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MODULE 1 

Introduction to PNP ITP-PGS  
(PNP PATROL Plan 2030) 
 

Considering the PNPõs mandate, the performance of the organization from an operational perspective was pegged on measuring its 

effectiveness in preventing crimes and solving those that has already been committed. 

In 2003, the PNP came under fire after it was tagged by national perception surveys as one of the most corrupt government agencies 
in the country. It was at that same instance that a related study was being conducted by the United Nations Development Program on 
the Criminal Justice System of the Philippines where various issues attributed to the police system were identified. This was substantiated 
by the PNP Reform Commission Report spearheaded by former Justice Secretary Sedfrey Ordoñez which identified variables such as 
the PNPõs low level of professional training, massive human rights abuses, low crime conviction rate, poor technological capability and 

corruption as having the highest impact towards its low credibility status to the public.  

The imminent degeneration of the PNPõs organizational culture and morale brought about by its low level of performance and 
credibility gave birth to the Integrated Transformation Program which was eventually integrated with the then existing Medium Term 

Development Plan (2005-2010).  

Under the ITP, arrays of new projects and activities were presented and implemented to impact its Key result areas. The ITP has 
therefore served as the organizationõs roadmap to lasting change which aimed to transform the PNP into a more capable, effective 

and credible police agency.  

The introduction of the Performance Governance System or PGS into the Philippine system in 2009 pushed the PNPõs transformation 
program further as it once again harnessed the PNPõs efforts strategically towards the adoption of measures and tools that will map 

out its gains towards its identified vision for the organization.  

In its Board Meeting on December 2008, the Millennium Challenge Corporation (MCC) decided to reselect the Philippines as Compact 
Eligible for FY 2009. The Philippines was one of the twenty-eight (28) nations identified as a beneficiary of the development agents. In 
order for the Philippines to sign a Compact Agreement, it should meet the MCC eligibility criteria in areas of ruling justly, investing in 

people and economic freedom.  

Through a memorandum issued on July 9, 2009 by then Executive Secretary Eduardo Ermita, the PNP was chosen as one among the first 
six national government agencies to participate in the Millennium Challenge Corporation program mainly because it was deemed 
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ready for productive participation in good governance based on the progress of its ITP.  The ITP has provided a good basis for the 

adoption of a comprehensive governance system anchored on the impact that this brings to the community that the PNP directly serve.  

Through the PGS - the local adaptation Norton and Kaplanõs Balanced Scorecard- the PNP seized the opportunity to reinforce its 
previously laid ITP strategies. Seeing no need to reinvent the wheel, the organization adopted the ITP framework in formulating the 

Strategy Map and Scorecard.  

Having been able to comply with the requirements for the initiation and compliance stages, the PNP is now gearing towards completing 

the third-level òproficiency stageó necessary for it to step up to the succeeding stages of the PGS towards institutionalization. 

 

Getting Familiar with Balanced Scorecard 

In this handbook, youõll get your first glimpse at what a Balanced Scorecard is and how it 
works. Youõll see that scorecards arenõt rocket science, but they do require some good 
structure, analysis, and planning in order to get it right. 

Just what is Balanced Scorecard, anyway? To better understand what a Balanced Scorecard 
is, maybe you should first learn where it came from and why. The Balanced Scorecard was 
first developed in the early 1990s by two guys at the Harvard Business School: Robert 
Kaplan and David Norton. The key problem that Kaplan and Norton identified in todayõs 
business was that many companies had the tendency to manage their businesses based solely 
upon financial measures. While that may have worked well in the past, the pace of business 
or even organization in todayõs world requires better and more comprehensive measures. 
Though financial measures are necessary, they can only report what has happened in the past 
ñ where your business has been ñ and they are not able to report where it is headed: Itõs 

like trying to drive your car by looking in the rear view mirror. 

In order to provide a management system that was better at dealing with todayõs paces of 
companies and organizations and to provide managers with the information they need so that 
they can make better decisions, Kaplan and Norton developed the Balanced Scorecard. Note 
that we said that the Balanced Scorecard is a management system ñ not a measurement system. Yes, measurement is a key aspect of 
the Balanced Scorecard, but it is much more than just measurement: it is a means to setting and achieving the strategic goals and 

objectives for your organization. 



4 

 

So, what is the Balanced Scorecard? In short, itõs a management system that enables our organization, which is the PNP, to set, track and 
achieve its key strategies and objectives. Once the strategies are developed, they are deployed and tracked through what we call the 

Four Perspectives of the Balanced Scorecard.  

These are made up of four distinct perspectives: The Customer (Community) 
perspective, the Financial (Resource Management), the Internal Process 
(Process Excellence), and the Knowledge, Education, and Growth Leg 

(Learning and Growth). 

When planning your Balanced Scorecard, you should go through the 

following steps in the order shown to achieve the best results: 

1. Design your Balanced Scorecard strategy. The Balanced Scorecard 
should align with the overall strategy of the organization. Elements of 
consideration should include key office or unit achievements, goals, and 
objectives. One of the best tools to use in this step is the Strategy Map (see 

PNP PATROL Plan Roadmap 2030). 

2. Plan the framework of your scorecard. The framework should be 
customized to your office or unit, and consist of the four perspectives of your scorecard, and include key elements such as risk and 
variation indication, and interrelationships between the perspectives as well. It is here that you will build the foundation and structure of 
your Balanced Scorecard process. Elements of consideration should 
include how each leg of your scorecard will provide insights into 
how the organization is doing now, and how it will do in the future. 
Also include feedback/flexible loops that can both enable 
detection and response to key changes which may affect 

performance. 

3. Plan how youõll put your scorecard together. This includes all 
of the key metrics identified in the earlier steps, interlinking them 
in such a way that they are directly related to each other. 
Elements to consider should include how well the metrics relate to 
the direction and mission of the organization, how well they show 
what you need to see, and their ability to indicate change or 

variation quickly and effectively. 
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4. Set up support for the scorecards. Youõll need support throughout the organization, but especially with its leaders and managers. 
Elements to consider here must include their input, from design to metric selection to how performance will be assessed, as participants, 

not just onlookers. 

5. Plan the implementation and tracking of your Balanced Scorecard. Link the scorecard to every activity and event, and to the key 
performance indicators (KPIs) for your office and your unit. Elements of consideration will include how your managers and personnel will 
perceive and successfully implement and communicate their scorecards, the effectiveness of the feedback loops, and flexibility to 

changing conditions, among other things. 

6. Plan a self-assessment process. As mistakes are occasionally made, your organization can learn quickly and effectively from them 
and make adjustments along the way. This enables a continuous improvement and refinement capability, which is critical to the long 
term success and sustainability of your scorecards. Elements of consideration should include designing a good òlessons learnedó process, 

and integrating the study and understanding of the results of this process into new project and scorecard implementation processes. 

Developing Your Strategy Map: A Balancing Act 

Developing your scorecard strategies and making the strategies the core of 
your objectives are the main goals of the balanced-scorecard approach. To 
meet your goals and to achieve balance among the four perspectives of the 
scorecard, you need to develop strategy maps. These maps are typically (and 
best!) developed by senior executives and their direct reports, and they form 
the basis for the operational and tactical level plans, projects, and scorecards. 

Strategy maps are the vehicles by which you ensure that your scorecards have 
balance. Strategy maps also allow you to see how your operational and 
tactical plans and initiatives are linked and work toward achieving your 

strategic objectives. 

It takes some work on your part and the part of your management team to 
create strategy maps, but the effort is really worth it. So, call a meeting with 
all your management peers, lock the door when everyone enters the room, and 
donõt leave until your strategy map is done (make sure you order some coffee 

or iced tea ñ and donõt forget the pancit canton with hot pandesal!). 
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Doing your mapping homework 

Before you gather the faithful and lock the meeting-room door to get your strategy map done, you need to do some strategy 

homework. Gather and review the following information: 

¶ Your annual reports 

¶ Your mission statement (if you donõt have one, get it done!) 

¶ Your organizational values and guiding principles 

¶ Your vision for the future 

¶ Your project plans and initiatives 

¶ Studies, reviews, and reports 

¶ Performance reports for the past 12 months 

¶ Competitive data and analysis 

¶ Your organizational history (to get in touch with what the former leaders of your organization valued and wanted to achieve) 

¶ Journals and news articles on your office/unit 

¶ Benchmarking reports and information 
 

Be cautious not to play follow-the-leader and just do what other 
offices or units have done ñ especially when it comes to 
competitive and benchmark analysis. These have to be your 
strategies and scorecards, not just carbon copies of what other 
organizations have done. And, while youõre at it, look for a 
consistent thread regarding your vision, mission, values, and 
guiding principles. If these statements arenõt consistent, revise them 

to make them so. 

 

Drafting the strategy map 

If youõve done your strategy homework, you should be ready to 
develop your strategy map. The strategy map or the PNP 
PATROL Plan Roadmap gives you a good idea of what the end 
result may be. Your strategy map will undoubtedly be more 
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complex than this example. 

To create a strategy map, follow these basic steps: 

1. Gather and analyze the necessary information: Organizational studies, reviews, SWOT (Strengths, Weaknesses, Opportunities, and 

Threats) analysis, financial statements, etc. 

2. Develop strategies, such as: Reduction of crime rate by 10 percent, or increase police response time rate by 15 percent within three 
years. 

3. Develop the objectives and goals for each perspective of the scorecard. 

4. Ensure that all of the interactions and linkages are defined among the four perspectives. 

 

Using strategic-planning tools such as SWOT analysis, best practice and competitive benchmarking can be invaluable when developing 
your long-term strategies. For more information on these topics, simply do a web search and youõll find tons of information at your 

fingertips, both for free and for a price. 

Leaning on the four perspectives of the scorecard 

Your Balanced Scorecard Strategy relies upon four different yet integrated perspectives: The Customer or Community Perspective, the 
Financial or Resource Management Perspective, the Process Excellence Perspective, and the Learning and Growth Perspective. These 
four perspectives of the Balanced Scorecard are necessary for todayõs executives and managers to be able to plan, implement and 
achieve their strategies. The four perspectives will make the difference between whether your organization succeeds or fails. The 

following list takes a closer look at the four perspectives: 

¶ Customer or Community scorecard: Measures your customersõ satisfaction and their performance requirements ñ for your 
organization and what service it delivers. 

¶ Resource Management scorecard: Tracks your financial requirements and performance. 

¶ Process Excellence scorecard: Measures your critical-to-customer process requirements and measures or core functions of the 
organization. 

¶ Learning and Growth scorecard: Focuses on how you train and educate your personnel, gain and capture your knowledge. 
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MODULE 2 

Formulating Balanced Scorecard 
 
 
 
Getting started with Balanced Scorecards 
 
Getting started in planning your Balanced Scorecards means 
following a simple, standardized multi-step roadmap to first confirm 
what you want to do and how you intend to do it, then defining how 
you intend to measure doing it, and finally outlining what specifically 
you will do better than your competitors. And youõll do this all while 
taking changes in your organization, personnel, services, 
stakeholders, components, data and many other factors into account.  
 
When planning your Balanced Scorecard, you should go through the 
following steps in the order shown to achieve the best results: 
 
1. Design your Balanced Scorecard strategy. The Balanced 
Scorecard should align with the overall strategy of your 
organization. Elements of consideration should include key 
organizational achievements, goals, and objectives. One of the best 
tools to use in this step is the Strategy Map. 
 
2. Plan the framework of your scorecard. The framework should be customized to your services, and consist of the four perspectives of 
your scorecard, and include key elements such as risk and variation indication, and interrelationships between the perspectives as well. 
It is here that you will build the foundation and structure of your Balanced Scorecard process. Elements of consideration should include 
how each perspective of your scorecard will provide insights into how the organization is doing now, and how it will do in the future. 
Also include feedback/flexible loops that can both enable detection and response to key changes which may affect performance. 
 
3. Plan how youõll put your scorecard together. This includes all of the key metrics identified in the earlier steps, interlinking them in 
such a way that they are directly related to each other. Elements to consider should include how well the metrics relate to the direction 
and mission of the organization, how well they show what you need to see, and their ability to indicate change or variation quickly and 
effectively. 
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4. Set up support for the scorecards. Youõll need support throughout 
the organization, but especially with its leaders and managers. 
Elements to consider here must include their input, from design to 
metric selection to how performance will be assessed, as participants, 
not just onlookers. 
 
5. Plan the implementation and tracking of your Balanced 
Scorecard. Link the scorecard to every activity and event, and to the 
key performance indicators for your office and your unit. Elements of 
consideration will include how your managers and personnel will 
perceive and successfully implement and communicate their 
scorecards, the effectiveness of the feedback loops, and flexibility to 
changing conditions, among other things. 
 
6. Plan a self-assessment process. As mistakes are occasionally 
made, your organization can learn quickly and effectively from them 
and make adjustments along the way. This enables a continuous 

improvement and refinement capability, which is critical to the 
long term success and sustainability of your scorecards. 
Elements of consideration should include designing a good 
òlessons learnedó process, and integrating the study and 
understanding of the results of this process into new project and 
scorecard implementation processes. 

ASPECTS LEAD or OUTCOME LAG or DRIVER 

PURPOSE Assess performance results 
at the end of the activity 

Å  Measure intermediate 
processes, activities 

and behavior 

EXAMPLE Investigative Skill Coverage Å  Hours spent training 

STRENGTHS Usually objective and easily 

captured 
Å  More predictive in 

nature 

Å  Allows organization 
to adjust behavior for 

performance 

ISSUES Reflects pass successes, not 
current activities and 

decisions 

Å  Based on the 
hypotheses of 
strategic cause and 

effect 

Å  Often difficult to 
collect supporting 

data 
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FIRST LEVEL STRATEGY OF THE PNP 

The issuance of a Memorandum from the Executive Secretary to institutionalize the PGS prompted the PNP to develop its own strategy 

which resulted to the crafting of the first-level scorecard by the different directorates which was approved by the Chief, PNP. 

The illustration shows the enterprise strategy or the PNP Transformation Roadmap 2030. It is a graphical and logical representation of 
what the PNP will do to attain its vision.  

 
Topping all perspectives is the Community which refers to the entire society or the people at large. And with the PNPõs mission to 
improve crime prevention and control and improve community safety awareness through community-oriented and rights-based policing, 
the overall objective for the community will be attained which is to create a safer place to live, work and do business. 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

PHILIPPINE  

NATIONAL  
POLICE 

 

MISSION 

Enforce the law, prevent and control 
crimes, maintain peace and order, 

and ensure public safety and internal 
security with the active support of the 

community 

CORE VALUES 
Maka Diyos 

Makatao    
Makabayan 

Makakalikasan  

MANDATE  

Republic Act 6975 as amended by 
RA  8551 and further amended by 

 RA 9708  

PHILOSOPHY 
Service, Honor and Justice 

VISION: Imploring the aid of the Almighty, by 2030, WE shall be a highly capable, 
effective and credible police service working in partnership with a responsive 

community towards the attainment of a safer place to live, work, and do business . 


