO. X

Director IV Adams D. Torres

Director |11 Noemi Rabe-Torres

[=] Vamenta Blvd. Carmen,
9000 Cagayan de Oro City

@ (088)858-7563

2 rol0@csc.gov.ph; csc10ord@gmail.com;
pald_csc10@yahoo.com.ph

CSC REGIONAL OFFICE NO. XI

Director IV Annabelle B. Rosell

Director 111 Cyril-Nathan SM. Eamiguel
Ecoland Drive, Matina, 8000 Davao City
(082) 299-1727; (082) 299-1724,
(082) 299-1725

& (082) 299-3118

2 ro11@csc.gov.ph; cscrol1@yahoo.com
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CSC REGIONAL OFFICE NO. Xl

Director IV Grace R. Belgado-Saqueton

Director Il Venus D. Ondoy

[=] Gov. Gutierrez Avenue
9600 Cotabato City

& (064)552-1911; (064) 552-1383
(064) 552-1118)

2 ro12@csc.gov.ph;
csccotabato@yahoo.com

CSC CORDILLERA ADMINISTRATIVE REGION
Director IV Marilyn E. Taldo
Director |11 Cornelia M. Rillera
[=] No. 116 Wagner Road,
Military Cut Off, 2600 Baguio City
& (074)443-5981; (074) 442-0367,
(074) 443-0366
B rocar@csc.gov.ph; cscro14@yahoo.com

CSC CARAGA
Director IV Resurreccion P. Pueyo
Director |11 Winston L. Plaza
[=] Doongan Road, 8600 Butuan City
(085) 342-6089
& (085) 815-3370

+63918-5134278 (Txt CSCCaraga)
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' rocaraga@csc.gov.ph;
cscpaldcaraga@yahoo.com;

cscpaldcaraga@gmail.com

CSC AUTONOMOUS REGION IN MUSLIM MINDANAO
' Acting Director IV Maribel Sixto-Alejo
Acting Director Il Dominador E. Gonzales, Jr.
[=] ARMM Complex, 9600 Cotabato City
(064) 552-0512; (064) 552-0327
(064) 552-1855
\ y 0995-5813182 (Text CSCARMM)
A y E roarmm@csc.gov.ph;
civilservicecommission16@gmail.com

CSC NATIONAL CAPITAL REGION

Director IV Judith Dongallo-Chicano

Director |1l Maria Victoria M. Salazar

Director |1l Katherine Limare-Delmoro

[=7 No. 25 Kaliraya St., Brgy. Dona Josefa, Quezon City

@ (02) 740-8412; (02) 749-0980; (02) 781-5864;
(02) 781-5886; (02) 741-6097

& ncr.csc.gov.ph; roncr@csc.gov.ph; cscncr2015@
gmail.com

CSC NCR - Field Offices

Director || May Antonette D. Arriola

Civil Service Commission-

National Capital Region

Field Operations and Strategy Implementation Center
(FOSIC)

[=] No. 25Kaliraya St., Brgy. Dofa Josefa
1113 Quezon City

@ (02) 740-8412loc. 209; (02) 381-7681;
(02) 494-3984

cscner_fosic@yahoo.com.sg

BUREAU OF INTERNAL REVENUE FIELD OFFICE

Bureau of Internal Revenue

Dangerous Drugs Board

National Power Corporation

National Telecommunication Commission - CO

National Telecommunication Commission — NCR

National Transmission Corporation

National Council on Disability Affairs

Occupational Safety & Health Center

Office of the Ombudsman

Philippine Atmospheric, Geophysical & Astronomical Services
Administration

Philippine Drug Enforcement Agency

Philippine Science High School

Philippine Children’s Medical Center

Public Private Partnership Center of the Philippines

Power Sector Assets and Liabilities Management

Director Il Cecilia C. Villafuerte

CSC Field Office - BIR

Rm. 210, BIR Bldg., Agham Road
Diliman, Quezon City

(02) 929-5568; (02) 929-7515

roncr.fo_bircoahor@csc.gov.ph
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COMMISSION ON AUDIT FIELD OFFICE
Career Executive Service Board

Commission on Audit

Department of Social Welfare and Development
House of Representative Electoral Tribunal
Inter-Country Adoption Board

Senate Electoral Tribunal

Director Il Cecilia C. Villafuerte

[=] 2/F COABIdg., Commonwealth Avenue, Quezon City
@& (02)932-7136

& roncr.fo_bircoahor@csc.gov.ph

HORFIELD OFFICE
House of Representatives

Director Il Cecilia C. Villafuerte
Basement, South Wing,

House of Representatives,

[=] Constitution Hills, Quezon City
@ (02)932-6221

& roncr.fo_bircoahor@csc.gov.ph

BANGKO SENTRAL NG PILIPINAS FIELD OFFICE
Bangko Sentral ng Pilipinas

Bureau of Local Government Finance

Bureau of Plant Industry

Bureau of the Treasury

Central Board of Assessment Appeals
Cultural Center of the Philippines
Department of Finance

Department of Labor and Employment — CO
Department of Labor and Employment — NCR
Institute for Labor Studies

Insurance Commission

Inframuros Administration

Land Bank of the Philippines

Maritime Industry Authority

National Archives of the Philippines

National Conciliation and Mediation Board
National Historical Commission of the Philippines
National Parks Development Committee

National Wages and Productivity Commission
Overseas Workers Welfare Administration
Philippine Charity Sweepstakes Office

Philippine Sports Commission

Design Center of the Philippines (formerly PDDCP)
The National Library of the Philippines

Tourism Promotions Board (formerly PCBC)

Office of the Field Director

(=1 Rm. 605 EDPC Bldg., BSP Complex, F. B. Harrison St.,
Roxas Blvd., Manila

@ (02)708-7347

E  roncr.fo_bsp@csc.gov.ph; bsp_fo@yahoo.com

DEVELOPMENT BANK OF THE PHILIPPINES FIELD OFFICE

Al-Amanah Islamic Investment Bank of the Philippines

Aurora Pacific Economic Zone Authority

Bases Conversion Development Authority

Board of Investments

Cagayan Economic Zone Authority

Credit Information Corporation

Construction Industry Authority of the Philippines

Construction Manpower Development Foundation

Department of Energy

Department of Tourism - CO & NCR

Department of Trade and Industry - CO

Department of Trade and Industry - NCR

Development Bank of the Philippines

Employees Compensation Commission

Film Development Council of the Philippines

Games and Amusement Board

Governance Commission for GOCC (GCG)

Home Development Mutual Fund

Home Guaranty Corporation

Housing & Urban Development Coordinating Council (HUDCC)

Intellectual Property Office

National Development Company

National Home Mortgage Finance Corporation

National Livelihood Development Corporation

National Mapping and Resource Information Authority

National Police Commission - CO

Office of the Solicitor General

Philippine Deposit Insurance Corporation

Philippine Institute for Development Studies

Philippine International Trading Corporation

Philippine Merchant Marine Academy

Philippine National Oil Company

Philippine Racing Commission

Philippine Reclamation Authority

Philippine Retirement Authority

Privatization Management Office

Small Business Corporation (formerly SBGFC)

Trade and Investment Development Corp of the Philippines
(PhilExim)

Tourism Infrastructure and Enterprise Zone Authority

Director 11 Henry B. Pelifio

[=1 4/F DBP Bldg., Gil Puyat Ave., cor Makati Avenue
Makati City

(02) 818-9511loc. 3404

(02) 812-6371

roncr.fo_dbp@csc.gov.ph

MAKATI FIELD OFFICE
CGO-Mandaluyong

CGO-Pasig

CGO-Makati

Commission on Population

Department of Education - CO

Division of City Schools - Mandaluyong
Division of City Schools - Makati
Division of City Schools — Pasig

Land Transportation Office - NCR
Metropolitan Manila Development Authority
Philippine Health Insurance Corporation
Rizal Technological University

National Center for Mental Health

Director 11 Henry B. Pelifio

[=1 7/F Building 2, Makati City Hall
Poblacion, Makati City

& 870-1794

2 roncr.fo_makati@csc.gov.ph

DEPARTMENT OF FOREIGN AFFAIRS FIELD OFFICE
Center for International Trade Exposition and Mission
CGO - Pasay City

Commission on Appointments

Commission on Filipino Overseas

Department of Foreign Affairs

Division of City Schools - Pasay City

Foreign Service Institute

Government Service Insurance System

Light Rail Transit Authority

Office of the Vice-President

Philippine Economic Zone Authority

Philippine Trade Training Center

Senate of the Philippines

UNESCO National Commission of the Philippines

Director Il Laura D. Mangorangca

[=] 3/F DFABIdg., Roxas Blvd., Pasay City
& (02)834-3381; (02) 834-4809

1B (02)834-4455

= roncr.fo_dfa@csc.gov.ph

DEPARTMENT OF THE INTERIOR AND LOCAL GOVERNMENT
FIELD OFFICE

Bureau of Fire Protection - NHQ

Bureau of Fire Protection - NCR

Bureau of Jail Management & Penology — NHQ

Bureau of Jail Management & Penology - NCR

Department of the Interior & Local Government - CO
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' epartment of the Interior & Local Government — NCR
ocal Government Academy

National Police Commission — NCR
Philippine Public Safety College

Director Il Claudia A. Tan
' [=] 23/F DILG-NAPOLCOM Center Bldg.,
EDSA cor. Quezon Avenue, Quezon City
@ (02)929-9622;(02) 925-9113
E  roncr.fo_dilg@csc.gov.ph

. SOCIAL SECURITY SYSTEM FIELD OFFICE
N/ Land Registration Authority
\ Land Transportation Franchising and Regulatory Board - CO
Land Transportation Franchising and Regulatory Board - NCR
Land Transportation Office
Lung Center of the Philippines
National Commission on Muslims Filipino
National Electrification Administration
National Irrigation Administration
National Kidney & Transplant Institute
National Security Council
National Water Resources Board
Office of the Government Corporate Counsel
Parole & Probation Administration — CO
Parole & Probation Administration - NCR
Philippine Crop Insurance Corporation
Philippine Heart Center
Philippine National Volunteer Service Coordinating Agency
Public Attorney’s Office - CO & NCR
Social Security System
Tariff Commission
National Intelligence Coordinating Agency

Director Il Claudia A. Tan

[=] 10/F SSS Bldg., East Avenue, Diliman, Quezon City
@& (02)924-7826; (02) 920-6401 loc. 5959

B roncr.fo_sss@csc.gov.ph

DEPARTMENT OF THE NATIONAL DEFENSE FIELD OFFICE
AFP General Headquarters

AFP Medical Center

AFP Philippine Air Force

AFP Philippine Army

AFP Philippine Military Academy

AFP Philippine Navy

Agricultural Credit Policy Council

CGO - SanJuan

Department of National Defense

Department of Transportation

Development Academy of the Philippines
Division of City Schools - San Juan

Energy Regulatory Commission

Metro Rail Transit |11

National Defense College of the Philippines
National Economic and Development Authority
Office for Civil Defense

Office for Transportation Security
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Office of the Presidential Adviser on the Peace Process
Philippine Competition Commission

Philippine Coast Guard - Civilian

Philippine Overseas Employment Administration
Philippine Veterans Affairs Office

Presidential Commission on Good Government
Securities and Exchange Commission

The Government Arsenal

Toll Regulatory Board

Veterans Memorial Medical Center

Director Il Lucila C. Pagdanganan

[=] Camp Gen. Aguinaldo, Boni Serrano St., Quezon City
@ (02)982-5673;(02) 982-5600 loc. 5673

E  roncr.fo_dnd@csc.gov.ph

DEPARTMENT OF HEALTH FIELD OFFICE

Amang Rodriguez Memorial Medical Center

Center for Health Development (DOH-NCR)
Department of Health - CO

Dr. Jose Fabella Memorial Hospital

East Avenue Medical Center

Jose N. Rodriguez Memorial Hospital

Jose R. Reyes Memorial Medical Center

Las Piflas General Hospital and Satellite Trauma Center
National Children’s Hospital

Philippine Institute for Traditional & Alternative Healthcare
Philippine Orthopedic Center

Quirino Memorial Medical Center

Rizal Medical Center

San Lazaro Hospital

San Lorenzo Ruiz Women'’s Hospital

Tondo Medical Center

Valenzuela Medical Center

Director Il Fe P. Lacaba

[=] G/F Building 12, San Lazaro Compound,
Rizal Avenue, Sta. Cruz, Manila

@ (02)781-4329; (02) 651-7800 loc. 2252

E  roncr.fo_doh@csc.gov.ph

CALOOCAN CITY GOVERNMENT FIELD OFFICE
CGO - Caloocan

CGO - Malabon

CGO - Navotas

CGO - Valenzuela

Division of City Schools - Caloocan City
Division of City Schools — Malabon

Division of City Schools - Navotas

Division of City Schools - Valenzuela City
Philippine National Railways

Director Il Fe P. Lacaba

[=] 3/F Caloocan City Hall, A. Mabini St., Caloocan City
@ (02)288-8811t014 loc. 2257

18 (02)323-5349

E  roncr.fo_cal@csc.gov.ph

DEPARTMENT OF SCIENCE AND TECHNOLOGY FIELD OFFICE

Bureau of Corrections

CGO - Taguig

Department of Science & Technology - CO

Department of Science & Technology — NCR

Division of City Schools - Taguig & Pateros

Food & Nutrition Research Institute

Forest Products Research and Development Institute

Industrial Technology Development Institute

Metal Industry Research and Development Center

Municipal Government of Pateros

National Academy of Science and Technology

National Nutrition Council

National Research Council of the Philippines

Philippine Council for Agriculture, Aquatic and Natural Resources
Research and Development

Philippine Council for Health Research & Development

Philippine Council for Industry, Energy and Emerging Technology
Research and Development

PNP NCRPO

PNP Special Action Force (SAF)

Philippine Textile Research Institute

Science & Technology Information Institute

Science Education Institute

Technology Application & Promotion Institute

Director I Dick N. Echavez

[=1 4/F Philippine Textile Research Institute Building
PITRI Compound, Gen. Santos Avenue,
Bicutan, Taguig City

@ (02)837-2071loc. 2278/2279

& roncr.fo_dost@csc.gov.ph

DEPARTMENT OF PUBLIC WORKS AND HIGHWAYS
FIELD OFFICE

Bureau of Customs

Bureau of Quarantine

Commission on Elections - CO

Commission on Elections - NCR

Department of Public Works and Highways — CO
Department of Public Works and Highways — NCR
Department of Public Works and Highways - Road Board
Lands Management Bureau

National Tax Research Center

Philippine Normal University

Philippine Ports Authority

Technological University of the Philippines

Director Il Evelyn N. Enrique-Viernes

[=1 Mezzanine Floor, DPWH Bldg., Bonifacio Drive,
Port Area Manila

@ (02)304-3292; (02) 304-3549

B (02)304-35491

roncr.fo_dpwh@csc.gov.ph

\A 4
\A 4

MANILA FIELD OFFICE

Bureau of Immigration

CGO - Manila

Court of Appeals

Court of Tax Appeals

Department of Justice

Division of City Schools — Manila
National Bureau of Investigation
Pamantasan ng Lungsod ng Maynila
Philippine Postal Corporation - CO
Sandiganbayan AR,
Supreme Court of the Philippines \ )
National Museum

Director Il EvaF. Olmedillo 4
[=1 Lions Drive, Arroceros St., Ermita, Manila

@ (02)310-5289

E  roncr.fo_manila@csc.gov.ph

OFFICE OF THE PRESIDENT FIELD OFFICE
Bureau of Communications Services

Climate Change Commission

Commission on the Filipino Language
Cooperative Development Authority

Council for the Welfare of Children

DBM - Procurement Service

Department of Budget and Management - CO
Department of Budget and Management — NCR
Department of Social Welfare and Development - NCR
Eulogio “Amang” Rodriguez Institute of Science & Technology
Movie and TV Review and Classification Board
National Anti-Poverty Commission

National Commission for Culture and the Arts
National Labor Relations Commission

National Printing Office

National Tobacco Administration

National Youth Commission

News and Information Bureau

Office of the President

Optical Media Board

Pasig River Rehabilitation Commission
Philippine Commission on Women

Polytechnic University of the Philippines
Presidential Broadcast Staff (RTVM)
Presidential Commission for the Urban Poor
National Privacy Commission

Presidential Communications Operations Office
Presidential Legislative Liaison Office
Presidential Management Staff

Professional Regulation Commission
Philippine Statistical Authority

Bureau of Agricultural Statistics

National Statistics Office

National Statistical Coordination Board

Director I Noel V. Salumbides

[=] Room 476 Mabini Bldg., Malacafiang, Manila
@ (02)736-1032;)02) 735-6201 loc. 6382/6472
B roncr.fo_op@csc.gov.ph
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ILIPPINE NATIONAL POLICE FIELD OFFICE
hilippine National Police

Director |l VeldaE. Cornelio

[=] 2/F DPRM Annex Bldg., Camp Crame, Quezon City
& (02)723-0401loc. 3662

(02) 723-0401 loc. 3662, 4431

E  roncr.fo_pnp@csc.gov.ph

QUEZON CITY GOVERNMENT FIELD OFFICE

CGO - Quezon City

Department of Education — NCR

Division of City Schools - QC

Housing and Land Use Regulatory Board

National Commission on Indigenous People

National Housing Authority

Philippine Statistical Training Institute (formerly SRTI)

Director Il Jocelyn Patrice L. Deco

[=]  5/F Quezon City Hall, Elliptical Road,
Diliman, Quezon City

@ (02)988-4242loc. 8506

i3 (02) 988-4242loc. 8505

roncr.fo_gcg@csc.gov.ph

UNIVERSITY OF THE PHILIPPINES FIELD OFFICE

Advanced Science & Technology Institute

CGO - Marikina

Pamantasan ng Lungsod ng Marikina

Commission on Higher Education — CO

Commission on Higher Education-NCR

Commission on Human Rights

Division of City Schools — Marikina

Department of Information and Communication Technology

Local Water Utilities Administration

Marikina Polytechnic College

Metropolitan Waterworks & Sewerage System - Corporate Office

Metropolitan Waterworks & Sewerage System - Regulatory
Office

National Book Development Board

Philippine Center for Economic Development

Philippine Institute of Volcanology and Seismology

Philippine Nuclear Research Institute

University of the Philippines - Diliman

Director Il Jocelyn Patrice L. Deco

G/F NEC Bldg., UP Campus, Diliman, Quezon City
(02) 981-8500 loc. 3022
roncr.fo_up@csc.gov.ph

o

DEPARTMENT OF AGRICULTURE FIELD OFFICE

Agricultural Training Institute

Bureau of Agriculture and Fisheries Standards (formerly BAFPS)
Bureau of Agricultural Research

Bureau of Animal Industry

Bureau of Fisheries & Aquatic Resources

Bureau of Soils & Water Management

Department of Agrarian Reform

Department of Agriculture

Philippine Fiber Industry Development Authority
National Dairy Authority

National Food Authority - CO & NCR

National Meat Inspection Service

Office of Transportation Cooperatives

Fertilizer & Pesticide Authority

Philippine Carabao Center

Philippine Coconut Authority - CO & IVB
Philippine Council on Agriculture and Fisheries
Philippine Fisheries Development Authority
Philippine Rice Research Institute

Philippine Sugar Corporation

Quedan and Rural Credit Guarantee Corporation
Sugar Regulatory Administration

Director Il Hans R. Alcantara

=] G/F DA BIdg., Elliptical Road, Diliman, Quezon City
@ (02)920-1814; (02) 928-8741; (02) 928-8758
=] (02) 637-3451; (02) 920-4359

E  roncr.fo_da@csc.gov.ph

DEPARTMENT OF ENVIRONMENT AND NATURAL RESOURCES

FIELD OFFICE

Bureau of Broadcast Services

Department of Environment and Natural Resources - CO

Department of Environment and Natural Resources — NCR

Ecosystems Research and Development Bureau

Environmental Management Bureau — CO

Environmental Management Bureau - NCR

Forest Management Bureau

Laguna Lake Development Authority

Mines and Geosciences Bureau

National Broadcasting Network (PTV-4)

Natural Resources Development Corporation

Philippine Information Agency

Biodiversity Management Bureau (formerly Protected Areas &
Wildlife Bureau)

Director Il Hans R. Alcantara

[ DENR Annex Bldg., Visayas Avenue,
Diliman, Quezon City

@ (02)929-6626loc. 2079

8 (02)928-6190

B roncr.fo_denr@csc.gov.ph

PHILSCAFIELD OFFICE

CGO - Las Pifas

CGO - Muntinlupa

CGO - Paranaque

Civil Aeronautics Board

Civil Aviation Authority of the
Philippines (formerly ATO)

Division of City Schools - Las Pifias
Division of City Schools - Muntinlupa
Division of City Schools - Parafiaque
Duty Free Philippines

Food and Drugs Administration

Manila International Airport Authority
Philippine Aerospace Development Corporation
Philippine State College of Aeronautics

PNP Aviation Security Group (AVSEGROUP)
Research Institute for Tropical Medicine

Technical Education & Skills Development Authority - CO

Director Il Roderick J. Romualdo

Duty Free Philippines Corporation
[=] Duty Free Philippines, 3/F EHA Building,
Ninoy Aquino Ave. Parafaque City

@ (02)552-4391

=] PHILSCA Main Campus, Villamor Air Base, Pasay City

B roncr.fo_philsca@csc.gov.ph

CSCRO 1Field Offices

Director Il CeciliaR. Bareng

CSC Field Office - llocos Sur

[=] Zone 5, Bantay, 2727 llocos Sur

& (077)722-2380

= ro01.fo_ilocossur@csc.gov.ph;
cscisfo@yahoo.com

Director Il Nieves T. Duldulao

CSC Field Office - llocos Norte

[=] No. 7 Giron St. Laoag City, 2900 Ilocos Norte

@& (077)670-0357

E  ro01.fo_ilocosnorte@csc.gov.ph;
cscfo_ilocosnorte@yahoo.com

Director Il Violeta Nipal-Mendoza
CSC Field Office - La Union

[=1 Aguila Road, City of San Fernando
2500 La Union

(072) 700-5763
ro01.fo_launion@csc.gov.ph;
csclaunionfo@yahoo.com.ph

0

Director Il Flordeliza C. Bugtong

CSC Field Office - Lingayen

[=] Provincial Capitol Compound
Lingayen, 2401 Pangasinan

@ (075)529-9394

= ro01.fo_lingayen@csc.gov.ph;
csc_lingayenfo@yahoo.com

Director Il Rogelio T. Del Rosario
CSC Field Office - Urdaneta

[=1 Alexander St., Urdaneta City
2428 Pangasman

(075) 204-0143
ro01.fo_urdaneta@csc.gov.ph;
csc_urdaneta@yahoo.com.ph

0

CSCRO 2Field Offices

Acting Director Il Jovy VT. Miguel

CSC Field Office Cagayan - Batanes

[=1 Regional Government Center
Carig, Tuguegarao City

& (078)396-0654

= ro02.fo_cagayanbatanes@csc.gov.ph;
csccb_fo@yahoo.com

FIELD OFFICES

Director Il Rewina D. Arugay

CSC Field Office - Isabela

[=1 Alibagu, llagan, Isabela

& (078)323-0575

E  ro02.fo_isabela@csc.gov.ph;
cscreg2isa@gmail.com;
cscfo_isabela@yahoo.com.ph

Director Il Ma. Noemi S. Bustamante

CSC Field Office Nueva Vizcaya

[=] Quirino Capitol Site, Bayombong
Nueva Vizcaya

@ (078)392-0270

E  ro02.fo_quirinonuevaviscaya@csc.gov.ph;

leaeugenio@yahoo.com;
cscreg2nvg@gmail.com

Supervising PS Francis P. Acosta

CSC Field Office - Quirino

[=] Quirino State University Campus
Diffun, Quirino

@ (078)694-7060

E  ro02.fo_quirinonuevaviscaya@csc.gov.ph;

acostamarj@yahoo.com
CSCRO 3Field Offices

Director Il Eleanor M. Prado

CSC Field Office - Aurora

[=1 Barangay Buhangin, Baler, 3200 Aurora

E  ro03.fo_aurora@csc.gov.ph;
cscro3fo_aurora@yahoo.com.ph

Director Il Edgardo C. Cruz

CSC Field Office - Bataan

[=1 Provincial Capitol Compound
Balanga City, 2100 Bataan

@ (047)791-4707

E  ro03.fo_bataan@csc.gov.ph;
cscro3fo_bataan@yahoo.com.ph

Director Il Emily R. Reyes

CSC Field Office - Bulacan

[=1 Provincial Capitol Compound
City of Malolos, 3000 Bulacan

B (044)791-4940

E  ro03.fo_bulacan@csc.gov.ph;
cscro3fo_bulacan@yahoo.com.ph

A

Director || Edgar M. Martinez

=

)

CSC Field Office - Nueva Ecija “\

Old Provincial Capitol Compound
Cabanatuan City, 3100 Nueva Ecija
(044) 463-4666
ro03.fo_nuevaecija@csc.gov.ph;
cscro3fo_nuevaecija@yahoo.com.ph

Director Il Dulce J. Cochon
CSC Field Office - Pampanga

=

)

Provincial Capitol Compound

Sto. Nifio City of San Fernando
2000 Pampanga

(045) 961-3741; (045) 966-0126
ro03.fo_pampanga@csc.gov.ph;
cscro3fopampanga@yahoo.com

Director |l Marilou Y. Valerio
CSC Field Office - Tarlac

=
a

=

Romulo Blvd., San Vicente, 2300 Tarlac City
(045) 982-0455
ro03.fo_tarlac@csc.gov.ph;
cscro3fo_tarlac@yahoo.com.ph

Director || Maria Cristina R. Gonzales
CSC Field Office - Zambales

=
=

=

Palanginan, Iba, 2201 Zambales
(047) 307-2447
ro03.fo_zambales@csc.gov.ph;
cscro3fo_zambales@yahoo.com.ph

CSCRO 4 Field Offices

Director Il Allan Poe M. Carmona
CSC Field Office - Batangas

=

)

Provincial Capitol Compound
4200 Batangas City

(043) 425-4326; (043) 726-2894
ro04.fo_batangas@csc.gov.ph;
cscro4_batangas@yahoo.com

Director || Maria Theresa R. Poblador
CSC Field Office - Cavite

[v]

DB

Provincial Capitol Compound,

Trece Martires City, 4109 Cavite
(046) 471-9288 (Imus)

(046) 419-2534 (Trece Martires City)
ro04.fo_cative@csc.gov.ph;
cscro4_cavite@yahoo.com
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ril Cha Arevalo
CS Field Offic Laguna
Provincial Capitol Compound
Sta. Cruz, 4009 Laguna
(049) 501-3324

..... ro04.fo_laguna@csc.gov.ph;
cscro4_laguna@yahoo.com

Acting Director Il Nancy B. Asilo

CSC Field Office - Marinduque

=} Provincial Government Compound
Boac, 4900 Marinduque

= (042) 332-2539

- B ro04.fo_marinduque@csc.gov.ph;

94

cscro4_marinduque@yahoo.com

Caretaker Rene Lustania

CSC Field Office - Occidental Mindoro

[=1 Hidalgo Street, Brgy. 7, San Jose
5100 Occidental Mlndoro

& (043)711-7957

B ro04.fo_occidentalmindoro@csc.gov.ph;
cscro4_occmindoro@yahoo.com

Director Il Josephine R. Altura

CSC Field Office - Oriental Mindoro

=7 Provincial Capitol Compound
5200 Calapan City

& (043)441-6032

E  ro04.fo_orientalmindoro@csc.gov.ph;
cscro4_ormindoro@yahoo.com

Director Il Nel Sherwin A. Carnetes

CSC Field Office - Palawan

[=] SPS Government Center, Bancao-Bancao
5300 Puerto Princesa ley

@ (048)434-6344

E  ro04.fo_palawan@csc.gov.ph;
cscro4_palawan@yahoo.com

Director || Marissa C. Barba

CSC Field Office - Quezon

=7 Provincial Capitol Compound
Lucena City, 1103 Quezon

& (042)797-0923

E  ro04.fo_quezon@csc.gov.ph;
cscro4_quezon@yahoo.com

Director Il Jacinto C. Mateo 11

CSC Field Office - Rizal

[=1 4/F General Services Office (GSO) Bldg.
Municipal Government of Cainta Compound
A. Bonifacio Avenue, 1800 Cainta, Rizal

& (02)696-2596;(02) 535-5171

E  ro04.fo_rizal@csc.gov.ph;
cscro4_rizal@yahoo.com

Acting Director Il Philip C. Apostol

CSC Field Office - Romblon

[=1 4/F Romblon Provincial Capitol Bldg.
Capaclan, Romblon, 5500 Romblon

E  ro04.fo_romblon@csc.gov.ph;
cscro4_romblon@yahoo.com

CSCRO 5Field Offices

Director Il Arpon U. Lucero

CSC Field Office - Albay

[=1 IBP Road, Bitano, Legazpi City 4500

@ (052)480-2332

E  ro05.fo_albay@csc.gov.ph;
cscro5afo@yahoo.com

Director Il Rosalinni V. Moneda

CSC Field Office - Camarines Norte

[=1 Daet, Camarines Norte 4600

& (054)440-0695

E  gro05.fo_camarinesnorte@csc.gov.ph;
cscro5dfo@yahoo.com

Director Il Jocelyn L. Marifosque

CSC Field Office - Camarines Sur

[=1 Capitol Complex, Pili, 4418 Camarines Sur

@ (054)475-3429

E  ro05.fo_camarinessur@csc.gov.ph;
cscro5nfo@yahoo.com

Director Il Ma. Dolores D. Salud

CSC Field Office - Masbate

[=] Masbate City, 5400 Masbate

& (056)333-4141

E  ro05.fo_masbate@csc.gov.ph;
cscro5mfo@yahoo.com

Director Il Andronico A. Lanuza

CSC Field Office - Sorsogon

[=1 Flores Street, 4700 Sorsogon City

@ (056)421-5845

E  ro05.fo_sorsogon@csc.gov.ph;
cscro5sfo@yahoo.com

Director Il Raymundo V. Atendido

CSC Field Office - Catanduanes

[=] Virac, Catanduanes 4800

E  ro05.fo_catanduanes@csc.gov.ph;
cscro5cfo@yahoo.com

CSCRO 6 Field Offices

Director Il Evelyn N. Ejar

CSC Field Office - Aklan

[=1 3/F Administration Building, College of
Administration Industrial Technology,
Aklan State University, Roxas Ave. Ext.,
Kalibo, 5600 Aklan

@ (036) 268-5797

E  ro06.fo_aklan@csc.gov.ph; cscaklan@
yahoo.com; enejar@csc.gov.ph

Director Il Vizur-Ty C. Gaitano

CSC Field Office - Antique

[=] Sibalom, 5713 Antique

@ (036)543-8073

E  ro06.fo_antique@csc.gov.ph; cscantique@
yahoo.com; vcgaitano@csc.gov.ph

Director Il Radne B. Jomuad

CSC Field Office - Capiz

[=1 Capiz Provincial Capitol, 5800 Roxas City

@ (036)621-4989

E  ro06.fo_capiz@csc.gov.ph;
csccapiz@yahoo.com
rbjomuad@csc.gov.ph

Director Il Rufino G. Leonoras

CSC Field Office - Guimaras

[=] Guimaras Provincial Capitol, Jordan
5045 Guimaras

E  ro06.fo_guimaras@csc.gov.ph;
cscguimaras@yahoo.com;
rgleonoras@csc.gov.ph

Acting Director Il John Esar T. David

CSC Field Office - lloilo

[=1 Pepita Aquino Avenue, 5000 lloilo City

@ (033)337-3337;(033) 509-0557

E  ro06.fo_iloilo@csc.gov.ph;
csciloilo@yahoo.com; jtdavid@csc.gov.ph

Director Il Erna T. Elizan

CSC Field Office - Negros Occidental

[=1 Provincial Administrative Center, Aguinaldo
St. Bacolod City, 6100 Negros Occidental

@ (034)708-8184

@ cscnegrosoccidental.webs.com/

E  ro06.fo_negrosoccidental@csc.gov.ph;
cscnegrosoccidental@gmail.com;
etilizan@csc.gov.ph

CSCRO 7 Field Offices

Director Il Merlinda F. Quillano

CSC Field Office - Cebu North

[=1 5/F, CSC RO 7 Building Sudlon
Lahug, 6000 Cebu City

@ (032)414-0769

E  ro07.fo_cebunorth@csc.gov.ph

Director Il Ma. Victoria R. Gabud

CSC Field Office - Cebu South

=1 G/F,CSCRO 7 Building, Sudlon
Lahug, 6000 Cebu City

@ (032) 414-0839

E  ro07.fo_cebusouth@csc.gov.ph

Director Il Elizabeth B. Mateo

CSC Field Office - Bohol

[=1 Circumferential Road, Dampas District
6300 Tagbilaran City

@ (035)501-7046

E  ro07.fo_bohol@csc.gov.ph

Director Il Gina A. Crucio

CSC Field Office - Negros Oriental

[=7 Daro St., 6200 Dumaguete City

& (035)420-5002
r07.fo_negrosoriental@csc.gov.ph

Director Il Alice May S. Parcon

CSC Field Office - Siquijor

[=] Old Capitol Building, Larena, 6226 Siquijor
@ (035)377-2080
ro07.fo_siquijor@csc.gov.ph

CSCRO 8Field Offices

Director |l Lysander G. Navales

CSC Field Office - Leyte

[=] 2/F Leyte Academic Center, Palo, 6501 Leyte

@& (053)323-4136

ro08.fo_leyte@csc.gov.ph;
cscleytefield@gmail.com

Director |l Rey Albert B. Uy

CSC Field Office - Biliran

[=] Capitol Grounds, Brgy. Calumpang
Naval 6543 Biliran

@& (053)500-9220

ro08.fo_biliran@csc.gov.ph;
cscbiliran@yahoo.com

Director |l Rey Albert B. Uy
CSC Field Office - Western Leyte Satellite Office
=7 Aunubing Street, New Ormoc City Hall

6541 Ormoc City
@ (053)560-8172
cscwesternleyte@gmail.com

Director || Ma. Natividad L. Costibolo

CSC Field Office - Southern Leyte

[=7 Brgy. Asuncion Capitol Site, Maasin
6600 Southern Leyte

@ (053)570-9085

ro08.fo_southernleyte@csc.gov.ph;
cscmaasin@yahoo.com

Director Il Emmanuel L. Fuentes

CSC Field Office - Samar

[=1 Arteche Boulevard, Catbalogan City
6700 Western Samar

@& (055)543-9380

ro08.fo_westernsamar@csc.gov.ph;
cscwsamar@gmail.com

Director Il Michael M. dela Cruz

CSC Field Office - Eastern Samar

[=7 Brgy. Alang-Alang, Borongan,
6800 Eastern Samar

@ (055)560-9290

ro08.fo_easternsamar@csc.gov.ph;
cspo_esamar@yahoo.com

Director Il Pharida Q. Aurelia

CSC Field Office - Northern Samar

[=] UEP Town, Catarman, 6400 Northern Samar

@ (055)251-7288

E  ro08.fo_northernsamar@csc.gov.ph;
cs_nsamar@yahoo.com

CSCRO 9Field Offices

Director Il Faida Aisha A. Calapardo

CSC Field Office - Zamboanga City

[=1 2/F BPI Bldg., Port Area
7000 Zamboanga City

& (062)993-2942

E  ro09.fo_zamboangacity@csc.gov.ph;
cscro9_zcfo@yahoo.com

Director Il Mario Jose T. Cunting

CSC Field Office - Zamboanga Del Sur

=] Provincial Capitol Compound
7016 Pagadian City

& (062)215-3017

E  ro09.fo_zamboangadelsur@csc.gov.ph;
csczambosur@gmail.com

Director Il Jerry N. Mayormita

CSC Field Office - Zamboanga Del Norte

[=] ZDN Sports Complex Tower, Estaka
7100 Dipolog City

@ (065)212-3762

E  ro09.fo_zamboangadelnorte@csc.gov.ph;
znfo9@yahoo.com

CSCRO 10 Field Offices

Acting Director Il Cosette Maglasang-Mundo

CSC Field Office - Misamis Oriental

[=] 2/F of CSCRO 10, Vamenta Blvd. Carmen
9000 Cagayan de Oro City

E  ro10.fo_misamisoriental@csc.gov.ph;
csfomisor@gmail.com

Director Il Abdulla M. Datu-Dacula

CSC Field Office - Misamis Occidental

=1 Provincial Capitol Compound
7207 Oroquieta City 7207

@ (088)531-1280

E  ro10.fo_misamisoccidental@csc.gov.ph;
csc_misocc@yahoo.com

Director Il Lourdes B. Pelaez

CSC Field Office - Bukidnon

[=1 San Victores St., Brgy. 9, Malaybalay City
8700 Bukidnon

@ (088)813-2520

E  ro10.fo_bukidnon@csc.gov.ph
csc10_buk@yahoo.com.ph

A 4

\
Director I Alan B. Besario ‘\//

CSC Field Office - Camiguin

[=] CPSC Compound, Balbagon, Mambajao
9100 Camiguin

@ (088)387-2100

E  ro10.fo_camiguin@csc.gov.ph;
csc_cam@yahoo.com

Director Il Alona B. Carumba

CSC Field Office - Lanao del Norte

[=1 DepEd City Division, Aguinaldo St.
9200 lligan City

@ (063)221-4065

E  ro10.fo_lanaodelnorte@csc.gov.ph;
csc_lanao@yahoo.com

CSCRO 11 Field Offices

Director Il Minda G. Ostique

CSC Field Office - Davao City

=] DPWH Compound, Guerrero St., Davao City

@ (082)221-5551

E  ro11.fo_davaocity@csc.gov.ph;
cscdcfol1@yahoo.com

Director Il Richard T. Ortiz

CSC Field Office - Davao del Sur

=] DPWH Compound, Lapu-Lapu St., Digos
City

@& (082)553-4671

E  ro11.fo_davaodelsur@csc.gov.ph;
csc11ddsfo@yahoo.com

Director Il Nelly L. Esperanza

CSC Field Office - Davao del Norte

[=1 Government Center, Mankilam, Tagum City

@ (084)216-3674

E  ro11.fo_davaodelnorte@csc.gov.ph;
davaodelnortefieldoffice@yahoo.com

Acting Director Il Vicente D. Luna

CSC Field Office - Compostela Valley

=1 Nabunturan, Compostela Valley Province

E  ro11.fo_compostela@csc.gov.ph;
csc.comval@yahoo.com.ph

Director || Ma. Cynthia P. Aranas

CSC Field Office - Davao Oriental

[=1 Dahican, Davao Oriental

@ (087)388-4681

E  ro11.fo_davaooriental@csc.gov.ph;
cscdavaooriental@yahoo.com

CSCRO 12 Field Offices

Director 111 Venus D. Ondoy (Concurrent)

CSC Field Office - Cotabato City

[=] DPWH Cotabato City, DEO Compound
Ramon Rabago St., Motorpool, Access Road
Cotabato City

@& (064)421-1915
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rector || Ma. Josefina G. Buenbrazo
SC Field Office - North Cotabato

B Provincial Capitol, Amas, Kidapawan City
@ (064)572-8028

E  ro12.fo_northcotabato@csc.gov.ph;

cscfo_northcot@yahoo.com

ctor Il Glenda |. Foronda-Lasaga
C Field Office - Sarangani
Provincial Capitol Compound, Alabel
Sarangani Province
@ (083)508-2034

r = ro12.fo_sarangani@csc.gov.ph;
cscfo_sargen@yahoo.com

Director |l TeresitaR. Antolin
7 CSC Field Office - South Cotabato
[ Alunan Avenue, Koronadal City
\/ @ (083)228-1283

B ro12.fo_southcotabato@csc.gov.ph;
cscsouthcot@yahoo.com

Director Il Edna C. Nebrija-Mahinay

CSC Field Office - Sultan Kudarat

[=] Old Capitol Compound, Isulan
Sultan Kudarat

@ (064)201-4141

B ro12.fo_sultankudarat@csc.gov.ph;
cscskfo@yahoo.com

CSC CARField Offices

Director |l Perfecto B. Cardenas

CSC Field Office - Abra

[=] Provincial Capitol Compound, Bangued
2800 Abra

B rocar.fo_abra@csc.gov.ph;
cscfoabra@yahoo.com

Director || Ruben U. Wacas

CSC Field Office - Apayao

[=] Apayao Provincial Office, Luna, 3813 Apayao

B rocar.fo_apayao@csc.gov.ph;
csc_kal_ap@yahoo.com

Acting Director || George Manzano

CSC Field Office - Baguio City

[=] Jose Abad Santos Drive, Burnham Park
2600 Baguio City

@ (074)424-2659

B rocar.fo_baguio@csc.gov.ph;
cscbaguio@yahoo.com.ph

Director |l Cornelia S. Padinay

CSC Field Office - Benguet

[=] BSUCmpd. Km. 5, La Trinidad
2601 Benguet

@ (074)422-6208

96

E  rocar.fo_benguet@csc.gov.ph;
cscl14befo@yahoo.com.ph

Director Il Allyson M. Locano

CSC Field Office - Ifugao

[=1 Provincial Capitol, Lagawe, 3600 Ifugao

E  rocar.fo_ifugao@csc.gov.ph;
cscifugao@yahoo.com

Director || Ruben U. Wacas

CSC Field Office - Kalinga

[=] Government Center, Bulanao, Tabuk City
3800 Kalinga

& rocar.fo_kalinga@csc.gov.ph;
csc_kal_ap@yahoo.com

Director Il Allyson M. Locano

CSC Field Office - Mt. Province

[=1 Barangay Calutit, Bontoc, 2616 Mt. Province

E  rocar.fo_mt.province@csc.gov.ph;
csc_mpfo@yahoo.com

CSC CARAGA Field Offices

Director |l Christopher C. Mabale

CSC Field Office - Agusan del Norte

[=] DepEd Butuan City Division
Compound, Rosal Street, Butuan City

@ (085)342-7071

E  rocaraga.fo_agusandelnorte@csc.gov.ph;
csadnfo@yahoo.com

Director Il Harold P. Pareja

CSC Field Office - Agusan del Sur

[=1 Government D.O. Plaza Gov't. Center
Patin-ay, Agusan del Sur

@ (085)343-7309

E  rocaraga.fo_agusandelsur@csc.gov.ph;
cscxilagusanfo@gmail.com

Director || Meshach D. Dinhayan

CSC Field Office - Surigao del Norte

[=1 2/F Surigao Integrated Bus Terminal
Bldg. Brgy. Luna, Surigao City

& (086)826-8560

E  rocaraga.fo_surigaodelnorte@csc.gov.ph;
mdinhayan@yahoo.com

Director || Ruth C. Beniga

CSC Field Office - Surigao del Sur

[=1 Capitol Hills, Telaje, Tandag City

& (086)211-3052

E  rocaraga.fo_agusandelsur@csc.gov.ph;
caraga_sdsfo@yahoo.com

CSC ARMM Field Offices

Director Il Dominador E. Gonzales, Jr.

CSC Field Office ARMM Line Agencies

[=] ARMM Compound, 9600 Cotabato City

& (064)552-0512

E  roarmm.fo_cotabatocity@csc.gov.ph;
cscfoCOTarmm@yahoo.com

Director Il Sandrah Arnica M. Usman

CSC Field Office - Lanao del Sur

[=1 City Hall Building, Bangon Street,
Marawi City 9700

E  roarmm.fo_lanaodelsur@csc.gov.ph;
csfolanaosur@yahoo.com

OIC Director Il Roger V. Gumandao

CSC Field Office - Sulu

[=] Municipal Hall of Jolo, Jolo, 7400 Sulu

E  roarmm.fo_sulu@csc.gov.ph;
csc16sulu@yahoo.com;
cscfo_sulu@yahoo.com

OIC Director Il Gil D. Caburnay

CSC Field Office - Basilan

[=] Lamitan City, Lamitan, 7300 Basilan

E  cscfo_basilan@yahoo.com;
roarmm.fo_basilan@yahoo.com

Director Il Shastri S. Buddin

CSC Field Office - Tawi-tawi

[=1 Bongao, 7500 Tawi-Tawi

& (068)868-1543

E  roarmm.fo_tawitawi@csc.gov.ph;
cscfo_tawitawi@yahoo.com

OIC-Director Il Mary Grace Q. Mission
CSC Field Office - Maguindanao |
=] ARMM Compound,
9600 Cotabato City
& (064)552-0512
E  roarmm.fo_maguindanao@csc.gov.ph;
cscfo_maguindanao@yahoo.com.ph

Director Il Arnold V. Juloya

CSC Field Office — Maguindanao |1

[=1 Provincial Government Center
Buluan, Maguindanao

E  roarmm.fo_maguindanao@csc.gov.ph;
cscfo_maguindanao@yahoo.com.ph
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