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Approximately 26% of members responded to the September 2017 Survey responding to the following questions: 

 
Have you had 2016 Performance Review?  If yes, what was the approximate date? 
Has your 2016 PP been signed off?  If yes, what was the approximate date? 
Have you received your 2016 Performance/COLA increment?  If yes, what was the approximate date? 
Have you had your 2017 mid-year performance review meeting?  If yes, what was the approximate date? 
 

Of those respondents, 27% responded with additional comments.  Their input is in this part of the report 
 
I disagreed with my performance rating and included this in my comments. There is no recourse or process to have ratings 
reconsidered. It is decided and a done deal. Takes a lot of effort to complete these planners when it comes down to who has the 
biggest influence to make the decisions. Was responsible for many initiatives and accomplishments for the Division and my unit, and to 
only receive a "Meeting Expectations" rating is extremely disappointing. Feel more disengaged then ever… 
 

FOLLOWING TEMPLATE 

Poor communication by mgmt. No template showing the flow. 

Very little support or template showing the way the planner is supposed to look. I was pressured to do it a month ago but other staff 
have not even had their mid-year yet. 

Concerns with this process as: A) it is not transparent - we don't know who receives the top money, B) I have asked about how 
someone with an accommodation factors into this process? C) The incremental bonus is not equitably distributed nor are the listed 
rationale for who receives what.  Someone who receives no increment should not be excluded from a pay increment if they are 
simply new to a job unless they do not have experience working in the field or the City, then it might make sense. 

The way in which the increases are determined (RE: % based on performance) is not practised in a fair and equitable manner with 
very loose and unattainable goals to receive the top level. Mgrs. make up rules when I have asked questions about how it's 
determined, not impressed by this process what-so-ever. It also creates an competitive work environment 

Why do we have to fill this out if you have been red circled?  - Waste of time for everyone 

Confusion when staff start a new position after the start of the year.  We only learned we had to complete TWO perf planners (one 
for each mgr.) well into 2015.  The system is poorly understood by mgrs.  
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PP SYSTEM DOES NOT WORK  

1% - We have a very organized system going for Performance Planner Reviews. No complains at present. 

8% referred to it as a ... Waste of time... 
PPs are a complete waste of time & do not reflect the day to day job performed,   
Whole PP process is a waste of my/mgmt.'s time. Can never achieve 'exceeds' so why try? For 3 years I did extra work, took 
courses & didn't get 'exceeds' so now I'm content to just do my job, no more, no less, which is the City's loss,  
PPs are time consuming & of questionable value,   
PP is an exercise that has no real merit on job performance or job review.  
Why do we waste time putting all the information on these forms when it's is not taken seriously by upper mgmt.?  
Get rid of the planner as it does not add value & is time consuming to complete..   

Don't think the performance review is an accurate reflection of the actual work performed 

Assessment & evaluation process is not fair, there is no criteria, goals or objectives for the process. 

Not liking this system, to subjective 

Reporting mgr. has been creating various issues for past 3 years especially on my performance rating.  
2016, even though on WSIB (medical treatment) for a couple of months I completed my responsibilities not only on my floor but 
also on the other floor as assigned. I did not receive any increment & rated as 0%. 

Never a fair process...Performance goals are set by individuals?? Mgmt. & exempt staff do the same job across districts should 
have a core performance & extra initiatives. Complexity & workload varies & that should be taken into consideration. We are at 
mid-terms & the objectives have not yet come from the top to pass on?? 

Remains an unfair and non-motivating process  

Immediate mgr. gave me a 'meets' in April, 2017 & this was overturned by Director to 'developmental'. Wasn't explained to me until 
2 weeks ago & indicated they will not be revising.  Received COLA in Sept pay.  PP process flawed, does not reflect full scope of 
work done.  There are no job descriptions for my position & my immediate mgr.'s position while there are for all others.  We've had 
no job description for the past 3 years. Full scope not captured. 

The new PP takes a lot of thought & planning. Can't the process be simplified? 

Performance reviews are not based on performance but on personality. 

Have been a Permanent Supervisor for 10+ years. Have never received an 'exceed', or a ''developmental' rating. Good on one 
hand, not so much on the other. Of note there were only 6 permanent supervisors during those years. So doesn't look as though 
17% are receiving exceed status? 

The process is not fair. We work our butts off but get into a meeting & hear you only did fairly well. 

PP is not based on accomplishments/achievements but on how mgr. feels about you. Way to much personal flexibility & latitude in 
the way they come to the final percentage. 

Always disappointed in the PP review process.  It's a lot of work & in the end has helped create an unfriendly rivalry between mgrs. 
in districts over who is busier. Also, the secret process where a few people get a big bonus & the rest get something - is 
demoralizing given our workload.  Every year is a big bonus year for me in my mind.... 
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Meetings are mostly negative & don't address the objective of department or project .The performance level has to follow 
department rating as satisfactory & don't count for individuals performance 

The way in which the 4.5% increment is given out is unfair.  There are no guidelines for how someone can "exceed" & no 
transparency in how it is decided.   Pure favoritism. 

Had mid-year review, but I had to compare performance YTD against 2016 objectives & a colleague's 2017 objectives as I've not 
received confirmation as to 2017 objectives? 

PP is a joke! We have a meeting just before they are due to Payroll & everyone gets "meets" …no matter what. 

Process to be considered for 'exceeds' is not transparent …to know how my performance is competitive or meets the mark to 
receive 4.5 rating. Subjective process & not comparable in like roles. Who received 4.5% is not shared to demonstrate what would 
be warranted to receive such a recommendation. 

The PD process is counterproductive, it pits resources against resources when they are limited.  They are completely subjective & 
never tell us who received exceeds or how they can support getting us there.  (oh yeah that's right they aren't supposed to help us 
all succeed - they want to fit us into all the quotas they have so some need to fail).  That's a productive system the mayor would be 
proud to share in the media 

No value added for Performance Review if the deadline was April 15. HR circulated a memo in June/July & indicated that overall 
we had 40% completed the performance review. Sounds like a joke!!!!!!!!!! 

Writing detailed descriptions of various functions is time consuming & gets changed by Mgr. to a 2nd version, then 3rd version, 
then 4th version and & so on...Result ="information overload". Mgrs. miss the behavioral aspect because of "information overload". 
Consequence: though the team is in place & achieving the strategic plan it is not clearly understood (appreciated). 

Needs to be a performance review process, but the current process is totally broken. It needs to be replaced. With what, I couldn't 
say. But the current process is a joke. 

New PP is very open for interpretation.  My understanding is it is our personal PP to be what we want to work on but, it is not being 
rolled out this way? 

NOT RECEIVING SIGNED DOCUMENTS  

In current division, I've had Performance review (final) meetings for all prior years but received copies of PP with mgr.'s comment 
section completed only for 2012 & 2016. I've received the copy of the completed and signed off PP pay forms all years. 

2016 told I definitely 'meet' but I was not given a copy of the signed document. It was not fully completed when I was asked to sign. 

Not given  a copy of the signed PP form 

Not sure that I received a signed copy back from my boss. She is new in her position so I will follow up with her office. 

Supervisor asked me to sign off & scan to her, but she did not send me the % increase or a copy of the signed final.  I also had a 
temporary assignment at a higher mgmt. level (this planner was completed and signed off on time).  Have a midyear meeting with 
new supervisor in a week (27-09-17) when I will address base position sign off.  The big question is what will be the base position 
% increase?  I possibly should not have signed off ahead of time 

I was not provided final copy of 2016 but not advised of rating. Compensation was received late Aug… process demotivating. 

…I do not have a signed copy but only received 1%. 
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Did not sign my PP as I did not agree with it. In the survey it asked if it was signed off, yes by senior mgmt. but not by me. 
Also having the City Mgr. change the program retroactively is totally off base & unfair.  
Change the rules for the upcoming year, not for a year already completed. 

MORE THEN ONE MGR/DIRECTOR INVOLVED 

Due to staffing changes (acting positions), mid-year & end of year evaluations were carried out by 2 different Mgrs. 

2016 plan meeting was not with 2016 mgr.…had 2 different mgrs. in 2017 thus far. The 1st started the review of performance, then 
they both met, with the 2nd mgr. finally signing off. Neither had anything to do with 2016. 

Multiple changes in my reporting structure beyond my control resulted in no real performance review & rating that was not 
discussed with me & not reflective of my performance - I got an award for leadership but was rated 'met expectations' results 

New MOH on board so mid-year review may have been missed because this may not have been a priority in the onboarding 
process. In addition there could be no expectation she is aware of my performance. 

TIMELINESS OF COMPENSATION 

Ridiculous process. The date of remuneration has been later every year. This is a lack of respect & shows the true colors of this 
organization. The only time we are valued is when there is a labour disruption. 

5% - Never has the increment been so late in coming -- Takes a very long time -- Very slow and problematic process.   

Have to check to confirm I received my incremental increase - paperwork was completed. 

Takes too long to receive the increase on your pay. Salary increase & COLA increases are not clearly indicated on paystubs. It 
should be very clear. 

Not sure of the date or if my increment was completed as it was not much money. 

Request senior mgmt. sign off on PPs in the year.  We didn't receive increment & COLA till July 2017 which is unacceptable. 

No meeting to discuss 2016 performance, everyone in SWM was given a 2.5 % increase, if discussed some would have 'exceed' 
expectation. Retroactive payment was very late this year & it affect the rest of the deadlines for 2017 

Received 2.5 rating for the first 9 months for my position as supervisor at 6.5 level pay & then was promoted to a Mgr. position (8.0 
pay level) in Oct & received 1.0 % rating for the remaining 3 months in 2016.  However, my pay increase overall based on Sept/17 
paystub is 1.25 %... what's up with that? Called payroll, still waiting to hear back.... 

PERFORMANCE AND COLA 

Performance pay should not be connected to COLA, it should be separate…difficult enough to deal with day to day issues & 
providing high quality service…supervisor should at least have the COLA increase. I've not been affected but if employees get it 
why shouldn't mgrs. automatically. It shouldn't be connected. I was informed if you don't get PP then you don't receive COLA. 

2% – PP and COLA should be separate 

Performance was unsatisfactory; hence, no pay increases of any kind.  

2%- did not receive COLA increment 

QUOTAS 

The City needs to allow more "Exceeds" within a Division.  Currently those ratings are spread to allow different high performers to 
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receive the higher rating in different years (or for those already at the top of their salary band to receive "Meets" to allow for more 
junior members to receive the higher increase).  This is demoralizing. 

Told by SMT that someone will have to get 1% & there is now quota's. Causing issue among mgmt. team ---- other SDP's are 
looking at other teams & their work - becoming a bit competitive creating a decrease in moral. 

Targets set by upper senior mgmt. to require a percentage of individuals to be categorized into the 'exceeds, meets, or 
development' categories, without due regard to their complete performance or objectives which were reviewed at the beginning of 
the year. This is not fair practice. 

Planner useful however to receive excellent is impossible & will never appropriate recognition for accomplishments. 

This was by far the worst year for PP process I've experienced. Delays in payment, inconsistent direction to Mgrs. about 
maximums for % allocation (how many staff could be assigned "meets expectation") and last minute changes to % allocation. 

Due to the limitations of this program, & the cap on who can exceed, even if you do exceed, they are telling us they can only hand 
out so many per year, so this year, it's not your year. It's not a motivator for high performance 

Concern is "they" are looking to artificially and arbitrarily create a distribution curve of staff who exceed, meet or don't meet the 
requirements. The direction is that 5% (or more) "have to be" graded as not 'meeting' the requirements, regardless of the persons 
performance. In other words "they" are required to manufacture "losers" to satisfy the imposed quota. Sad really. And … so 
subjective. Mgrs. will coach the deserving (those they like) and not help those that they don't. 

Upset by outcome of the 2016 review because even though it was determined my performance met & occasionally exceeded 
expectations I still received 1% & developmental level because it was my first year on the current position…profoundly unfair 

TIMING ISSUES OF PP 

2% - Internal restructuring delayed or cancelled the 2017 initiative.  

Received comments on my 2017 Mid-Year Perf Review & gave to my mgr. (July 2017). I've not received mgrs. comments on that 
review, nor have I been invited to a 2017 mid-year review with my mgr., (Sept.19/17). 

Not had PP started/reviewed or signed off on time in over 9 years. I haven't had a 1:1 with my Director this year as he was too 
busy. As a result I haven't done them with my staff. The entire thing is a joke. Can't complain to our Division Head as he & the 
Director are friends from University 

Meetings are not held…just a sign-off without meaningful discussion. It's always a scramble to get the forms completed & submit. 

The time spent on this process is indefensible. If the work/time involved were costed out it would far exceed the total $ spent on 
increments. The companies that originated this concept (Deloitte, I believe) abandoned it as ineffectual & too costly. 

I don't think the delay is intentional.  Unfortunately, current manual process of managing & tracking PPs has a lot of overhead 
associated with it.  Hopefully, new implementation of Success Factors will help streamline back-office processes so staff can get 
performance bonus on a timely basis.   
Note: there is an opportunity cost associated with not receiving increments on time.  City earns interest on those $$ by holding onto 
the $$ opposed to (giving to) staff. 

Never met initially with our supervisors at the beginning of the year to talk about the planners & almost never at the midway point. 
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Our planners are always put together in Jan. just before they are due. 

2017 PP has not been done as my Mgr. has not provided his goals to me, hence I cannot start my planner. 

2017 Objectives have not yet been set, therefore a mid-year meeting is not possible,   
Have not been asked for the 2017 planner,   
Don't even have a specific 2017 plan,   
Due to mgmt. changes, 2017 performance is behind schedule. 

2017 scheduled for Sept. 20…  

 Scheduled Sept 21/17,   

 Now end of Sept & we have just been given a copy of the 2017 Planner.   

 Planner is general... does not really cover my area of work,   

 Meeting to be rescheduled 

Midyear reviews do not occur. 

I'm thinking of retiring early next year and wonder how my 2017 performance planner objectives met will be captured, since it is 
common to have the review meeting in early summer. 

Just signed off the 2016 PP Form last week.  No other feedback on 2016 achievement/performance or 2017 mid-year performance 
received. Not a very useful tool considering time to plan & complete if it's not used for constructive feedback. 

PP are getting quicker. April deadlines are not feasible as the yearend numbers the performance is based on are generally not 
available until end of March. The biggest issue is the next year objectives change every year & are late being distributed. 

Discussions about previous year's performance should be timelier & occur late Dec/early Jan. Receiving compensation for 
performance more than 7 months into the new year prior is unacceptable. In the financial industry, employees receive their 
"bonuses" first week of the new year for the previous year. My midyear check in point was done in Sept, closest to the last quarter, 
poorly planned. We always seem to be waiting for an updated template. 

I have not had a performance meeting with my mgr. since mid-2016. Requested several meetings with my mgr. in Feb which were 
declined. I have not had a 1:1 meeting with my mgr. since April, which was at my request. 

In mgmt. over 15 years …never had a meeting to discuss the yearly PD or mid-year review.  PD is completed the next year & 
submitted. 

Every year our annual PP is done 7/8 months after the year has closed. No explanation as to why it is always so late.  
The disrespectful comment "you'll get it back at tax time".  My 2016 meeting lasted 5 min., when I received the increase retro pay 
lumped with the regular pay my deductions (this year) was 41% of my gross. Mgmt. does not care & shows with their attitude. Why 
are these not done in Jan/Feb & submitted asap?  

No meetings conducted in 2016.  Authored my 2016 PP in 2017, as is standard practice in my work area.  Impossible to have not 
met objectives when we don't know what objectives are before the end of the year? 

PP PROCESS NOT WORKING 

2016 PP meeting given 1% increment for having missed a deadline.  I expressed interest in career development & the need to sit 
with my Mngr. to discuss a development plan…told that would happen when she returned from vacation in May.  To date has not 



 

HNM 

happened nor have any other discussions taken place. 

Directors are reluctant to have open + frank discussions about performance.  No mention is made of negatives or areas for 
improvement.  On the PP document, issues are brought up which were never discussed or, at best, discussed very briefly. 

Midyear reviews consisted of "everything good" comment.  Assistance from Mgrs. with goal setting & advice on achieving goals is 
non-existent. Ultimate advice was do your best as more people will not 'meet' expectation next year so you guys need to compete. 
No staff meetings held throughout year. Told things changed 6 months before it's due. If 'meeting' expectations becomes a 
required system of incentive, then more dialogue & a clear path to achieving this is needed. 

Whole process is a joke & VERY subjective to who you report to....why is there not a 360 Review for all levels of mgmt., including 
those who report to them?  When an employee, who has continually received good reviews & increases, WHY is there not a 
process/question when that changes with an interview of that employee by who their supervisor/mgr. reports to...because they are 
the only one 'justifying' the change in increase to their supervisor. 

FAIRNESS  

I did not get a raise because I was off on medical leave for 6 months & they claimed I did not meet my objectives 

PP's aren't done for unionized staff, they receive yearly raises regardless, and why are mgmt. staff any different? 

My mgr. had a performance meeting with their mgr. last month, but has not had one with their staff.  
My Director also had one with the GM.  
These planners become meaningless unless you are at the mgr. level or above - And how can a mgr. get "meets" if they don't do 
performance reviews with their own staff? 

Additional items (work) were requested to be added to PP on top of those already indicated. Additional stress to complete all tasks 
+ 3 new tasks (added Sept) by the end of 2017. 

I am making a mere .30 cents/hr. more than 2 of my colleagues with 6 years less supervisory experience. This trend has been 
going on since the wage adjustment happened 4 years ago. My rate of increase is not due to my lack of performance as I am 
consistently staying within margin of my colleagues. It is a matter of my increase not being provided in retrospect when my 
colleagues pay were adjusted 3 or 4 years ago. This will have a direct impact on my retirement numbers 

NOT SIGNING OR DISAGREEING 

Was terminated when I disagreed with my review 

Did not want to sign my PP, but felt I had no choice. There were no explanations provided for my performance, just you 'met' 
expectations, “sign the form so it can be submitted, there is a quota in place”. 
For a high performer, this is demoralizing. This system really impacts the best performers negatively because it puts you in the 
same rank as mediocre to low. Might as well do just enough to get by, because your efforts won't get recognized. 

Did object to 2016 'meets' rating given the substantial praise & departmental award I received for 2016 projects. Exceeds was 
justified in 2016 & not approved for the lamest of reasons. Disheartening going forward. Decisions seemed very arbitrary & covert. 

Did not sign my 2016 as I did not agree with the rating.  Met with the Director & Mgr. regarding this.  The Mgr. was supposed to 
arrange a new PP with me to review what she says I did not do in 2016.  This meeting has not taken place.  I do not have a signed 
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copy but only received 1%. 

Did not sign 2016 performance, disagreed with my rating! I want to challenge it. My mgr. was told by the Director to give me 1%, I 
asked my mgr. what was his rating and he had no answer, he is afraid of the Director.  One of my counterparts, was told the same 
thing by the manager (Director said to give him 1%), however, he was given 'met expectations'.  

NO RECOURSE 

My performance was rated as 'meets' by my mgr. for 2016 year however was refuted at senior level mgmt. & marked as 
developmental. This is the first time after 30 years at the Division. Have had no explanation where I went wrong or no opportunity 
to correct & I was shocked to know after I worked very hard, cancelled my vacations due to work that my efforts resulted in a 
marked down performance. I am concerned that my 2017 performance might be rated same. 

OTHER 

2% - Complaints re: ECS 

 Please investigate ECS. They don't do reviews & give 'exceeds' to their favorite people.  Also, they primarily give 
'developmental' to minority staff.  Someone needs to investigate senior mgmt. 

 ECS needs To be investigated 

PT VERSUS FT 
The PP for PT workers is evaluated as if you are FT workers. PT are given limited hours to do required projects or committees.  FT 
staff have SP days to complete projects uninterrupted. We don't have any time allotted for projects but are expected to perform on 
same level & involvement as the FT staff. It is not fair. That is why PT staff usually get a low rating on PP. 

4% - Complainants re: Transportation 

 Although there was a meeting we, to this date, have not been advised what we would be receiving nor has our PP been 
processed. TRANSPORTATION District 1 Area 2 

 When I signed the 2016 PP in August 2017, it was due to all supervisor's documents where mysteriously lost after they had 
been signed by all levels in Transportation. The original ones had been signed in May. Seems very odd senior staff or 
payroll would lose a stack of PP's that large and then just say, oh well, we lost them all, we don't know how that happened 
but can all of you re-sign your documents, sounds pretty lame !!!!!!!  And very unlikely!  

 Our performance documentation was lost. Scarborough District Supervisors are all waiting for our increase 

Have questioned/requested several times about having a mid-year review meeting & my senior mgr. says 'City Planning does not 
conduct them…They are optional”. 


