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Charter Officer
Annual Performance Evaluation Form

Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, visien and goals. Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of perfqrmanc‘e evalua_tivon due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider

all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context 0 your rating or that would be helpful to the Charter Officer.

Performance Descriptors and Rating Scale

5 Superior Work performance consistently exceeds all performance expectations and displays a
consistent level of exceptional pérformance. This is consistéiit, exceptional
performance.

4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.
3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.

2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

Using the above Rating Scale, the Charter Officer will self-,_gvalua;é and rate his or her performance. The Charter Officer

should also attach his or her Accomplishments List or Report to the form.

e  Charter Officer to submit completed seif-evaluation and accomplishments report to Human Resources.

e  Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.

*  After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

®  Following Commission and Charter performance evaluation discussion, completed performance evaluations are

returned to Human Resources.

Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for

discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services

contingency account and recommended salary increases will be processed within established payroll processing

timelines.
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Charter Officer
Annual Performance Evaluation Form

Fiscal Year: FL{ZO Evaluatoi h ]A’ Arreola

Charter Officer: | c" Rt Title: b@\A oM

Goal(s) If needed use additional goals sheet (page 35):

[ *Overall Support of City Commission Goals and Objectives. Demonstrates an understanding of and supports the
City’s philosophy (vision, mission, values); actively pursues an understanding of orgamzatmnal goals and objectives and
how these relate to the Charter Officers’ job and department.

*Charter to attach Accomphshments Report for Evaluation Period

Describe Goal(s): rd‘.&‘H\" ’S 52 KM\QN;-;‘,’ \ SLM7

Commission Member: Check performance rating 10 | 20 | 30 | 4O | 5B | N/AO

Commission Member Comments: rffff v}o r\_‘:s l'"‘”’M

Charter Officer: Check self-evaluation rating | 11 | 201 | 300 | 40 | 50 | n/aO

Charter Officer Comments:

Competencies:

1. Business Acumen. Understands the busmess, financial status of the orgamzatlon and core operational area of
responsibility; realizes |mphcat|ons of key financial |nd|caters and uses economic and Industry data to accurately
" diagnose busmess strengths and weaknesses.

Commission Member: Check competency rating | 13 | 20 |30 | a0 ‘ 5K | N/AOD

Commission Member Comments:

fm%am-\%z Perfornee

Charter Officer: Check self-evaluation rating | 10 _[' 21 J 301 ] 4] 50 | N/AC]

Charter Officer Comments:
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Charter Officer
Annual Performance Evaluation Form

2. 'Communication and Bluldmg Relationships. Communicates and listens effectively, open to recelvmg and giving
constructlve feedback, promotes frank.and open discussions-on. issues: Cultlvates a network of relationships both
internal and external, promates collaboratlon and removes barriers across organizational lines, builds- credlbmty for

‘the City. .
Commission Member: Check competency ratmg 10 | 20 | 30 l 4K | 500 | N/AOT

Commission Member Comments:
MackeA  beprorets for  ofEILLAT |

Charter Officer: Check self-evaluation rating | 10 | 20 |30 [ a0 500 ['nN/AD
Charter Officer Comments:

3. Fiscal Management. Prepates a balanced budget to provude services.at a level directed by the Comnission,
ensuring actions and decisions reflect an appropnate level of responsubulaty for financial- -planning-and accountablllty

Commission Member: Check competency rating 10 | 20 | 30 [ ax) | 5 l| N/ALCT

Commission Member Comments:
(onsisye~d- Mﬁrnme/

Charter Officer: Check self-evaluation rating | 100 200 30 [ 4] | 500 ‘ N/ACl
Charter Officer Comments:

L J
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Charter Officer
Annual Performance Evaluation Form

4. Integnty Demanstrates the highest level of mtegnty and ethical behavior, adhering to the City’s code of conduct
upholding the values of the City, challenges questionable work standards and confronts or reports suspicious -
-practices to appropriate leaders or-authorities.

Commission Member: Check competency rating 100 [ 200 J 30 | 403 | X [ N/ACT

Commission Member Comments:
Well Venl

Charter Officer: Check self-evaluation rating 100 | 20 30 = | s | N/ADT

Charter Officer Comments:

5. Leading and Supervision. Effectlvely establishes strategies to develop and maximize employee performance, foster
high standards in meeting the vision, mission: and goals of the department.

Commission Member: Check rating | 1[] | 20 | 300 | a0 | Sﬂ | N/AO

Commission Member Comments:
Wl vone

Charter Officer: Check self-evaluation rating f 10 [ 201 [ 30 ] 40 | sO | N/AC]

Charter Officer Comments:

Charter Officer Signature: Date:

Commission Member Signa Date: ,bt Z D

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20

|
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Charter Officer

Annual Performance Evaluation Form
Additional Goals Sheet

*Overall Support of City Commission Goals and Objectives. Demonstrates an understanding of and supports the
City’s philosophy (vision, mission, values); actively pursues an understanding of organizational goals and objectives and

how these relate to the Charter Officers’ job and department.
*Charter to attach Accomplishments Report for Evaluation Period

Goal 2 - Describe Goalls):

a0 [sO0 [n/aO

Commission Member: Check performance rating
Commission Member Comments:

Charter Officer: Check self-evaluationrating | 1] 20 |30 _4_D s N/AC
Charter Officer Comments: ' T
Goal 3 - Describe Goal(s):
| Commission Member: Check performance rating 10 20 30 40 sO0 N0
Commission Member Comments: o
10 20 (30 (40  [sO | waO

Charter Officer: Check self-evaluation rating
Charter Officer Comments:

HR Form 01172019,Rev2020




Gainesville. )
Citizen centered Charter Officer
People empowered — Annual Performance Evaluation Form
Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of
Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:

Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider
all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

Performance Descriptors and Rating Scale

5 Superior Work performance consistently exceeds all performance expectations and displays a
consistent level of exceptional performance. This is consistent, exceptional
performance.

4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.

3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.

2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

e Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form.

e  Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.

e  Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.

e After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

e  Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

e Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing
timelines.

1 HR Form 01172019




Gainesville. )
Citizen centered Charter Officer

People empowered — Annual Performance Evaluation Form

Fiscal Year: 2020 Evaluator: Adrian Hayes-Santos
Charter Officer: Ed Bielarski Title: GRU Manager
Goal(s):

*Qverall Support of City Commission Goals and Objectives. Demonstrates an understanding of and supports the
City’s philosophy (vision, mission, values); actively pursues an understanding of organizational goals and objectives and
how these relate to the Charter Officers’ job and department.

*Charter to attach Accomplishments Report for Evaluation Period

Describe Goal(s): Discussed in meeting

Commission Member: Circle performance rating | 10 | 201 | 3K | 4] | 501 | N/AC]
Commission Member Comments:

Charter Officer: Circle self-evaluation rating | 10 | 20 | 30 | a0 | 50 | N/AD
Charter Officer Comments:

Competencies:

1. Business Acumen. Understands the business, financial status of the organization and core operational area of
responsibility; realizes implications of key financial indicators, and uses economic and industry data to accurately
diagnose business strengths and weaknesses.

Commission Member: Check competency rating | 10 | 201 | 300 | 4X | 501 | N/AC]

Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 | 20 [ 30 | a0 | 50 | N/AO
Charter Officer Comments:
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Gainesville. )
Citizen centered Charter Officer

People empowered — Annual Performance Evaluation Form

2. Communication and Building Relationships. Communicates and listens effectively, open to receiving and giving
constructive feedback, promotes frank and open discussions on issues. Cultivates a network of relationships both
internal and external, promotes collaboration and removes barriers across organizational lines, builds credibility for
the City.

Commission Member: Check competency rating | 10 | 200 | 3K | 4] | 500 | N/AC]

Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 | 200 | 30 | a0 | 50 | N/AO
Charter Officer Comments:

3. Fiscal Management. Prepares a balanced budget to provide services at a level directed by the Commission,
ensuring actions and decisions reflect an appropriate level of responsibility for financial planning and accountability.

Commission Member: Check competency rating | 10 | 201 | 300 | 4X | 501 | N/AC]
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 | 20 | 30 | a0 | 50 | N/AD
Charter Officer Comments:
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Gainesville. )
Citizen centered Charter Officer

People empowered Annual Performance Evaluation Form

4. Integrity. Demonstrates the highest level of integrity and ethical behavior, adhering to the City’s code of conduct
upholding the values of the City, challenges questionable work standards and confronts or reports suspicious
practices to appropriate leaders or authorities.

Commission Member: Check competency rating | 10 | 2[1 | 30 | aX | 501 | N/ACI
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 100 | 201 | 300 | 4] | 501 | N/AC]
Charter Officer Comments:

5. Leading and Supervision. Effectively establishes strategies to develop and maximize employee performance, foster
high standards in meeting the vision, mission and goals of the department.

Commission Member: Check rating | 1] | 201 | 30 | 4X | 50 | N/ACI
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 100 | 201 | 300 | 4] | 501 | N/AC]
Charter Officer Comments:

Charter Officer Signature: Date:
Commission Member Signature:___Adrian Hayes-Santos Date:__ 1/5/2021
4 HR Form 01172019
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Charter Officer
Annual Performance Evaluation Form — Ed Bielarski

Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider

all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

Performance Descriptors and RatingScale ~ .~

5 Superior Work performance consistently exceeds all performance expectations and displays a
consistent level of exceptional performance. This is consistent, exceptional
performance. o

4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.
3 Meets Expectations Work performance consistently achiéves all performance expectations for this factor.

2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

®  Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form.
Charter Officer to submit completed seif-evaluation and accomplishments report to Human Resources.
Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.

®  After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

e  Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

® Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.
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Charter Officer
Annual Performance Evaluation Form — Ed Bielarski

Fiscal Year: FY20 Evaluator: Johnson (ﬁ

Charter Officer: Title: City Manager

Goal(s) If needed use additional goals sheet (page 5):

*Qverall Support of City Commission Goals and Objectives. Demonstrates an. understanding of and supports the
City’s philosophy {vision, mission, values), actively pursues an understanding of erganizational goals and objectives and
“how these relate to the Charter Officers’ job and department.

*Charter to attach Accomplishments Report for Evaluation Period

Describe Goal(s):

Commission Member: Check performance rating ‘ 10 | 200 ] 3] [ a=F | 5[] r N/ADD
Commission Member Comments:

Charter Officer: Check self-evaluation rating (10 ] 20 ] 3 ‘ a] | 5] | N/AOl
Charter Officer Comments: (

Competencies:
1. Business Acumen, Understands the business, financial status. of the organization and ¢ore operattonal areaof

responsnbmty, realizes |mpI|cat|ons of key financial indicators, and uses economie and industry’data to accurately
diagnose business strengths and weaknesses.
Commission Member: Check competency rating I 10 [ 201 ] 300 | aFf | 50 ] N/AC]
Commission Member Comments:

Charter Officer: Check self-evaluation rating [ 10 ] 200 | 300 ‘ 40 [ s | N/AD
Charter Officer Comments:

2 HR Form 01172019,Rev2020
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Charter Officer
Annual Performance Evaluation Form — Ed Bielarski

2. -Communication and Buﬂdmg Relatlonsmps Communlcates and listens effectively ‘open to receivmg and glvmg
constructive feedback, , promotes frank-and open discussions on issues. Cultlvates a nétwork of relationships both
internal'and external, promotes collaboratlon and- removes barrlers acrass organizafional lines, builds credibility for:

theGity. .
Commission Member: Check competency rating |10 | 20 [3F [aO | 500 | N/AD

Commission Member Comments:

Charter Officer: Check self-evaluation rating |10 | 20 | 300 [ a0 [s0O D=
Charter Officer Comments:

3. Fisecal Management Prepares abalanced budget to provide services at a level directed by the Commlssuon
ensuring actions and decisions reflect an appropriate level of responsibility for financial plann}gand accountability.

Commission Member: Check competency rating ] 10 ] 201 ] 30 | aLy [ 50 | n/aO
Commission Member Comments:

Charter Officer: Check self-evaluation rating 10 | 20 ' 301 | a0 [ 500 =
Charter Officer Comments:

3 HR Form 01172019,Rev2020




Charter Officer
Annual Performance Evaluation Form — Ed Bielarski

upholding the values of the City, challenges questionable work standards:and confronts.or repotts su,spieidus,
practices to appropriate leaders or authorities.

4. Integrity. Demonstrates the highest level of integrity and ethical behavior, adhering to the Gity’s code of conduct

Commission Member: Check competency rating ’ 10 ] 200 | 3 [ 4 [ 50 [ N/AC]
Commission Member Comments:

Charter Officer: Check self-evaluation rating 10 |20 [ 300 [ a0 H= [ N/
Charter Officer Comments:

5. Leading and Supervision. Effectively establishes strategies to develop and maximize employee performance, foster
high standards in meeting the vision, mission and goals.of thg department.. /

Commission Member: Check rating |10 20 |30 = [ s [ N/aD]
Commission Member Comments:

Charter Officer: Check self-evaluation rating [ 10 | 20 —[ 30 | 4[] | s [ N/ACD
Charter Officer Comments:

Charter Officer Signature: Date:

Commission Member Signature: /ﬁmﬁ Date: / 2-//2. 3 /’Z_o
I( T

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20

4 HR Form 01172019,Rev2020




Commissioner Johnson Charter Officers Evaluation
12/23/20

FY 20

This has been a challenging year. | appreciate the work of our charter officers to keep the city running.
You all have adapted, pivoted when needed, and put the safety of our community builders and
neighbors first. You all have done this through stressful events, sometimes with children at home and a
host of other responsibilities. You have done this while keeping the goals of a very ambitious and very
engaged commission at the forefront. This is not to be taken lightly, and in this regard, you all are
s/heroes. Doing an evaluation during the best of times is challenging. In the middle of a global pandemic,
it is more than challenging, to say the least. My personal challenge has been distinguishing between
what is “normal” during this time, because there is no normal; and balancing my expectations from the
beginning of the year until now. With the understanding that there are grey areas, nuance and involve
over 2200 community builders that support your work, | offer some of my thoughts.

- Ed Bielarski has done an effective job as the General Manager. He is knowledgeable in all aspects of the
utility and does a good job building and motivating his team of over 1000 employees. Ed has an ability to
consistently tell the Commission not what it wants to hear, but what it needs to hear. | believe that this
leads to better decision making _and a better understanding of the impacts of our decision on the utility.
Mr. Bielarski is a big supporter of his team, it is my hope that this support does not lead to blind spots
and/or disparate outcomes in the treatment of some employees.

As the newest member of the team, Ginger Bigbie has made admirable and quick work of staffing her
office. During the time Auditor Bigbie has been with the city, there has been significant progress made
on goals. There is also a clear path forward for the function of this office and a very clear willingness and
ability to integrate the function of this office with the goals of the commission. | appreciate the
non-linear thinking and ways to problem solve that have been exhibited by Ginger Bigbie.

Lee Feldman has done a fantastic job with the strategic action plan for the commission/organization and
aligning it with specific projects and outcomes. The issuance of the new 2020 Pension Obligation Funds
was an astute decision. Many other decisions made by the city manager are cléarly rooted in decades of
experience, experience that serves this city well. This experience is also why | am concerned about the
level of professionalism the city manager has exhibited (as indicated in recent reports), when leading
and working with community builders and charter officers. It is my expectation that a shift will occur in
his leadership style, communication, and level of transparency. It is also my hope and expectation that
the city manager will actively address cultural problems that have been exacerbated by recent events.



Omichelle Gainey has been reliable, consistent and highly effective in managing the roles and duties of
her office. She has hired an amazing team that is also highly effective in their jobs. | appreciate the work
that her office does that directly impacts the success of the commission, most notably, the policy
research team. Clerk Gainey is always looking for ways to improve processes. In 2021, 1 look forward to
progress that will be made as it relates to the board and committees. With an improved process and
partnerships, | believe that we can have boards and committees that are reflective of our community.

Teneeshia Marshall has done a great job with the core functions of the Office of Equal Opportunity. Her
strengths and abilities are in corﬁpliance, investigation ahd monitoring. As the transition from the Office
of Equal Opportunity to the Office of Equity and Inclusion happens, with more responsibilities and an
enhanced mission, I look forward to the following; a laser sharp focus on building out eﬂedive core
equity teams throughout all of general government; a concerted effort to build a functioning racial
equity task force; a useful racial equity toolkit and a process about when, where, how and by whom it
should be used; and staff to be able to execute the goals as agreed upon by the commission. 1 believe
that with consistent communication, imagination and working collaboratively with charter officers on

the goals, we will get to a place we can all be proud of.

Through difficult to navigate situations, Mrs. Marshall has been professional and acted with .integrity.
Her prior experience in investigations as well as her character have served the city well.

Nicolle Shalley is highly ethical and able to provide a balanced view of issues. Although I have never fully
understood the boundaries of what is permissible to expect from her office, she seems to do a good job
at delegating and balancing the many issues that have a iegal component. Providing updates to the
commission on where projects are in the pipeline with her office has been helpful. | look forward to the
following in 2021; processes put in place for stated goals to happen more expeditiously and/or an
established timeline for high priority goals and ordinances; better communication and general
assistance for simplistic questions and/or tasks.

As we continue the ambitious work of the city and commission in 2021, | hope that as a team, the
charter officers will all assist in Goal 1 of the strategic plan- an equitable community. This aligns with a
city racial equity policy and plan. | see this as a function of all of our charter officers working
collaboratively and most importantly, a partnership between the office of equity and inclusion and the
city manager’s office. My hope for this city is a functioning, healthy city as measured by social
determinants and a willingness to address poverty in our city. The opportunity gaps are growing with
each day that passes, and | believe that the biggest challenges that lie ahead will be the negative
outcomes associated with housing, health, education and our food system.

Thank you for all that you all do. None of it is easy, but | appreciate that you all keep on showing up. All
of you have the hearts of public servants and want the best for Gainesville.

Sincerely,

Commissioner Johnson



Charter Officer BIELARSKI, ED
Annual Performance Evaluation Form

Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to
the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after

the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountability using the rating stale outlined below. Consider
all criteria together when forming an impression about the Charter Officer’s performance, Add comments you believe

provide context to your rating or that would be helpful to the Charter Officer.

5 Superior Work performance consistently exceeds all performance expectations and displays a
consistent level of exceptional performance. This is consistent, exceptional
performance.

4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.

3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.
2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

¢ Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form.
Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.

®  Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.

®  After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

¢  Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

¢ Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.
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Charter Officer
Annual Performance Evaluation Form

Fiscal Year: 20720 Evaluator: "pae=

Charter Officer: Geivead Mencger | Title: Uovyor
use additional goals sheet (page 5): .
ity Commlisios Caals sl Dhiestves 5553

: e to th
*Charter to attach Accompl alya
Describe Goal(s): - L
| Beui eable Cormmnunby L
2. Ssdectiak e Cormmmatns ™
2. Guead Vlce 4o CGived Expervienee
4. Resllient local T=@aivioway s
5. Lest n cless Neiglen et e=S
Commission Member: Check performance rating |10 [ 2] 130 ] 4& ~+ s0O | N/AOD
Commission Member Comments: ’H e oS o ZI«.&

e GO hees poerleed. end to POSition GRAL .
‘_rwhf\, Ulilily HHad s able b accerplosh ¥1e Qi bys
Cemaef hibkebs oo Deoca by o Gooel§
- ;,,,GL_GQ, c Goeals. Qe ermblaty gice et
- ol IS pum(s«hf? heedd do he o pewt o e
=5, i ke s o bitiese 0. loe o eleallecge, lout
‘eq().’jv{g,lvg‘?c Vews  laten, micold i Hta ¢ eels
Charter Officét: Check self-evaluation rating 10 [ 20 |30 | a3 | 50 | N/ADD
Charter Officer Comments:

Competencies:
“1: " Business Acumen. Understands the business, fir
- s responsibility; realizes implica key i
___-diagnose business strengths and weaknesses ¥ i B B el e
Commission Member: Check competency rating ] 10 | 20 ] 30 [ a0 [ e d | N/ADD
Commission Member Comments:

+Hoe (A Lcua Mcole o0 decael «f reaecwecdecherr s,
o | MC?J—tJ LJ—/ Hte Qeouccc. s gleen Ftoet Loo

SA s e

P,

» [ Oy s

(ncwweal  fosi fee.

Chat'ter Officer: Check self-evaluation rating [ 10 | 20 |30 [ 40 | 500 | N/ATT
Charter Officer Comments:
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Charter Officer
Annual Performance Evaluation Form

Commission Member: Check competency rating

Comimition Mesiber Check con (s [0 [wiab
Tl GA ha«s lWL()«WL&c( Lo Cerran cechir. laofurcss
b awpls opperdonily fo @enbioust ccleers flic paft.

Charter Officer: Check self-evaluation rating | 10 | 20 | 300 | a0 [sO [ N/aO]
Charter Officer Comments:

Commission Member: Check competency rating
Commission Member Comments:

Terse <ce e tiole W regive sS #komw'

| Charter Officer: Check self-evaluation rating [ 10 [20 |30 a0 [sO =
Charter Officer Comments:

|
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Charter Officer
Annual Performance Evaluation Form

= ofintegrityandﬂ —

a

»'?é."‘% e

i bimstioe |

Commission Member: Check combefency faﬁng 7 ‘ 10 | 20 |3E| ] | 4‘EI o ] S-E:
Commission Member Comments:

tle (M Uas lacct I a euclbine af e R Ll
Mook qlaes o bigh priecdy o wdequ by

Charter Officer: Check self-evaluation rating | 10 [ 201 | 30 | a0 1 s ] N/ACT
Charter Officer Comments:

Commission Member: Check rating
Commission Member Comments:

e QGMUS_focrea oon Gonbinuesas ingue utueet
Charter Officer: Check self-evaluation rating | 1 ] 200 | 3] [ 4] ] 5] [ N/AD
Charter Officer Comments:

Charter Officer Signature: S Date:
Commission Member Signature: 14"*;\""_/ Q\/ Date: ll{ (g IZ&
L1 ' A L7

Return fuily completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20
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Charter Officer
Annual Performance Evaluation Form

Additional Goals Sheet

MU (5] gaols sue e afopled goals =g

-L/LQ &o;’b(‘sg‘b(_,uka&{z P(ou/»\

| Commission Member: Check performance rating |10 20 30 _J_4_EI_ sO [ nad |
Commission Member Comments:

__Charter Officer: Check self-evaluation rating 110 | 200 30 tl_iD | 501 —|il!/AE |
"Charter Officer Comments: T
Goal 3 - Describe Goal(s):

| Commission Member: Check performance rating [ 10 201 (300 _BD || 503 | N/ACD
Commission Member Comments: -
Charter Officer: Check self-evaluation rating ) 11 20 | 300 —4Q_ i sO N/AO |

| Charter Officer Comments:
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Charter Officer -  Ed Bielarski
Annual Performance Evaluation Form

Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:

Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider
all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

Performance Descriptors and Rafing Seale .. .
Superior Work performance consistently exceeds all performance expectations and displays a
consistent level.of exceptional performance. This is consistent; exceptional
performance.
Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.

Meets Expectations Work performance consistently achieves all performance expectations for this factor.

Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form. _

Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.

Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.
After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.

HR Form 01172019,Rev2020




Charter Officer -  Ed Bielarski
Annual Performance Evaluation Form

Fiscal Year: FY20 Evaluator: Commissioner Reina Saco

Charter Officer: Ed Bielarski Title: é wososl fllisa 20 ;

Goal(s) If needed use additional goals sheet (page 5):

*QOverall Support of Clty Commission Goals and Objectives. Demonstrates an understandlng ofand supports the
-City’s philesophy (vision, mission, values); actively pursues an understanding of organizational goals and objectives and
ihow these relate to the Charter Officers’ job and department.

 *Charter to attach Accomplishments Report for Evaluation Period

Describe Goal(s):

Commission Member: Check performance rating 110 | 20 [30 | 40 | 555 | N/AO
Commission Member Comments:

Gw{/( MMMVZ p# Ci needs  a-ol aﬂa"’ coid m“?,“’yﬁ’ |

Charter Officer: Check self-evaluation rating | 10 [ 20] ] 300 [ 4] [ s ( N/aD]
Charter Officer Comments:

Competencies:
‘1. Business Acumen Understands the business, financial status-of the orgamzatlon and core operatlonal area of :

responSIblhty, realizes lmphcatlons of key financial indicators, and uses economic and industry data to accurately i

- diagnose business strengths and weaknesses.

Commission Member: Check competency rating 10 | 20 [ 30 |40 | spC ‘ N/AEI
Commission Member Comments:

Charter Officer: Check self-evaluation rating |10 | 20 |30 = |50 | N/AO
Charter Officer Comments:

y J
‘ 2 HR Form 01172019,Rev2020
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Charter Officer -  Ed Bielarski
Annual Performance Evaluation Form

ication and Bmldmg Relatlonshlps Communlcates and listens effectlvely, open to receiving and: glvmg
e uet feedback promotes frank and ¢ open- dlscussmns on issues. Cultivates a network of relationships bot
: 'mterna and exter al*promotes collaboratlon and removes barrrers across organlzatlonal Imes  builds. credlbil

“‘"'theCIty e Bt

Commission Member: Check competency rating [10 | 20 f 3D>' | 4% | 50 | |N/AI:I

Commission Member Comments:

W,.[@,,(,,LD ot e poblie

Charter Officer: Check self-evaluation rating |10 | 200 |30 | a0 | 50 | N/ACT

Charter Officer Comments:

3: Fiscal Management Preparesa balanced budget to provide services at a level directed by the Commnssuon
‘ensuring actions and decisions. reﬂect an appropriate level of responsibility for fmanaal planning and accountabmty

Commission Member: Check competency rating 10 | 200 | 30 | a0 I s8] | N/aO

Commission Member Comments:

Udedpdes shaich of it e

Charter Officer: Check self-evaluation rating | 10 | 20 | 30 | a0 |50 | N/ADT

Charter Officer Comments:

HR Form 01172019,Rev2020




Charter Officer -  Ed Bielarski
Annual Performance Evaluation Form

4 Integrity. Demenstrates the hlghest Ievel o/ 'jntegrlty and ethical: behavior, adhermg to the City’s code of conduct
upholdmg the values ef the City,, challeng\ ; questlon‘able work standards and confronts or repo ts susplcmus
practlces to approprlate’leaders or authontles ; ]

Commlssmn Member: Check competency ratlng
Commission Member Comments:

Charter Officer: Check self-evaluation rating 10 | 20 | 30 [Es] | 500 | N/ADD
Charter Officer Comments:

5. Leadmg and Superv1s1on Effectlvely establlshes strateg|es to develop and maxnmlze employee performance foster |
high standardsin meetmg the V|5|on mlssmn and goals of the department

i Commission Member: Check ratmg BRE= ] zyEI | 30 | a0 [s§d” [ n/aOd
Commission Member Comments:

Charter Officer: Check self-evaluation rating |10 | 200 ‘ 30 | 40 |50 [ N/AC]
Charter Officer Comments:

Charter Officer Signature: Date:

Commission Member Signature: /@’/l T S~— Date: Y 1N /totzo

e

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20
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Charter Officer - Ed Bielarski

Annual Performance Evaluation Form
Additional Goals Sheet

] *Overall Support of Clty Comnussmn Goals and Objectives. Demonstrates an understandmg of and sup"*orts the
City’s ph:losophy {vision, mission, values); actlvely pursues an understandlng of orgamzatlonal goals and ob;
how these relate to the Charter Officers’ job and department. !
f*Charter to attach Accompllshments Report for Evaluation Period
Goal 2 - Describe Goalfs):

Lover o shbubae rohe £ pcoucem

Commission Member: Check performance rating 1] | 200 30 = svﬁ’ I n/aD
Commission Member Comments: T

Charter Officer: Check self-evaluatmn rating 110 20 307 “_4I;I B TsO | N/AE —
Charter Officer( Comments: = N |

Goal 3 - Describe Goalfs):

Commission Member: Check performance rating 10 20 1300 [ 4] 50 ' N/AO

Commission Member Comments:

éhaﬂer Officer: Check self-evaluation rating 10 2] 30 a0 50O N/AC
Charter Officer Comments: )
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Charter Officer
Annual Performance Evaluation Form

Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider

all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

- Performance Descriptors and Rating Scale . _ - _ e

5 | Superior Work performance consistently exceeds all performance expectations and displays a
consistent level of exceptional performance. This is consistent, exceptional
performance.

4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.

3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.
2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

®  Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form.

®  Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.
Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.

e  After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

®  Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

®  Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.

1 HR Form 01172019,Rev2020




Charter Officer
Annual Performance Evaluation Form

Fiscal Year: P\ D20 Evaluator: 2,4,  S'iprnsoms

Charter Officer: ¢| (e larSki Title: Seneral  ifanage

Goal(s) If needed use additional goals sheet (page 5):

“*Overall Support of City Commission Goals and Objectives. Demonstrates an understanding of and supports the
City’s philosophy (vision, mission, values); actively pursues an understanding of organizational goals and objectives and
-how these relate to the Charter Officers’ job and department. ‘

*Charter to attach Accomplishments Report for Evaluation Period

Describe Goal(s):

/"'"._

Commission Member: Check performance rating (10 | 20 30 = [ 500 | N/ALD

Commission Member Comments:

wer € df\C&“H" > achie o
s Aves NOT dliaminshs Ao hed worl ¥

dcd-cahlf\ et O , tlhiws

{D (aw‘d-— l‘? $onec 54&/"5 ¥ sbjcctines
W | - ¢y Cowp'-"—f(&j. ‘—('LL./-(—'

i\,\

Charter Officer: Check self-evaluation rating ‘ |10 | 23 |' 3 | 4 | 501 [ N/AO]

Charter Officer Comments:

Competencies:

1. Business Acumen. Understands the business, financial status of the organization and core operational area of
responsnblhty, realizes |mpl|cat|ons of key financial indicators, and tses economlc and lndustry data to.accurately

" diaghose busmess strengths and weaknesses

Commission Member: Check competency rating | 10 [ 20 | 300 | 40 | Sk— | Nn/ADD

Commission Member Comments:

Z4 0(1'5'0/03”( fxalp-/—)b“k( husiness Geeme
while Vlavicg&v{q*,.a, Fe L(-/—.'(«'J»a' a(»mg- Coavid

Charter Officer: Check self-evaluation rating | 10 | 200 | 300 | 40 | 5O =

Charter Officer Comments:

-
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Charter Officer
Annual Performance Evaluation Form

2. 'Commumcatmn and Bmldmg Relatlonshlps. Commumcates and listens effectlvely, open to recelvmg and gwmg
constructive: feedback, promotes frank and open dlscussaons on.issues, Cuitlvates a network of. reiataonshms both
mternal and external, promotes collaboratlon and réemoves barners across orgamzatlonal lines, builds- crednbnhty for

the: Clty

Commission Member: Check competency rating [ 10 | 20 |30 [ ab— (50 | N/aO

Commission Member Comments:

Charter Officer: Check self-evaluation rating ‘ 10 ‘ 200 | 30 ] 400 |50 ] N/AL]

Charter Officer Comments:

3. Flscal Management Prepares a balanced budget to prowde services at a level dlrected by the- Comm:ssuon, ,
ensunng actlons and decnsmns reflect an appropnate level of responsubmty forfi nancnal‘ plannmg and accountabnllty

L

AP S S L PO e

Commission Member: Check competency ratmg [ 10 [ 'zlj ) | 30 | addl i ] SEI’/ ] N/AD

Commission Member Comments:
Under ditza 14 and Cho Le/td/‘"a—-: Fine s - mi"(w ""“’QQ
!/11“5 571_0_(‘4, m&_dt«d,crq . cf’jL/ 7‘) : _
. (N Surnwou ind= bl Pre-éé’f-
ﬁCwﬂ'ﬁOnp( S¢nces WUnaler
Charter Officer: Check self-evaluation rating | 1] | 20 | 33 | 40 | 57 | N/AL]
Charter Officer Comments: |

e S .
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Charter Officer

Annual Performance Evaluation Form

‘practices to appropriate leaders.or authorities:

4. Integrlty Demonstrates the highest level of integrity and ethical behavior, adhering to the City’s code of conduict
upholding the values of the City, challenges questionable work standards and confronts or reports suspicious

L

Commission Member: Check competency rating [ 10 | 200 | 30J

1a¥ |50 [ w/ad

Commission Member Comments:

v &

Charter Officer: Check self-evaluation rating | 101 | 2] | 300

a0 [sO0 [ wn/aO

Charter Officer Comments:

high standards in meeting the vision, mission and goals of the department

5. Leadmg and Supervmon Effectlvely estabhshes strategles to develop and maxnmlze employee. performance, foster

Commission Member: Check rating | 10 120 |30

[aO0  [s@_~Tn/ac

Commission Member Comments:

2 2 ledeslp Frz gcen A
R

A Vg hnif

Charter Officer: Check self-evaluation rating [ 10 | 200 | 301

(a0 [sO0 [ wn/ad

Charter Officer Comments:

Charter Officer Signature:

Commission Member Slgnature 74:V‘ /£'7VVI ”“’"\,_.\ Date:

Date:

/L//r/zo
¥

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20
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Charter Officer

Annual Performance Evaluation Form
Additional Goals Sheet

*Overall Support of City Commission Goals and Objectives. Demonstrates an understanding of and supports the
City’s philosophy (vision, mission, values); actively pursues an understanding of organizational goals and objectives and
how these rélate to the Charter Officers’ job and department.

*Charter to attach Accomplishments Report for Evaluation Period

Goal 2 - Describe Goal(s):

Commission Member: Check performance rating 10 20 30 | 40 5O N/AO
Commission Member Comments: -

Charter Officer: Check self-evaluation rating 10 20 130 a0 500 I \=]

| Charter Officer Comments:

Goal 3 - Describe Goal(s):

Commission Member: Check performance rating 10 - 200 3] a0 507 N/AD
Commission Member Comments: _ {la S8

_C—harter_officer: Check self-evaluation rating | | 10 20O 30 a0 SO N—/A ==
Charter Officer Comments: == -
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Charter Officer
Annual Performance Evaluation Form

Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville's strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider

all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

T i PerformanceDescriptors and Rating Scale - Uon 7 o S|

5 Superior Work performance consistently exceeds all performance expectations and displays a
consistent level of exceptional performance>” This is consistent, exceptional
performance.

4 Exemplary Work performance consistently achieves all performance expectations and key elements
of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.

3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.

2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet

Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

®  Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should aiso attach his or her Accomplishments List or Report to the form.

Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.

Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.
After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

Following Commission and Charter performance evaluation discussion, completed performance evaluations are
‘returned to Human Resources.

Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.
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Charter Officer
Annual Performance Evaluation Form

Fiscal Year; ]tcj 2020 Evaluator: ward

Charter Officer: [DWARD RIELARSL | Title:
Goal(s) If needed use additional goals sheet (page 5):

i *Overall Support of Cnty Commission Goals and Objectives «Demonstrates an understandmg of and supports the. 7

 City’s phrlosophy {vrsion ‘mission, values); activelv pursues an understandmg of ergamza nal goals an objectives and. ”‘"’
: how these rel; he. Charter Officers’ job and: department :

.,__,mpllshments Report for Evaluatlon Period:.-

Deserlbe Goal(s)

Commission Member: Check performance rating | 10 ‘ 200 [ 30 [ 40 ] ﬁ ] nN/al
Commission Member Comments:

Charter Officer: Check self-evaluation rating ] 10 | 200 | 30 | 400 | 50

| N/AOD
Charter Officer Comments:

Competen cws.

5 dlagnose busmess strengths and weaknesses'
Commission Member: Check competency rating
Commission Member Comments:

Charter Officer: Check self-evaluation rating [ 100 [ 20 | 300 | 403 [ 54 | n/AO

Charter Officer Comments: T AM INCREDIBLY AWARE OF THHE Bos SINEZS, FINANCIA L § CParampaAL
AREA's ©F GRU AND How TO (MprodE ™MEM, MY TENORE HAS 'EESLLTED iN Revere e
THE CDSRSE OF A HUST OF BAD BUSINE S TDETIS Ionds AND PLACING &Y od A

COURSE OF 50OUD FTNANC-‘AL/OPERAHGMAL. MANAéEMEM'f SEE FY 26 ACon msn—ﬁ&ms)
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Charter Officer
Annual Performance Evaluation Form

2 Communication and Building Relationships. Communicates and listens eHectively, open to receing and giving ™
‘cbqst;ugtiVEife'gdbh,ck,' bqomntes frank-and open diseussions onris,sues.,Gfﬁltivatesfa;,netwprk‘of_ refatlonships bioth* L
f - internal-and external, promotes collaboration and removes barriers acro\_ssorganizatlonalkIIhES,,,.builds,_credibilj,ty fpi?._
- the Gty ' : oy e

Hees Sl A . R e B g o e T ]
Commission Member: Check competency rating 10 | 20 | 300 [ 4§ | 50 | N/ADY

Commission Member Comments:
ENFernl oAt s ot e pis, 1/, .
Lt EKJ Ardds

Charter Officer: Check self-evaluation rating ] 10 ] 200 ] 30} ] 4[] [ 5 [ N/AO
Charter Officer Comments: HAVE FosTERED WodiNEG RELATIOHEH PSS Ackrzs CiTY) GenenrNMENT
AND BeTwEEN CHARTER OFFICERS WHICH HAS PROMOTED OPEN 4 HCNEST DIAWECES
TC PROVIDE ADHERENCE 10 STRATEGIC yision of CITY. FRANKLY, T DON! T
BELEVE THERE iHAS BEEN A TIME WHEN GRU WORKED wWith GG MORE
EFFiCIeNTLY THAN TODAY., ]

"3. - Fiscal Management. Prepares a balanced budget to provide services at a level directed by the Commission, - .
~ensuring actions and decisions reflect:an appropriate level of responsibility forvﬂnancialzyplanpingZaqu: accountability,

i

Commission Member: Check compe_tvewnht-:wy ratihg |10 [ 20 | 30 | 40 I ﬂ ] [N/AEI
Commission Member Comments: ,

Charter Officer: Check self-evaluation rating | 10 [ 20 | 301 | a0 | 51% | N/ACT
Charter Officer Comments: I~ SPITE OF THE CoNSTRAINTS OF (—T—‘WD‘ SHRINK N & MMZ('NN:
ADDITENAL ¢0sTS OF TOTAL REWARDS AND THE 025 OF ReNeNUEZ AS SEEN
THRY 09T THE WTILIM TRDUSTRY, Gy HAS BEEN ABLE TO PRoNi DE THE.
SERVICEZ REQURED 1N A FINANCIALLY PRYDENT MANNER,

>
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Charter Officer
Annual Performance Evaluation Form

4 'Integnty Bemonstrates the hlghest Ievel of mtegnty and ethical behavior; adhenng to the: City s.code of conduct o

upholding the. values of the City, challenges questlonable\work standards and’confronts or. reports susplclous
practlces to approprlate Ieaders or authonties

- 47: - .‘ 4 1
Commnssmn Member Check competency ratmg I 10 ] 2[] I 3] | 41 I 5@' ] N/AC]
Commission Member Comments:

Charter Officer: Check self-evaluation rating 110 | 200 | 300 | 403 = | N/ADD
Charter Officer Comments: I HANE ?R’DJENI THRY M« ACTIONS TO TAKE MY Role A A
CHARTER. OFFICER. QuiTe SCRISUSLY) AND AS SSCH DEHONSTRA 1€ onl A DAILD

BAs 1S THe HIGHEST oF INTEERIV) AND ETHIAL BEHAV R

'S5, Leading and Supemsmn Effectlvely establlshes strategies to; develop and. maxlmlze employee performance foster
»ehlgh standards In meetmg the-vision, mnssnon and goals of the department.

Commlsslon Member: Check ratlng ‘ ] 10 f 200 TBD
Commission Member Comments:

Charter Officer: Check self-evaluation rating

(10 [20 [30 [4O0 [s&® | wn/aO0
Charter Officer Comments:

THE PERFORMANCE oF &RV ONER M4 TENCRe HA= REEN
MARVED 37 MY EFForTs T0 MAYIMIZE EMPLOYEL PERFSRMANCE AND SETTING

HEH STANDARDS, THIS EFFORT HAS RESCLTED IN GRUls FTRST COMMERCIAL
GRAPE SOLAR PPA, ANDTHER REDuerioN (N COp WiTH A PLAN To MAKE DA 2

A DAL FueL pu\,\ml HiSTORIC RESTRVCRING OF TEBT id 2020

Charter Officer Signature: %_ Date: / Z-/I / z0

Commission Member Signatupe”. Y/ - Date: 7/ "L/ J’z/ Ao

Return fuily completed Charter Gfficer Performance Evaluation form to Human Resources Director, Bax 20
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Charter Officer
Annual Performance Evaluation Form

Additional Goals Sheet
‘sUpportsithe:

€ d’ \ of orgamzatlonal goals andnbjectwes and

how these relate tothe Charter Offlcers ' ;ob { ;department :

*Charter to attach’ Accomphshments Report for Evaluation: Penod V-

Goal 2 - Desciibe Goalfs):

Commission Member: Check performance rating ]_1 O |20 |30 | 40 _ | 50 _J_N]AD_
Commission Member Comments: -

Charter Officer: Check self—evaluatlon rating [ 10 K= ] 30 |40 J s0 LN/AD
Chartei Offic&F Comments: '

Goal 3 - Describe Goal(s):

‘Commission Member: Check performance rating _ I 10 |20 _—[ 30 || 40 - :__SD_-__' N/AOD
Commission Member Comments: '
Charter Officer: Check self- self—evaluatlon ratmg o ___;_16 _:_ZD _l 30 ] —[4_5_ |'_ SD—J N/AD
Charter Officer Comments: o
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Charter Officer
Annual Performance Evaluation Form

-~ Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused inpth to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider

all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

v _Performance Descriptors and Ratmg Seale. . Lwns Y % L al
5 Superior Work performance consistently exceeds all performance expectations and dlsplays a
consistent level of exceptional performance. This is'consistent, exceptional
performance.
4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.

3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.
2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

*  Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance The Charter Officer
should also attach his or her Accomplishments List or Report to the form.

e  Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.

s Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.

®  After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

e  Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources. ‘

®  Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.
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Charter Officer
Annual Performance Evaluation Form

Fiscal Year: F[[mo Evaluator: D’/)f Arreola

Charter Officer: i‘f‘_ M ¢ Title: f' 1 AtgL"rOl/

Goal(s) If needed use additional goals sheet (page 5): il

*Qverall Support of City Commlssmn Goals and Objectlves Demonstrates.an understanding of and supports the
City’s philosophy (vision, mission, values); actively pursues an understanding of orgamzatmnal goals and objectives and
how these relate to the Charter Officers’ job and- department.

*Charter to attach Accomplishments Report for Evaluatlon Period

Describe Goal(s):

Commission Member: Check performance rating ] 10 [ 2|:|_ | 30 | 4] | 5@ | N/ACI
Commission Member Comments:

‘T(ov\/\ & 306-\ Sy ond  Foused.

Charter Officer: Check self-evaluation rating [ 10 J 201 | 30 | im| l' 503 | N/ACT
Charter Officer Comments:

Competencies:
[1. Business Acumen. Understands the business, fmanCIaI status of the organlzatlon and core operational area of ‘

respon5|blllty, realizes lmphcations of key financial indicators, and uses economic and mdustry data to accurately

dlagnose busmess strengths and weaknesses:
Commission Member: Check competency rating _1 10 J 200 [ 30 | 403 | 5 | N/AOT

Commission Member Comments:

(nsiSyer Qoo

Charter Officer: Check self-evaluation rating 10 | 20 | 30 | al] 500 | N/ACT
Charter Officer Comments:
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Charter Officer
Annual Performance Evaluation Form

2. "»Commumcatlon and Building Relationships. Communicates and listens effectively, open to receiving: -and gavmg —‘

constructive feedback promotes frank and open dnscussmns on issues. Cultivates a network of. relatlonsh:ps boeth
- internal and external, promotes collaboratlon and removes bafriers across organlzatlonal lines,-buiids credibility-for

the City.

Commission Member: Check competency rating f 10 | 20 |' 30 | 4] | s& || nN/AO

Commission Member Comments: I I

é)CCOUO\A’ (oremicetion

Charter Officer: Check self-evaluation rating 10 | 200 |30 | 40 | 50 | N/ADD

Charter Officer Comments:

3. ‘Fiscal Management Prepares a balanced budget to prowde servicés at a level dlrected by the Commission,
ensurmg actlons and: decnsmns reﬂect an appropnate level of: responsnblhty for fmanc:al planmng and accountabmty

Commission Member: Check competency rating [ 10 J 200 [ 3] | 4] ‘ s | N/ACT

Commission Member Comments:
ConSrSi]fn\/ Qe,r&rmwc Wi office \m;{S(A-

Charter Officer: Check self-evaluation rating | 10 | 20 | 30 | 4aOJ [ 5O | N/AO

Charter Officer Comments:

HR Form 01172019,Rev2020




Charter Officer
Annual Performance Evaluation Form

4. Integrity. Demonstrates the highest level of integrity and ethical behavior, adhering to the City’s code of conduict ‘
-upholding the values of the City, challenges questionable work standards and confronts or reports suspicious

.practices to appropriate leaders or authorities.

Commission Member: Check competency rating |10 | 20 | a0 BRI =

Commission Member Comments:

Well

Charter Officer: Check self-evaluation rating 100 [ 20 | 30 | 4] ' 5O | N/AOD
Charter Officer Comments:

5. Leadmg and Supervmon Effectively establishes strategies to.develop and maximize employee peFformance, foster
high standards in meeting the vision, mission and goals of the department.

Commission Member: Chéck rating [ 10 20 [30 a0 |s® [ n/aOd
Commission Member Comments:

Wd| dme

Charter Officer: Check self-evaluation rating 10 } 200 | 301 | 4071 | 50 | N/AOD
Charter Officer Comments:

Charter Officer Signature: = Date:

Commission Member Signatur Date: !}IM,’DO ;\D

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20

4 HR Form 01172019,Rev2020




Charter Officer

Annual Performance Evaluation Form
Additional Goals Sheet

*Overall Support of City Commission Goals and Objectives. Demonstrates an understanding of and supports the
City’s philosophy {vision, mission, values); actively pursues an understanding of organizational goals and objectives and
how these relate to the Charter Officers’ job and department.

*Charter to attach Accomplishments Report for Evaluation Period

Goal 2 - Describe Goal(s):

Commission Member: Check performance rating _1 a (20 30 4 | s I n/ad |
Commission Member Comments: - -

Charter Officer: Check self-evaluation rating 10 |20 30 | 43 50 T ij
Charter Officer Comments: |

Goal 3 - Describe Goalls):

' Commission Member: Check performance rating 10 20 30 a0 500 ._N/A[:l__
Commission Member Comments: o

Charter Officer: Check self-evaluation rating 10 20 30 40 50 ' N/ACD
Charter Officer Comments:
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Gainesville. )
Citizen centered Charter Officer
People empowered — Annual Performance Evaluation Form
Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of
Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:

Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider
all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

Performance Descriptors and Rating Scale

5 Superior Work performance consistently exceeds all performance expectations and displays a
consistent level of exceptional performance. This is consistent, exceptional
performance.

4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.

3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.

2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

e Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form.

e  Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.

e  Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.

e After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

e  Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

e Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing
timelines.
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Gainesville. )
Citizen centered Charter Officer

People empowered — Annual Performance Evaluation Form

Fiscal Year: 2020 Evaluator: Adrian Hayes-Santos
Charter Officer: Ginger Bigbie Title: Auditor
Goal(s):

*Qverall Support of City Commission Goals and Objectives. Demonstrates an understanding of and supports the
City’s philosophy (vision, mission, values); actively pursues an understanding of organizational goals and objectives and
how these relate to the Charter Officers’ job and department.

*Charter to attach Accomplishments Report for Evaluation Period

Describe Goal(s): Discussed in meeting

Commission Member: Circle performance rating | 10 | 201 | 300 | 4] | 5X | N/AC]
Commission Member Comments:

Charter Officer: Circle self-evaluation rating | 10 | 20 | 30 | a0 | 50 | N/AD
Charter Officer Comments:

Competencies:

1. Business Acumen. Understands the business, financial status of the organization and core operational area of
responsibility; realizes implications of key financial indicators, and uses economic and industry data to accurately
diagnose business strengths and weaknesses.

Commission Member: Check competency rating | 10 | 201 | 300 | 4X | 501 | N/AC]

Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 | 20 [ 30 | a0 | 50 | N/AO
Charter Officer Comments:
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Gainesville. )
Citizen centered Charter Officer

People empowered — Annual Performance Evaluation Form

2. Communication and Building Relationships. Communicates and listens effectively, open to receiving and giving
constructive feedback, promotes frank and open discussions on issues. Cultivates a network of relationships both
internal and external, promotes collaboration and removes barriers across organizational lines, builds credibility for
the City.

Commission Member: Check competency rating | 10 | 200 | 300 | 4X | 500 | N/AC]

Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 | 200 | 30 | a0 | 50 | N/AO
Charter Officer Comments:

3. Fiscal Management. Prepares a balanced budget to provide services at a level directed by the Commission,
ensuring actions and decisions reflect an appropriate level of responsibility for financial planning and accountability.

Commission Member: Check competency rating | 10 | 201 | 300 | 4X | 501 | N/AC]
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 | 20 | 30 | a0 | 50 | N/AD
Charter Officer Comments:
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Gainesville. )
Citizen centered Charter Officer

People empowered Annual Performance Evaluation Form

4. Integrity. Demonstrates the highest level of integrity and ethical behavior, adhering to the City’s code of conduct
upholding the values of the City, challenges questionable work standards and confronts or reports suspicious
practices to appropriate leaders or authorities.

Commission Member: Check competency rating | 10 | 2[1 | 30 | aX | 501 | N/ACI
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 100 | 201 | 300 | 4] | 501 | N/AC]
Charter Officer Comments:

5. Leading and Supervision. Effectively establishes strategies to develop and maximize employee performance, foster
high standards in meeting the vision, mission and goals of the department.

Commission Member: Check rating | 1] | 201 | 30 | 4X | 50 | N/ACI
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 100 | 201 | 300 | 4] | 501 | N/AC]
Charter Officer Comments:

Charter Officer Signature: Date:
Commission Member Signature:___Adrian Hayes-Santos Date:__ 1/5/2021
4 HR Form 01172019
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Charter Officer
Annual Performance Evaluation Form — Ginger Bigbie

Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider

all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

. Performance Descriptors and Rating

5 Superior Work performance consistently exceeds all performance expectations and displays a
consistent level of exceptional performance. This is consistent, exceptional_
performance.

4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.
3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.

2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

e  Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form.

e  Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.
Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.

e  After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

*  Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

e Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.
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Charter Officer
Annual Performance Evaluation Form — Ginger Bigbie

Fiscal Year: — Evaluator:  johngon

Charter Officer: Title:

Goal(s) If needed use additional goals sheet (page 5):

*Overall. Support of Clty Conimission Goals and Objeetlves Demonstrates an understandmg of and supports the
City’s philosephy (vision, mission, values); actively pursues an understanding of organizational goals and objectives and
“how these relate to the Charter Officers’ job and department.

*Charter to attach Accomplishments Report for Evaluation Period

Describe Goal(s):

Commission Member: Check performance rating 10 | 20 | 300 | arA | 50 | N/AO
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 [ 20 | 30 ‘ 40 [ 5] ‘ N/AC
Charter Officer Comments:

Competenaes.
Business Acuinen; Understands the busnness financial status of the organization and core operaﬂonal area of |

responsibility; realizes implications of key financial indicators, and uses economic and industry data to accurately
_ diagnose busmess strengths and weaknesses. }
Commission Member: Check competency rating [ 10 | 20 | 30 | 4 [sO0 | N/ADD

Commission Member Comments:

Charter Officer: Check self-evaluation rating [ 1] ; 20 | 3 ‘ 40 | 5] ‘ N/AC
Charter Officer Comments:

il
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Charter Officer
Annual Performance Evaluation Form — Ginger Bigbie

2. Commumcatlon and Buﬂdmg Relatlonslups. Communlcates and listens effectively, open to receivmg and | glvmg
- gonstructive feedback . promotes frank-and open- dlscussmns oh issues. Cultivates:a network of relationships beth
“internal and external, promotes collaboration and removes barriers across organizational. Imes, builds credibility for

the City.

Commission Member: Check competency rating 10 ] 200 [ 30 [ 4ID/ [ 50 [ N/AL]

Commission Member Comments:

Charter Officer: Check self-evaluation rating [ 10 | 20 | 301 | a0 [ sO | N/AD

Charter Officer Comments:

3. Fiscal Management Prepares a balanced budget to provide servicesat a levél directed by the Commnssnon
ensuring.actions and decisions reflect an appmpnate {evel of responsmlhty for financial planning and accountability.

Commission Member: Check competency rating 100 |20 |30 laxx” [0 | N/AD

Commission Member Comments:

Charter Officer: Check self-evaluation rating |10 | 200 |30 | 41 | sO | N/ADT

Charter Officer Comments:
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Charter Officer
Annual Performance Evaluation Form — Ginger Bigbie

,4, Integnty Demonstrates the highest level of i mtegnty and ethical behavior, ‘adhering to the Clty 's code of conduct
.upholding the values of the City, challénges questionable work standards and confronts or reports susplcmus

practices to appropriate:leadets or authorities.

Commission Member: Check competency rating 10 20 |30 = [sd [ wn/aO
Commission Member Comments:

Charter Officer: Check self-evaluation rating ‘ 13 [ 2[1 [ 30 | 4] ‘ 5 I N/AOl
Charter Officer Comments:

5. Leading and Supervision. Effectively establishes strategies to-develop and maximize employee performance, foster W
high standards in meeting the vision, mission and goals of the departmenit.

Commission Member: Check rating |10 20  [30 | aHf (50 [ n/a0
Commission Member Comments:

Charter Officer: Check self-evaluation rating ‘ 10 [ 200 |30 | 4[] I 50 [ nN/ald
Charter Officer Comments:

Charter Officer Signature: Date:

Commission Member Signature: /&-’ QA i Date: /L/ 23 /’Z/@

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20
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Commissioner Johnson Charter Officers Evaluation
12/23/20

FY 20

This has been a challenging year.  appreciate the work of our charter officers to keep the city running.
You all have adapted, pivoted when needed, and put the safety of our community builders and
neighbors first. You all have done this through stressful events, sometimes with children at home and a
host of other responsibilities. You have done this while keeping the goals of a very ambitious and very
engaged commission at the forefront. This is not to be taken lightly, and in this regard, you all are
s/heroes. Doing an evaluation during the best of times is challenging. In the middle of a global pandemic,
it is more than challenging, to say the least. My personal challenge has been distinguishing between
what is “normal” during this time, because there is no normal; and balancing my expectations from the
beginning of the year until now. With the understanding that there are grey areas, nuance and involve
over 2200 community builders that support your work, | offer some of my thoughts.

“~Ed Bielarski has done an'effective job as the Genéral Manager. He is knowledgeble in all aspects of the ™~
utility and does a good job building and motivating his team of over 1000 employees. Ed has an ability to
consistently tell the Commission not what it wants to hear, but what it needs to hear. | believe that this
leads to better decision making and a better understanding of the impacts of our decision on the utility.
Mr. Bielarski is a big supparter of his team, it is my hope that this support does not lead to blind spots
and/or disparate outcomes in the treatment of some employees.

As the newest member of the team, Ginger Bigbie has made admirable and quick work of staffing her
office. During the time Auditor Bigbie has been with the city, there has been significant progress made
on goals. There is also a clear path forward for the function of this office and a very clear willingness and
ability to integrate the function of this office with the goals of the commission. | appreciate the
non-linear thinking and ways to problem solve that have been exhibited by Ginger Bigbie.

Lee Feldman has done a fantastic job with the strategic action plan for the commission/organization and
aligning it with specific projects and outcomes. The issuance of the new 2020 Pension Obligation Funds
was an astute decision. Many other decisions made by the city manager are clearly rooted in decades of
experience, experience that serves this city well. This experience is also why | am concerned about the
level of professionalism the city manager has exhibited (as indicated in recent reports), when leading
and working with community builders and charter officers. It is my expectation that a shift will occur in
his leadership style, communication, and level of transparency. It is also my hope and expectation that
the city manager will actively address cultural problems that have been exacerbated by recent events.



Omichelle Gainey has been reliable, consistent and highly effective in managing the roles and duties of
her office. She has hired an amazing team that is also highly effective in their jobs. | appreciate the work
that her office does that directly impacts the success of the commission, most notably, the policy
research team. Clerk Gainey is always looking for ways to improve processes. In 2021, | look forward to
progress that will be made as it relates to the board and committees. With an improved process and
partnerships, | believe that we can have boards and committees that are reflective of our community.

Teneeshia Marshall has done a great job with the core functions of the Office of Equal Opportunity. Her
strengths and abilities are in compliance, investigation and monitoring. As the transition from the Office
of Equal Opportunity to the Office of Equity and Inclusion happens, with more responsibilities and an
enhanced mission, | look forward to the following; a laser sharp focus on building out effective core
equity teams throughout all of general government; a concerted effort to build a functioning racial
equity task force; a useful racial equity toolkit and a process about when, where, how and by whom it
should be used; and staff to be able to execute the goals as agreed upon by the commission. | believe
that with consistent communication, imagination and working cbllaboratiﬁely with charter officers on

the goals, we will get to a place we can all be proud of.

.- Through difficult to navigate situations, Mrs. Marshall has been professional and acted with integrity.
Her prior experience in investigations as well as her character have served the city well.

Nicolle Shalley is highly ethical and able to provide a balanced view of issues. Although I have never fully
understood the boundaries of what is permissible to expect from her office, she seems to do a good job
at delegating and balancing the many issues that have a legal component. Providing updates to the
commission on where projects are in the pipeline with her office has been helpful. | look forward to the
following in 2021; processes put in place for stated goals to happen more expeditiously and/or an
established timeline for high priority goals and ordinances; better communication and general
assistance for simplistic questions and/or tasks.

As we continue the ambitious work of the city and commission in 2021, | hope that as a team, the
charter officers will all assist in Goal 1 of the strategic plan- an equitable community. This aligns with a
city racial equity policy and plan. | see this as a function of all of our charter officers working
collaboratively ahd most importantly, a partnership‘between the office of equity and inclusion and the
city manager’s office. My hope for this city is a functioning, healthy city as measured by social
determinants and a willingness to address poverty in our city. The opportunity gaps are growing with
each day that passes, and | believe that the biggest challenges that lie ahead will be the negative
outcomes associated with housing, health, education and our food system.

Thank you for all that you all do. None of it is easy, but | appreciate that you all keep on showing up. All
of you have the hearts of public servants and want the best for Gainesville.

Sincerely,

Commissioner Johnson



Charter Officer BIGBIE, GINGER

Annual Performance Evaluation Form

Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider
all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe

provide context to your rating or that would be helpful to the Charter Officer.

E 5 s S ‘;‘y P

“Performance Descriptors and Rating Scale " " % %

5 Superior Work performance consistently exceeds all performance expectations and displays a
T consistent level of exceptional performance. This is consistent, exceptional =~

performance.

4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or susiained

periods. This is consistent, outstanding performance.

3 Meets Expectations Work performance consistently achieves ali performance expectations for this factor.
2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Waork performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

®  Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form. v
Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.
Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.

e After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

e  Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

¢ Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.
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Charter Officer
Annual Performance Evaluation Form

Fiscal Year: 2 42 5 Evaluator: "9,

Charter Officer: Ao tpv” Title: L fcyov
Goal(s) If n eded use addltwna_goals sheet (page 5)

Descrlbe‘GoaI(s) T

L Bepeledste ¢ oAUV k{

72 SusATor alale @J’\MW ‘LL»‘

Z Guoek 1 o\c_,(tw S \Lc ve & Epereec
Res(liew Loceal =

2 Besk wnClass glvq wlaev CervVices

Commission Member: Check performance rating l 1] T 200 | 3 I 4] [ st ] N/AC
Commission Member Comments:

e crndton Loy andeled graet volie do-te

OL»r . beea ﬁ\/\w‘(’ Le hae Sle UV\G&U»T‘\'CJAAJQ hero
VAN CatA § fpu«—"s « Ao mrdw«v'ychw I/vt{-uscc:"’ o
erccor (Lich She 2kac keie goalS.

Charter Officer: Check self-evaluation rating Lll___l | 200 ] 30 ] 4]
Charter Officer Comments:

[sO0 [ n/aO

Competenczes.

7 - diagnose businiess strengths and weaknesses,. ..y s A
‘Commission Member: Check competency rating | 10 | 4D ] SE [ N/aC]
Commission Member Comments:

- orcacliden lias sluvorn -+ be S v tbe ua..ha.c.,(-a(-z':\-—c
MUWSMc/WM Aagk - gL -€ ect! lotigerecs

saamr Gepiec acww'gcc(\w %L@ ceaes bec
i C,{fﬁ A MZ’; -—e.g@cgf- wc/ | e
"y WF{A ree el F poolS «
Charter Officer: Check self-evaluation rating | 10 |20 |30 | a0 s [ N/AC3
Charter Officer Comments:
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Charter Officer
Annual Performance Evaluation Form

' ‘] N/A ]

%

a?@‘

Commission Member Comments:
The crnddten baa gherrn besn 0P o he QMQLFQ
e

(- viee e o Vet ly of enieey cong biees woccks ] |
el Wkt ,Qp(’(/u/\ou[ co A "U,,..c,;"lmf‘

Charter Officer: Check self-evaluation rating | 10 203 [ 300 [ a0 | 50 | N/ADD |
Charter Officer Comments: -

b b " ?‘_‘ \ X N Gpw o 3 -
Commission Member: Check competency rating [ 10 | 20 [30 | 400 ]

balanced budget to provide services at a level directed by the Commiss

propriat sponsit orfi ni
P L AL

Commission Member: Check competency rating ] 10 [ 2] ‘ 30
Commission Member Comments:

Tt ceneliFen bews dore conn vu—e,wa(G«A—f iig eof
i elen ﬁ,ﬂ,{ft/o{ sk cont m@'w] co WWQ?M(\
Gt ceele Geesd azsk.

Charter Officer: Check self-evaluation rating [10 | 20 |30  JaOo [sO B =
Charter Officer Comments:
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Charter Officer
Annual Performance Evaluation Form

* 5,7,

combétehrcy'n"a'tin‘g ]

Co:n:}:sion M'ember Conjl‘n)\(emms: ,W[Jg Au M / ) L&( QZf aa:;f F
b He liglest sfomolecets.

Charter Officer: Check self-evaluation rating’ |10 | 20 |30 | a0 | 5O | N/ACD
Charter Officer Comments:

LA o s

St # i R
Commission Member: Che
Commission Member Comments:

’(’L,( W% las W&céw/ L'J:M-s/ fd 'a,/! 57‘%
L‘?/‘M“’L“ S A | Leero MC:)WC{WL[’CW

Charter Officer: Check self-evaluation rating ] 10 | 20 | 30 ’ 40 | s ( N/AD)
Charter Officer Comments:
Charter Officer Signature: — Date:

Commission Member Signature: C:}/\ l"L Date: lZ! 1§ [LD

Return fully completed Charter Officer Perfarmance Evaluation form to Human Resources Diractor, Box 20
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Charter Officer
Annual Performance Evaluation Form

Additional Goals Sheet

Goalz ' Descnbe Goal(sz

MU goedc ST (s‘) mes ceckap e o e

6‘16{[7&/(%, 3 leen,

Commission Member: Check performance rating 10 |20 30 |aOd 50 "N/ACT
Commission Member Commehts: ) . - t ;

H i

| Charter Officer: Check self-evaluation rating ] 10 (20 |30 a0 _ st | Nn/AOD
Charter Officer Comments: -
Goal 3 - Describe Goal(s):

‘Commission Member: Check performance rating !'_1 O |20 !_3E_l . a0 [ SQ__ I =
Commission Member Comments: - {
Charter Officer: Check self-evaluation rating =l 20 (30 | a0 D [ N/ADD |

Charter Officer Comments:
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Charter Officer -  Ginger Bigbie
Annual Performance Evaluation Form

Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual saléry
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider

all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

“Performance | Descriptors.and Ratmg Scale

5 Superior Work performance consistently exceeds all performance expectations and displays a
_consistent level of exceptional performance. This.is consistent, exceptional. .. . ...
performance.
4 Exemplary - Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.

3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.
2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

e  Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form.
Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.

e Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.

®  After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

e  Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

e Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.
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Charter Officer -  Ginger Bigbie
Annual Performance Evaluation Form

Fiscal Year: FY20 Evaluator: Commissioner Reina Saco

Charter Officer: Ginger Bigbie Title: d I E A ) dor

Goal(s) If needed use additional goals sheet (page 5):

v*@vel'all Support of Clty Commission Goals and Objectives. Demonstrates an understandmg of and supports the.
-City’s philosophy. (vision, mission, values); actlvely pursues an understanding of organizational goals and objectives and
-how these relate to the Charter Officers’ job and department. -

*Charter to-attach Accomplishments Report for Evaluation Period

Describe Goal(s):

Commission Member: Check performance rating [ 10 ] 20 ] 300 ] 4] ] "¢ [ nN/ad
Commission Member Comments:

Charter Officer: Check self-evaluation rating |10 | 20 |30 [ a0 | 50O | N/ADD
Charter Officer Comments:

Competencies:
1. Business Acumen. Understands the busmess financial status of the organization and core operational area of

\ responsnblllty, reallzes |mp||cat|ons of key fir nancnal mdlcators and uses economic and industry data to accurately

_ diagnose business strengths and weaknesses.
Commission Member: Check competency rating [10 | 20 |30 | a0 s [ n/aO

Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 | 201 f 301 | 4 | 501 I N/AO
Charter Officer Comments:
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Charter Officer -  Ginger Bigbie
Annual Performance Evaluation Form

Commumcatum and Building Relationships. Communicates and listens effectlvely, open to receiving and glvmg
constructlve feedback promotes frank and open discussions on issues. Cultivates a network of relationshipstboth

internal and external promotes collaboration and removes barriers across orgamzatlonal Imes, bwlds credlbulity for
the City.

Commission M'ember Check competency ratmg ] 1
Commission Member Comments:

(20 [30 [aO0 [sX [ n/aO

Charter Officer: Check self-evaluation rating | 100

(20  [30 [aO [sO [ /a0
Charter Officer Comments:

3. Fiscal Management Prepares a balanced 'budget to provide services at a level directed by the Commlssmn
ensuring actions and decisions reflect an appropriate leve! of responsibility for financial planning and. accountability.
Commission Member: Check competency rating | 10 ] 20 ] 30 [ 401 [ s&( [ N/ADC]
Commission Member Comments:
Charter Officer: Check self-evaluation rating [10 | 20 | 300 | a0 |50 | N/ADD
Charter Officer Comments:
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Charter Officer -  Ginger Bigbie
Annual Performance Evaluation Form

; 4 Integrlty Demonstrates the hlghest level of mtegrlty and ethlcal behawor, adherlng to the Clty’s code’ ef conduct

practlces to appropnate leaders or: authontles

£
Commission Member: Check competency rating [ 10 [ 2[] ’ 300 | a0 I 5[2h | N/AOI
| Commission Member Comments:

Charter Officer: Check self-evaluation rating [ 10 | 20 [30 | 40 | 500 | N/AO
Charter Officer Comments:

5. Leadmg and. Supervxsmn Effectwely establishes strategies to develop and maximize employee perfermance foster
high standards‘in meeting the vision, mission and goals of the department.

Commission Member: Check rating [ 10 120 |30 = [ -3 =
Commission Member Comments:

Lewryorld  ad  widriced  Jivere {fopen

Charter Officer: Check self-evaluation rating |10 | 2[] l 30 [ 4[] [ 500 [ N/AC
Charter Officer Comments:

Charter Officer Signature: Date:

M/M_ Date: ,Z/I‘},—/ww

Commission Member Signature:

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20
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Charter Officer -  Ginger Bigbie
Annual Performance Evaluation Form

Additional Goals Sheet

‘f3‘*0verall Support of City: Commlssmn Goals and Objectlves Demonstrates an understandmg of and supports the’
City’s. phllosophy (v15|on mission, values) actlvely pursues : an understandmg of organlzatlonal goals and objectlves and

thow these relate to the Chartgr Officers’ job and department
- *Charter to attach Accomplishments Report for: Evaluatlon Period

Commission Member Comments:

Charter Officer: Check self-evaluation rating 10 20 30 4O =R =

Goal 2 - Describe Goal(s):

Commission Member: Check performance rating BEY=] 20 30 a0 50 N/AO

Charter Officer Comments:

Charter Officer: Check self-evaluation rating 10 | 20 30 an 'sO 7=

Goal 3 - Describe Goal(s):

Commission Member: Check performanc_e r_atir_lg _ 10 20 30 40d | 50 N/AC]
Commission Member Comments: '

Charter Officer Comments:
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Charter Officer
Annual Performance Evaluation Form

Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after

.the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider

all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

£

" Performance Descriptors snd Rating Scale

5 Superior Work performance consistently exceeds all performance expectations and displays a
consistent Tevel of exceptional performance. This is consistent, exceptional
performance.

4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.

3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.
2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement,

Charter Officer Instructions and Next Steps:

e  Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or ReportAt,o the form.

e  Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.

®  Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.

e  After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

* Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

e Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.
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Charter Officer
Annual Performance Evaluation Form

Fiscal Year: FYapp © Evaluator: G,éq S‘, P70

Charter Officer: /3 g4~ (5 [, e |Title IW Ae 540

Goal(s) If needed use additional goals shett (page 5):

*Qverall Support of City Commission Goals and Objectives. Demonstrates an- understanding-of and supports the
City’s philosophy {vision, mission, values), actively pursues an understanding of organizational goals and objectives and
how these relate to the Charter Officers’ job and department.

*Charter to attach’ Accompllshments Report for Evaluation Period

Describe Goal(s)-.

Commission Member: Check performance rating [ 10 | 201 30 ( I:Yi 1V l s r N/AO
Commission Member Comments:

Due to éﬁv:ﬁ -1 49 /haur 50‘" (5 Gnel JlaJ(c,-f,vU
W< Uneb +v b CG*»{’Q/'Q& - T‘bwo.»er- T

d&{) ﬁi‘r dt*/'\.(‘ﬂ"fk Loﬂl/(' I’IM Wwilvile (-~ ﬂqd LA%.,

Charter Officer: Check self-evaluation rating 10 200 |30 | a7 [sO "N/ACT
Charter Officer Comments:

Competencies
1 Busmess Acumen. Understands the business, financial status of: the organlzatlon and core operattona! area.of —]

responsnbmty, realizes lmphcatlons of key financial lndlcators and uses economlc and: industry- data to accurately

diagnose business strengths and weaknesses.
Commission Member: Check competency rating J 10 | 201 | 3[] | 4[}3/ | sO | N/ALD

Commission Member Comments:

Phiose see Chnter Hee’s Seif —eveluhing
VA-H*-& ¥ CaMnWC‘I'S

Charter Officer: Check self-evaluation rating = | 20 |30 a0 s =
Charter Officer Comments:
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Charter Officer
Annual Performance Evaluation Form

| 28 Communicatlon and Bulldmg Relatlonshlps. Commumcates and listens effectlvely, open to- recewmg and¢ glvmg
constructlve feedback premotes frank and open dlscusswns on |ssues Cultlvates anetwork of relatlonshlps th .
‘ ‘mternal and external, promotes collaboratlon and: removes bamers across orgamzatlonal fines, bmlds credibil y;'for

© ,:s

"‘theCIty 5 23 SN
‘ Commission Member: Check competency rating 100 | 20 J 300 | 412/ | 500 | N/AOD
‘ Commission Member Comments:
A o Conrrrenn: carfe

Mms . 5”%0 Seems P be- = Jose e H b e AP

aCVas) /ﬂ-t- a"(jan-k o M—-“/' Gir [
W/‘l d/n’“e"' &LN"’CI’J 4!\/( CerpenisktbreS c M//

Charter Officer: Check self-evaluation rating | 10 ‘ 20 |30 | a0 | 500 | Nn/ADD
Charter Officer Comments:

3. L"'Flscal\Management Prepares a balanced budget _to provide services.ata Ievel chrected by the. Commlssuon,
actlons and decnsnons reﬂect an appr’o» nate Ievel of responsnbﬂlty for fmancna plannmg and accauntablhty

v - s

Commissmn Member Check competency ratmg } |2I:l | 3Dﬂ | 412’ i|“5'|j' | N/AD

Commission Member Comments:

legre See C h’V"L‘" &le“l—c/s Se /ﬁ-—-e K‘L“‘""’a"
[)ﬂmmeb

Charter Officer: Check self-evaluation rating J 10 | 201 | 30 | ad ] 5] ] N/AC]
Charter Officer Comments:

3 HR Form 01172019,Rev2020




Charter Officer
Annual Performance Evaluation Form

4. Integrity. Demonstrates-the highest level of integrity and ethical behavior, adherlng to the City’s code of conduct ]
upholdmg the values of the City, challenges questioniahle work standards and confronts or reports suspicious

practices to appropriate léaders or authorities.

Commission Member: Check competency rating | 10 | 20 ] 30 a0 ‘ s@—"| n/aO
Commission Member Comments:

p/(&sc Se= Cho +e— 0%‘0/5' 56/#“@44«4/7.;3’_
(’amm-en’}'S'

Charter Officer: Check self-evaluation rating { 10 | 20 l' 307 | a0d] ] 500 ) N/AC] |
Charter Officer Comments: |

5. Leadmg and Superwsmn Effectlvely establlshes strategies to develop and maxlmlze employee performance, foster |
high standards in meeting the vision, m|55|on and goals of the department. .

Commission Member: Check rating [ 10 [ 200 | 30 ] 45'/ | sO0 [ N/ACD

Commission Member Comments:

Please See Chorkr obbT seif eeelechin
pan kg andd Commens

Charter Officer: Check self-evaluation rating [ 10 | 20 30 [a4O | 500 | N/ACI

Charter Officer Comments:

Charter Officer Signature: ﬁ Date:

Commission Member Signature: //@’VF- J?MAQ»Q—-— Date: {&//r /2/3

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20
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Charter Officer

Annual Performance Evaluation Form
Additional Goals Sheet

*Qverall Support of City Commission Goals and Objectives. Demonstrates an undeérstanding of and supports the
City’s philosophy {vision, mission, values); actively pursues an understanding of organizational goals and objectives and
how these relate to the Charter Officers’ job and department.

,*Ch_arter to attach Accomplishments Report for Evaluation Period

Goal 2 - Describe Goal(s):

Commission Member: Check performané rating 10 200 30 I.4D ; 5[0 _N/AL__I—“
Commission Member Comments: — - = |

Charter Officer: Check self-evaluation rating B 10 : 2071 30 ;_4|:| 50 N/AC]
"Charter Officer Comments: e | WAL

Goal 3 - Describe Goal(s):

Commission Member: Check performance rating 10 200 _'3_D __-_4D B s N/ACT

Commission Member Comments:

| Charter Officer: Check self-evaluation rating 10 20 30 a0 s 7=
Charter Officer Comments: B T
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Charter Officer
Annual Performance Evaluation Form

The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year, Ahy annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider

all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

" Perlormance Deserprors and Rating Scale 5 7

™

2

5 Superior Work performance consistently exceeds all performance expectations and displays a
consistent level of exceptional performance. This is consistent, exceptional
performance.

4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.

3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.
2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

e  Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form.
Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.

e Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.

®  After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

*  Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

e Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.
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Charter Officer
Annual Performance Evaluation Form

Fiscal Year: FY2020 Evaluator:  y,d

Charter Officer: Ginger Bigbie Title: City Auditor
Goal(s) If needed use additional goals sheet (page 5):

*Overall Support of City Commission Goals and Objectlves Demonstrates an understandmg of and supports the
City’s phllosophy (wsnon mission, values); actlvely pursues an: understandlng of organizational goals and objectives and
how-these relate to the Charter Officers’ job and department. .

*Charter to attach Accomphshments Report for Evaluation Penod

Describe Goal(s):
Not only does the City Auditor’s Office support the City’s goals and objectives through the enterprise risk assessment and

audit plan process, we identify instances in an audit engagement where management processes may not align with the
City’s goals and objectives.

New City Auditor goals as reviewed with Commissioners:

Goal 1:
Rebuild and develop a collaborative and skilled Internal Audit Team in Year One (by February 24, 2021) that

provides City-wide internal audit coverage of the highest risks impacting the City of Gainesville. Develop,
implement and monitor departmental goals and objectives that are aligned with the strategic direction and
business plan of the City Commission and professional standards for the professional practice of internal

auditing in the public sector.

Goal 2:
Develop an agile and risk-based internal audit plan that supports City Commission strategic objectives;

provide annual training to the City Commission on internal audit and risk assessment processes; provide
ongoing training for City Auditor staff.

Goal 3:
Develop and enhance internal audit and investigative processes through risk-based, value-add internal audit,

advisory and investigative services and capabilities. Enhance real-time, agile advisory services capabilities to
address emerging risks and support management requests for audits and special projects that support risk
mitigation efforts and help verify the sufficiency, accuracy, and reliability of information provided to the City

Commission by City management.

Goal 4:
Develop and implement an effective audit issue follow up program that identifies responsible parties,

reasonable due dates, and management accountability for remediation plans, as well as Internal Audit
escalation of past due issues to the City Commission. The first year program includes two parts: 1) evaluation
and management of aged open audit issues; 2) improved development of future audit issues by focusing on
audit issue root causes, prioritization based on assessed level of risk, and realistic management action pians to
improve effectiveness and efficiency of operations and mitigate identified risk.

| Commission Member: Check performance rating 10 20 [ 30 | 4[] | SEI; | N/AO |
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Charter Officer
Annual Performance Evaluation Form

Commission Member Comments:

Charter Officer: Check self-evaluation rating | 100 |20 |30 | a0 | 5X | N/ATT

Charter Officer Comments:
Please see attached “Activities and Accomplishments” for documentation of the City Auditor’s 4 goals.

—

Competen cies:
Busmess Acumen. Understands the business, fmancral status of the orgamzatlon and core: operatronal area of - l

responsrblhty, fealizes. lmpllcatlons of key fi nancral mdrcators and uses economic and lndustry data'to accurately

! dlagnose busmess strengths and weaknesses.
Commission Member: Check competency rating [ 1 | 20 | 300 | a7 ] st | n/AO

Commission Member Comments:

Charter Officer: Check self-evaluation rating | 100 | 20 [30 4R | 50 | N/ADD
Charter Officer Comments:

| draw on experience, process understanding, and problem solving in a variety of complex organizations and local
government to understand new processes and related risk exposures, to identify and prioritize process improvement for
best value-add improvements. My team and | will continue to build subject matter expertise in all public utilities

operations.

2i
-eonst ( nk e
‘mt rnal and external prometes collaboratlon an removes barners across organlzatronal ||
. theCitys. ..~ B 2%
Commission Member Check competency rating 10 | 20 | 30 | a0 ] ﬁ'\ [ N/AEI

Commission Member Comments:

| Charter Officer: Check self-evaluation rating |10 | 200 (30 [aO | 5% | N/AO
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Charter Officer
Annual Performance Evaluation Form

Charter Officer Comments:
While overcoming pre-conceived notions of what internal audit does, my team and | continue to strengthen relationships

across the City by treating all with respect and courtesy. While recognizing management expertise, we demonstrate one
project at a time the value this office brings to the table by recognizing management subject matter expertise and
| gaining consensus on audit issues and best risk mitigation activities with limited resources.

3. Fiscal Management Prepares a balanced budget to provide services at a level directed by the Commission,.
ensuring actions and decisions reflect an appropriate level of responsibility for fmancaal planning and accountability.

Commission Member: Check competency rating |10 20 |30 | a0 } SB[ N/aO
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 20 [ 300 | a0 ‘ 5 | N/AOD

| Charter Officer Comments:
We have little financial activity and have been under budget due to vacant positions. When fully staffed we have a tight
budget with very little room to hire external subjet matter experts. We ensure current staff have adequate knowledge

and training to perform the City’s internal audits over all areas of highest risk exposure.
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Charter Officer
Annual Performance Evaluation Form

4. Integrity. Demonstrates the highest level of integrity and ethical behavior, adhering to the City’s code of conduct
upholding the values of the City, challenges questionable work standards and confronts or reports suspicious
practices to appropriate leaders or authorities.

Commission Member: Check competency rating 10 f 200 | 307 [ 40 [ ﬂ’ [l nN/Al]
Commission Member Comments: '

Charter Officer: Check self-evaluation rating 10 | 20 | 30 a0 | 5 | N/ACD

Charter Officer Comments:
Demonstrating the highest ethical standards, policy compliance, and core values is essential for our internal audit

function. We manage the fraud hotline and ensure City staff and neighbors can have confidence in the process.

( 5. Leading and Supervrsxon Effectlvely establishes strategies to develop and maximize employee performance foster.
high standards in meeting thé vision, mission and goals of the department

Commission Member: Check rating 10 20 |30 [ a0 Bl =
Commission Member Comments:

Charter Officer: Check self-evaluation rating |10 | 20 | 300 | 4R | 500 | N/AD
Charter Officer Comments:

I have introduced considerable process improvements for conducting more streamlined and value-added internal audit
engagements, and ensuring audit issues are sufficiently remediated. Process improvement required leveraging diverse
strenthgs across the team to pitch in hard work and ideas for the betterment of the Office and the organization. Change
is difficult, but when staff understand the department goals and work for the same results, working through process
change is rewarding. High quality work and relationship building align under effective coaching and leadership.

Charter Officer Signature: Ginger Biglie Date:_ 11/16/2020

Commission Member signatur@(},"_\%te; ﬁ;}éﬂa\/&d

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20
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Office of the City | v

Gainesville,

ﬂuditor Florida

Report to the City Commission

2020 Activities and
Accomplishments

-Office of the City Auditor-

November 2020

Ginger Bigbie, CPA, CFE, City Auditor

200 E University Avenue, Room 211
Gainesville, FL 32601




GAINESVILLE CITY COMMISSION

Lauren Poe, Mayor *

David Arreola, Mayor-Commissioner Pro Tem *
Adrian Hayes-Santos

Gail Johnson

Reina Saco

Gigi Simmons

Harvey Ward

*Audit & Finance Committee Member

To: Honorable Mayor and City Commissioners

Fr: Ginger Bigbie, City Auditor

Subject: 2020 Activities and Accomplishments of the Office of the City Auditor
INTRODUCTION

The City Auditor’s Office is an independent internal audit function, reporting directly to the City
Commission, while the Audit and Finance Committee consisting of the Mayor and Mayor Pro-Tem

provides oversight of activities.

Our mission is to become an increasingly agile internal audit team while promoting honest, efficient,
effective, transparent and fully accountable government. To carry out this mission we perform risk-
based audits, advisory services, special projects, and management requests. In addition, we manage the
City’s Fraud, Waste and Abuse Hotline and conduct investigations.

ACTIVITIES AND ACCOMPLISHMENTS

The four goals below for the City Auditor’s Office were reviewed with City Commissioners. Activities and
accomplishments are provided below each goal.

Goal 1:
Rebuild and develop a collaborative and skilled Internal Audit Team in Year One {by February 24, 2021)

that provides City-wide internal audit coverage of the highest risks impacting the City of Gainesville.
Develop, implement and monitor departmental goals and objectives that are aligned with the strategic
direction and business plan of the City Commission and professional standards for the professional
practice of internal auditing in the public sector.



Activities and Accomplishments

Goal 2:

Staffing: Our office is now fully staffed with the exception of an Executive Assistant position
that we expect to fill in the coming weeks. Our team consist of the City Auditor, four full-
time professional auditors, and one temporary part-time professional auditor who will retire
in December 2020. This position is expected to be posted and filled by the end of February
2021. We have established stronger IT internal auditing capabilities and have created
“integrated auditing” processes and procedures so every audit and project can benefit from
the various skills and strengths of staff across the department and provide better coverage
of risk exposures in performing our engagements.

Policy/Procedures/Guidelines: Internal policy, procedures and guidelines have been
updated this year to reflect revised professional standards (Generally Accepted Government
Auditing Standards; Institute of Internal Auditor’s Professional Practices Framework), IT
auditing standards, and investigation professional standards. We established an internal
data management policy and best practices to ensure internal audit staff understand data
privacy and security risks and take appropriate steps to protect the City’s high-risk data that

we handle.

Internal-Audit staff complete a minimum of 40 continuing professional education hours
annually to comply with professional standards and to maintain various professional
certifications including Certified Public Accountant, Certified Internal Auditor, Certified
Government Auditing Professional, Certified Information Systems Auditor, and Certified
Fraud Examiner. Staff have completed training in ethics, government auditing, audit project
management, grants management, information technology, cybersecurity, and fraud
prevention and detection, among other topics.

Develop an agile and risk-based internal audit plan that supports City Commission strategic objectives;
provide annual training to the City Commission on internal audit and risk assessment processes; provide

ongoing training for City Auditor staff.

Activities and Accomplishments

We introduced the City’s first Internal Audit enterprise risk assessment that is designed to inform a
risk-based audit plan and revised periodically based on top priorities and emerging risks. Results will
be reported this year in the City Auditor’s Office annual report and risk assessment on December 8,

2020.

We completed the following engagements this year, resulting in gained efficiencies and reduced
risks once management remediation efforts are complete:

Affirmative Action Plan (5 opportunities for improvement)
Audit Phase Il of the General Government Enterprise Resource Planning System

Implementation
Cybersecurity Audit (issues are confidential (4 opportunities for improvement)



» Audit of Internal Controls and Data Security for the use of Driver’s License and Motor
Vehicle Record Data Exchange (7 improvements related to data security controls were

recommended)
* 2020 Follow-Up Status Report_FY2019 (listing of all open audit issues, one dating back to

2014)
¢ Reichert House Inc-AUP report (agreed upon procedures — no recommendations)

e Palm Breeze Youth Services Inc-AUP report (agreed upon procedures — no
recommendations)

* Advisory Phase Ill -General Government Enterprise Resource Planning System (3
opportunities for improvement related to systems testing and information security)

* Advisory - Cybersecurity Readiness Review (security related issues are confidential)

e Management request — Temporary Employee Services invoicing-Targeted Review (4

considerations)
e Audit Report_General Government Non-pension Investments (3 opportunities for

improvement)

We provided the first annual training for City Commissioners to assist with better understanding of
the City’s key risks and the City’s ability to manage them. The result of annual and ongoing citywide
- risk assessment conversations is to identify and prioritize audits, consultations, and special projects.
that offer the most value to the City and adding them to the audit plan. The City Auditor may re-
prioritize engagements on the audit plan due to emerging risks. As engagements are completed
during the year, new engagements from the priorized list are added. The prioritized list is refreshed
from time to time through enterprise risk assessment conversations with City leaders and managers.

Goal 3:

Develop and enhance internal audit and investigative processes through risk-based, value-add internal
audit, advisory and investigative services and capabilities. Enhance real-time, agile advisory services
capabilities to address emerging risks and support management requests for audits and speciol projects
that support risk mitigation efforts and help verify the sufficiency, accuracy, and reliability of information
provided to the City Commission by City management.

Activities and Accomplishments

Our office introduced the first Quarterly City Auditor Update for the City Commission that provides
more current and transparent updates on Internal Audit activities. In addition, we introduced
Periodic Monitoring that is a process for internal auditors to monitor elevated risk exposures while
management develops and implements new programs around higher risk processes. Examples
include following up with management to understand how key risks are being addressed, and to
provide credible challenge where appropriate for topics such as ERP system implementation and
Enterprise IT Governance. Periodic Monitoring risk levels are reported in the City Auditor Quarterly

Updates.



Our completed special projects this year include:

e City Commission request — Credible Challenge of Management’s Proposed October 1, 2020
Pension Obligation Bond Financing Plan as presented in, “City of Gainesville Retirement
Plans-Pension Obligation Bond Analysis —PFM”.

e GG Financial Reporting Process ~Special project validating management’s implementation of
stronger controls around monthly, quarterly and year-end financial reporting. Memo to be
issued at the Dec. 8, 2020 Audit & Finance Committee meeting.

e GNV Cares — discussions with management for independent selection of awards (not

needed due to low number of applicants)
e Affordable Housing Randomization Tool for Heartwood Subdivision — Internal Audit process
forindependent and automated random selection of applicants to receive housing awards.

The City Auditor’s Office recently adapted an Internal Audit Equity Toolkit from the Seattle City
Auditor’s Office. This toolkit facilitates equity considerations during each audit engagement
planning phase. When opportunities for improvement in equitable outcomes for staff or neighbors
are present, additional test steps are written into the audit program for the engagement to ensure
coverage of the risk.

External Audits: The City Auditor’s Office facilitates selection of the external auditor and pricing
terms. In addition, our office serves as the City’s liaison for the Auditor General operational audit
of the City of Gainesville that kicked off in March 2020. We provide regular updates to management
and ensure communications are running smoothly. The audit is expected to wrap in the coming

weeks.

The City Auditor’s Office now participates in the New Employee Orientation program and is working
with HR to develop a brief ethics, compliance and fraud awareness training for all City staff.

Goal 4:

Develop and implement an effective audit issue follow up program that identifies responsible parties,
reasonable due dates, and management accountability for remediation plans, as well as Internal Audit
escalation of past due issues to the City Commission. The first year program includes two parts: 1)
evaluation and management of aged open audit issues; 2) improved development of future audit issues
by focusing on audit issue root causes, prioritization based on assessed level of risk, and realistic
management action plans to improve effectiveness and efficiency of operations and mitigate identified

risk.

Activities and Accomplishments
This year we re-designed and implemented an audit issue follow up program that requires most

audit issues to be remediated by management within one year or less of the audit report
publication. The program required re-evaluation of all aged open audit issues and required the
addition of new due dates and responsible parties. The program also focuses on aggregating
findings during an audit based on root causes and risk ratings, resulting in fewer but more impactful

recommendations.



16 audit issues have been fully remediated and closed in 2020, resulting in improved controls
around accounts payable processes, GRU non-pension investments, EO mandatory diversity training,
internal Controls and Data Security for the Use of Driver's License and Motor Vehicle Record Data

Exchange, and payroll system.

CONCLUSION

I would like to thank the Mayor, City Commissioners and staff for their support of the City Auditor’s Office
and continued efforts to improve City operations and services. | would also like to thank the City Auditor’s
Office staff for their hard work and dedication that make the City Auditor’s Office accomplishments

possible.
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Charter Officer
Annual Performance Evaluation Form

Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year. 3

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one monthin advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider

all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

——

~ Performance’ Déscnptors and RatingScale & . . s - F ... _ -
5 Superior Work performance consistently exceeds all performance expectatlons and drsplays a
consistent level of exceptional performance. This is consistent, exceptional
performance.
4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.
3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.

2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

e  Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form.
Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.

e Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.

*  After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

¢  Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

*  Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for -
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.

1 HR Form 01172019,Rev2020




Charter Officer
Annual Performance Evaluation Form

Fiscal Year: F\{ 29 Evaluator: D!A, Arreola

Charter Officer: ' l/_ Hdl’\h Title: C,M v

Goal(s) If needed use additional goals sheet (page 5):

*QOverall Support of City Commission. Goals and Objectlves Demeonstrates an understanding of and supports the
City’s philosophy (vision, mission, values); actively pursues an understanding of organizational goals and objectives and
how these relate to the Charter Of_flcers job and department,

*Charter to attach Accomplishments Report for Evaluation Period

Describe Goal(s): r(fE)' 4" SM%\.(, ?[mnss JoLs

| Commission Member: Check performance rating ] 10 | 200 | 30 ‘ a | 501 | N/AO
Commission Member Comments:

Dr'yﬂth e [esults  focased

Charter Officer: Check self-evaluation rating ] 10 [ 2[] | 300 | a0 | 50 .I N/AD]
Charter Officer Comments:

Competencies:
1. Business Acumen Understarids the business, financial status-of the orgamzatlon and core operational area of

respon5|blllty, realizes lmphcatlons of key financial indicators, and uses economlc and indystry data to accurately

dlagnose businéss strengths and weaknesses.
Commission Member: Check competency rating | 10 | 200 | 30 ] 4[] | 5% | N/ADT

Commission Member Comments:

(onsistery  Qerformonce .

Charter Officer: Check self-evaluation rating [0 | 200 | 30 | a0 | 50 | N/ACT
Charter Officer Comments:

2 HR Form 01172019,Rev2020




Charter Officer
Annual Performance Evaluation Form

2. Commumcatwn and’ Bmldmg Relatlonshlps, Commumcates and listens effectlvely, ‘opento- recelvmg and glvmg
ccnstructive feedback premotes frankand open dlscussmns on issues. Cultlvates ‘anetwork of: relatlonshlps both
mternal and external, promotes collaboration and removes barners across organizational lines, builds crediblhty for

the Clty

Commission Member: Check competency rating 1Y [)m-,[ 2)] | 300 | 4[! | 50 | N/AD)

Commission Member Comments:

Cral\"%\?/ Cormvntecon lahs ol N \ooken
dovm . o

Charter Officer: Check self-evaluation rating 10 | 200 | 30 [ 40 | 500 | N/AO

Charter Officer Comments:

3. Fiscal Management Prepares a balanced. budget to prowde services at a level dlrected by the Commussuon,
ensunng actions and decns:ons reﬂect an appropnate Ievel of responsrblhty for fi nanmal plannmg and accountablllty

Commission Member: Check competency rating ' |10 [ 20 | 300 | 4R | 50 7=

Commission Member Comments:

Constsdet™  esfFoemone € R aMosoH\e/'
el C&(u\{-&(/l, - -

Charter Officer: Check self-evaluation rating [ 10 | 20 |30 | a0 | sO =

Charter Officer Comments:

-

HR Form 01172019,Rev2020
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Charter Officer
Annual Performance Evaluation Form

4. Integrlty Dernonstrates the. hlghest level of integrity and ethical behavior, adhenng to the City’s code of conduct
upholdmg the values of the Clty, challenges questionable work standards and- confronts or reports suspicious: -
‘practices to appropriate leaders or authorities.

Commission Member: Check competency rating .| ;& | 200 | 30 | 403 | 500 | N/ACD

Commission Member Comments:
Ofeictr Vlo\r/\'w\ chaw\ e Peﬂr»d“rj | er{?h’ws
?(qr\ r‘d"shmb’ ﬁd"m ‘ [))&3\500\«4’)0\ h“; M rmuigatd

Charter Officer: Check self-evaluation rating [10 |20 [30 J[aO [sO | N/AOl

Charter Officer Comments:

5. Leading and Supervision. Effectlvely establishes strategies to develop and- maximize employee performance foster
high standards in meeting the vision, mission and goals of the department.

Commission Member: Check rating 1K 20 |30 | 40 |50 | n/AO

Commission Member Comments

T(Naﬁ")d\ o~ '\.\_9' aﬁy(mw@\ on M rM"AmA rw S
Unarphle.  Grded Vo oect  cparty,

Charter Officer: Check self-evaluation rating |10 | 200 |30 | 40 50 | N/ACD

Charter Officer Comments:

Charter Officer Signature: Date:

Commission Member Slgnaturem Date:MMLQL

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20

4 HR Form 01172019,Rev2020 ‘




Charter Officer

Annual Performance Evaluation Form
Additional Goals Sheet

*Qverall Support of City Commission Goals and Objectives. Demonstrates an understanding of and supports the
City’s philosophy (vision, mission, values); actively pursues an understanding of organizational goals and objectives and
how these relate to the Charter Officers’ job and dép‘a,r,tment.

*Charter to attach Accomplishments Report for Evaluation Period

Goal 2 - Describe Goal(s):

‘Commission Member: Check performance rating N 10 20 300 4[] 50 I n/aO
Commission Member Comments: o

Charter Officer: Check self-evaluation rating 10 200 30 ad0 | s0 TN /a0] —
Charter Officer Comments:

Goal 3 - Describe Goalls):

‘Commission Member: Check perfo_rmance rating 10 20 30 a0 50 ' N/AC
Commission Member Comments: o

Charter Officer: Check self-evaluation rating 10 20 30 40 5O N/ACD |
Charter Officer Comments:

5 HR Form 01172019,Rev2020




Gainesville. )
Citizen centered Charter Officer
People empowered — Annual Performance Evaluation Form
Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of
Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:

Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider
all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

Performance Descriptors and Rating Scale

5 Superior Work performance consistently exceeds all performance expectations and displays a
consistent level of exceptional performance. This is consistent, exceptional
performance.

4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.

3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.

2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

e Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form.

e  Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.

e  Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.

e After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

e  Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

e Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing
timelines.

1 HR Form 01172019




Gainesville. )
Citizen centered Charter Officer

People empowered — Annual Performance Evaluation Form

Fiscal Year: 2020 Evaluator: Adrian Hayes-Santos
Charter Officer: Lee Feldman Title: City Manager
Goal(s):

*Qverall Support of City Commission Goals and Objectives. Demonstrates an understanding of and supports the
City’s philosophy (vision, mission, values); actively pursues an understanding of organizational goals and objectives and
how these relate to the Charter Officers’ job and department.

*Charter to attach Accomplishments Report for Evaluation Period

Describe Goal(s): Discussed in meeting

Commission Member: Circle performance rating | 10 | 201 | 300 | 4] | 5X | N/AC]
Commission Member Comments:

Charter Officer: Circle self-evaluation rating | 10 | 20 | 30 | a0 | 50 | N/AD
Charter Officer Comments:

Competencies:

1. Business Acumen. Understands the business, financial status of the organization and core operational area of
responsibility; realizes implications of key financial indicators, and uses economic and industry data to accurately
diagnose business strengths and weaknesses.

Commission Member: Check competency rating | 10 | 201 | 300 | 4] | 5X | N/AC]

Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 | 20 [ 30 | a0 | 50 | N/AO
Charter Officer Comments:

2 HR Form 01172019




Gainesville. )
Citizen centered Charter Officer

People empowered — Annual Performance Evaluation Form

2. Communication and Building Relationships. Communicates and listens effectively, open to receiving and giving
constructive feedback, promotes frank and open discussions on issues. Cultivates a network of relationships both
internal and external, promotes collaboration and removes barriers across organizational lines, builds credibility for
the City.

Commission Member: Check competency rating | 10 | 200 | 3K | 4] | 500 | N/AC]

Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 | 200 | 30 | a0 | 50 | N/AO
Charter Officer Comments:

3. Fiscal Management. Prepares a balanced budget to provide services at a level directed by the Commission,
ensuring actions and decisions reflect an appropriate level of responsibility for financial planning and accountability.

Commission Member: Check competency rating | 10 | 201 | 300 | 4X | 501 | N/AC]
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 | 20 | 30 | a0 | 50 | N/AD
Charter Officer Comments:

3 HR Form 01172019




Gainesville. )
Citizen centered Charter Officer

People empowered Annual Performance Evaluation Form

4. Integrity. Demonstrates the highest level of integrity and ethical behavior, adhering to the City’s code of conduct
upholding the values of the City, challenges questionable work standards and confronts or reports suspicious
practices to appropriate leaders or authorities.

Commission Member: Check competency rating | 10 | 2[1 | 30 | aX | 501 | N/ACI
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 100 | 201 | 300 | 4] | 501 | N/AC]
Charter Officer Comments:

5. Leading and Supervision. Effectively establishes strategies to develop and maximize employee performance, foster
high standards in meeting the vision, mission and goals of the department.

Commission Member: Check rating | 1] | 201 | 30 | 4X | 50 | N/ACI
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 100 | 201 | 300 | 4] | 501 | N/AC]
Charter Officer Comments:

Charter Officer Signature: Date:
Commission Member Signature:___Adrian Hayes-Santos Date:__ 1/5/2021
4 HR Form 01172019
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Charter Officer
Annual Performance Evaluation Form — Lee Feldman

Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider

all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

___Performance Descriptorsand Rating Scale  *

5 Superior Work performance consistently exceeds all performance expectations and displays a
consistent level of exceptional performance. This is consistent, exceptional
performance.

4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.

3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.
2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

e  Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form.

e Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.
Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.

e After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

»  Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

* Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.
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Charter Officer
Annual Performance Evaluation Form — Lee Feldman

Fiscal Year: FY20 Evaluator: Johnson

Charter Officer: Title:

Goal(s) If needed use additional goals sheet (page 5):

*Overall Support of City Commission Goals and Objectives. Demonstrates an understanding of and supports the
City’s philosophy (vision, mission, values); actively pursues an understanding of organizational goals‘a;r_rd'objeeﬁ\,es and
how these relate to the Charter Officers’ job and department. :
-*Charter to attach Accomplishments Report for Evaluation. Period

Describe Goal(s):

Commission Member: Check performance rating [ 10 [ 200 l 300 | av ] 500 [ N/AC
Commission Member Comments:

Charter Officer: Check self-evaluation rating 10 | 200 | 301 ] 4[] |50 | n/aO
Charter Officer Comments:

l
Competencies:
1. Business Acumen. Understands the business, financial status of the organization and core operational area of i
responsibility; realizes implications of key financial indicators, and uses economic and industry data to a; cu,kate|y
diagnose business strengths and weaknesses. /
Commission Member: Check competency rating | 10 | 201 | 301 [ 4 [ v | N/ACT
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 | 20 | 30 | a0 | 50 | N/ALT
Charter Officer Comments:
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Charter Officer
Annual Performance Evaluation Form — Lee Feldman

2. Communication and Building Relationships. Communicates and listens effectively, &pen to receiving and giving.

constructive feedback, promotes frank-and open discussions on jssues. Cultivates a network of relationships both
internal and external, promotes collaboration ahd;remove?.em‘[ers across organizational lines; builds:credibility for.
the City, ;

Commissio

n Member: Check é&mpéténcﬁ rating I 1 [ 20 I 3] ] 40 [ 501 ] N/AC]

Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 | 20 |30 | a0 | 500 | N/AO

Charter Officer Comments:

"3. Fiscal Management. Prepares a balanced budget to provide services at a level directed by the Commission,

hiE |

ensuring actions and decisions reflect an appropriate level of responsibility for financial plannipg and accountability.

T

Commission Member: Check competency rating [ 10 l 20 ’ 30 | aA | 50 | N/AD

Commission Member Comments:

Charter Officer: Check seif-evaluation rating 10 | 20 ] 30 | a0 | 500 [ N/AOD

Charter Officer Comments:

HR Form 01172019,Rev2020




Charter Officer
Annual Performance Evaluation Form — Lee Feldman

4. 'Integrity. Demonstrates the highest level of integrity and éthical behavior, adhering to the City's code of conduct
1 upholding the values of the City, challenges questionable werk standards and ¢onfronts or reports suspicious
practices to appropriate leaders or authorities.

Commission Member: Check competency rating | 17 I 200 ‘ 303 [ 4] | 50 [ N/AQd
Commission Member Comments:

Charter Officer: Check self-evaluation rating ‘ 10 [ 200 | 3L] [ a] J 501 I N/AO
Charter Officer Comments:

5. Leading and Supervision. Effectively establishes strategies to dévelop and maximize employee performance, foster
high standards in meeting the vision, missien and geals of the department. /

Commission Member: Check rating J 10 20 |3 ‘ a0l | 500 | N/ALT
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 | 20 | 30 | 400 |50 | N/AOI
Charter Officer Comments:

Charter Officer Signature: , Date:

Commission Member Signature: /j—é(/‘-’\/ Date: { Qr/;? 2 /Z_Q

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20
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Commissioner Johnson Charter Officers Evaluation
12/23/20

FY 20

This has been a challenging year. | appreciate the work of our charter officers to keep the city running.
You all have adapted, pivoted when needed, and put the safety of our community builders and
neighbors first. You all have done this through stressful events, sometimes with children at home and a
host of other responsibilities. You have done this while keeping the goals of a very ambitious and very
engaged commission at the forefront. This is not to be taken lightly, and in this regard, you all are
s/heroes. Doing an evaluation during the best of times is challenging. In the middle of a global pandemic,
it is more than challenging, to say the least. My personal challenge has been distinguishing between
what is “normal” during this time, because there is no normal; and balancing my expectations from the
beginning of the year until now. With the understanding that there are grey areas, nuance and involve
over 2200 community builders that support your work, | offer some of my thoughts.

Ed Bielarski has done an effective job as the General Manager. He is knowledgeable in all aspects of the
utility and does a good job building and motivating his team of over 1000 employees. Ed has an ability to
consistently tell the Commission not what it wants to hear, but what it needs to hear. | believe that this
leads to better decision making and a better understanding of the impacts of our decision on the utility.
Mr. Bielarski is a big supporter of his team, it is my hope that this support does not lead to blind spots
and/or disparate outcomes in the treatment of some employees.

As the newest member of the team, Ginger Bigbie has made admirable and quick work of staffing her
office. During the time Auditor Bigbie has been with the city, there has been significant progress made
on goals. There is also a clear path forward for the function of this office and a very clear willingness and
ability to integrate the function of this office with the goals of the commission. | appreciate the
non-linear thinking and ways to problem solve that have been exhibited by Ginger Bigbie.

Lee Feldman has done a fantastic job with the strategic action plan for the commission/organization and
aligning it with specific projects and outcomes. The issuance of the new 2020 Pension Obligation Funds
was an astute decision. Many other decisions made by the city manager are clearly rooted in decades of
experience, experience that serves this city well. This experience is also why | am concerned about the
level of professionalism the city manager has exhibited (as indicated in recent reports), when leading
and working with community. builders and charter officers. It is my expectation that a shift will occurin
his leadership style, communication, and level of transparency. It is also my hope and expectation that
the city manager will actively address cultural problems that have been exacerbated by recent events.



Omichelle Gainey has been reliable, consistent and highly effective in managing the roles and duties of
her office. She has hired an amazing team that is also highly effective in their jobs. | appreciate the work
that her office does that directly impacts the success of the commission, most notably, the policy
research team. Clerk Gainey is always looking for ways to improve processes. In 2021, | look forward to
progress that will be made as it relates to the board and committees. With an improved process and
partnerships, | believe that we can have boards and committees that are reflective of our community,

Teneeshia Marshall has done a great job with the core functions of the Office of Equal Opportunity. Her
strengths and abilities are in compliance, investigation and monitoring. As the transition from the Office
of Equal Opportunity to the Office of Equity and Inclusion happens, with more responsibilities and an
enhanced mission, | look forward to the following; a laser sharp focus on building out effective core
equity teams throughout all of general government; a concerted effort to build a functioning racial
equity task force; a useful racial equity toolkit and a process about when, where, how and by whom it
should be used; and staff to be able to execute the goals as agreed upon by the commission. | believe
that with consistent cbmmunication, imagination and working collaboratively with charter officers on

the goals, we will get to a place we can all be proud of.

--Through difficult to navigate situations, Mrs. Marshall has been professional and-acted with integrity.
Her prior experience in investigations as well as her character have served the city well.

Nicolle Shalley is highly ethical and able to provide a balanced view of issues. Although | have never fully
understood the boundaries of what is permissible to expect from her office, she seems to do a good job
at delegating and balancing the many issues that have a legal component. Providing updates to the
commission on where projects are in the pipeline with her office has been helpful. I look forward to the

following in 2021; processes put in place for stated goals to happen more expeditiously and/or an
established timeline for high priority goals and ordinances; better communication and general
assistance for simplistic questions and/or tasks.

As we continue the ambitious work of the city and commission in 2021, | hope that as a team, the
charter officers will all assist in Goal 1 of the strategic plan- an equitable community. This aligns with a
city racial equity policy and plan. | see this as a function of all of our charter officers working
collaboratively and most importantly, a partnership between the office of equity and inclusion and the
city manager’s office. My hope for this city is a functioning, healthy tity as measured by social
determinants and a willingness to address poverty in our city. The opportunity gaps are growing with
each day that passes, and | believe that the biggest challenges that lie ahead will be the negative
outcomes associated with housing, health, education and our food system.

Thank you for all that you all do. None of it is easy, but | appreciate that you all keep on showing up. All
of you have the hearts of public servants and want the best for Gainesville.

Sincerely,

Commissioner Johnson



Charter Officer FELDMAN, LEE
Annual Performance Evaluation Form

Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to
the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after

the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville's strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider
all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe

provide context to your rating or that would be helpful to the Charter Officer.

5 Superior Work performance consistently exceeds all performance expectations and displays a
consistent level of exceptional performance. This is consistent, exceptional
performance. '

4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.

3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.
2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

®  Using the above Rating Scale, the Charter Officer will seif-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form.
Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.
Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.

®  After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

® Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

® Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.

1 HR Form 01172019,Rev2020




Charter Officer
Annual Performance Evaluation Form

Fiscal Year: gy & Evaluator: e
Charter Officer: ;)¢ Title: { ouyer—

Goal(s) If needed use adcfttwnal goals sheet @age 5):
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2. %—,:za,{ p(uu o Live 4, Evyzed

4 /CM- C,DC—C"‘ E"QWW\.( .

§ Gest (bClass Meighler ServiceC

Commission Member: Check performance rating |10 | 20 | 30 | a0 [ sH
Commission Member Comments:
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Charter Officer Comments:
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Charter Officer: Check self-evaluation rating [10 | 20 [30 | 40 | s | N/AO
Charter Officer Comments:
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Charter Officer
Annual Performance Evaluation Form ’

3 >

“Commission Member: Check competency rating |
Commission Member Comments: - - + - ‘
~tle A uao(ﬁ Se-e gl gL ec I}VWWMM L«:m
wls b § o pee tho coq laeirg vy = ~
gl s oloce loote o olip lows b fosob ad fiel.
(ceo - i e o s, crand

I ey et T A e TN TR > 2 sV

Charter Officer: Check self-evaluation rating | | 10 | 20 |30 | a0 |50 | N/AO

Charter Officer Comments:
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Commission Member Comments: =
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Charter Officer: Check self-evaluation rating
Charter Officer Comments:
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Charter Officer
Annual Performance Evaluation Form

Corﬁm.iséion Mefnt;er: CheéNk cﬁinpeféﬁéy l"atlngﬂ”
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Charter Officer Comments:

Commission Member: Check rating | 100 [20 [30 [dgr  [sO0  [wn/aD0
Commission Member Comments:
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Charter Officer: Check self-evaluation rating = | 200 |30 | a0 | sO | N/AD
Charter Officer Comments:
Charter Officer Signature: A \ Date:

Commission Member Signature: d - H Date: (2 /1§ [’23
N -

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20
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Charter Officer
Annual Performance Evaluation Form

Additional Goals Sheet

‘GoaIIZ Descnbe Godl{.é)

4\’14‘-»15—@[@ (Plece,

‘Commission Member Comments:
}

Commission Member Check performance ratlng _ ' 1 D

Charter Officer: Check self—évalu_ation rating (10

Charter Officer Comments:
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Goal 3 - Describe Goal(s):

' Commission Member: Check performance rating |10
Commission Member Comments:

20

| 30

[0 [sO0 [ waD

| 200

30

40 [s0  [waD

Charter Officer: Check self—evaluatio_n rating 1

Charter Officer Comments:
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Charter Officer - Lee Feldman
Annual Performance Evaluation Form

Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to
the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after

the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider

all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

7 Performance Deseriptors and Rating Scale.__ B
5 Superior Work performance consistently exceeds all performance expectations and displays a
consistent level of exceptional performance. This is consistent, exceptional —
performance.
4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.

3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.
2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

®  Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form.

e Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.

e Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.

e  After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

e  Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

*  Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.
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Charter Officer - Lee Feldman
Annual Performance Evaluation Form

Fiscal Year: FY20 Evaluator: Commissioner Reina Saco

Charter Officer: Lee Feldman Title: City Manager

Goal(s) If needed use additional goals sheet (page 5):
*Overall Support of Clty Commission Goals and Objectlves. Demonstrates an understandmg of and stipports the —‘
City’s philesaphy (wslon mission, values); actlvely pursues an understanding of organizational goals and objectives and
-how these relate to the Charter Officers’ job and department.

-*Charter to attach Accomplishments Report for Evaluation Period
Describe Goal(s):

v
Commission Member: Check performance rating ‘ 10 [ 201 ' 30 [ 4[] [ s | N/AOD
Commission Member Comments:

- U/wl(al w il ,L\ka 13 4[“}1/;.7[.\0“,5

Charter Officer: Check self-evaluation rating I 10 [ 200 | 30 | 40J ] 50 | N/ACD
Charter Officer Comments:

Competencies:
1. 'Business Acumen. Understands the business, fmanc:al status of the orgamzatnon and core’ operatmnal area of’ j

responsibility; realizes |mphcatlons of key financial mdlcators, and uses economlc and mdustry data to accurately

: diagnose business strengths and weaknesses. .
Commission Member: Check competency rating ‘ 1] I 200 | 300 | a0 ] 5@' | N/AD

Commission Member Comments:

Charter Officer: Check self-evaluation rating [ 10 | 20 |30 | a0 [ sO | N/ADT
Charter Officer Comments:
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Charter Officer - Lee Feldman
Annual Performance Evaluation Form

the City..

mternal and external promotes collaboratlon and removes barrlers across organlzatnonal Imes bunlds Cfedlblhty for

Commission Meniber Check competency rating ’ 10 [ 20 [ 30 | Py [ s ] N/AO

Commission Member Comments:
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Charter Officer: Check self-evaluation rating 10 | 20 |30 | a0 | 50 | n/ADD

Charter Officer Comments:

3. Fiscal Management Prepares a balanced- ‘budget to prewde services ata Ievelﬂlrected by the Commnssnon
ensuring actions and decisions: reﬂect an appropriate level of responsibility for financial planning and aecountabilify.

Commission Member: Check competency rating [ 10 ! 20 [ 301 ] ay } s ] N/AOD

Commission Member Comments:

Charter Officer: Check self-evaluation rating |10 | 20 |30 | a0 | 503 | N/ADD

Charter Officer Comments:
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Charter Officer - Lee Feldman
Annual Performance Evaluation Form

'4.. Integrity. Demonstrates the highest level of integrity and ethical behavior, adhering to the City’s code of conduct
upholding the values.of the City, challenges questionable work standards and confronts or reports suspicious
practices to appropriate leaders or authorities.

Commission Member: Check competency rating | 10 ] 200 [ 30 | 4] ] 55 ’ [ N/AL]

Commission Member Comments:

Charter Officer: Check self-evaluation rating ‘ 10 ] 203 | 30 | 401 [ 50 | n/AOD
Charter Officer Comments:

5. Leading and Supervision. Effectively establishes strategies to develop and maximize employee performance, foster
high standards in meeting the vision, mission and goals of the department.

Commission Mem!;:ar: Check ratir;g |10 [ 20 |30 [ N [ s | n/aOd

Commission Member Comments:

— dfh b ve e el

Charter Officer: Check self-evaluation rating 10 | 20 [ 30 | a0 | 500 | N/

Charter Officer Comments:

L
Charter Officer Signature: Date:
Commission Member Signature: 14//7-——-"""—_“ pate: _ I2{ 1Y [1oto

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20
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Charter Officer - Lee Feldman

Annual Performance Evaluation Form
Additional Goals Sheet

~*Overall Support of Clty Comnusslon Goals and Objectlves Demonstrates an understandm of ‘'supports the
Clty s phllosophy {vision, mission, values ); actively pursues an understandmg of. organlzatlonalvgoals andleb;ectlves':and
thow these relate to the Charter Officers’ job and department.

*Charter to attach Accomplishments Report for Evaluation Period’ .

Goal 2 - Describe Goal(s):

Commission Member: Check performgnce_ rating 10 120 130 |aO B =N =)
Commission Member Comments: -

Charter Officer: Check seif-evaluation rating 10 |_ 20 30 K= 501 I \=
Charter Officer Comments: R

Goal 3 - Describe Goalls):

‘Commission Member: Check performance rating 10 20 30 a0 J_SEI - val |
Commission Member Comments: o

_Charter Officer: Ch_eclﬁelf-evaluation rating 10 20 30 a0 500 ' N/AO
Charter Officer Comments: -
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Charter Officer
Annual Performance Evaluation Form

Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider

all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

_.. . Performance Descriptorsand RatingScale . . . wg

5 Superior Work performance consistently exceeds all performance expectations and displays a
consistent level of exceptional performarice. This is consistent, exceptional
performance.

4 Exemplary Work performance consistently achieves all performance expectations and key elements
of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.

3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.
2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet

Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer

should also attach his or her Accomplishments List or Report to the form.

e  Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.

Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-

evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.

e After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

*  Following Commission and Charter performance evaluation discussion, completed performance evaluations are

returned to Human Resources.

Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for

discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services

contingency account and recommended salary increases will be processed within established payroll processing

timelines.
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Charter Officer
Annual Performance Evaluation Form

Fiscal Year: Fq{a020 Evaluator: 4"6' T Simmmond

Charter Officer: l¢e Feldnan Title:  Cidy Monagir

Goal(s) If needed use additional goals sheet (page 5):
*Qverall Support of Clty Commlssmn Goals and. Ob,]ectlves Demonstrates an understandmg of and supports the
City’s philosophy (vision, mission, values); actively pursues an understanding of organizational goals and objectives and
how these relate to the Charter Officers’ job and department
*Charter to attach Accomplishments Report for.Evaluation Period

Describe Goal(s):

Commission Member: Check performance rating 10 [20 | 3E]/i| a0l 503 [ 'N/aDD
Commission Member Comments:
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Charter Officer: Check self-evaluation latmg | 10 [ 200 | 30 | a0] | 50 [ N/ACT
Charter Officer Comments:

Competencies:
1. Business Acumen. Understands the busmess fmancnal status-of the orgamzatlon and core operatlonal area-of

responsrblhty, reallzes |mphcat|ons of key financial mdicators ~and-uses economlc and: lndustry datato accurately

dlagnose business’ strengths and: weaknesses
Commussnon Member: Check competency rating ‘ 10 | 20 | 3 [am— ‘ 50 | N/ACD

Commission Member Comments:
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Charter Officer: Check self-evaluation rating J 10 [ 20 | 30 | 400 = [ n/aO
Charter Officer Comments:
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Charter Officer
Annual Performance Evaluation Form

2, _Commumcation and Building: Relatwnshlps. Commumcates and listens effectively, open to recelvmg ‘and giving. |
,constructlve feedback promotes frank and open: dlscusswns onissues. Cultlvates a network ofr f"atlons ',s both

nal and externai promotes coliaboratnon and removes bartiers acrass ergamzatlenal hnes ‘builds’ credlbmty for

tﬁe City. y : :
Commission Member: Check competency rating |10 ‘ ZJII/ |30 | a0 | 507 | N/ALT

Commission Member Comments: ‘
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Charter Officer: Check self-evaluation rating |10 | 20 | 300 [ a0 | 500 | N/AOD
Charter Officer Comments:

3, Flscal Management. Prepares a balanced budget to prowde serwces atalevel dlrected by.the- Cemmlsswn,
: ensurmg actlons and deas:ons reflect an appropnate level of respons:buhty for fmancval plannm' an' 'accountablhty

20 [3Ijt’ J4E/[5I:| |N/AEI

Commission Member: Check competency ratmg | 10
Commission Member Comments:
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Charter Officer: Check self-evaluation rating |10 |20 | 300 K= (5O [ N/AD
Charter Officer Comments:
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Charter Officer
Annual Performance Evaluation Form

4. [Integrity. Demonstrates the highest level of integrity and ethical behavior, adhering to the City’s code of conduct
upholding thevalues of the City, challenges questionable work standards and confronts or reports suspicious
practices to appropriate leaders or authorities. .

Commission Member: Check competency rating | 1= | 200 [ 307 | a0 I = | T
Commission Member Comments: Clﬂn'p 1&&\:‘34— ‘ A . +.
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Charter Officer: Check seli-evaluation rating [ 10 1 20 ‘ 30 | a0 [ 50 [ n/aO
Charter Officer Comments:

5. Leading and Supervision. Effectively establishes strategies to develop and maximize employee performance, foster |
high standards in meeting the vision, mission andgba’_ﬁs of thé department, N N

Commission Member: Check rating ] 100 ' ZE/‘(|3D [ —~ | = J vl
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Charter Officer: Check self-evaluation rating (10 | 200 | 300 | 40 | s [ N/ALD
Charter Officer Comments:

Charter Officer Signature: A Date:

Commission Member Signature:{@’f}?L é’?fw"t"'a-—'—-— Date: /2//5/2 6

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20
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Charter Officer |

Annual Performance Evaluation Form |
Additional Goals Sheet ‘

*Qverall Support of City Commission Goals and Objectives. Demonstrates an understanding of and supports the ‘
City’s philosophy (vision, mission, values); actively pursues an understanding of organizational goals and objectives and

how these réelate to the Charter Officers’ job and department.
*Charter to attach Accomplishments Report for Evaluation Period
Goal 2 - Describe Goal(s): .

Commission Member: Check performance rating 10 | 20 30 a0 ] s N/F]
Commission Member Comments: =— = A==t —

Charter Officer: Check self-evaluation rating 10 200 30 4[] 5[0 N/ADC
Charter Officer Comments: — =

Goal 3 - Describe Goalfs):

'Commission Member: Check performancerating | 1[] 20 30 - ald 50 | n/aO |
Commission Member Comments: o

Charter Officer: Check self-evaluation rating 1o 20 30 | aOd | 50 N/ACT
Charter Officer Comments: o
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Charter Officer
Annual Performance Evaluation Form

Fiscal Year: FY20 Evaluator: Self
Ward

Charter Officer: City Manager Title:

Goal(s) If needed use additional goals sheet (page 5):

*Qverall Support of City Commission Goals and Objectives. Demonstrates an understanding of and supports the
City’s philosophy {vision, mission, values); actively pursues an understanding of organizational goals and objectives and
how these relate to the Charter Officers’ job and department.

“Charter to attach Accomplishments Report for Evaluation Period

Describe Goal(s): Equitable Community (1) Enhance the access to City services, information, programs, facilities and
activity for ali Neighbors (2) Expand the multi-lingual capacity of Community Builders enhancing services to our diverse
Neighbors (3) Reduce the neighborhoods that are food deserts with all Neighbors having convenient access to quality
foods (4) Develop City equity tool (S} Have a City workforce that is racially and culturally diverse in all City departments
and at all organization levels reflecting community demographics, at a minimum (6} Have equitable access for all
Neighbors to healthcare and other neighborhood services

Commission Member: Check performance rating (10 |20 |30 [ gﬂ/——ﬂ =]
— ( - |

Commission Member Comments:

Charter Offlcer: Check seif-evaluation rating [10 [20 |30 [aR E=LT =
Charter Officer Comments: See City Manager Memorandum No. 200054 dated October 30, 2020. 1 recognize that there
is much work to be done here and will continue to work with the other Charter Officers to make progress on these

objectives.

Competencies:
1. Busmm Acumen. Understands the business, financial status of the organization and core operational area of

responsibility, realizes implications of key financial indicators, and uses economic and industry data to accurately

diagnosé business strengths and weaknesses.
Commission Member: Check competency rating 10 |20 [30 (40 [s& |waO
. —

Commission Member Comments:

Charter Officer: Check self-evaluation rating (10 |20 [30 |40 [s® | w/AO
Charter Officer Comments: See City Manager Memorandum No. 200054 dated October 30, 2020.
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Charter Officer
Annual Performance Evaluation Form

ﬁ. Communication and Building Relationships. Communicates and listens effectively, open to receiving and giving
constructive feedback, promotes frank and open discussions on issues. Cultivates a network of relationships both
internal and external, promotes collaboration and removes barriers across organizational lines, builds credibility for

the City. s
Commission Member: Check competency rating [10 | 20 [38~ [aO =] | NJADD

Commission Member Comments: bj& Mcll) _,é &C/ C,jd/é o éfd Wf%
A LM G Bl F i st { oy
Coyor Ares.

l
" Charter Officer: Check self-evaluation rating [0 20 (30 [4R [s50 | wn/aD
Charter Officer Comments: See City Manager Memorandum No. 200054 dated October 30, 2020. Lack of public

meetings has limited my ability to engage with community builders and neighbors during the fiscal year.

[3. Fiscal Management. Prepares a balanced budget to provide services at a level directed by the Commission, —‘
ensuring actions and decisions reflect an appropriate level of responsibility for financial planning and accountability.

Commission Member: Check competency rating [10 [20 |30 a0 [sE< | n/AO

Commission Member Comments:
Ury Pl o toriod D, fos posichs.

Charter Officer: Check self-evaluation rating [10 [20 [30 [aO0 [sm | N/ADD
Charter Officer Comments: See City Manager Memorandum No. 200054 dated October 30, 2020. Arriving in the middle

of a 2-year budget did not allow for full analysis of the budgetary process. FY 21 will provide an opportunity to address
capital planning and use of capital debt proceeds to meet the Commission’s goals.
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Charter Officer
Annual Performance Evaluation Form

practices to appropriate leaders or authorities.

4. Integrity. Demonstrates the highest level of integrity and ethical behavior, adhering to the City's code of conduct
upholding the values of the City, challenges questionable work standards and confronts or reports suspicious

Commission Member: Check competency rating [ 10 (20 |30 | | 400 ]W’ | N/ADD

Commission Member Comments:

Charter Officer: Check self-evaluation rating [1O0 [20 T[sO0 [aO0 [sm

| N/ADS

Charter Officer Comments: See City Manager Memorandum No. 200054 dated October 30, 2020.

|

high standards in meeting the vision, mission and goals of the department.

5. Leading and Supervision. Effectively establishes strategies to develop and maximize empioyee performance, foster

Commission Member: Check rating [ 10 [20 [30 |&Z  TsO0

| /a0

Commission Member Comments:

b f‘/}/ér

4’/ /{h ﬂ}p/ e //zJﬂ'? LA //Ifi'ﬂ// Vo b ol

Charter Officer: Check self-evaluation rating | 100 |20 [30 [aO [ 5

| N/aOD

Charter Officer Comments: See City Manager Memorandum No. 200054 dated October 30, 2020.

Charter Officer Signature: rﬂ/{(’-& &D Date: /7 Aa/zo

Commission Member Signatur;-/%_/‘:\"},/‘ Date: /’}\/éu;/ 2 )

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20
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Charter Officer

Annual Performance Evaluation Form
Additional Goals Sheet

*Overall Support of City Commission Goals and Objectives. Demonstrates an understanding of and supports the
City’s philosophy {vision, mission, values); actively pursues an understanding of organizational goals and objectives and
how these relate to the Charter Officers’ job and department.

*Charter to attach 1 Accomplishments Report for Evaluation Pericd

Goal 2 - Describe Goal(s): Sustainable Community (1) Increase the acreage of natural/conservation lands (2) increase the
City’s use of renewable resources with the goal of 100% by 2045 or sooner (3) Have more nelghborhoods on City sewer

system, less number of failing septic systems (4) Enhance well-designed water, wastewater and electric systems
operating in an environmentally responsible manner (5) Pursue zero waste goal (6) Reduce the City organization’s carbon

footprint by 25% to achieve the climate change goal

Commission Member: Check performancerating |10  [20 |30 (4O [sO /a0
Commission Member Comments:

Charter Officer: Check self-avaluation rating 10t |30 (4@ TsO | n/aO
Charter Officer Comments: See City Manager Memorandum No. 200054 dated October 30, 2020. InFY21 a basellne wil
be established to measure General Government’s performance under this goal.

Goal 3 - Describe Goal(s): A Great Place to Live and Experience (1) increase the affordable housing opportunities
[ownership and rental] for all Neighbors and throughout the Gainesville community (2)Develop a vibrant, alive
Downtown with expanded residential and commercial opportunities (3) Revitalize eastside neighborhoods with
expanded and upgraded housing, well maintained and upgraded City infrastructure and more neighborhood businesses
serving the daily needs of Neighbors {4)Have medical and healthcare services available in all neighborhoods and access
for all Nelghbars, focusing on the eastside (5) Provide an affordable or free transit service with fixed routes and on-
demand services accessible for all (6} Eliminate chronic homelessness and reduce transitional homelessness by
50%(point of time) B - -

Commission Member: Check performance rating 10 20 30 [aO0 |50 | N/AOD
Commission Member Comments: =]

118 (20 (30 [a® [sO0 [ waO

"Charter Officer: Check self-evaluation rating T

Charter Officer Comments: See City Manager Memorandum No. 200054 dated October 30, 2020. Many projects have
been initiated for General Government to address these objectives. In addition FY21 will see a streamlined approach to

Neighborhood Enhancement (f/k/a Codes or Code enforcement).
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Charter Officer

Annual Performance Evaluation Form
Additional Goals Sheet

*Qverall Support of City Cominission Goals and Objectives. Demonstrates an understanding of and supports the
City’s philosophy (vision, mission, values); actively pursues an understanding of organizational goals and objectives and
how these relate to the Charter Officers’ job and department.

*Charter to attach Accomplishments Report for Evaluation Perlod

Goal 4 - Describe Goul(s): Resilient Local Economy (1) increase the number of successful and sustainable, small and
locally owned businesses by % with ownership reflecting neighbors (2) Reduce the poverty level in the Gainesville
community by 25% ranking with major university communities (3) Have the technology infrastructure/community
broadband that Is fast, reliable and affordable to support businesses and home offices (working from home) (4) Have a
diverse local economy (industrial and business) insulated from economic trends (5) Attract new businesses to Gainesville
consistent with our economic vision and “targeted” businesses (6) Develop a successful Minority/Women-owned
Business Enterprise (MWBE) program that is producing results for Neighbors o

Commission Member: Checkperformancerating |10 (20 (30 | a0 [sO | Nn/ACd
Commission Member Comments: o - |

Charter Officer: Check self-evaluationrating | 100 |20 |30 |40 | 5® I w/a0
Charter Officer Comments: See City Manager Memorandum No. 200054 dated October 30, 2020. The GNVCares for
Business program demonstrates my commitment to assisting local businesses. FY21 will see a strong emphasis in

General Government to buy local.

Goal 5 - Describe Goalfs): “Best in Class” Neighbor Services (1) Maintain, hire, train and retain professional Community
Builders dedicated to serving the Gainesvillecommunity (2) Develop a City organization culture that emphasizes
professionalism, service, teamwork, results and performance accountability (3) Have all City departments working
together without silos (4) Develop and enhance proactive City communications policies, strategies and tools to inform
the community (5) Have a high level of Neighbor satisfaction with City services and services response (6) Upgrade
information technology systems —hardware and software -to better serve Neighbors (7) Develop effective and usabie
performance metrics for evaluating the service performance and the value to Neighbors )

Commission Member: Check performance rating J 10 | 20 _. 30 1—45 -

Commission Member Comments:

150 [ naOd |

[sO0 a0 |

Charter Officer: Check self-evaluation rating [iO0 |20 30 a0
Charter Officer Comments: See City Manager Memorandum No. 200054 dated October 30, 2020.
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City of Gainesville
Office of the City Manager

City Manager Memorandum No. 200054

To: The Honorable Mayor and City Commission

From: Lee R. Feldman, ICMA-CM, City Manager ﬁf%@
Date: October 30, 2020

Re: City Manager Accomplishments

As of the writing of this memorandum | have served you and the neighbors of the City of

~ Gainesville as your City Manager for just under one (1) year; the last seven and one-half
months during the COVID-19 pandemic. The purpose of this memorandum Is to outline
achievements during that period. While the General Government team of community
builders have had many accomplishments, | wish to highlight specific activities that | have
either initiated or spearheaded (in no particular order of importance).

e On January 23, 2020 (with a revision on May 1, 2020) established the operational

(o]

o}

paradigm for the function of the portion of General Government under the City
Manager's purview.

Promulgated the use of term “neighbor” to replace “citizen”, “taxpayer”,
“resident” and other terrns when referring to those individuals we serve.
Promuigated the use of the term "community builder” to replace “employee”
to recognize the common mission and effort to build community for our
neighbors.

Reorganized and consolidated various functions of General Government to
create efficiencies, avoid duplication of efforts and reduce the span of confrol
resulting in fewer departments and the establishment of offices to provide
specific functionality within the City Manager’s Office.

Placed the public safety functions as direct reports to the City Manager.
Aligned the Communications and Neighbor Engagement functions of

General Government within one office. ‘
Established equity and inclusion as an enterprise-wide function assigned to

an Assistant City Manager.
Set forth the process of establishing a vision, mission, strategic plan and an

annual action plan for the City.

Organized a strategic planning effort Involving administrative staff, other Charter
Officers and the City Commission resulting in the adoption of a cltywide vision,

1



mission, strategic plan, annual action plan of August 6, 2020. The annual action
plan identified five {5) top priorities and eight (8) priorities to guide the work of
General Government.
o Established PerformGNV as the accountability tool for the strategic plan and
annual action plan elements under the responsibility of the City Manager.

Brought to fruition the Annual Neighbor Survey to establish a system to benchmark
perceptions of service delivery against other peer communities as well as creating
historical data fo continually measure neighbor impressicns. [Note: this year this
was completed out of sequence; starting in 2021 the neighbor survey will be
conducted prior to the annual action plan and budget to feed hecessary inputs into
both processes.). The neighbor survey is also deployed in an interactive tool to
allow community builders and neighbors alike to explore its data.

Examined the existing debt of the General Government of the City resulting in the
issuance of $206 million in new 2020 Pension Obligation Bonds. The transaction
refunded 95% of the Unfunded Accrued Actuarial Liability (UAAL) of the City’s 2
pension plans resulting in a combined Present Value Savings of $114.5 million.

~ This translates to $18.8 million in savings In the first five (5) years for General

Government and $14.3 million in savings for GRU for the same period.
o Despite the financial uncertainty resulting from revenue fluctuations due to
COVID-19, the City maintained its Aa2 rating with Moody's and AA with

Fitch.

In the area of Budget and Finance:
o Dellvered a proposed General Government budget with no increase in the

tax rate, the fire assessment fee or other fees which was adopted by the City
Commission.
o Retimed the City’s contribution to its pension plans and saving the General

Government over $570,000 for FY21.

o Reduced the reliance on “vacancy savings” to fund ongoing operational
programs.

o Proposed a new General Fund Balance policy which established a higher
minimum fund balance and established a maximum fund balance ceiling and
incorporated a minimum balance for emergencies. The policy was adopted
by the City Commission.

o Updated the City's Investment Policies (including a newly adopted policy for

the Evergreen Cemetery Trust) and established quarterly reporting to the

City Commission of the status of investments.

Negotiated a new multi-year agreement with the Alachua County Scheol

Board resulting in an increase in funding by the School Board of the School

Resource Officer program.

Co-designed the effort with Gainesville Police Department resuilting in a reallocation
of resources to increase funding for mental health co-responders, the dedication of

2



funding for the Reichert House and BOLD programs, and the deployment of body
wom cameras for all sworn and some non-swom field personnel (service

technicians).

Guided the General Government through the COVID-19 response with minimal
disruption to municipal services; Implemented remote working for a majority of
community builders and redeployed community builders to other vital tasks to avoid
layoffs and furloughs; created an online database to allow neighbors to track the
City's enforcement efforts regarding facial coverings and business capacity
compliance. Developed the Streatery program designed to move indoor
bar/entertainment activity to the outdoors. Additionally, spearheaded an effort
(currently underway) to identify methods to influence behavior to assist in efforts to

reduce community spread.

Initiated a Downtown Masterplan process, including the securing of a partnership
for funding with the University of Florida, which will kick-off in the first quarter of

2021.

= Consolidated the General Governments real estate activities
(sale/acquisitionfleasing) into one office reporting to an Assistant City Manager.
The City retained the services of a broker to assist in this activity and is currently
preparing an inventory of all municipal land assets which can be more effectively
utilized for opportunities such as affordable housing.

o Proposed a modification to the City's Land Disposition Policy which allows
for the more active marketing of municipal property for affordable housing.
The policy was adopted by the City Commission. One letter of intent has

been received by the City since the policy’s adoption.

During this past year | continued to serve on the Board of Directors of ICMA-RC
(the entity which administers the City’s 401(a) and 457 plans) and the National Civic
League. | was also elected as a Tri-Chair of the National Homeland Security
Consortium. | continue to be an active member of the National League of Cities’
Crime Prevention and Public Safety Committee and the Florida League of Cities’

Municipal Administration Committes.

Let me conclude by emphasizing that none of the above efforts were singular in nature. |
have been fortunate to work with a great team of hard working and creative community
builders who have been instrumental in many accomplishments. We remain committed to

the mission of building community.
| thank you for the opportunity to serve.

WE BUILD COMMUNITY.
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Charter Officer
Annual Performance Evaluation Form

Fiscal Year: F\_{ 20 Evaluator: 'D} Arreola
Charter Officer: Q [" nerg Title: ('u# ., d,,;(

Goal(s) If needed use addmonal goals sheet (page 5):
“*Qverall Support of Clty Commission Goals and Objectwes Demonstrates an understandmg of and supports the
City’s philosophy (vision, mission, values); actively pursues an understanding of organizational goals and objectives and
how these relate to the Charter Officers’ job and department.
*Chatter to attach Accomplishments Report for Evaluatlon Period

Describe Goal(s):

Commission Member: Check performance rating 10 | 200 [ 30 | a0 ] | N/ADD
Commission Member Comments:

Wme, ol foused to e
bt oF Al Oay BrevEn

Charter Officer: Check self-evaluation rating | 10 | 200 EI:I | ad | 50 =
Charter Officer Comments:

]

Competencies:
1. Busmess Acuniien. Understands the busmess, financial status of the’ organlzatlon and core operatlonal area of

respons:blhty, realizes implications-of key financial indicators, and uses -economic: and mdustry data to: accurately

~-diagnose business strengths and:weaknesses.
Commission Member: Check competency rating | 10 | 20 | 30 | alx | 500 [ n/aO

Commission Member Comments:

(rgsier  Pffermove,

| Charter Officer: Check self-evaluation rating 10 | 20 | 300 [ 4O | 50 | N/AD
Charter Officer Comments:

1
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Charter Officer
Annual Performance Evaluation Form

’2 Commumcatlon and Building Relatlonshxps ‘Communicates and’ hstens effectively, open to receiving and giving
: constructlve feedback, promotes frank and-open discussions on issues. Cultlvates anetwork of relatlonshlps both
mternal and-external, promotes collaboration and removes barriers across. organizational - Imes, builds credibility for

the Clty v
Commission Member: Check competericy rating J 100 | 20J |30 | a0d | 5K s

Commission Member Comments:

Wl Jone o

Charter Officer: Check self-evaluation rating [ 10 | 2] | 3] I 4 | 501 | N/ALD
Charter Officer Comments:

3. Fiscal Management, Prepares abalanced. budget to provide s servnces at alevel dlrected by the Commlssmn, ]
~ensuring actions and decisions reflect an appmpnate level of responS|b|l|ty for fmanaal plannmg and accountability.

Commission Member: Check competency rating 10 IZD |30 | o] |50 | n/ald
Commission Member Comments:

Q! office \wu);ud—l \ovd S Forr~s l,/c,ﬂ,

Charter Officer: Check self-evaluation rating | 10 J 201 | 300 [ 40 | 50 | N/aO
Charter Officer Comments:

i
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Charter Officer
Annual Performance Evaluation Form

4. Integrity, Demonstrates the highest level of integrity and ethical behavior, adhering to the City’s code of conduct |
upholdmg the values of the City, challenges questionable work standards and confronts or reparts suspicious

practices to appropriate leaders or authorities.

Commission Member: Check competency rating |10 (20 |30 | a0 s [wn/aO
Commission Member Comments:

well Jone ,
Charter Officer: Check self-evaluation rating | 10 | 20 | 300 | 40 | 503 | N/AO

Charter Officer Comments:

5. Leading and Supervision. Effectively establishes strategies to develop and maximize employee performance, foster
high standards in meeting the vision, ‘mission and goals of the department.

Commission Member: Chéck rating ‘ = 20 3O |40 | 5K | /a3
Commission Member Comments: \
- ’ C,
Gowtn 15 germgedle,
WUl venc
Charter Officer: Check self-evaluation rating | 10 | 20 ( 300 | 40J [ s | N/AOT
Charter Officer Comments:
Charter Officer Signature: Date:
Date:

Commission Member Signatur%'m/
/ i\

Tl//V’ [/7021)

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20
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Charter Officer

Annual Performance Evaluation Form
Additional Goals Sheet

*Qverall Support of City Commission Goals and Objectives. Demonstrates an understanding of and supports the
City’s philosophy (vision, mission, values); actively pursues an understandlng of organizational goals and objectives and

how these relate to the Charter Officers’ job and department.
*Charter to attach Accomplishments Report for Evaluation Period

Goal 2 - Describe Goal(s):

' Commission Member: Check performance rating 10 200 30 [a0d s0 | n/aO
Commission Member Comments: e TR

Charter Officer: Check self-evaluation rating N 10 20 30 4] 50 ' N/AO
Charter Officer Comments: o

Goal 3 - Describe Goal(s):

‘Commission Member: Check performance rating 10 | 20d 30 a0 |50 Tn/AD |
Commission Member Comments: — — ——

Charter Officer: Check self-evaluation rgtin_g 10 | 20 30 a0 ‘50 ' N/AD
Charter Officer Comments: '
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Gainesville. )
Citizen centered Charter Officer
People empowered — Annual Performance Evaluation Form
Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of
Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:

Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider
all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

Performance Descriptors and Rating Scale

5 Superior Work performance consistently exceeds all performance expectations and displays a
consistent level of exceptional performance. This is consistent, exceptional
performance.

4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.

3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.

2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

e Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form.

e  Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.

e  Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.

e After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

e  Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

e Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing
timelines.

1 HR Form 01172019




Gainesville. )
Citizen centered Charter Officer

People empowered — Annual Performance Evaluation Form

Fiscal Year: 2020 Evaluator: Adrian Hayes-Santos
Charter Officer: Omichele Gainey Title: Clerk
Goal(s):

*Qverall Support of City Commission Goals and Objectives. Demonstrates an understanding of and supports the
City’s philosophy (vision, mission, values); actively pursues an understanding of organizational goals and objectives and
how these relate to the Charter Officers’ job and department.

*Charter to attach Accomplishments Report for Evaluation Period

Describe Goal(s): Discussed in meeting

Commission Member: Circle performance rating | 10 | 201 | 3K | 4] | 501 | N/AC]
Commission Member Comments:

Charter Officer: Circle self-evaluation rating | 10 | 20 | 30 | a0 | 50 | N/AD
Charter Officer Comments:

Competencies:

1. Business Acumen. Understands the business, financial status of the organization and core operational area of
responsibility; realizes implications of key financial indicators, and uses economic and industry data to accurately
diagnose business strengths and weaknesses.

Commission Member: Check competency rating | 10 | 22X | 30 | 4] | 501 | N/AC]

Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 | 20 [ 30 | a0 | 50 | N/AO
Charter Officer Comments:
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Gainesville. )
Citizen centered Charter Officer

People empowered — Annual Performance Evaluation Form

2. Communication and Building Relationships. Communicates and listens effectively, open to receiving and giving
constructive feedback, promotes frank and open discussions on issues. Cultivates a network of relationships both
internal and external, promotes collaboration and removes barriers across organizational lines, builds credibility for
the City.

Commission Member: Check competency rating | 10 | 2X | 300 | 4] | 500 | N/AC]

Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 | 200 | 30 | a0 | 50 | N/AO
Charter Officer Comments:

3. Fiscal Management. Prepares a balanced budget to provide services at a level directed by the Commission,
ensuring actions and decisions reflect an appropriate level of responsibility for financial planning and accountability.

Commission Member: Check competency rating | 10 | 201 | 300 | 4X | 501 | N/AC]
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 | 20 | 30 | a0 | 50 | N/AD
Charter Officer Comments:
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Gainesville. )
Citizen centered Charter Officer

People empowered Annual Performance Evaluation Form

4. Integrity. Demonstrates the highest level of integrity and ethical behavior, adhering to the City’s code of conduct
upholding the values of the City, challenges questionable work standards and confronts or reports suspicious
practices to appropriate leaders or authorities.

Commission Member: Check competency rating | 10 | 2[1 | 30 | aX | 501 | N/ACI
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 100 | 201 | 300 | 4] | 501 | N/AC]
Charter Officer Comments:

5. Leading and Supervision. Effectively establishes strategies to develop and maximize employee performance, foster
high standards in meeting the vision, mission and goals of the department.

Commission Member: Check rating | 1] | 2[X | 30 | 401 | 50 | N/ACI
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 100 | 201 | 300 | 4] | 501 | N/AC]
Charter Officer Comments:

Charter Officer Signature: Date:
Commission Member Signature:___Adrian Hayes-Santos Date:__ 1/5/2021
4 HR Form 01172019

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20




| Charter Officer
Annual Performance Evaluation Form — Omichele Gainey

Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:

Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider
all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe -

provide context to your rating or that would be helpful to the Charter Officer.

_ Parformance Descriptors and Rating Scale

Superior Work performance consistently exceeds all performance expectations and displays a
consistent level of exceptional performance. This is consistent, exceptional
performance.

Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.

Meets Expectations Work performance consistently achieves all performance expectations for this factor.

Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
shouid also attach his or her Accomplishments List or Report to the form.

Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.

Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.
After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.
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__ Charter Officer
" Annual Performance Evaluation Form — Omichele Gainey

Fiscal Year: FY20 Evaluator: Tohnson

Charter Officer: Title:

Goal(s) If needed use additional goals sheet (page 5):

*Qverall Support of City Commission Goals and Objectives. Demonstrates an understandlng of and supperts the
City's philosophy (vision, mission, values); actively pursues an understanding of organizational goals and. objectives and
‘how these relate to the Charter Officers’ job and department.

*Charter to attach Accomplishments Report for Evaluation Period

Describe Goal(s):

Commission Member: Check performance rating 10 |20 | 300 a0 | s | n/aOd
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 | 200 | 30 | a0 ! 50 | N/AOT
Charter Officer Comments:

Competencies:
1.* Business Acumen. Understands the business, financial status of the organization and core operatlonal area of

responsibility; realizes |mpllcat|ons of key financial indicators, and uses economic and industry data to-accurately

__diagnose business strengths and weaknesses. /
Commission Member: Check competency rating 10 |20 |30 | ad | 500 | N/AO
Commission Member Comments:

Charter Officer: Check self-evaluation rating I 100 ] 201 I 30 | 4 [ s ‘ N/AC]
Charter Officer Comments:
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Charter Officer
Annual Performance Evaluation Form — Omichele Gainey

2 - Communication and Buﬂdmg Relatwnslups‘ Communicates and listens. effectively, open to receiving. and glvung
constructlve feedback; promotes frank and open discussions:on issues. Cultivates a network of relatienshlps both
internal and external promotes collaboration. and remaves barriers across organizational hnes builds credibility for
the City.

Commission Member: Check competency ratmg ] 10 | 20 | 300 | 4
Commission Member Comments:

Charter Officer: Check self-evaluation rating [ 100 ‘ 2010 | 300 [ 40J ] 50 | N/AO
Charter Officer Comments:

3. Flscal Management Prepares a balanced budget to provide services at a level directed by the Commissidn,
ensurmg actions and decisions reflect an appropriate level of responsibility for financial planning and accountability.

e

Commission Member: Check competency rating [ 10 | 20 J 30 | 40 J 50 ] N/A
Commission Member Comments:

Charter Officer: Check self-evaluation rating |10 [ 20 [ 30 | a0 | 50 | N/ADD
Charter Officer Comments:
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Charter Officer

# Annual Performance Evaluation Form — Omichele Gainey

4. Integrity. Demonstrates the highest level of integrity and ethical behavior, adhering to the City’s code of conduct
upholding the values of the City, challenges questionable work standards and confronts or reports suspitious
practices to appropriate leaders or duthorities.

Commission Member: Check competency rating ] 10 ‘ 2[]

(30 [aO0  [s5&2 [wn/aO

Commission Member Comments:

Charter Officer: Check seif-evaluation rating

| 30J | a0 | 500 | N/ACD

Charter Officer Comments:

5. Leading and Supervision. Effectively establishes strategies to develop and maximize employee performance, foster |
high standards in meeting the vision, mission and goals of the department.

Commission Member: Check rating 100 |20 |30 | a0 | s | N/AOI
Commission Member Comments:
Charter Officer: Check self-evaluation rating |10 [ 20 (30 | 40 [ 50 [ N/ADD

Charter Officer Comments:

Charter Officer Signature:

Commission Member Signature: /(j&/( /1.‘_/\_,/-

Date:

Date: /2/{/225;/2 <

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20
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Commissioner Johnson Charter Officers Evaluation
12/23/20

FY 20

This has been a challenging year. | appreciate the work of our charter officers to keep the city running.
You all have adapted, pivoted when needed, and put the safety of our community builders and
neighbors first. You all have done this through stressful events, sometimes with children at home and a
host of other responsibilities. You have done this while keeping the goals of a very ambitious and very
engaged commission at the forefront. This is not to be taken lightly, and in this regard, you all are
s/heroes. Doing an evaluation during the best of times is challenging. In the middle of a global pandemic,
it is more than challenging, to say the least. My personal challenge has been distinguishing between
what is “normal” during this time, because there is no normal; and balancing my expectations from the
beginning of the year until now. With the understanding that there are grey areas, nuance and involve
over 2200 community builders that support your work, | offer some of my thoughts.

Ed Bielarski has done an effective job as the General Manager. He is knowledgeable in all aspects of the
utility and does a good job building and motivating his team of over 1000 employees. Ed has an ability to
consistently tell the Commission not what it wants to hear, but what it needs to hear. I believe that this
leads to better decision making and a better understanding of the impacts of our decision on the'utility.
Mr, Bielarski is a big supporter of his team, it is my hope that this support does not lead to blind spots
and/or disparate outcomes in the treatment of some employees.

As the newest member of the team, Ginger Bigbie has made admirable and quick work of staffing her
office. During the time Auditor Bigbie has been with the city, there has been significant progress made
on goals. There is also a clear path forward for the function of this office and a very clear willingness and
ability to integrate the function of this office with the goals of the commission. | appreciate the
non-linear thinking and ways to problem solve that have been exhibited by Ginger Bigbie.

Lee Feldman has done a fantastic job with the strategic action plan for the commission/organization and
aligning it with specific projects and outcomes. The issuance of the new 2020 Pension Obligation Funds
was an astute decision. Many other decisions made by the city manager are clearly rooted in decades of
experience, experience that serves this city well. This experience is also why | am concerned about the
level of professionalism the city manager has exhibited (as indicated in recent reports), when leading
and working with community builders and charter officers. It is my expectation that a shift will occur in
his leadership style, communication, and level of transparency. It is also my hope and expectation that
the city manager will actively address cultural problems that have been exacerbated by recent events.



Omichelle Gainey has been reliable, consistent and highly effective in managing the roles and duties of
her office. She has hired an amazing team that is also highly effective in their jobs. | appreciate the work
that her office does that directly impacts the success of the commission, most notably, the policy
research team. Clerk Gainey is always looking for ways to improve processes. In 2021, | look forward to
progress that will be made as it relates to the board and committees. With an improved process and
partnerships, | believe that we can have boards and committees that are reflective of our commu nity.

Teneeshia Marshall has done a great job with the core functlons of the Office of Equal Opportunity. Her
strengths and abilities are in compliance, investigation and monitoring. As the transition from the Office
of Equal Opportunity to the Office of Equity and Inclusion happens, with more responsibilities and an
enhanced mission, | look forward to the followmg, a laser sharp focus on building out effective core
eqmty teams throughout all of general government; a concerted effort to build a functioning racial
equnty task force; a useful racial equity toolkit and a process about when, where, how and by whom it
should be used; and staff to be able to execute the goals as agreed upon by the,commlssmn. I believe
that with consistent communication, imagination and working 'collaboratively with charter officers on
the goals, we will get to a place we can all be prouq of.

Through difficult to navigate situations, Mrs. Marshall has been professional and acted with integrity.
Her prior experience in investigations as well as her character have served the city well.

Nicolle Shalley is highly ethical and able to provide a balanced view of issues. Although | have never fully
understood the boundaries of what is permissible to expect from her office, she seems to do a good job
at delegating and balancing the many issues that have a legal component. Providing updates to the
commission on where projects are in the pipeline with her office has been hélpful.  look forward to the
following in 2021; processes put in place for stated goals to happen more expeditiously and/or an
established timeline for high p‘riority goals and ordinances; better communication and general
assistance for simplistic questions and/or tasks.

As we continue the ambitious work of the city and commission in 2021, | hope that as a team, the
charter officers will all assist in Goal 1 of the strategic plan- an equitable community. This aligns with a
city racial equity policy and plan. | see this as a function of all of our charter officers working
collaboratively and most importantly, a partnership between the office of equity and inclusion and the
city manager’s office. My hope for this city is a functioning, healthy city as measured by social
determinants and a willingness to address poverty in our city. The opportunity gaps are growing with
each day that passes, and | believe that the biggest challenges that lie ahead will be the negative
outcomes associated with housing, health, education and our food system.

Thank you for all that you all do. None of it is easy, but | appreciate that you all keep on showing up. All
of you have the hearts of public servants and want the best for Gainesville.

Sincerely,

Commissioner Johnson



Charter Officer GAINEY, OMICHELE

Annual Performance Evaluation Form

Introduction: v
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider

all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

5 Superior Work performance consustently exceeds all performance expectations and displays a
consistent level of exceptional performance. This is consistent, exceptional
performance..

4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.

3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.
2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

e  Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form.

e Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.

»  Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss abjectives for next fiscal year.

e  After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

* Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

¢ Human Resources will compile and aggregate ali Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.
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Charter Officer )
Annual Performance Evaluation Form

Fiscal Year: 9 .2 o Evaluator: "pgg-
Charter Officer: - .L( C__ Lu, e Title: A ¢ o
Goal(s) If needed use additional goals sheet (page 5)
- *Oyerall Support of City Com n Goal dbje

“*¥Charter to attach Accomplishments Repo
Describe Goal(s):

L Eqpuan beble Conmmannn L\,(

Z.%ested nehile Cerrnn

zéjua} Oiau | L,;l::v—c £ ©v A9
W oqilierd Lacal Eean .

S Besd b Clese l\]_eiq\m"'@?

Commission Member: Check performance rating (10 | 200 | 3001 | a0 | s¥C [ n/aO |
Commission Member Comments:

—rje Q,QM“ l/\.c.ouum(—.,‘ﬁ‘, w’h‘% Cr\gq—(’f/k
UQGC;L;"A oAt Aecercls cendd miasfivey s :rl:‘lw ,
K %M‘a{/‘l S'-[—(M ~le W‘f/lC/I/V' V/VI Al e ot i haes L.f‘(f
+> a \/.'//fuou/u%bz"wml' ‘VLMA"’GI Cov(D~19 bocg
biecen csfeep|i cia_l.

Charter Officer: Check self-evaluation rating | 10 [ 200 | 30 | 40 ] 50 | N/ALD |
Charter Officer Comments:

Competencies:
T BT AG

Commission Member: Check competency rating | 10 | 20 E~-d s | 500 | N/aD) |
Commission Member Comments:

te elenl waoets a(( o beher T en L, crasen
ALein %% Lo paed A e [Fiaiciws e s
vgm cAreS /)"7/[/5,"{9: ccerF QLW&W\(_,L‘:‘. Ca Qo
Charter Officer: Check self-evaluation rating 10 | 20 | 30 | a0 | 500 | N/ACD
Charter Officer Comments:
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Charter Officer
Annual Performance Evaluation Form

Commlss:on Member Check competency ratmg ’ | d‘g. 4 I 50 [ N/AC
Commission Member Comments:

Tle ¢ urle Q,M/L—'{'\V\.L.O.S' s ouotven HAe Mhﬁk&.

alek. Uew ST provietes e fcovoL
feuvsice 4o +Lo gﬁﬁm.sgxm.up '/19- %L&wajf
O orvtcuc echent . e peed b b Il walk on haaé.-rg [ v feriey

cefres .,
Charter Officer: Check self-evaluation rating | 10 | 200 | 30 | a0 '['s0 | N/ADT

Charter Officer Comments:

.Commnsslon Member Check competency ratmg | 1D i [ ‘2I'_‘l ‘, [ 3[] ' [ 4‘EZ » ] SD | N/AEI
Commission Member Comments:

C Qe \Meﬂ-—(/\oz oV (—a—u-o«tcl,(‘c we il Mor
‘_(/LA C_XVTJLVWM’(' ‘“8 —é ree |

g{—a(—r/o'.lvl-low Clecter PG

Charter Officer: Check self-evaluation rating | 10 —[ 2] I 303 | a0 ] 500 | N/A]
Charter Officer Comments:
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Charter Officer
Annual Performance Evaluation Form

Cbmmission Member: Checkcoinhetehcy rating ‘ [1D‘ 20 O | 4[] ‘59{ 'IfﬁlAr_-,w
Commnssnon Member Comments:

Q/Q,u‘e XTSRS " w g YA e L. (ved' Leuel s ““z)’
(’\/\-(266"» S"*\ U—“""’L“V‘ (»Q/k ’"‘@'g‘-u y

Charter Officer: Check self-evaluation rating |10 [ 200 [30 | a0 [sO | n/aD
Charter Officer Comments:

2 “‘ﬁ NG oS

] 1‘
“a v-amvz\.;

@

S
Commission Member: Check ratmg [ 550
Commission Member Comments:

e alede licra Ao 48 bag ann coce 8 Qo t
[_QC,J\-M ws.\/kua\\w dagé(u g el wd Wcu{fbu_fj'
+le m%ow7afcw o e cytele

"[ N/AEI

Charter Officer: Check self-evaluation rating |r 10 | 200 I 30 | a0] [ 50 J N/ACT
Charter Officer Comments:

Charter Officer Signature: — N Date:

ik —~ lé_ Date: 12—“21’2}

Commission Member Signature:\_

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20
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Charter Officer

Annual Performance Evaluation Form

Additional Goals Sheet

'GaaIZ Descrlbe Goal(s!
?LZOV-\-? TS (5}
Cn A ST1e~ -

Commission Member Comments:

Commission Member: Check performance rating 10 20 30 [aO ~ |sO | N/AL]

nding f and supports the .
il ~als and objectwes and

Charter Officer: Check self-evaluation rating = 20 30 —_D |50 N/ACI
Charter Officer Comments: -
Goal 3 - Describe Goal(s):
.Commission Member: Check performance rating 10 |20 130 | a0 [sO0 | waO |
Commission Member Comments: - n
| Charter Officer: Check self-evaluation rating 110 200 |30 401 s0 [ n/aO |

Charter Officer Comments:
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Charter Officer -  Omichele Gainey
Annual Performance Evaluation Form

Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider

all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

5 Superior Work performance consistently exceeds all performance expectations and displays a
consistent level of exceptional performance. This is consistent, exceptional
performance.

4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.

3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.
2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptabie. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

e  Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form.

e  Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.

e  Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.

e After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

¢  Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

* Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.
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~ Charter Officer -  Omichele Gainey
Annual Performance Evaluation Form

Fiscal Year: FY20 Evaluator: Commissioner Reina Saco

Charter Officer: Omichele Gainey Title: City Clerk

Goal(s) If needed use additional goals sheet (page 5):

~*Qverall Support of City Commission Goals and Objectives. Demonstrates an understanding of and supports the

~ City’s philosophy (vision, mission, values) actively pursues an understanding of organizational goals and objectives and
>how these relate to the Charter Officers’ job and department.

*Charter.to attach Accomplishments Report for Evaluation Period

Describe Goal(s):

Commission Member: Check performance rating ] 10 ] 20 | 300 [ 4[] [ SB\ | N/AD
Commission Member Comments:

Charter Officer: Check self-evaluation rating [10 | 20 |30 | a0 | 507 | N/ADD
Charter Officer Comments:

!
Competencies:
1. Business Acumen. Understands the busmess financial status of- the organization and core operatlonal area of
; “responsibility; realizes implications of key fmanclal indicators, and ‘uses economic.and mdustry data to accurately

_ diagnose business strengths and weaknesses,
Commission Member: Check competency rating ‘ 10 [ 20 [ 30 | 4] ] 50 [ N/Aﬂ
Commission Member Comments: N

Charter Officer: Check self-evaluation rating | 10 [ 20 ‘ 301 ] 4 ‘ 5] [ N/AC]
Charter Officer Comments:

N
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Charter Officer -  Omichele Gainey
Annual Performance Evaluation Form

ﬁ Communication and Bulldmg Relatmnshlps. Cemmuni‘cates and Ilstens effectively, open to recelvmg and glvmg
l _constructive feedback promotes frank and open dlseusS|ons on issues. Cultivates a network of relationships both
internal and external, promotes collaboration and removes barriers across organizational hnes, builds. credlbihty for
the Clty ‘ .
Commission Member: Check competency rating ] 10 f 2] | 30 [ 41 ‘ Sﬁ [ N/AO]
Commission Member Comments: “

Charter Officer: Check self-evaluation rating ‘ 10 | 201 J 30 ‘ 40 I 5] [ N/AO
Charter Officer Comments:

3. Fiscal Management Prepares a balanced budget to provide : services ata levet dlrected by the Commlss:on
ensuring actions and decisions reflect an appropriate level of responsubmty for financial planning and accountability:

; Commission Member: Check competency rating [ 10 (20 [30 | 4O s [w/aO
Commission Member Comments: v

Charter Officer: Check self-evaluation rating [10 | 20 |30 | a0 | 50 | Nn/aD)
Charter Officer Comments:
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Charter Officer -  Omichele Gainey
Annual Performance Evaluation Form

Integnty Demonstrates the hlghest level of integrity and-ethical behavior, adhering to the City’s code of conduct |
upholding the values of the Clty, challenges questionable work standards and confronts or reports suspicious
practices t0 appropriate leaders or authorities-

Commission Member: Check competency rating [ 10 |20 |30 | a0 s [ n/aO
Commission Member Comments: i

Charter Officer: Check self-evaluation rating ] 10 | 20 | 30 | 401 | 50 | N/AOl
Charter Officer Comments:

5. Leadmg and Supervnslon Effectwely establishes strategies to develop and maximize employee performance foster
high standards in meeting the vision, mission and goals of the department.

Commission Member: Check rating [ 1] | 20 |30 | 400 ] 34 | N/AC
Commission Member Comments: -

{,wl cwl w-‘}?«'nw( dierve ot~

Charter Officer: Check self-evaluation rating |10 | 20 |30 [ 4O | 50 | N/AO
Charter Officer Comments:

Charter Officer Signature: Date:
Commission Member Signature: ﬂ/ Date: }7/!/3‘{ ./Zo o

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20
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Charter Officer -  Omichele Gainey
Annual Performance Evaluation Form

Additional Goals Sheet

"ﬂhow these relate to the Charter Officers’ job and department;
“*Charterto attach Accomphshments ‘Report for Evaluation Perlod

*Overall Support of Clty Cmmmssmn Goals and Objectlves. Demonstrates an understandmg of and supports the
City’s philosophy (vision, mission, values), actwely pursues an understanding of organlzatlonal goals and objectlves and

‘Commission Member: Check performance rating 10 20 30 | _4_D_ 50 | n/aO

Goal 2 - Describe Goal(s):

Commission Member Comments:

Charter Officer: Check saf-evaluaticm rating 10 200 30 a0l | 50 N/AO

Charter Officer Comments:

Goal 3 - Describe Goal(s):

Commission Member: Check performance rating 10 _ 200 30 a0 | s | N/AO

Commission Member Comments:

Charter Officer: Check self-evaluation rating ;_1|:| 120 .. 30] a0 | 50 I. H/AD .
Charter Officer Comments: —_— A== 1 -
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Charter Officer
Annual Performance Evaluation Form

Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider

all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

___ Performance Descriptors and Rating Scale
5 Superior Work performance consistently exceeds all performance expectations and displays a
consistent level of exceptional performance. This is consistent, exceptional
performance. :
4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.

3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.
2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

¢ Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form.

e Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.

e  Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.

e After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

¢  Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

¢ Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.
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Charter Officer
Annual Performance Evaluation Form

Fiscal Year: £y a6 i Evaluator: é’i 't S (7 tdm

Charter Officer: '/)n/ C{rue”c (J-;a.'ae | Title: H»-u Cle-e

Goal(s) If needed use additional goals sheet (pﬁée 5):

*Qverall Support of City Commission Goals and Objeéctives. Demonstrates an understanding of and supports the
City’s philosophy (v1510n mission, values); actively pursues an understanding of organizational goals and objectives and-
how these relate to the Charter Officers’ job and department.

*Charter to attach Accomplishments Report for Evaluation Pergo,d

Describe Goal(s):

Commission Member: Check performance rating 10 |20 | 30 4B~ |50 | N/AD
Commission Member Comments:

’D(A,L +o CthD«\C’[ So6r-2- jaa/_s ~ abjtc«-ﬁ.,.;_)
_wtt AT% 4+ 4 oachiceve or Complete. l-{eweju,j
*’h/\,‘l.j A‘Af) LO-‘— diV"\ l\rl\.. 51" "Hf\l' hari U’OVL aq&

Aeoli cabion 6:\-1— ot tus ‘[:‘&/. |

Charter Officer: Check self-evaluation rating | 1 | 200 | 300 l 40 | 500 | N/ADD
Charter Officer Comments:

Competencies:
1. Busmess Acumen Understands the busmess, fmancual status of the orgamzatlon and core operational area of

respon5|bmty, reallzes lmpllcatlons of: key fmancaal mdlcators and uses economic and industry data to accurately
diagnose busmess strengths and: weaknesses .

Commission Member: Check competency rating 20 | 20 30 lap—"[ 50 | n/aOl

Commission Member Comments:

Mowerg oo daprobmct <rbrocly el

Charter Officer: Check self-evaluation rating 10 | 20 | 30 | 400 | sO | N/ADCD |

Charter Officer Comments:
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Charter Officer
Annual Performance Evaluation Form

2 Commumcatlon and Bmldmg Relatmnshlps ‘Communicates and listens. effectively, open to. recelvmg and. glvmg

'constructlve feedback promotes frank and- opén discussions.on.issties. Cultwates a: network of reiatlonshlps both
'mternal and external promotes collaboration and rémoves barriérs across organizational llnes, builds. credlblhty for -

| the City.

Commission Member Comments: [ ’ o ’( 6,0,5 a L, w2
GM ‘ C&/j’ < N /L{’ b - 3 g
| . m“z = (‘/U»H"Va\;-Lﬁf relabonshkps  inhrasl ¥

-ey_f—uvxx,f . ﬂ)(cl,//szﬁ')ub dyn,a—- CG\HD-—tq

| Commission Member: Check competency rating | 200 [30 | a0 [ SIZT | N/ADD

Charter Officer: Check self-evaluation rating |10 | 200 |30 | a0 [sO | N/AD

Charter Officer Comments:

3; Flscal Management Prepares a balanced budget to prowde services at a level: dlrected by: the Commlssmn,
: ensurmg ‘actions and d lons reﬂect an approprlate levei of: respon5|b|hty for: f nanc:al plannlng and accountablhty

Commission Member: Check competencv ratlng [ 10 20 |30 | 4[1/'] 5|:| r N/AD
Commission Member Comments:

a/!w' pifthin DS gt

Charter Officer: Check self-evaluation rating 10 | 20 | 30 | a0 |50 [ N/AO

Charter Officer Comments:

3 HR Form 01172019,Rev2020
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Charter Officer
Annual Performance Evaluation Form

4. Integrity. Demonstrates the. hlghest level of integrity and ethical behavior, adhering to the City’ s codeof conduct
-upholding the values of the City, challenges questionable work standards and confronts or reports‘suspicious

practices to appropriate leaders or-atithorities.

Commission Member: Check competency rating | 1] [ 200 | 303 | a= | s | N/AC
Commission Member Comments:

Charter Officer: Check self-evaluation rating 10 | 20 |30 | a0 [ 500 [ N/aDO
Charter Officer Comments:

s. Leadmg and. Superv1s1on Effectively establishes. strategles ‘to- develop and maximize employee performance, foster—‘
. high standards in meetmg the vision, mission and goals of the department

/
Commission Member: Check rating [ 10 120 |30 | a0 | s [ n/aO
Commission Member Comments:

| /1“(§ é&ua-ca» ,6»0(5 Lﬁ Ckanple. ol
has QsS-chLLwQ ~ Erowled gelotn <+ Capala

Staf£

Charter Officer: Check self-evaluation rating | 10 (20 | 30 ] 4] ‘ 50 i N/ACT
Charter Officer Comments:

Charter Officer Signature: }-ﬂ X Date:
€ . L}
Commission Member Signature:/Aﬁg’i /&7 nmrn e Date: I L{/ ( < IZ°
—— [

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20
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Charter Officer

Annual Performance Evaluation Form

Additional Goals Sheet
*Overall Support of City Commission Goals and Objectives. Demonstrates an understanding of and supports the
City’s philosophy (vision, mission, values); actively pursues an understanding of organizational goals and objectives and
‘how these relate to the Charter Officers’ job and department.
*Charter-to attach Accomplishments Report for Evaluation Period
Goal 2 - Describe Goal(s):

_Emmission Member: Check performance rating 10 120 |30 _| ﬂ_D 500 N/A
Commission Member Comments: -
Charter Officer: Check self-evaluation rating 10 20 30 ad | sO N/ACT
Charter Officer Comments: - o
Goal 3 - Describe Goal(s):

Commission Member: Check performance rating 10 20 j_BD _l_lD | 5[ ] N/ﬁ]

Commission Member Comments: o N
Charter Officer: Check self-evaluation rating 10 200 30 4O sO 'N/AOD
Charter Officer Comments: o ]

HR Form 01172019,Rev2020




Charter Officer
Annual Performance Evaluation Form

Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider

all criteria together when forming an impression about the Charter Officer's performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

~..” - Performance Descriptors and: Ratmg Scale . . -

5 Superior Work performance consistently exceeds all| performance expectatlons and dlsplays a
consistent level-of exceptional performance. This is consistent, exceptional
performance.

4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance,

3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.
2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

e Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form.

e  Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.
Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.

o  After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

¢  Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

* Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.

1 HR Form 01172019,Rev2020




Charter Officer
Annual Performance Evaluation Form

Fiscal Year: 2020 Evaluator: Omichele D. G\:/e\lfinegf —Self Eval
ar

Charter Officer: Omichele D. Gainey Title: City Clerk

Goal(s) If needed use additional goals sheet (page 5):
‘*Overall Support of City Commission Goals and Objectives. Demonstrates an understandmg of and stpports the
City's phllosophy (ws:on, mission; values); actively pursues an .understanding: of orgamzatlonal goals and objectives and
how-these relate to the Charter Officers’ job and department.
«,*Charter to attach Accompllshments Repaort for Evaluation Period
Describe Goal(s): No goals were set for my role by the Commission; however, the City Charter states that my role is to
keep records and perform such other duties as prescribed by this act or the commission. My personal goals and
accomplishments for this and all other sections of this evaluation period are included in my accomplishments listi ng.

P
Commission Member: Check performance rating (10 | 20 |30 [ 4O |55~ [ wn/a0
Commission Member Comments:

Charter Officer: Check self-evaluation rating [ 10 | 200 | 30 | 4R [ 50 [ N/AD
Charter Officer Comments:

Competenctes.
Busmess Acumen Understands the busmess, flnanmal status of the orgamzatlon and core operatuonal area of

responSIblhty, realizes |mp||cat|ons of key fi nancnal |ndncators, and uses-economic and |ndustry data to accurately

. diagnose business strengths and weaknesses »,
Commission Member: Check competency rating | 10 | 20 | 30 | 40 | ;G/ | N/AOD

Commission Member Comments:

Charter Officer: Check self-evaluation rating ] 10 I 201 | 30 | 4 ! sd | N/AC
Charter Officer Comments:

2 HR Form 01172019,Rev2020




Charter Officer
Annual Performance Evaluation Form

icates and listens effectively,'open to receiving and giving
iohships both
uilds credibility for

'2: Communication and Building Relationships. Commi

constructive feedback, promotes frank and OpEN ( dlscussmns on. lssues Cultivates a. network of
internal and- external promotes collaboratlon and removes barrlers across organlzatlonal hnes,

the City. . : r
Commission Member: Check competency ratmg 1El | 200 I 301 l 5@ l@ | N/ACK

Commission Member Comments: %Aﬂi /p Zf . f 7% 4 % /Z[, P 7%
S Show At W Cotnsit ' eomet Sovisios st
Sy Guaisin, N5 I ossas

Charter Officer: Check self-evaluation rating [ 10 | 200 [30 | 4R | 5O | N/ADD
Charter Officer Comments:

3. Fiscal Management Prepares a balanced budget to. prowde servuces atalevel dlrected by the Commission,
ensuring actions and decisions reflect an approprlate level of responsibility for fmanc:al plannlng and accountability.

Commission Member: Check competency rating |10 [20 |30 | 401 ‘ }.ié" | N/AO
Commission Member Comments: £

Charter Officer: Check self-evaluation rating [ 100 | 20 [ 30 | 4a® | sO | N/AOD
Charter Officer Comments:

3 HR Form 01172019,Rev2020




Charter Officer
Annual Performance Evaluation Form

ind ethical behavior, adhering to:the City’s code of conduct
le work standards and C.; jf'ronts or reports susplclous

4. Integrlty Demonstrates the hlghest Ievel of int tegr
upholdinig the values of the City, challenges questlon bl
practices to appropnate leaders or authorltnes

P
Commission Member: Check competency rating | 10 |20 [30 | a0 [$5- [ n/aO
Commission Member Comments: £

Charter Officer: Check self-evaluation rating | 10 | 20 | 30 4R [ 500 ['n/aO
Charter Officer Comments:

5. Leadmg and Supervmon Effectlvely ‘establishes strategies to- develop -and maxlmlze employee performance, foster.
hlgh standards in meetmg the vusmn, mlssaon and goals of the department :

e ol
i L R ", R 7

Commussnon Member Check ratmg o [ 10 I zlj ] 3] |,{‘ [sO0 | n/aO
Commission Member Comments: .

Charter Officer: Check self-evaluation rating [ 10 | 20 |30 | ax | 50 | N/ADD
Charter Officer Comments:
Charter Officer Signature: Chnictele CJ. r’f-}?u}/zr{(/ Date: November 30, 2020

Commission Member Signature_/_}P“\y/— Date: /-,2 I/alal{/ (A

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20
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Charter Officer

Annual Performance Evaluation Form
Additional Goals Sheet

o

how these relate to the Charter Offlcers job and dyepartment > i
*Charter to attach Accompllshments Report for Evaluation Perlod

Goal 2 - Descnbe Goal[s!

Commission Member: Check performance rating (10 | 20 30 | 403 [ 50 ' N/AOD |
Commission Member Comments:

'_'Charter Officer: Check self-evaluation rating 110 | 20 ' 30 a0 [ 50 | N/AL |
Charter Officer Commetits: —

Goal 3 - Describe Goalfs):

Commission Member: Check performance rating 10 |20 | 30 a0 IISD | N/AO |
Commission Member Comments:

Charter Officer: Check self-evaluation rating 10 20 [30 a0 [s0O "N/aD)
Charter Officer Comments:

5 HR Form 01172019,Rev2020
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M?rs[né”

Charter Officer
Annual Performance Evaluation Form

Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year. h

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville's strategic objectives,

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria.and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider

all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

- performance’ Descriptors and’ Ratmg Scale.

5 Superior Work performance consistently exceeds all performance expectatrons and dISplayS a
consistent level of exceptional performancg. This is consistent, exceptional
performance.

4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.
3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.

2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

¢  Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her- performance The Charter Officer
should also attach his or her Accomplishments List or Report to the form. e . v

e  Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.

e Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.

e  After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

®  Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

*  Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.

1 HR Form 01172019,Rev2020




Charter Officer
Annual Performance Evaluation Form

Fiscal Year: Fm Evaluator: /’9. Arreo
Ireoia

Charter Officer: ~~ Mﬁ! I Title: £~y TNceoAdor

Goal(s) If needed use additional goals sheet (page 5):
*Qverall Support of City Commission Goals and Objectives. Demanstrates an understanding of and supports the ]
City’s philosophy (vision, mission, values); actively pursues an understandmg of organizational goals and objectives and
how these relate to the Charter Officers’ job and department.

*Charter to attach Accompllshments Report for Evaluation Period

Describe Goal(s):

Commission Member: Check performance rating ] 10 | 20 (301 ] 4% | 500 | N/AOD
Commission Member Comments:

WA dgne,

Charter Officer: Check self-evaluation rating |10 | 20 | 30 | a0 | 50 | N/AO
Charter Officer Comments:

|

Competencies:
1. Busmess Acumen. Understands the busmess financial status of the organization and core operational area of

responsnblllty, reallzes |mpI|cat|ons of key. fmancnal mdlcators, and uses-economic and industry data to accurately

diagnose busmess strengths. and weaknesses,
Commission Member: Check competency rating 10 | 20 _1_3E| [ 4] | Si | N/AC]

Commission Member Comments:

Consireny  Paforeunce

Charter Officer: Check self-evaluation rating ‘ | 10 [ 2{] | 300 |4l | 50 | N/AO
Charter Officer Comments:

o ”

2 HR Form 01172019,Rev2020




Charter Officer
Annual Performance Evaluation Form

2. Commumcatlon and Bmldmg Relationships. Commumcates and hstens effectlvely, open to receiving and- giving |
cohstructive feedback promotes frank.and open dlscusswns ‘onissues, Cultivates-a: network of- relatlonshlps both
internal and external promotes collaboratlon and removes barners across orgamzatlonal lines; builds credibility for

theCity.
Commission Member Check competency rating |10 [ 200 | 30 | 4O I 5K | N/AOD
Commission Member Comments:
Wil e
Charter Officer: Check self-evaluation rating ‘ 10 | 200 | 300 | a0 | 500 f N/AL]

Charter Officer Comments:

3. Fiscal Management Preparesa: balanced’ budget to prowde services at a level dlrected by the Comm1ssuon,

ensunng actlons and deusmns reﬂect an appropnate Ievel of responsrblhty for f nancnal plannmg and accountablhty
Commission Member: Check competency rating | 100 [20 |30 | a0 | 50 | Nn/AO
Commission Member Comments:
CorsiSterty Quformoce,
Charter Officer: Check self-evaluation rating 100 | 200 | 30 | a0 | 5O | N/ADD
Charter Officer Comments:
|

HR Form 01172019,Rev2020




Charter Officer
Annual Performance Evaluation Form

4. Integnty Demonstrates the highest level of lntegrlty and ethical behavior, adhering t6 the City’s code of conduct
upholding the values of the City, challenges quesuonable work standards and confronts-or reports suspicious
practices to appropriate leaders or authorities.

Commission Member: Check competency rating ! 10 [ 20 [30 [ 4 l 5X | N/ADD
Commission Member Comments:

el dane

Charter Officer: Check self-evaluation rating | 10 | 200 | 30 | 4O |50 | N/ADD
Charter Officer Comments:

5. Leadmg and Superwsmn Effectively establishes strategies to develop and maximize employee performance foster
high standards in meeting the vision, mission and godls of the department.

T

Commission Member: Check rating ' F=N [20 |30 s (5% [n/aD
Commission Member Comments:

Wl dane,

Charter Officer: Check self-evaluation rating 10 | 20 30 | 400 [sO ['~/aO
Charter Officer Comments:

Charter Officer Signature: Date:

e 1) M |2020

Commission Member Signaturef

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20

4 HR Form 01172019,Rev2020




Charter Officer

Annual Performance Evaluation Form
Additional Goals Sheet

*Qverall Support of City Commission Goals and Objectives. Demonstrates an understanding of and supports the
City’s philosophy (vision, mission, values); actively pursues an understanding of organizational goals and objectives and
how these relate to the Charter Officers’ job and department.

*Charter to attach Accomplishments Report for Evaluation Period

Goal 2 - Describe Goal(s):

_Cgmn;issisn Member: Check performance rating _ 10 200 | 300 40 50 | N/ALD
Commission Member Comments: o '

Charter Officer: Check self-evaluation rating = 20 30 | a0 | 500 N/AO

Goal 3 - Describe Goal(s):

‘Commission Member: Check performance rating 10 20 |30 a0 =R =
Commission Member Comments: -

Charter Officer: Check self-evaluation rating 100 200 300 40 ' 50O N/ACT
Charter Officer Comments:

5 HR Form 01172019,Rev2020




Gainesville. )
Citizen centered Charter Officer
People empowered — Annual Performance Evaluation Form
Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of
Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:

Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider
all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

Performance Descriptors and Rating Scale

5 Superior Work performance consistently exceeds all performance expectations and displays a
consistent level of exceptional performance. This is consistent, exceptional
performance.

4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.

3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.

2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

e Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form.

e  Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.

e  Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.

e After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

e  Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

e Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing
timelines.

1 HR Form 01172019




Gainesville. )
Citizen centered Charter Officer

People empowered — Annual Performance Evaluation Form

Fiscal Year: 2020 Evaluator: Adrian Hayes-Santos
Charter Officer: Teneeshia Marshall Title: EOD
Goal(s):

*Qverall Support of City Commission Goals and Objectives. Demonstrates an understanding of and supports the
City’s philosophy (vision, mission, values); actively pursues an understanding of organizational goals and objectives and
how these relate to the Charter Officers’ job and department.

*Charter to attach Accomplishments Report for Evaluation Period

Describe Goal(s): Discussed in meeting

Commission Member: Circle performance rating | 10 | 201 | 300 | 4X | 501 | N/AC]
Commission Member Comments:

Charter Officer: Circle self-evaluation rating | 10 | 20 | 30 | a0 | 50 | N/AD
Charter Officer Comments:

Competencies:

1. Business Acumen. Understands the business, financial status of the organization and core operational area of
responsibility; realizes implications of key financial indicators, and uses economic and industry data to accurately
diagnose business strengths and weaknesses.

Commission Member: Check competency rating | 10 | 201 | 300 | 4X | 501 | N/AC]

Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 | 20 [ 30 | a0 | 50 | N/AO
Charter Officer Comments:

2 HR Form 01172019




Gainesville. )
Citizen centered Charter Officer

People empowered — Annual Performance Evaluation Form

2. Communication and Building Relationships. Communicates and listens effectively, open to receiving and giving
constructive feedback, promotes frank and open discussions on issues. Cultivates a network of relationships both
internal and external, promotes collaboration and removes barriers across organizational lines, builds credibility for
the City.

Commission Member: Check competency rating | 10 | 200 | 3K | 4] | 500 | N/AC]

Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 | 200 | 30 | a0 | 50 | N/AO
Charter Officer Comments:

3. Fiscal Management. Prepares a balanced budget to provide services at a level directed by the Commission,
ensuring actions and decisions reflect an appropriate level of responsibility for financial planning and accountability.

Commission Member: Check competency rating | 10 | 201 | 300 | 4X | 501 | N/AC]
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 | 20 | 30 | a0 | 50 | N/AD
Charter Officer Comments:

3 HR Form 01172019




Gainesville. )
Citizen centered Charter Officer

People empowered Annual Performance Evaluation Form

4. Integrity. Demonstrates the highest level of integrity and ethical behavior, adhering to the City’s code of conduct
upholding the values of the City, challenges questionable work standards and confronts or reports suspicious
practices to appropriate leaders or authorities.

Commission Member: Check competency rating | 10 | 2[1 | 30 | aX | 501 | N/ACI
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 100 | 201 | 300 | 4] | 501 | N/AC]
Charter Officer Comments:

5. Leading and Supervision. Effectively establishes strategies to develop and maximize employee performance, foster
high standards in meeting the vision, mission and goals of the department.

Commission Member: Check rating | 1] | 201 | 30 | 4X | 50 | N/ACI
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 100 | 201 | 300 | 4] | 501 | N/AC]
Charter Officer Comments:

Charter Officer Signature: Date:
Commission Member Signature:___Adrian Hayes-Santos Date:__ 1/5/2021
4 HR Form 01172019
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' Charter Officer
# Annual Performance Evaluation Form — Teneeshia Marshall

Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville's strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider

all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

_Performance Descriptors and Rating Scale R ,
5 Superior Work performance consistently exceeds all performance expectations and displays a
) - consistent level of exceptional performance. This is consistent, exceptional
performance. '
4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.

3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.
2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

e  Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form.

e  Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.
Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.

®  After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

¢  Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

* Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.
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_ Charter Officer
# Annual Performance Evaluation Form — Teneeshia Marshall

Fiscal Year: FY20 Evaluator: 11,00

Charter Officer: Title:

Goal(s) If needed use addmonal goals sheet (page 5)

Cnty (3 phulosaphy (wsmn mission, values), actlvely pursues an understandmg of orgamzatlonal goals and objectlves and
‘how these relate to the Charter Officers’ job and department.
.*Charter to attach Accomplishments Report for Evaluation Period

Describe Goal(s):

Commission Member: Check performance rating [10 | 20 [ 300 e [sO | N/ADD

Commission Member Comments:

Charter Officer: Check self-evaluation rating | 100 | 20 | 30 | a0 | 50 | N/AD

Charter Officer Comments:

Competencies:

| 1. Business Acumen. Understands the business, financial status of the organization and core operational area of
" -responsibility; realizes |mpl|cat|ons of key financial indicators, and uses-economic: and: industry data to accurately
__diagnose business strengths and weaknesses. f

Commission Member: Check competency rating [ 10 2.5 |30 | 40 | 503 [N/aDD

Commission Member Comments:

Charter Officer: Check self-evaluation rating | 100 | 20 | 300 |40 [ 50 [ N/AC]

Charter Officer Comments:

HR Form 01172019,Rev2020




Charter Officer
Annual Performance Evaluation Form — Teneeshia Marshall

Conimupication and Building Relationships. Communicates and listens effectively, open to recaing:and giving
constructive feedback, promotes frank and open discussions:on issues. Cultivatés a network:of relationships both
internal and external, promotes collaboration and ‘rielﬁbves; barriers across o'r‘—(‘g’-anj?za_‘t:ional»».lm?(bfgilds eredibility for

-the City.

Commission Member: Check con‘l‘peténcy rating ‘ 10 [ 200 ]iEl ! ay
Commission Member Comments:

[s0 [ w/aO

Charter Officer: Check self-evaluation rating [ 10 | 20 | 301
Charter Officer Comments:

3. Fiscal Management: Prepares a balanced budget to previde services at a level directed by the Commission,

Commission Member: Check competency rating | 10 ] 200 ] 301 ] 40 ’ 50 | N/AET
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 | 20 |30

a0 [sO [ wn/aD
Charter Officer Comments:

HR Form 01172019,Rev2020




J Charter Officer
# Annual Performance Evaluation Form — Teneeshia Marshall

4. Tntegrity. DemonstrateS the highest level of integrity and ethical behavior, adhering to the City’s code of conduct
_ uphaelding the values of the City, chalienges-questionable work standards and conffonts or reports suspicious.
practices to appropriate leaders or authorities.

l

Z
Commission Member: Check competency rating [ 10 (20 |30 | a0 | sty | N/ADl

Commission Member Comments:

Charter Officer: Check self-evaluation rating [ 10 | 20 | 300 |40 | 50 | n/AD

Charter Officer Comments:

5. Leading and Supervision. Effectively establishes strategies to develop and maximize employee performance, foster
high standards in meeting the vision, mission and goals of the deﬂpa‘rt-m/ea(;

Commission Member: Check rating | 10 |24 |30 | a0 (50 [wn/aO

Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 | 200 | 30 | aO0 | 5O | N/ACT

Charter Officer Comments:

Charter Officer Signature: Date:

Commission Member Sighature: '/ﬂW"_‘\ Date: /2/23 / 2o

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20
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Commissioner Johnson Charter Officers Evaluation
12/23/20

FY 20

This has been a challenging year. | appreciate the work of our charter officers to keep the city running.
You all have adapted, pivoted when needed, and put the safety of our community builders and
neighbors first. You all have done this through stressful events, sometimes with children at home and a
host of other responsibilities. You have done this while keeping the goals of a very ambitious and very
engaged commission at the forefront. This is not to be taken lightly, and in this regard, you all are
s/heroes. Doing an evaluation during the best of times is challenging. In the middle of a global pandemic,
it is more than challenging, to say the least. My personal challenge has been distinguishing between
what is “normal” during this time, because there is no normal; and balancing my expectations from the
beginning of the year until now. With the understanding that there are grey areas, nuance and involve
over 2200 community builders that support your work, | offer some of my thoughts.

Ed Bielarski has doné an effective job as the General Manager. He is knowledgeable in all aspects of the
utility and does a good job building and motivating his team of over 1000 employees. Ed has an ability to
consistently tell the Commission not what it wants to hear, but what it needs to hear. | believe that this
leads to better decision making and a better understanding of the impacts of our decision on the utility.
Mr. Bielarski is a big supporter of his team, it is my hope that this support does not lead to blind spots
and/or disparate outcomes in the treatment of some employees.

As the newest member of the team, Ginger Bigbie has made admirable and quick work of staffing her
office. During the time Auditor Bigbie has been with the city, there has been significant progress made
on goals. There is also a clear path forward for the function of this office and a very clear willingness and
ability to integrate the function of this office with the goals of the commission. | appreciate the
non-linear thinking and ways to problem solve that have been exhibited by Ginger Bigbie.

Lee Feldman has done a fantastic job with the strategic action plan for the commission/organization and
aligning it with specific projects and outcomes. The issuance of the new 2020 Pension Obligation Funds
was an astute decision. Many other decisions made by the city manager are clearly rooted in decades of
experience, experience that serves this city well. This experience is also why | am concerned about the
level of professionalism the city manager has exhibited (as indicated in recent reports), when leading
and working with community builders and charter officers. It is my expectation that a shift will occur in
his leadership style, communication, and level of transparency. It is also my hope and expectation that
the city manager will actively address cultural problems that have been exacerbated by recent events.



Omichelle Gainey has been reliable, consistent and highly effective in managing the roles and duties of
her office. She has hired an amazing team that is also highly effective in their jobs. | appreciate the work
that her office does that directly impacts the success of the commission, most notably, the policy
research team. Clerk Gainey is always looking for ways to improve processes. In 2021, | look forward to
progress that will be made as it relates to the board and committees. With an improved process and
partnerships, | believe that we can have boards and committees that are reflective of our community.

Teneeshia Marshall has done a great job with the core functions of the Office of Equal Opportunity. Her
strengths and abilities are in compliance, investigation and monitoring. As the transition from the Office
of Equal Opportunity to the Office of Equity and Inclusion happens, with more responsibilities and an
enhanced mission, I look forward to the following; a laser sharp focus on building out effective core
equity teams throughout all of general government; a concerted effort to build a functioning racial
equity task force; a useful racial equity toolkit and a process about when, where, how and by whom it
should be used; and staff to be able to execute the goals as agreed upon by the commission. | believe
that with consistent communication, imagination and working collaboratively with charter officers on

the goals, we will get to a place we can all be proud of.

Through difficult to navigate situations, Mrs. Marshall has been professional and acted with-integrity.
Her prior experience in investigations as well as her character have served the city well.

Nicolle Shalley is highly ethical and able to provide a balanced view of issues. Although | have never fully
understood the boundaries of what is permissible to expect from her office, she seems to do a good job

at delegating and balancing the many issues that have a legal component. Providing updates to the
commission on where projects are in the pipeline with her office has been helpful. | look forward to the

following in 2021; processes put in place for stated goals to happen more expeditiously and/or an
established timeline for high priority goals and ordinances; better communication and general
assistance for simplistic questions and/or tasks.

As we continue the ambitious work of the city and commission in 2021, I hope that as a team, the
charter officers will all assist in Goal 1 of the strategic plan- an equitable community. This aligns with a
city racial equity policy and plan. I see this as a function of all of our charter officers working
collaboratively and most importantly, a partnership between the office of equity and inclusion and the
city manager’s office. My hope for this city is a functioning, healthy city as measured by social
determinants and a willingness to address poverty in our city. The opportunity gaps are growing with
each day that passes, and | believe that the biggest challenges that lie ahead will be the negative
outcomes associated with housing, health, education and our food system.

Thank you for all that you all do. None of it is easy, but 1 appreciate that you all keep on showing up. All
of you have the hearts of public servants and want the best for Gainesville.

Sincerely,

Commissioner Johnson



Charter Officer MARSHALL, TENEESHIA

Annual Performance Evaluation Form

Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to
the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after

the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville's strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions: - ‘
Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider

all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

€ LR T L e P Derformance Descriptors and Rating Scale ... : )

5 Superior Work performance consistently exceeds all performance expectations and dlsplays a
consistent level of exceptional performance. This is consistent, exceptional
performance.

4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.

3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.
2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

®  Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form.
Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.
Charter Officer to schedule individual evaluation discussion meétings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.

»  After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

® Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

® Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.

1 HR Form 01172019,Rev2020




Charter Officer
Annual Performance Evaluation Form

Fiscal Year: Za2.5

Evaluator: P
Charter Officer: T)v. A E-q S \.._{(_b.cb_;‘ LTitle: (L opov
Goal(s) If needed use addttwnal goals sheet (page 5)

DescnbelGoaI(s)

2. gj—.—,‘.ha cc,,.,,.,“” L\‘Lu/u
?,?:-e,cu\ Place h (-A"‘-C < Tt R
c(rQﬁ;«QA,ou.—\- Coc=.( L

S . (2est (n Cless ANle. e,b»Lm Qr/ﬂ/uces‘

Commission Member: Check performance rating (10 [ 20 | 3% —+ [4O | 503 | N/ACT
Commission Member Comments:

1 =3 V\—M«PU—*‘—'/( Nevewa] keaclwivels eva obe har \
u?;tklijﬂ/umw}‘t $ cteliieve Caal #1. Cagv(p~19 ez

CM%' wt 4 hen %cw)%c"—l’ﬂ-& (e & *g
sl

’7"?4/"0 Mf;iy\lf L erean, ctrs] ook -

_ B Ao piere plogT sy w2
Charter Officer: Check self-evaluation rating [ 10 | 20 |30 |40 150 [ n/aOd
Charter Officer Comments:

Competenczes.

dlagnose busmess,strengths and weaknesses wad
Commlssmn Member: Check competency rating
Commission Member Comments: =

foe e OE wano Vie br ddoa ceoo, wirfle ol
O(JPM[’-AV'—-’QJ me«»}f‘—n %fwl‘ Gl/‘*—aacl W«T.) .
f{:f aﬁwam \H_g DE( - 'b“”J mes iy dlue of ua

Tﬁ'*]lﬂ] |5D [ N/aDD

v o~ ol O ghe I
Q,M.—..ZAMM o r
2% A 0“ ne,l(m,\n,-‘/ @-‘-MMQM v o
Charter Officer: Check self-evaluation rating | 10 | 20 ‘ | 300 | a0 = [ n/ADD
Charter Officer Comments:
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Cbmmissnoh Membéfﬁ Chéck compéteﬁcy fétlhg )

Commission Member Comments:

Charter Officer: Check self-evaluation rating

Charter Officer Comments:

.
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Commission Member Comments:
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Charter Officer: Check sélf-evaluation rating"

Charter Officer Comments:

Charter Officer
Annual Performance Evaluation Form
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Charter Officer
Annual Performance Evaluation Form

2 o ;
g e

Cbmr’n'iésion Member: ‘Check competency rating

Commission Member Comments:

J Wasss pzemn ma vrrcey L3 “he TB DE
U dequiy.

Charter Officer: Check self-evaluation rating [ 10 [ 200 f 30 | 4] | 501 I N/AC]

Charter Officer Comments:

A

h o ot i N ek e 2 BT G by
Commission Member: Check rating |10 20 |3/ 4 [aO |sO0 [ n/aC

Commission Member Comments:
—1liia hewa \Q_L.M\OL\[,CCP\ .6 a,,(“lu.s-(v-—-u(l _ér/\__\:[—*L-Q
UE | ¢e2o bor dzorus Views Lagetn vn W\ heoeo

o o ienk-Ploo Corn Lo pad

Charter Officer: Check self-evaluation rating |10 | 200 | 30 | a0 | sO | N/ALT

Charter Officer Comments:

)

Charter Officer Signature: — Date:

-

Commission Member Signature: O"‘""" ( X Date: (Z'I lf ILA

Return fully completed Charter Officer Performance Evaluation form to Human Resaurces Director, Box 20
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Charter Officer |

Annual Performance Evaluation Form f
Additional Goals Sheet

Goalz DescnbeGoaI{sg vishiments Reportior evaluation Ferod -
SEC @) bco[S OA%W@[M‘J’L—Q QJL,

G_am«m's%’/"‘ -

Commission Member: Check perfgrmance rating | 10 _ 20 30 r4l_:| LSL—_I N/AD
Commission Member Comments:

Charter Officer: Check self-evaluation rating 10 |20 30 [aO0 |50 | N/ATD
Charter Officer Comments: '

Goal 3 - Describe Goals):

Commission Member: Check performance rating (10 20 B | 30 —[ 40 ) | 507 | N/ALCT
Commission Member Comments: '

| Charter Officer: Check self-evaluation rating 10 i _| 30 | a3 |50 N/AO
Charter Officer Comments: o

|

|
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Charter Officer - Teneeshia Marshall
Annual Performance Evaluation Form

Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider

all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

""" Performance Descriptors and Rating Scale
5 Superior Work performance consistently exceeds all performance expectations and displays a
: consistent level of exceptional performance. This is consistent,.exceptional
performance.
4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.

3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.
2 Needs improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

®  Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form.

e Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.

e Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year,

e  After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

s  Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

e Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.

1 HR Form 01172019,Rev2020




Charter Officer -  Teneeshia Marshall .
Annual Performance Evaluation Form

Fiscal Year: FY20 Evaluator: Commissioner Reina Saco

Charter Officer: Teneeshia Marshall Title: Equal Opportunity Director

Goal(s) If needed use additional goals sheet (page 5):
*Overall Support of City Commission Goals and Objectives. Demonstrates an understandmg of and supports the
City’s philosophy (vnsuon mission, values); actively pursues an understanding of organizational goals and objectives and
how these relate to the Charter Offlcers job and department.

*Charter to attach Accomplishments Report for Evaluation Period

Describe Goal(s):

Commission Member: Check performance rating 10 | 20 | 300 | 40 B | N/ADD
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 | 20 | 300 | 40 [sO | N/AD)
Charter Officer Comments:

Competencies:
1. Business Acumen. Understands the business, financial status of the orgamzatlan and core operational area of ]

responsibility; realizes |mp||cat|ons of key financial mdlcators and uses.economic and mdustry data to accurately
diagnose business strengths and weaknesses.

 Commission Member: Check competency rating | 10 ‘ 200 | 3001 ] 40 [ 500 ! N/ARY
Commission Member Comments: i

Charter Officer: Check self-evaluation rating ‘ 10 I 200 ] 30 | a0 | 503 | N/ACT
Charter Officer Comments:

—]
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Charter Officer - Teneeshia Marshall
Annual Performance Evaluation Form

constructwe edback promotes frank and open dlscussmns on issues. Cult at a networ
internal and external promotes collaboratlon and’ removes barriefs: across orga

: re,tlons Iprbeh
' atlenal Imes builds credlblhty for
= theCity: :

Commission Member: Check competency rating | 10 | 20 ‘ 30 | a0 | 53 | N/AOD
Commission Member Comments: !

Charter Officer: Check self-evaluation rating ] 10 ] 200 | 30 [ 4[] ['sO | N/AC
Charter Officer Comments:

3. Flscal Management Prepares a balanced budget to provide serwces at a level directed by the Comm| sion,
3 ensuring actions and-decisions reflect an approprlate Ievel of responsnbthty for fmancial planning and: accountablhty

]

Commission Member: Check competency rating | 10 20 [30 | a5 |sO0 | nAO
Commission Member Comments:

Charter Officer: Check self-evaluation rating [ 10 | 200 ‘ 301 | 4[] [ 50 | N/AC]
Charter Officer Comments:
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Charter Officer -  Teneeshia Marshall )

Annual Performance Evaluation Form
4. Integrity. Demonstrates the highest level of integrity-and ethical behavior, adhéring to the City’s code of cenduct ‘ (J

upheldmg the valués of the C:ty, hallenges questionable work: standards and confronts or reports. susplcmus :
practices to appropriate leaders or authorities:

Commission Me_mber: Check competency rating | i I 20 [ 300 ‘ a[] I S ‘ N/aO
Commission Member Comments:

Charter Officer: Check self-evaluation rating [ 10 | 200 ] 30 [ 40 [ 50 ] N/AO
Charter Officer Comments:

[ 5. Leading and Supervxslon Effectlvely establishes strategies to.develop arid maximize employee performance foster
high standards in meeting the vision, mission and goals of the department.

Commission Member: Check rating 10 (20 [30 | 40 5@ | n/aO
Commission Member Comments:

Charter Officer: Check self-evaluation rating ‘ 10 I 200 [ 301 l 4] ] s ‘ N/ACD
Charter Officer Comments:

Date:

Charter Gfficer Signature:

Commission Member Signature: W Date: ‘7'/ 1§ f’t" To

Return fully completed Charter Officer Performance Evaluation form to Human Resources Directar, Box 20
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Charter Officer - Teneeshia Marshall

Annual Performance Evaluation Form
Additional Goals Sheet

#*Qverall Support of Clty Commxssnon Goals and Objectlves. Demonstrates an understaj fing < of and: supports the
City’s ph:losophy {vision, mission, values), actlvely pursues an understandmg of orgamzatlonal geals and objectlves and
E how these relate to the Charter Officers’ job and department.

*Charter to. attach Accomphshments Report for Evaluation Period

Goal 2 - Describe Goal(s):

Commission Member: Check performance rating 10 | 200 30 a0 5O - T/AI_:I

Commission Member Comments:

Charter Officer: Check self-evaluation rating 1O 20 30] _4|'_"|_ 50O " N/ADT
-Eharter Officer Comments:— S

~

Goal 3 - Describe Goal(s):

_Comm_issio;l Member: Check performance rating 10 20 30 '_4|:| ' 500 N/ |
Commission Member Comments: -

Charter Officer: Check self-evaluation rating ET= 20 (30 | aO 50 ' N/AOD
Charter Officer Comments: '
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Charter Officer
Annual Performance Evaluation Form

Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City's mission, vision and goals. Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

. Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider

all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

" Performance Deseriptors and Rating Seale

5 Superior Work performance consistently exceeds all performance expectations and displays a
consistent level of éxceptional performance. This is consistent, exceptional
performance.

4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.

3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.
2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.
1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form.

*  Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.

Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to disclss objectives for next fiscal year.
After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

*  Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.

1 HR Form 01172019,Rev2020




Charter Officer

Annual Performance Evaluation Form

Fiscal Year: Fv{ 200 [/ Evaluator: é J‘) < r\/VMro o

Charter Officer: '7/ O he- 5[,1(0\ /TMleﬂe. ‘Dlrecﬁ v ?a » 4% ¢ Iwm

Goal(s) If needed use additional goals sheet (page 5):

how these relate to the Charter Officers’ jOb and-department.
*Charter to attach Accomplishments Report for Evaluation Period

*Overall Support of City Commlssmn Goals and Objectives. Demonstrates an ‘understanding of and supports the
City’s philosophy (vision, mission, values) actively pursues-an understanding of organizational goals and objectives and

Describe Goal(s):

Commission Member: Check performance rating I 10 | 2]

30 [am—~ [sO0 | w/aO

Commission Member Comments:

+ia's does rutT A tarah e

pre———

deol coton Dut Lot e Q

Tt P éawb—(dl , Sone gFoals ¥ cb/Cchves o
Aiflu 1+ e achleve i Complede. . thueee,
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Charter Officer: Check self-evaluation rating [ 10 | 2[1

|30 | a0d | 500 | N/AOI

Charter Officer Comments:

Competencies:

diagnose business strengths and weaknesses.

1. Business Acumen. Understands the busmess, financial status of the organlzatlon and core operational area of
: respon5|b|||ty, realizes |mpl|cat|ons of key financial mdlcators, and uses economic and- lndustry data-to accurately

Commission Member: Check competency rating | 1] | 2]

[30 | @ 50 [ n/a0

e s)ﬂdn
her  Atpatrert

Commission Member Comments: !
IMQ /Mwsﬁml QCLI/ wund ested  bu brcenicedinl)

s bt 4-\(_) J/M&Q&Sér§ V"’l—-’—~ ‘5{'\4_6/,5»;—1__
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Charter Officer: Check self-evaludtion rating 10 | 20

|30 | 40 | 50 | N/AO

Charter Officer Comments:

- —_
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Charter Officer
Annual Performance Evaluation Form

2. Commumcatmn and Buxldmg Relatlonslnps. Communlcates and listens, effectlvelv, open to receiving and glvmg |

constryctive feedback, promates frank and open dlscusswns on issues. Cultlvates a network of- relatlonshlps both
mternal and external promﬂtes coﬂaborahon and removes barriers across organlzatlonal lines, builds. credlblhty for

the City.
Commission Member: Check competency rating | 10 | 20 [ 300 | a0 | SV [ N/AOD

Commission Member Comments:

/Mﬁ. Mo, stell dawmuwc;"f— 4/0"& all [y
[rbtral Gad ecdarel  Ske has wor ket ?ﬂ“wm“
IAWA n ddd”ssl"(g— (ﬁ?‘( yfmom/é_, bo‘m{é OCWSJ qlﬁ. g

Charter Officer: Check self-evaluation rating [ 10 | 20 (30 I Tu] | 500 ] N/AEI
Charter Officer Comments:

3. Fiscal Management Prepares a balanced budget to- provide. serwces ata 1evel directed by the: Commlsslon, ,
ensurmg actlons and decnsmns reflect an app’ropnate Ieve fresponsnbahty for fmanCIaI plannmg and accounfabnhty.‘

Commission Member: Check competency ratmg 7 [ 10 | 200 ] 30 [ 4@/ SEI | N/AD
Commission Member Comments:

NO  1sSues

Charter Officer: Check self-evaluation rating [ 10 | 20 | 301 ] 4 5O [ N/ADD
Charter Officer Comments:
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Charter Officer
Annual Performance Evaluation Form

Fl. Integnty Demonstrates the hlghest level of mtegnty and ethical behavior, adhering to the: City's code of conduct
upholdmg the valiles of the- City, challenges questlonable ‘work’standards and confronts of reports suspluous '
prattices to appropriate leaders or authonttes '

-~
Commission Member: Check competency rating 10 [ 20 [ 30 ] am | 500 | N/AO
Commission Member Comments:

vl

Charter Officer: Check self-evaluation rating |10 [ 20 | 300 1a) | 50 | n/aDd
Charter Officer Comments:

HEH Leadmg aiid Superv1s10n Effectwely establishes strategles to-develop and maxumlze employee performance, foster |
high standards in meeting the vision, mission and goals of the department

Commission Member: Check rating i 10 | 201 | 300 ] 403 | 5!]/: | N/ADT
Commission Member Comments:

M. Moacsha | Nas  assemble L ~ Feom [shafl ot
‘l”\b) har 1tak in elf'Sa Foe w C‘”"N’huﬁk&\

MA’V‘laC(" “,‘V/%-]—s“ HVns (?“V‘C'P o
foa-l—t,ﬂ & Feota— ¥+ :F«V‘CLvtﬂd:h .

Charter Officer: Check self-evaluation rating r'i [ 200 300 J ad | 500 | N/ALD
Charter Officer Comments:

Charter Officer Signature: N_D Date:

¢ .
Commission Member Slgnature /%7 C][) ) /I/a-LO-\Date: I 2 — { r—’LO

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20
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Charter Officer

Annual Performance Evaluation Form
Additional Goals Sheet

*Qverall Support of City Commission Goals and Objectlves Demonstrates an understandmg of and supports the
City’s philosophy (vision, mission, values); actively pursues an understanding of organizational goals and objectives and
how these relate to the Charter Officers’ job and department.

*Charter to attach Accomplishments Report for Evaluation Period

Goal 2 - Describe Goalfs):

Commission Member: Check performance rating ' 10 120 30 a0 s | N/ALT
Commission Member Comments: - ]

aarter:_o?ﬁmed(ielf-evaluation rating B 10 200 | 30 T al] SD_ : N_/A 0
Charter Officer Comments: L= | =

Goal 3 - Describe Goalfs):

Commission Member: Check performance rating 10 20 | 30 a0 507 ' N/AOD
Commission Member Comments: I

Charter Officer: Check self-evaluation rating_ i 10 | 20 30 a0 | 503 "N /Aﬁ
Charter Officer Comments: o
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Cltizen centered Charter Officer
People empowered Annual Performance Evaluation Form

Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to
the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shafl be conducted after

the conclusion of each fiscal year,

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of
Gainesville's strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
tompetencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of parformance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:

Evaluate the Charter Officer’s performance for each areas of accountabllity using the rating scale outlined below. Consider
ali criteria together when forming an impression about the Charter Officer’s performance. Add comments you betieve
provide context to your rating or that would be heipful to the Charter Officer.

Performance Descrifstors and Ratln Scale _

5 Superior Work performance consistently exceeds all performance exgectations and displays a
consistent level of exceptional performance. This is consistent, exceptional -~ ——
performance.

4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.
3 Meets Expectations | Work performance consistently achieves all performance expectations for this factor.

2 Needs improvement | Work performance on one or more elements Is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Parformance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement,

Charter Officer Insiructions and Next Steps:

*  Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form.

& Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.
Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss salf-
evaluation and list of accomplishments, Charters should also be prepared to discuss objectives for next fiscal year.

e After reviewing the Charter Officer seif-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

= Following Commissian and Charter performance evaluation discussion, completed perfarmance evaluations are
returned 1o Human Resources.

¢ Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.

1 HR Form 01172013




| Gainesville.
| Citizen centered Charter Officer

|f Peoplecsmpowered A nnual Performance Evaluation Form

| Fiscal Year: FY2020 Evaluator: Mayor Poe
Charter Officer: Teneeshia Marshall Title: Equal Opportunity Director
Goal(s):

*Overall Support of City Commission Goais and Objectives. Demonstrates an understanding of and supportsthe
Gty's phiiasaphy {vision, mission, values); actively pursuies an understanding of organizational goals and objectives and

nt. _
Describe Goal(s): My goal for fiscal year FY2019 was to continue to establish office and organizational needs and

stabllize the office. Three high priority focus areas for FY2020 were: Compliance programs, Equity Programs and the

| disparity study. Additionally, my goal is to always fulfill the needs of the full City Commission. The goal with Compliance |
Programs was to work on backlog reduction and work towards meeting the 100 day ordinance timeframe. The Equity |
goal was to start implementing equity programs upon the adoption of equity goals from the City Commission. Lastly, | '

| had a goal of getting a disparity study started around our local small businesses.

Commission Member: Circle performancerating | 101 | 201 30 [4&F [sO0  |[wac |
Commission Member Comments; } - B

Charter Officer: Clrcle self-evaluation rating =~ | 101 20 [30 [aB®  [sO) | N/ALT #

Charter Officer Comments: ‘
Supports the duties and responsibilities of the Charter as the Equal Opportunity Director as well as the overall support of

the City Commission. Works collaboratively as a member of a team with five {S) other Charter Officers. We were able to
reduce our aged inventory, but due to COVID and the new protections under Chapter 8 of source of income and
Immigration status, inquiries went up significantly and source of income complaints came rapidly. Due to this, the office
had to hire an additional Compliance Investigator. Now cases are divided between two investigators, internal and
external and we will monitor progress in FY2021. The office also increased the amount of settlements reached by over
$6000 from last fiscal year. Equity goals were adopted by the Commission in July 2020 and the office quickly adopted a
training plan that will train various levels of employees throughout the organization, The training kicked off in October

] 2020. My goal was to have a disparity study live by the end of FY2020, but I fell shy of that goal due to COVID and

! needing to secure a vendor to write the RFP. Currently the RFP is with procurement and will be live by the end of the

calendar year. — -
Compeitencies:

1. ‘Business Acumen. Understands the business, finandial status of the organization.and core operational area'of
‘responsibility; reslizes implications of key financial indicators, and uses economic afd Induistry data to accurately

___ diagniose busiess strengths and weaknesses. .
Commission Member: Check competency rating a0 |20 [0 [&O0 [#5— | /a0

Commission Member Comments:

| Charter Officer: Check self-evaluation rating 10 [20 [30 a0 [s0 | namR
HR form 01172019




Gainesville.
Chtizen centered
Peopie empowered

|

Charter Officer
Annual Performance Evaluation Form

the financial status of

Charter Officer Comments: Understanding
[ not make business decisions.

the arganization js important, however, this office does—l

(20 [ [aO '[sD I&/AEI

Commission Member Camements:

&/Wwf’d' f

[ hde) 5 2o /e aslelpe (oI Coputay

"

Charter Officer: Check self-evaluation rating |10

|20

[0 [a® Ts0  [waOd |

Charter Officer Comments:

| experiencing here within the City. | have also extended this same
communicate openly with City Commissioners on iss
with my peers, departments, community bullders and neighbors.

"1 have created an opei-door palicy, which all City employees are able to come and speak to me about issues they may be
open-door policy to community members as weli, |
This same communication is used

ues they need to be aware of,

3
Commission Member: Check competency rating 120 (30 [&&F [sO | N/ADD
Commission Member Comments:

Charter Officer: Check self-evaluation rating (10 [20 [30 [a® [s0 | waD

Charter Officer Comments:

reduced to two {2} purchase card holders. At the end of the fiscal
saved $98,458.60 in personnel expenses and $27,043.98 in opera

Fiscal responsibifity is something | take very seriously. i constantly check our budget and what we are spending on. |
have put internal purchasing systems in place that allow me to monitor every budget dollar spent. The office was

year, the offlce was able to come in under budget and
ting expenses,

—
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Gainesville. B
Citizen centered Charter Officer |

!' Peopleempowered A pnya) Performance Evaluation Form |

tv and ethical behavior, adhering to the City's code of conduct |

ll 4. Integrity. Demonstrates the highest level of Inte
| olding the values of the Gity, cHiallenges quéstionalile work standards anid confronts OF reports suspicious

’ practices to appropriate leaders or authorities.

Commission Member: Check competency rating 110 (20 30 =] Jf? N/ALT (
Cornmission Member Comments: B T

/ :

‘ |

|| !
Charter Officer: Check self-evaiuation rating _Jig  Teo0 JaO = [sS®  [w/a0 _II '
| Charter Officer Comments: | l

1 will always hold myself and my staff to the highest level of integrity and ethical behavior. It is imperative in my role to
always be incompliance with federa, state and focal laws, as well as City policy and procedures. Conducting myself in

this manner Imperative in order for us to maintain public trust, ’

|
‘ & Leaslng 350 Superviion. Eecivey esablishessratages o devlop and i erloyse parormancomtar | |
high Brds ir e department. - ,

sion; mission and goals o
r Commission Member: Check rating R E =] 120 (30 [& ] 50 [ w/ad i

| Commission Member Comments: //:( » /{/\ 2/ é’y /‘U-r(.g 4 p b P 57 u),m/ |

(a0 [20 a0 [a® |50  |wac | |

Charter Officer: Check self-evaiuation rating

Charter Officer Comments:
My staff often refer to me as a “non-traditional government feader.” | challenge my staff to come up with their own |

ideas and programs, because if they are passionate about it, they will be more excited about working on it. The goals and
programs they come up with afways meet the mission, vision and goals of the department. 1am an outside of the hox J
leader and continue to lead my staff outside of the box. The office has been reorganized and | have been able to build
the department with motivated staff who enjoy new challenges and are always ready to serve the public. | hold my staff
to a high standard of conduct and ethies and wifl continue to do so while in this role.

Charter Officer Slgnatur&ml;a, \A‘j’\ﬁh . M- Date: - 3 - _QQQ@_‘

A
' Commission Member Signature; Date: .
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Office of Equity and Inclusion
222, E University Avenue
P.O. Box 490

Station 52

Gainesville, FL 32601

(352) 334-5051

DATE: October 28, 2020
TO: Honorable Mayor and Members of the City Commission
FROM: Teneeshia L. Marshall, Equal Opportunity Director T+

RE: FY2020 Performance Achievements

I am providing the following information to assist you in evaluating my performance as the
Office of Equity Inclusion Director for the fiscal year period from October 1, 2019 to September
30, 2020. If you would like to discuss my performance prior to your public discussions of
Charter Officer evaluations, please give me a call or have your assistant schedule a meeting
directly through Outlook. Additionally, I am always open to questions and feedback regarding
my work performance all year. 1 am looking forward to serving the City of Gainesville another
year as the Office of Equity and Inclusion Director.

ROLE, RESPONSIBILITIES, and PROFESSIONAL OBLIGATIONS OF THE OFFICE
OF EQUITY AND INCLUSION

To properly evaluate my performance, it is important to understand the roles and responsibilities
of the Office of Equity and Inclusion. The Office of Equity and Inclusion adopted a new mission
last fiscal year. The new mission is, “provides expertise, tools, data and programming to

promote diversity, equity and inclusion.

Our core function is to ensure equal opportunity/equal access to employment, housing, public
accommodations and credit within the Gainesville City limits without regard to an individual’s
sex, race, religion, national origin, marital status, sexual orientation, color, age, disability or
gender identity and to work to ensure the city’s workforce is diverse and well trained.

Our new vision is to help create and sustain a city-wide culture that understands that diversity,
equity, and inclusion are essential to the City’s mission and strategic direction. And lastly, our
core value is for each member of our team to approach our work with the heart of a public
servant. We are dedicated to fostering an environment of transparency, equity, integrity and

accountability.



The office continues to strive to resolve complaints within the ordinance goal of 100 days.

Compliance Training:

COVID-19 changed how we delivered training last fiscal year and will continue into FY?2020.
Compliance was able to conduct New Employee Orientation via Zoom. Eight (8) sessions were
conducted. Our office also created a new training that will be conducted quarterly, titled: “Fair
Employment Practices 101 training for Managers and Supervisors.” We have conducted one

training that had fifteen (15) participants.

The Equal Opportunity Director shall make reports; including an annual report to the
Charter Officers and the City Commission, as to the activities of the year and the need, if
any, to revise equal opportunity ordinances, policies and programs.

In FY2019, the Office of Equity and Inclusion worked with the City Attorney’s Office on adding
two additional protections to the Fair Housing Ordinance, which included: lawful source of
income and citizenship status. During this time, revisions were made to the ordinance to address
a potential name change as well as revisions to clean up items that were redundant to the Charter.
The ofdinance was adopted in FY2020 and the office has taken in nine (9) Complaints.

In FY2020, the Office of Equity and Inclusion has also worked with the City Attorney’s Office
on reviewing current EO policies and will be bringing several recommended changes to the City
Commission. In FY2020, one (1) policy was brought forward with changes.

The Equal Opportunity Director shall propose policies for the implementation of
comprehensive equal opportunity and diversity programs and adherence to equal
opportuaity laws, policies, procedures, and related matters.

During FY2019, the City became members of GARE (Government Alliance on Race and Equity)
and it was voted to make racial equity a priority within the City of Gainesville. Through this

vote, the Office of Equity and Inclusion has been engaged and continues to engage with GARE
on the needs of our organization. In conjunction with GARE, our office has scheduled racial

equity training through August 2021. The training will include community builders at every
level within the City.

In FY2019, our office established the City’s first Equity Core Team. The team got off to a slow
start in FY2020 due to COVID, but we were able to stand the Core Team up virtually and keep
training. To date, there have been eight (8) two hour sessions with the Core Team. They are
also scheduled for three (3) additional sessions and three (3) book group sessions. The Core
Team is currently reading, “So You Want to Talk about Race?” by Ijeoma Oluo. The Core Team

is scheduled to start GARE training in January 2021

During FY2020, the Office of Equity and Inclusion rolled out its annual diversity training online.
In FY2020, the training was divided into supervisors and non-supervisors, as opposed to FY2019
training, which was the same training across the board. In FY2020, 96% of non-supervisors



Among many other duties, the Office of Equity and Inclusion is responsible for the development,
preparation and monitoring of the City’s Affirmative Action Plan.

The office also houses the City’s Small, Minority, Women and Veteran Business Program, which
provides assistance in participating in the City’s bid process as well as helping ensure bids are
structured in a manner to maximize access to small, veteran and minority businesses without
reducing the City’s ability to acquire supplies and services at the best value for the price.

We also house the City’s Diversity and Inclusion Program. This program oversees the annual
compliance training, but also has the responsibility for overseeing Requests for Proposals
(RFP’s), Requests for Quotes (RFQ’s), Invitations to Bid (ITB’s) and all formal solicitations,

prior to public release, among other functions.

Last, the Office of Equity and Inclusion has been tasked with creating an equity program for the
City, which will be incorporated throughout the entire City, which will bring racial equity to our
community members and neighbors. This will be achieved through many mediums, such as

policies, procedures and practices.

It is also important to understand the professional standards in which our staff are required to
conduct themselves under in the Office of Equity and Inclusion. In our roles, we are oftentimes
handling information of a sensitive and sometimes, confidential nature. During our
investigations, we at all times, are required to follow Florida Statutes with regards to the release
of public records or the inspection of records. Additionally, we are required to use extreme
discretion on who we share information with while investigations are open, in order to maintain
the integrity of the investigation. It is important to understand that our office staff are neutral

and they do not take any party’s side during any investigation.
ROLES OF THE EQUAL OPPORTUNITY DIRECTOR

The Charter of the City of Gainesville describes the duties of the Equal Opportunity Director as
the following:

Compliance:

The Equal Opportunity Director shall investigate complaints of discrimination,
harassment, retaliation, and other related matters, and propose remedial action, as
prescribed by the city’s human relations and equal opportunity ordinances.

During FY2020, the office had 36 new intakes and closed 34 cases. Settlements increased this
fiscal year from $10,499.38 in FY2019 to $16,828.48 in FY2020.

Backlog reduction continues to be a priority. The office hired a second Compliance Investigator
in July 2020, to help with the increased caseloads and inquiries from the added changes of
“Source of Income.” Since the adding of the additional protections this summer, our office has

taken on nine (9) source of income complaints.



completed the training and 100% of supervisors completed the training. This is an increase from
the 92% that were trained in FY2019.

The Equal Opportunity Director shall develop, prepare, and monitor the city's affirmative
action plan.

The Office of Equity and Inclusion develops and prepares an affirmative action plan biannually.
The plan contains a set of specific results-oriented policies, practices and procedures, which are
designed for achieving the fair utilization of women and minorities at all levels of the workforce
where shortfalls may exist. In FY2019, the office opted to conduct an update to the plan and
reviewed the workforce analysis information to check for accuracy. The audited was completed
in FY2020, with several recommended changes. Unfortunately the recommended changes fall
outside of the scope of the Office of Equity Inclusion and all into the Human Resources
Department. Affirmative Action Plans are traditionally housed in Human Resources and the
Office of Equity Inclusion would monitor for compliance. In agreeance with HR, our office has
agreed to handle the plan that will be created for FY2021 and then move the plan to its proper

department. Currently the AAP is being conducted by an outside vendor.

Shall monitor all hires, transfers, demotions, promotions, and terminations for compliance
with equal opportunity laws, policies, procedures, guidelines, and related matters.

Reviewed new employment requisitions to ensure positions with affirmative action goals were
properly identified.

Reviewed job descriptions to look for potential barriers that would narrow the pool of applicants.

Worked with departments on minimizing “special hiring preferences” in job advertisements to
widen applicant pools.

The Equal Opportunity Director shall develop instruments to monitor adherence to
diversity and equal opportunity laws, policies, procedures, etc.

The Office of Equity and Inclusion disaggregated five (5) years of hiring data by race, year,
department, GG and GRU to start to monitor for trends. The information was presented at a
Race and Equity Subcommittee meeting. Additionally, information was disaggregated by race
and department. After that meeting, five (5) year exit data was collected and is being
disaggregated. This information is being used in our workforce equity conversations, which was

an adopted goal in July 2020.

The Equal Opportunity Director shall participate in the assessment and review of the city's
employment practices, including recruitment, appointment, and promotion.

The City’s affirmative action plan addresses the recruitment of women and minorities. The plan
contains a set of specific results-oriented policies, practices and procedures, which are designed
for achieving the fair utilization of women and minorities at all levels of the workforce where



shortfalls may exist. In FY2020, workforce equity was adopted as a goal of the Office of Equity
and Inclusion. Recruitment practices will be the first priority that is worked on,

Shall compile various equal opportunity reports and related reports required of the city by
state and federal agencies or that are necessary for compliance purposes.

The Office of Equity and Inclusion provided input and reviewed the bi-annual EEO Reports that
RTS must submit to the Federal Transit Administration.

The Office of Equity and Inclusion is also filed the bi-annual EEO-4 Report with the Equal
Employment Opportunity Commission, which identifies City employees by race, gender, salary
and functional area, as required by the federal government.

The Office of Equity and Inclusion also completed a Utilization Report that was a Department of
Justice requirement for GPD to receive federal grant funds.

Other Accomplishments

In FY2020, the Office of Equity and Inclusion had several online events which targefed different
areas within the community.

Small Business Programs

In FY2019, the Office of Equity and Inclusion relaunched the Small Business Mentoring
Program in April 2019. This program is designed to pair up a larger business with a smaller
business, to help develop the business in areas it may need help in. The program had twenty six
(26) businesses apply, eight (8) businesses commit to being mentors and seven (7) mentees. The
relationships continued through FY2020 and the new application period launched for the

program in FY2021.

The Office of Equity and Inclusion transitioned all small business outreach efforts to a virtual
platform. A new series of workshops called “Small Business Power Hour,” was created to give
training to small businesses. The trainings were designed to be one hour, monthly on various
topics. Each session attended had over 20 participants.

In FY2020, the office partnered with the Small Business Administration and hosted “A Day with
the SBA,” which gave information to small business owners about its programs and new

programs that were specific to COVID.

In FY2020, the Office of Equity and Inclusion created a Small Business Newsletter that goes out
to internally and externally. The newsletter gives, tips, tools and resources.

In FY2020, the Small Business department procured the services on Keen Consulting, to work
on the RFP for the disparity study. In partnership with GG and GRU Procurement Offices, the
office was able to collect all of the needed data for the RFP to go out to bid. Currently the RFP

is with procurement.



Equity Efforts

Our office completed initial outreach meetings with 30 local community organizers, follow up
meetings conducted as needed to connect neighbors with city staff and resources.

The Office of Equity and Inclusion completed initial outreach and follow up meetings as needed
with 4 charter officers, City Manager, Assistant City Managers, and 100% of department heads

under the City Manager.

The Office had representation at UCG Racial Justice Committee Meetings.

Core Team Curriculum Development and Facilitation — 4 unique two hour sessions written, 8
session facilitated to date (2 groups). Outline for 3 additional sessions and 3 session book group.

Scheduled to complete by January 2021.
GCRA Equity Toolkit coaching and co-presenting at GCRA board meeting.

Equity Toolkit Updates, Toolkit Guide, accountability planning template and 3 Part workshop
series. o

Strategic Plan

The Office of Equity and Inclusion created a Strategic Plan for 2021, which captures the
Citywide Strategic Plans Goals. This will be the roadmap for the Office of Equity and Inclusion

for FY2021.
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Charter Officer
Annual Performance Evaluation Form

Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountability usmg the rating scale outlined below. Consider

all criteria together when forming an impression about the Cha - “"+ Add comments you believe
!

provide context to your rating or that would be helpful to the C .'

. . ‘Performance Descripi

5 Superior Work performance consisten expectations and displays a
consistent level of éxception; snstent exceptional
performance,
4 Exemplary Work performance consisten _ce expectations and key elements

ftional manner or sustained

of performance consistently
periods. This is consistent, o |
3 Meets Expectations Waoark performance consister (‘ce expectations for this factor.

Work performance on one or more elements is less than expected and requires some

2 Needs Improvement
improvements to fully meet performance standards.
1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her: performance The Charter Officer
should also attach his or her Accomplishments List or Report to the form.

Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.

Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.
After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.
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Charter Officer
Annual Performance Evaluation Form

Fiscal Year: Evaluator:

Charter Officer: Title:

Goal(s) If needed use additional goals sheet (page 5):

*Qiverall Support of City Commission Goals and Objectlves Demonstrates an understanding of and supports the
City’s philosophy (vision, mission, values); actively pursues an understanding of organizational goals and objectives and
how these relate to the Charter Officers’ job and department.

*Charter to attach- Accomphshments Report for Evaluation Period

Describe Goal(s):

Commission Member: Check performance rating 110 | 20 | 30 [ 4[] | SR | N/AOD

Commission Member Comments:

Well done_

Charter Officer: Check self-evaluation rating | 10 ED [ 300 | 40 50 | N/ACT

Charter Officer Comments:

1
Competencies:

| 1: Busmess Acumen. Understands the business; financial status of the orgamzatlon and core operatlonal area of
responsnblhty, reahzes lmpllcatlons of key financial indicators, and. uses economic and industry data to accurately

.diagnose business strengths and weaknesses

Commission Member Comments:

CosiSyer”  Raforrenie,

Commission Member: Check competency rating | 10 | 200 30 | 4l [ 50 | N/Alj

Charter Officer: Check self-evaluation rating 10 | 200 30 | 4] = | N/ALCT

Charter Officer Comments:

2 HR Form 01172019,Rev2020




Charter Officer
Annual Performance Evaluation Form

' Commumcatxon and Building Relationships. Communicates and listens effectively, open to receiving and giving
constrictive feedback, promotes-frank and.open discussions on issues. Cultlvates a network 6f: relatlonshlps both
interhal’and external, promates collaboratlon and removes barriers across organizatiorial lines, builds credibility for

the City.

Commission Member: Check competency rating 10 [ 20 30 [4O  [sgg [ n/aDd

Commission Member Comments:

Wl e,

Charter Officer: Check self-evaluation rating | 10 | 20 [ 30 | a0 [ 501 [ N/ACT

Charter Officer Comments:

3. Flsca] Management Prepares a balanced budget to prov1de serv:ces at a‘level dlrected by the Commnssuon

' ensurmg actions and dec15|ons reﬂect an appropriate level of. responsnbmty for fmancual plannmg and accountablllty

Commission Member: Check competency rating |10 | 20 [ 300 [ 4m 15O | n/aO

Commission Member Comments:

(onsiret feforeet frr Sell offfie Luded

Charter Officer: Check self-evaluation rating | 100 [ 20 ' 30 ‘ 4] | 50 J N/ACT

Charter Officer Comments:

HR Form 01172019,Rev2020




Charter Officer
Annual Performance Evaluation Form

4. ~Integrity. Démonstrates the ‘highest level of integrity and ethical behavior, adhering to the City'scode of conduct |
upholdmg the values of the City, challenges questionable work standards and confronts or reports suspicious

practices to appropriateleaders or authorities.

Commission Member: Check competency rating 10 20 | 30 | 4] s ] N/AO
Commission Member Comments:

b\)d( dore .

Charter Officer: Check self-evaluation rating |10 | 200 | 30 | a0 | 50 | N/AO
Charter Officer Comments:

s. Leadmg and’ Supervmon -Effectively establishes strategles to develop and maximize employee performance foster
high standards in meeting the vision, missionand goals of the department.

Commission Member: Check rating 10 (20 |30 a0 (s [ w/aO
Commission Member Comments: -

Wl dent.

Charter Officer: Check self-evaluation rating 110 | 20 | 30 | 400 [ 507 | N/ACT
Charter Officer Comments:

Charter Officer Signature: 3 Date:

Commission Member Signature: Date: ,l!/{’/ 12020

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20
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Charter Officer

Annual Performance Evaluation Form
Additional Goals Sheet

“*Overall Support of City Commission Goals and Objectives. Demonstrates an understanding of and supports the
City’s philosophy (vision, mission; values); actively pursues an understanding of organizational goals and objectives and
how these relate to the Charter Officers’ job and department.

*Charter to attach Accomplishments Report for Evaluation Period

Goal 2 - Describe Goalfs):

Commission Member: Cl;eche;form_ance rating 10 20 30 a0 50 | naO
Commission Member Comments: - o

Charter Officer: Check self-evaluation rating 10 |20 |30 a0 50 | N/AD
Charter Officer Comments: -

Goal 3 - Describe Goal(s):

Commission Member: Check performance rating 10 200 30 | 40O 'sO N/ACD
Commission Member Comments: '

| Charter Officer: Check self-evaluation rating 10 200 1300 40 50 I N/ACD N
Charter Officer Comments: h o —

5 HR Form 01172019,Rev2020




Gainesville. )
Citizen centered Charter Officer
People empowered — Annual Performance Evaluation Form
Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of
Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:

Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider
all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

Performance Descriptors and Rating Scale

5 Superior Work performance consistently exceeds all performance expectations and displays a
consistent level of exceptional performance. This is consistent, exceptional
performance.

4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.

3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.

2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

e Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form.

e  Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.

e  Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.

e After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

e  Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

e Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing
timelines.

1 HR Form 01172019




Gainesville. )
Citizen centered Charter Officer

People empowered — Annual Performance Evaluation Form

Fiscal Year: 2020 Evaluator: Adrian Hayes-Santos
Charter Officer: Nicolle Shalley Title: Attorney
Goal(s):

*Qverall Support of City Commission Goals and Objectives. Demonstrates an understanding of and supports the
City’s philosophy (vision, mission, values); actively pursues an understanding of organizational goals and objectives and
how these relate to the Charter Officers’ job and department.

*Charter to attach Accomplishments Report for Evaluation Period

Describe Goal(s): Discussed in meeting

Commission Member: Circle performance rating | 10 | 2X | 300 | 4] | 501 | N/AC]
Commission Member Comments:

Charter Officer: Circle self-evaluation rating | 10 | 20 | 30 | a0 | 50 | N/AD
Charter Officer Comments:

Competencies:

1. Business Acumen. Understands the business, financial status of the organization and core operational area of
responsibility; realizes implications of key financial indicators, and uses economic and industry data to accurately
diagnose business strengths and weaknesses.

Commission Member: Check competency rating | 10 | 22X | 30 | 4] | 501 | N/AC]

Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 | 20 [ 30 | a0 | 50 | N/AO
Charter Officer Comments:

2 HR Form 01172019




Gainesville. )
Citizen centered Charter Officer

People empowered — Annual Performance Evaluation Form

2. Communication and Building Relationships. Communicates and listens effectively, open to receiving and giving
constructive feedback, promotes frank and open discussions on issues. Cultivates a network of relationships both
internal and external, promotes collaboration and removes barriers across organizational lines, builds credibility for
the City.

Commission Member: Check competency rating | 10 | 2X | 300 | 4] | 500 | N/AC]

Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 | 200 | 30 | a0 | 50 | N/AO
Charter Officer Comments:

3. Fiscal Management. Prepares a balanced budget to provide services at a level directed by the Commission,
ensuring actions and decisions reflect an appropriate level of responsibility for financial planning and accountability.

Commission Member: Check competency rating | 10 | 201 | 300 | 4X | 501 | N/AC]
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 | 20 | 30 | a0 | 50 | N/AD
Charter Officer Comments:

3 HR Form 01172019




Gainesville. )
Citizen centered Charter Officer

People empowered Annual Performance Evaluation Form

4. Integrity. Demonstrates the highest level of integrity and ethical behavior, adhering to the City’s code of conduct
upholding the values of the City, challenges questionable work standards and confronts or reports suspicious
practices to appropriate leaders or authorities.

Commission Member: Check competency rating | 10 | 2[1 | 30 | aX | 501 | N/ACI
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 100 | 201 | 300 | 4] | 501 | N/AC]
Charter Officer Comments:

5. Leading and Supervision. Effectively establishes strategies to develop and maximize employee performance, foster
high standards in meeting the vision, mission and goals of the department.

Commission Member: Check rating | 1] | 2[X | 30 | 401 | 50 | N/ACI
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 100 | 201 | 300 | 4] | 501 | N/AC]
Charter Officer Comments:

Charter Officer Signature: Date:
Commission Member Signature:___Adrian Hayes-Santos Date:__ 1/5/2021
4 HR Form 01172019

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20




Charter Officer
Annual Performance Evaluation Form — Nicolle Shalley

Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider

all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

©__ Performance Descriptors and Rating Scale

5 Superior Work performance consistently exceeds all performance expectations and displays a
consistent level of exceptional performance. This is consistent, exceptional
performance.

4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.
3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.

2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptabie. Performance dld not meet
Expectations expected performance standards. -~

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

¢  Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form.

e  Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.

¢ Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year,

®  After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

e  Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

* Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.
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Charter Officer
Annual Performance Evaluation Form — Nicolle Shalley

Fiscal Year: Evaluator:

Charter Officer: Title:

Goal(s) If needed use additional goals sheet (page 5):

*Qverall Support of City Commission Goals and Objectives. Demonstrates an. understandmg of and supports the
City’s philosophy: (vision, mission, values); actively pursues an understanding of organizational goals and objectives and
how these relate to the Charter Officers’ job and department.
-*Charter to attach Accomplishments Report for Evaluation Period

Describe Goal(s):

Commission Member: Check performance rating 10 [20O (3 [aD [ 500 [ n/aD
Commission Member Comments:

Charter Officer: Check self-evaluation rating ] 10 ' 23 | 30 | a0 I 5] Il N/AL]
Charter Officer Comments:

Competencies:
“1, Business Acumen. Understands the business, financial status of the orgamzatlon and core operatlonal area of ‘
responsibility; realizes implications of key financial indicators, and uses economic and industry data to accurately

___diagnose business strengths and weaknesses. /
Commission Member: Check competency rating [ 1] ] 20 ’ 300 | a7 | sO [ N/AL
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 | 20 |30 | a0 [s0 =
Charter Officer Comments:
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Charter Officer
Annual Performance Evaluation Form - Nicolle Shalley

[.2: Communication and Bmldmg Relationships. Communicates-and listens-effectively, open to receiving anﬂg; ing.
constructive feedback; premotes frank and open dlscusswns on issues. Cultivates:a network of elationships bo th
internal and external, promotes collaboration and removes barriers across organizational tines, builds credibility for

the Eity.

Commission Memb’etr Check competency rating ‘ 10 [ 218 | 30 I 40 | 50 ] N/ALC]
Commission Member Comments:

Charter Officer: Check self-evaluation rating 100 ] 20 [ 300 | 4] [ 50 | N/ADD
Charter Officer Comments:

3. FKiscal Management. Prepares a balanced budget to provnde services at a level directed by the Commlssxon
ensuring actions and decisions reﬂect an-appropriate level of respensibility for financial planmng and accountabullty

Commission Member: Check competency rating [ 10 ‘ 2] | 3] | 4] I 50 | N/A[Q/
Commission Member Comments:

Charter Officer: Check self-evaluation rating [ 10 I 201 | 30 l 4] J 5] [ N/AC
Charter Officer Comments:
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Charter Officer
Annual Performance Evaluation Form — Nicolle Shalley

4. Integrity. Demonstrates the highest level of integrity.and ethical behavior, adhering to the City’s code of conduct |
upholding the values of the City, challenges questionable work-standards and confronts or reports suspicgious.
practices to appropriate leaders or authorities. ~

o VA
Commission Member: Check competency rating 10 (20 [30 ] a1 | s [ N/aO
Commission Member Comments:

Charter Officer: Check self-evaluation rating [ 10 | 20 [ 300 | a0 = [ n/aO
Charter Officer Comments:

5. Leading and Supervision. Effectively establishes strategies to develop and maximize émployee performance, foster
high standards in meeting the vision, mission and goals of the department.

Commission Member: Check rating |10 (20 |30 | aO0 |57 [n/a0
Commission Member Comments:

Charter Officer: Check self-evaluation rating [1O0 |20 (30 [aO 500 [ 'N/ADS
Charter Officer Comments:

Charter Officer Signature: Date:

Commission Member Signature: /_j—{/a/\_/\ Date: / L/ '2.3;/ o

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20
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Commissioner Johnson Charter Officers Evaluation
12/23/20

FY 20

This has been a challenging year. | appreciate the work of our charter officers to keep the city running.
You all have adapted, pivoted when needed, and put the safety of our community builders and
neighbors first. You all have done this through stressful events, sometimes with children at home and a
host of other responsibilities. You have done this while keeping the goals of a very ambitious and very
engaged commission at the forefront. This is not to be taken lightly, and in this regard, you all are
s/heroes. Doing an evaluation during the best of times is challenging. In the middle of a global pandemic,
it is more than challenging, to say the least. My personal challenge has been distinguishing between
what is “normal” during this time, because there is no normal; and balancing my expectations from the
beginning of the year until now. With the understanding that there are grey areas, nuance and involve
over 2200 community builders that support your work, | offer some of rﬁy thoughts.

EdBielarski has done an effective job as the Geéhéral Manager. He is knowledgeable in all aspects of the
utility and does a good job building and motivating his team of over 1000 employees. Ed has an ability to
consistently tell the Commission not what it wants to hear, but what it needs to hear. | believe that this
leads to better decision making and a better understanding of the impacts of our decision on fhe utility.
Mr. Bielarski is a big supporter of his team, it is my hope that this support does not lead to blind spots
and/or disparate outcomes in the treatment of some employees.

As the newest member of the team, Ginger Bigbie has made admirable and quick work of staffing her
office. During the time Auditor Bigbie has been with the city, there has been significant progress made
on goals. There is also a clear path forward for the function of this office and a very clear willingness and
ability to integrate the function of this office with the goals of the commission. | appreciate the
non-linear thinking and ways to problem solve that have been exhibited by Ginger Bigbie.

Lee Feldman has done a fantastic job with the strategic action plan for the commission/organization and
aligning it with specific projects and outcomes. The issuance of the new 2020 Pension Obligation Funds
was an astute decision. Many other decisions made by the city manager are clearly rooted in decades of
experience, experience that serves this city well. This experience is also why | am concerned about the
level of professionalism the city manager has exhibited (as indicated in recent reports), when leading
and working with community builders and charter officers. It is my expectation that a shift will occur in
his leadership style, communication, and level of transparency. It is also my hope and expectation that
the city manager will actively address cultural problems that have been exacerbated by recent events.



Omichelle Gainey has been reliable, consistent and highly effective in managing the roles and duties of
her office. She has hired an amazing team that is also highly effective in their jobs. | appreciate the work
that her office does that directly impacts the success of the commission, most notably, the policy
research team. Clerk Gainey is always looking for ways to improve processes. In 2021, | look forward to
progress that will be made as it relates to the board and committees. With an improved process and
partnerships, | believe that we can have boards and committees that are reflective of our community.

Teneeshia Marshall has done a great job with the core functions of the Office of Equal Opportunity. Her
strengths and abilities are in compliance, investigation and monitoring. As the transition from the Office
of Equal Opportunity to the Office of Equity and Inclusion happens, with more responsibilities and an
enhanced mission, I look forward to the following; a laser sharp focus on building out effective core
equity teams throughout all of general government; a concerted effort to build a functioning racial
equity task force; a useful racial equity toolkit and a process about when, where, how and by whom it
should be used; and staff to be able to execute the goals as agreed upon by the commission. | believe
that with consistent communication, imagination and working collabora'tively with charter officers on

the goals, we will get to a place we can all be proud of.

Through difficult to navigate situations, Mrs. Marshall has been professional and acted with.integrity.
Her prior experience in investigations as well as her character have served the city well.

Nicolle Shalley is highly ethical and able to provide a balanced view of issues. Although I have never fuily
understood the boundaries of what is permissible to expect from her office, she seems to do a good job

at delegating and balancing the many issues that have a legal component. Providing updates to the
commission on where projects are in the pipeline with her office has been helpful. | look forward to the

following in 2021; processes put in place for stated goals to happen more expeditiously and/or an
established timeline for high priority goals and ordinances; better communication and general
assistance for simplistic questions and/or tasks.

As we continue the ambitious work of the city and commission in 2021, | hope that as a team, the
charter officers will all assist in Goal 1 of the strategic plan- an equitable community. This aligns with a
city racial equity policy and plan. | see this as a function of all of our charter officers working
collaboratively and most importantly, a partnership between the office of equity and inclusion and the
city manager’s office. My hope for thiﬁs city is a functioning, heaithy city as measured by social
determinants and a willingness to address poverty in our city. The opportunity gaps are growing with
each day that passes, and | believe that the biggest challenges that lie ahead will be the negative
outcomes associated with housing, health, education and our food éysterh.

Thank you for all that you all do. None of it is easy, but | appreciate that you all keep on showing up. All
of you have the hearts of public servants and want the best for Gainesville.

Sincerely,

Commissioner Johnson



Charter Officer SHALLEY, NICOLLE
Annual Performance Evaluation Form

Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville's strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider

all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

T S rformance Descriptors and RatingScale = " .5 5 .

5 Superior Work performance consistently exceeds all performance expectatlons and dlsplays a
consistent level of exceptional performance. This is consistent, exceptional
performance.

4 Exemplary Work performance consistently achieves all performance expectations and key elements
of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.

3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.
2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet

Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form.
Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.

e Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.

®  After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, 'each
Commission member will provide an evaluation rating, using the above Rating Scale.

®  Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

®  Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing
timefines.

1 HR Form 01172019,Rev2020




Annual Performance Evaluation Form

Charter Officer ’

Fiscal Year: 2020

Evaluator:’?oc-_"z

Charter Officer:”, -/ fftovney Title: A csyev—

Goal(s) If needed use athtwnal goals sheel (page D)

Déscnbe Goal(
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Commission Member: Check performance rating [1O0° |20 |30 | 48 | 500 | N/ADT

Commission Member Comments:

A e
Lap«l.u—ovu

e Q VIS ledts, fluch ag e W A ke
\Auu-*—eottf /L_e_{bvt cens A OL\cz‘iLcJ.b.o.,TLe

thhw‘ﬂw e Code
Qe sCaon -e,'ﬁ—L}vMU“"j \,.MJ/L mt:_j[,m),

“6“[""“ =X wel(Joﬁop,g_;v_,,

st L\.M—ch-a— ‘cers €

Charter Officer: Check sel?—evaluatlon rating

(10 |20 |30 aQdJ 500 N/A y

Charter Officer Comments:

Competencles" 7 4

Commissndh Membér Cﬁeck competency iatmg
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Commission Member Comments:
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Charter Officer: Check self-evaluation rating

[10  J20 [30 [aO0 [sO [ wn/a0d

Charter Officer Comments:
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Charter Officer
Annual Performance Evaluation Form

COmmlssron Member Check competency rating 110 |20 | 3—+ | 4O {50

Commission Member Comments: “
‘Hruc L oen O"),PMJ’U{,\/L,LL‘ o Uity "Bt t

CLd L w/wno[x‘m&xmkef‘é-u—?@% J—&u—
LG tehn ey s

bommies‘ien Member: VCHeck competencv rating 4
Commission Member Comments:
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Charter Officer: Check self-evaluation rating B |10 (20 |30 | a0
Charter Officer Comments:

[sO  [wmac
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Charter Officer: Check self-evaluation rating | 10 [ 20 |30 | a0 [sO | N/AD
Charter Officer Comments:

APLUE
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Charter Officer e
Annual Performance Evaluation Form

Commission Member: Check competency ratir‘\g‘ . =] " | 380 ] NIAD
Commission Member Comments:

dee He CA co Uplfula(!r ol —=rpzc frefiory £
L~, W eflical h_ehz/wm/ kot _fon
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Charter Officer: Check self-evaluation rating | 10 [ 20 [ 300 | a0 | 500 | N/ACD
Charter Officer Comments:

Commlssmn Member Check ratlng
Commission Member Comments:

“r‘z.e CA wace acoes WMM*’JM“F well awnd
weea\d (co‘< —bon greaken oppetiet el Lo Quare -
mcf]&(/t—(?qaﬁw Qeo/l—uqvlﬁm -

Charter Officer: Check self-evaluation rating [ 10 | 200 | 30 | a0 (500 [n/aOl
Charter Officer Comments:

Charter Officer Signature: Date:

Commission Memberslgnature{ l el t Date: T '“f ) Zé

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20
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Charter Officer

Annual Performance Evaluation Form
Additional Goals Sheet

Goal 2- Descnbe Gaal s):

()Lemzu_@m 4 He (5) goats eolop bo/ /—2‘7 Voo
D R L

‘Commission Member: Check performance rating 10 (20 | 311 J_‘I_I;J__ |50 N/AL]
Commission Member Comments: _ N

Charter Officer: Check self-evaluation rating 10 20 l 30 ) r4_D_ [sO [ na0 |
Charter Officer Comments: - N

Goal 3 - Describe Goalfs):

—Cor_nmision Member: Check performance rating _ | 10 |20 —[ 30 _DD _| @ | N/AL
Commission Member Comments: o
Charter Officer: Check self-evaluation rating 10 (200 |30 4] 50 | n/AD |

Charter_Ofﬁcer Comments:
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Charter Officer -  Nicolle Shalley
Annual Performance Evaluation Form

Introduction:
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider

all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

___ Performance Descriptors:and Rating Scale. -~ e :

5 Superior Work performance consistently exceeds all performance expectations and displays a
consistent level of exceptional performance. This is consistent, exceptional
performance.

4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.

3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.
2 Needs improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.
1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

®  Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form.

e  Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.

¢ Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should alse be prepared to discuss objectives for next fiscal year.

*  After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

®  Foliowing Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

*  Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.
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Charter Officer -  Nicolle Shalley
Annual Performance Evaluation Form

Fiscal Year: FY20 Evaluator: Commissioner Reina Saco

Charter Officer: Nicolle Shalley Title: City Manager

Goal(s) If needed use additional goals sheet (page 5):

*Qverall Support of City Commiission Goals and Objectlves Demonstrates an understandmg of and supports the
City’s philesophy (vision, mission, values); actively pursues an understanding of organizational goals and objectives and
how these relate to the Charter Offlcers jOb and department

Descrlbe Goal(s)

Commission Member: Check performance rating 10 | 20 [ 30 | a0 SR | n/aO

Commission Member Comments:

Charter Officer: Check self-evaluation rating [ 10 ] 200 | 300 [ 4[] | 50 | N/AL]

Charter Officer Comments:

Competencies:

1.. Business Acumen. Understands the business, financial status of the organization and core operatlonal area of -
responsibility; realizes implications of key fmancnal indicators; and uses economic and mdustry data to accurately

5 _diagnose business strengths and weaknesses.

"V(‘:ommlsslon Member: Check competency rating | 10 [ 20 ] 301 | 4 ] PR I N/AC

Commission Member Comments:

Charter Officer: Check self-evaluation rating 10 [ 20 | 300 | 40 | sO [ n/AO

Charter Officer Comments:
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Charter Officer -  Nicolle Shalley
Annual Performance Evaluation Form

2. Comniunication and Building Relationships. Communicates and listens effectively, open to receiving and giving
constructive feedback promotes frank-and open discussions-on issues. Gultivates a network of rélatior ships both
internal and external, promotes collaboratlon and removes barriers across organizational liries, builds ¢ lity for

“the ,
Commission Member: Check competency rating ‘ 10 [ 200 ] 30 | 4 { 501 [ N/AC
Commission Member Comments:

‘/0"0 lw:l'\wL w..d’lw’{ \-v/ r;/éhc/@c#lm‘j 6ow=1 C_OM
o &

Charter Officer: Check self-evaluation rating |10 | 200 |30 [ a0 [sO | N/AO
Charter Officer Comments:

"3, Fiscal Management. Prepares a balanced budget to provide services at a level directed by the Commission,
ensuring actions and decisions reflect an appropriate fevel of responsibility for financial planning.and aecountability.

Commission Member: Check competency rating ] 100 | 20 f 300 [ 4 ] Sﬁf [ N/aD
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 [ 200 | 30 [ 40 ] 5] ] N/ALT
Charter Officer Comments:
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Charter Officer -  Nicolle Shalley "
Annual Performance Evaluation Form

4. Integnty Demonstrates the highest Ievel of integrity and ethlcal behavior, adhering'to the City’s code of conduct
upholding the values of the City, challenges questionable work standards and confrents or reports suspicious
practices to appropriate leaders or authorities,

Commission Member: Check competency rating | 10 (20 |30 | a0 | s | N/ACD
Commission Member Comments:

Charter Officer: Check self-evaluation rating 100 J 200 ] 30 ] [ 50 | N/AD
Charter Officer Comments:

5. Leading and Supervision. Effectively establishes strategies to develop and maximize employee performance, foster
high standards in meeting the vision; mission and goals of the department.

Commission Member: Check rating [10 (20 [30 (e [sO0 [waO
Commission Member Comments:

Gunted b e cochd of 540.# belor CHF . Dot 4o sy M""“%i\'«l,
vt 4 YEwins sl lhem Lavhd Fovpeanr

Charter Officer: Check self-evaluation rating 10 | 20 | 30 | a0 [sO0 =
Charter Officer Comments:

Charter Officer Signature: Date:

Commission Member Signature: W 2 Date: /2//3 }w'lu

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20
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Charter Officer -  Nicolle Shalley

Annual Performance Evaluation Form
Additional Goals Sheet

*Overall Support of City Commission Goals and Objectlves ‘Demoristrates an understandmg of and supports the
‘fclty s philosophy (vnsmn mission, values); actlvely pursues an understanding of organlzatlonal goals.and objectlves and

‘how these relate to-the Charter Officers’ job and department.
 *Charter to attach Accomplishments Report for Evaluation Period
Goal 2 - Describe Goal(s):

Commission Member: Check performance rating Ea) 120 30 40 50 ' N/AO

Commission Member Comments:

Charter Officer: Check self-evaiuation rating 10 | 20 —_ 30 a0 | S_D_ ____N/AEI__

_Charter Officer Comments:-

Goal 3 - Describe Goalfs):

‘Commission Member: Check performance rating | 10 20 30 40 50 ' N/AC]

Commission Member Comments

Charter Officer: Check self-evaluation ratmg 0 - 20 301 __TID_ B _'_SEI ] N/ADD

Charter Officer Comments:
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Charter Officer
Annual Performance Evaluation Form

Introduction.
The City Commission is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

the achievement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after
the conclusion of each fiscal year.

The purpose of the Charter Officer evaluation is to provide timely, clear and focused input to the Charter about how well he
or she is performing in the key performance areas identified as most critical by the City Commission in achieving the City of

Gainesville’s strategic objectives.

The Charter Officer should be evaluated using criteria established by the Commission, aligning with established core
competencies, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commission at least one month in advance of performance evaluation due dates. Annual salary
increases will be based on the Charter Officer’s performance of established objectives in the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constraints.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountability using the rating scale outlined below. Consider

all criteria together when forming an impression about the Charter Officer’s performance. Add comments you believe
provide context to your rating or that would be helpful to the Charter Officer.

B

___Performance Descriptors and Rating Scale

5 Superior Work performance consistently exceeds all performance expectations and displays a
consistent level of excéptional performance. THiS'is consistent, exceptional -
performance.

4 Exemplary Work performance consistently achieves all performance expectations and key elements

of performance consistently are carried out in an exceptional manner or sustained
periods. This is consistent, outstanding performance.

3 Meets Expectations Work performance consistently achieves all performance expectations for this factor.
2 Needs Improvement | Work performance on one or more elements is less than expected and requires some
improvements to fully meet performance standards.

1 Did Not Meet Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should include comments and if applicable provide specific suggestions for performance
improvement.

Charter Officer Instructions and Next Steps:

e  Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments List or Report to the form.

e Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources.
Charter Officer to schedule individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year.

»  After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Officer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

¢  Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

® Human Resources will compile and aggregate all Charter Officer evaluation ratings, coordinate and present for
discussion during a publicly noticed Commission meeting. Note: Salary increases are budgeted in a personal services
contingency account and recommended salary increases will be processed within established payroll processing

timelines.
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Charter Officer
Annual Performance Evaluation Form

Fiscal Year: Fui 209.0 Evaluator: (5 (o' < remnroi

Charter Officer: \//ro[l¢ Shal le, |Titlee (C (v A4ty e

Goal(s) If needed use additional goals sheet (Va age 5): v

*Qverall Support of City Commlssmn Goals and Objectives. Demonstrates an understanding of and supports the
City’s philosophy (vision, mission, values); actlvely pursues an understanding of organizational goals and objectives and
how these relate to the Charter Officers’ job and department.
*Charter to attach Accompllshments Report for Evaluatlon Period

Describe Goal(s):

Commission Member: Check performance rating f 10 | 200 ] 30 _i 4@’-1] 5] { N/ACT
Commission Member Comments:

Charter Officer: Check self-evaluation rating [ 10 | 200 | 30 | 401 [ 5] | N/ADT
Charter Officer Comments:

Competencies:
1. Busmess Acumen Understands the busmess financial status of the orgamzatlon and core operatlonal area of

respon5|blllty, reahzes lmpllcatlons of key ﬂnancnal mdlcators, and uses: economlc and |ndustry data to- accurately

diagnose busmess strengths and weaknesses
Commission Member: Check competency rating | 10 | 20 ‘ 300 |I 4 | 5[3/ I N/AL]

Commission Member Comments:

Ms. jhd//-ﬁd~ 7C//0F undestoolo HSpms.lmI&._
At aHoeny 6B .

Charter Officer: Check self-evaluation rating | 10 | 200 |30 |40 | 50 | N/AD)
Charter Officer Comments:

| — . |
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Charter Officer
Annual Performance Evaluation Form

2 Commumcatlon andBmldmg Relationships. Commumcates and I|stens effectively, open to| recelvmg and glvmg
constructlve feedbatk,- promotes frank and-open discussions on lssues Cultivates a network of relationships-both
‘mternal ahd external, promotes collaboratton ‘and removes. barriers across organlzatlonal hnes, builds credibility for

“the City. -
Commission Member: Check competency rating | 30 | 4IB’ | 50 [ N/aO |

(o] ission mber Lammen —|
e Z;:W;M Z\/L,_, @@(4;‘\ w(a_ oK does o
%/r\lk‘(' jeb o+ pro rw%"a-— L. el

[ sgu..e.4

ot~ clis cuswons o
Charter Officer: Check self-evaluation rating 10 |' 200 | 30 | a0 [ 501 [ N/AO
Charter Officer Comments:

'- B 2 - . ." ?;-

Commlssmn Member: Check competency rating | 1El [ 20 | 301 | 4I.Il/ ] D [ N/AD
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 | 20 [ 30 | a0 | 50 ' N/AO
Charter Officer Comments:
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Charter Officer T :
Annual Performance Evaluation Form

4. Integrity, Demonstrates the highest level of integrity and ethical. behavior, adhering to the City’s code of conduct [
“ upholding the values of the City, challenges questionable work standards and confronts or reports suspicious
‘practices to appropriate leaders or authorities.

S
Commission Member: Check competency rating | 10 | 200 ‘ 30 | 4001 |53~ | N/AOD
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 10 | 201 I 3 | 4] | (30| | N/AOI
Charter Officer Comments:

5. Leading and Supervision. Effectively establishes strategies to develop and maximize employee- performance foster
high standards in meeting the vision, mission and goals of the department

Commission Member: Check rating | 10 (20 |30 4B~ [sO0 [ wn/aO
Commission Member Comments:

Charter Officer: Check self-evaluation rating | 1] —[ 20 | 300 | a0 |50 | N/AD)
Charter Officer Comments:

Charter Officer Signature: ﬂ VA Date:
(Y ¢

&Mm‘—b\ Date:_[zl//rj-/w

Commission Member Signature:

Return fully completed Charter Officer Performance Evaluation form to Human Resources Director, Box 20
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Charter Officer

Annual Performance Evaluation Form
Additional Goals Sheet

*Qverall Support of City Commission Goals and Objectives. Demonstrates-an understanding of and supports the
‘ City’s philosophy (vision, mission, values); actively pursues an understanding of organizational goals and objectives and
f how these relate to the Charter Officers’ job and department.
*Charter to attach Accomplishments Réport for Evaluation Period
Goal 2 - Describe Goalfs):

Commission Member: Check performance rating 10 200 30] a0 50 '_N/AD—
Commission Member Comments: -

| Charter Officer: Check self-evaluation rating | 10 20 300 a0 500 —IN/A_D_
Charter Officer Comments: T

Goal 3 - Describe Goal(s):

Commission Member: Check performance rating 1 El___ZEI 30 ;4['] - 50O 'N/ADOD
Commission Member Comments:

Eharter Officer: Check self-evaluation rating 10 20 30 40 'sO | N/ACT |
Charter Officer Comments: T
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Charter Officer
Annual Performance Evaluation Form

Introduction:
The City Commission Is responsible for conducting Charter Officer annual evaluations ensuring the Charter contributes to

: the achlevement of the City’s mission, vision and goals. Charter Officer performance evaluations shall be conducted after
| the concluslon of each fiscal year.

.! The purpose of the Charter Officer evaluation Is to provide timely, clear and focused input to the Charter about how well he
' or she [s performing In the key performance areas Identified as most critical by the City Commission In achleving the City of

Galnesville’s strategic objectives.

The Charter Officer shoukd be evaluated using criteria established by the Commission, aligning with established core
competencles, review rating scale criteria and salary adjustment schedules as determined by Human Resources. Human
Resources will notify the Commisslon at least one month In advance of performance evaluation due dates. Annual salary
Increases will be based on the Charter Officer’s performance of established objectives In the prior fiscal year. Any annual
awards are made based on market considerations and according to budgetary or fiscal constralnts.

Commission Instructions:
Evaluate the Charter Officer’s performance for each area of accountabillty using the rating scale outlined below. Consider
all eriteria together when forming an impression about the Charter Officer’s performance. Add comments you believe

provide context to your rating or that would be helpful to the Charter Officer.

Performance Descrigiors and Rating Scale 5. F . & SR TE
Work performance consistently exceeds all performance expectations and displaysa |
consistent level of exceptional performance. This is consistent, exceptional
performance.

4 Exemplary Work performance consistently achleves all performance expectations and key elements
of performance consistently are carried out in an exceptional manner or sustained
perlods. This (s consistent, outstanding performance.

3 Meets Expectations | Wark performance consistently achieves all performance expectations for this factor.

e —
L S

Superior

! 2 Needs Improvement | Work performance on one or more elements Is less than expected and requires some
{ improvements to fully meet performance standards.

1 Did Not Mest Work performance within this factor is unacceptable. Performance did not meet
Expectations expected performance standards.

Ratings 2 or below should Include comments and If applicable provide specific suggestians for performance
Improvement,

Charter Ofjicer Instructions and Next

e  Using the above Rating Scale, the Charter Officer will self-evaluate and rate his or her performance. The Charter Officer
should also attach his or her Accomplishments Ust or Report to the form.

e Charter Officer to submit completed self-evaluation and accomplishments report to Human Resources,

»  Charter Officer to schedule Individual evaluation discussion meetings with each Commission member to discuss self-
evaluation and list of accomplishments. Charters should also be prepared to discuss objectives for next fiscal year,

o  After reviewing the Charter Officer self-evaluation and accomplishments report with the Charter Offlcer, each
Commission member will provide an evaluation rating, using the above Rating Scale.

® Following Commission and Charter performance evaluation discussion, completed performance evaluations are
returned to Human Resources.

® Human Resources will complie and aggregate all Charter Officer evaluation ratings, coordinate and present for

discusslon during a publicly noticed Commission meeting. Note: Salary increases are budgeted In a personal services

contingency account and recommended salary increases will be processed within established payroll processing

| timelines.

' 1 HR Form 01172019,Rev2020




Charter Officer
Annual Performance Evaluation Form

Fiscal Year: FY2019-2020 Evalustor:

Charter Officer: Nicolle Shalley Tide: City Attorney
Goal(s) If needed use additional goals sheet (pige 5): o
%Overall Support of City Commission Gosls and ijeeﬂvu. Demonstrates an understanding of and’mpﬁ_rts_‘thé- i
aty's phllusophy (vlslon. mlssio, ,ﬁvalus), ac!lvely pufsu* an. ng: gos es ant

Dscrlbe Goal(s): As stated In the attached Performance Report for the Ofﬂce of the Cltv Attomey, the pﬂmary objecﬂve

I have set for the Office of the City Attorney Is to provide timely, competent and diligent legal counsel to our Client In an
efficlent and cost-effective manner, thereby assisting and supporting our Client in bringing projects and programs to
frultion, in running the business units, in achieving their objectives and strategic initlatives and in defending and pursuing |

clalms and litigation on behalf of the City.

| Commission Member: Check performancerating |10 |20 |30 |4 50 | waO0

Commission Member Comments: % &”o /) // &74 1,1‘/ e & —fwj ///ym
VW’ offre KJW P ten, aduwsxé‘

| Charter Officer: Check self-evaluation rating (10 (20 (30 [eO0 [s® | w/aO
' Charter Cfficer Comments: Throughout my 8+ years of service as the City Attorney (14+ years with the Office of the city
Attorney), | work diligently to continucusly stay informed of the City’s ever changing organizational goals and objectives
and structure and manage the Office to be effective and efficient in supporting and furthering our Client’s efforts to

achleve its goals and objectives.

Comyﬂencks.
aginess Acum. Understands the buslness, ﬁnandal,status of the omanlzatlon and mre operatlonal area of

! Commlslnn Membcr. Check compmm:y ntlng
Commlsslon Member Comments:

| Charter Officer: Check self-evaluation rating [1O0 [20 [s® JaO 'sO0 | naD |

Charter Officer Comments: My role requlm thati constantly engage with my dlent to remaln well-informed of its |
business, financlal status and core operational areas, as same Is critical to providing thoughtful, well-developed and
relevant legal guldance. However, recognizing that my role Is one of providing legal guldance and not making policy or
business decisions, | felt a ranking of 3 on thls competency Is appropriate.
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Charter Officer
Annual Performance Evaluation Form

g PR o
el e Foe R g e

Commission Member: Check nompa_ﬁn&ntlng

Commission Member Comments:

Charter Officer: Check self-evalustion rating [a0 |20 |0 |40 [s®  [wnmO
Charter Officer Comments: Well-informed legai guldance relies on strong and trusting relatlonships with your Cllent. | |
work dally to bulld and maintain positive and productive relationships with staff at ali levels of the City, | want them to
| know that the attorneys In this Office are readlly accessible and here to help them. | encourage you to speak with City |
" staff about thelr relationship with this Office, | belleve you will find that while they may not like our legal guidance from
 time to time; they do feel weicome to call us, they trust our Independent professional judgment and they value our i

services, |

ensuring actions and decision

koo 5

= SR e i AL P i
_Commission Member: Check competency rating
Commission Member Comments:

| Charter Officars Chack seif-avaiuation rating a0 [20 [s8 Ta0 [sO  [w/aD

Charter Officer Comments: | have consistently managed this Office within the budget approved by the City Commission
and strive to provide an adequate level of legal services without the need to add additlonal staff. As the budget of this
Office Is largely personnel costs and remalns relatively static, | felt a ranking of 3 on this competency is appropriate.

L S—
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Charter Officer
Annual Performance Evaluation Form

rify. Demonstrates the highest ievel of Integity and ethical behavior, adhering to the Gity’s code of conduct

|
!
3
i

| 4 Integrity. Demonst idhe
- upholding the values of the City, challenges questionable work standards and confronts or reports susplclous
| Ppracticesto appropriate ieaders or authorities.
| Commission Member: Checkcompetencyrating  |101 |20 (300 |40 |87 | N/aD N
Commission Member Comments: h
|
' Charter Officer: Check seif-evaluation rating 10 JaO [s0 " s [s® wjaD

Charter Officer Comments: if there Is one thing | hope | have Impressed upon each member of the Commisslon, Tt is that
you can absolutely rely on me and and the attorneys who work under my supervision to exhibit the highest level of
Integrity and ethical behavior and to provide solld legal guidance, uninfiuenced by who s asking the question. Integrity
and professional Independence are critical to the proper function of a City Attomey’s Office and | appreciate the
Commission recognizing, respecting and valulng that from our OITIee.‘

| 5. Leading and Supervision. Effectively establishes strategies to develop and maxifmize employee performance, foster
‘ high standards in-meeting the vision, misslon and goals of the department.
| ) 1

" Commisalon Member: Check rating 10 720 [30 [0 |38 | w/aDd
Commission Member Comments: #5 % 7 ﬂm” ()/ pot ot Sy 7
% /4 /(.//'/474716// Alcguery, Lo /47 ih 7 wrfatad
ol [ plhy Cons i~ ladlotlle Bf B Sffas's ot

| Charter Officer: Check self-evaluationrating ~ [10 |20 (30 [a®  [s0 | N/AO
Charter Officer Comments: ! believe the quality of the work product that you see from our Office, as well as the low staff
tumnover (collectively our 14 staff members have provided over 144 years of service to the Gity), best speak to my
leadership. 1 am fortunate to lead a team of highly-motivated professionals who are experienced and dedicated to our
public service work - we each truly care about the best outcome for our Client In gl the issues that we are involved In. |
try to lead by example, avoid micro-managing, provide career progression opportunities (within the policies of the City)
and let my team members know how valued and important they are to me and to the operation of this organization. |
felt a ranking of 4 is appropriately on this competency because sometimes my Involvement in the substantive work (i.e.,
legal matters, Charter Officer issues and Commisslon Issues) leaves me little time to focus on and make improvements to

_my role as a eader to our team.

Charter Officer Signature: (7‘;2;4/& %

Commission Member Signatu

pate: () {él)/)\a/

/ </

Return fully completed Charter Officer Performance Evaluation form to Humen Resources Director, Box 20
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MEMORANDUM Phone: 334-5011Fex 34229

Office of the Clty Attornsy Box 46

TO: Mayor and City Commissioners DATE: November 6, 2020

'FROM: Nicolle M. Shalley, City Attomey W
SUBJECT: FY19-20 Performance Repart for the Office of the City Attorney

The following information is provided to assist you in evaluating my performance as City
Attorney for the fiscal year period from October 1, 2019 to September 30, 2020. If you would
like to discuss my performance prior to your public discussion of Charter Officer evaluations
currently scheduled for a City Commission Special Meeting on December 9, 2020, please give
me a call or schedule a meeting directly through Outlook, whenever I am available. In addition,
at anytime throughout the year if you have questions regarding the work performance of this
Office, I welcome your call or email. 1look forward to another year of service as your City

Attorney.

ROLE, RESPONSIBILITIES and PROFESSIONAL OBLIGATIONS OF THE OFFICE
OF THE CITY ATTORNEY

To propetly evaluate my performance, it is important to understand the role and responsibilities
of the Office of the City Attorney. This Office serves as in-house corporate counsel to our sole
client - the City of Gainesville, a municipal corporation comprised of two primary business units
referred to as “General Government” and “Gainesville Regional Utilities,”

This Office has an integral, but supporting, role in many of the functions and business activities
of our client. I characterize it as a supporting role, not to minimize the importance or necessity
of our services, but because it is not the function or role of this Office to set or implement policy,
to administer and enforce the City Code, to make business decisions or manage City contracts.
For the most part, this Office does not self-generate our workload. We are & service provider to
our client with two primary roles, advisor and advocate.

It is also important to understand the professional obligations that govern our conduct as
attorneys licensed by the Florida Bar. In particular, each attorney in this Office is personally
responsible for observing the Rules of Professional Conduct and may be disciplined for faiture to
doso. The Rules of Professional Conduct require that, as advisor, we must exercise ’
independent professional judgment and render candid advice to our client, and, as advocate, we
cannot bring or defend a proceeding, or assert or controvert an issue therein, on behalf of our
client, unless in our opinion there is a basis in law and fact for doing so.

PRIMARY and CORE OBJECTIVES OF THE CITY ATTORNEY

The primary objective I have set for this Office is to provide timely, competent and diligent
legal counsel to our client in an efficient and cost-effective manner, thereby assisting and
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supporting our client in bringing projects and programs to fruition, in running the business units
they manage and in achieving their objectives and strategic initiatives and in defending and
pursuing claims and litigation on behalf of the City. I review the performance of this Office in
terms of the following core objectives:

______ Core Objective | Notsble FY2019-2020 Achievements |
How did we perform as advocate | Provided representation for our client in approximately ‘
in all levels of court and 256 cases and claims, primarily these involve:
administrative proceedings, ‘
including the preparation of ¢ Labor and employment issues; 4
documents and oral arguments e Personal injury and other torts; 4
before the judicial body? Did we ¢ Police liability; and |
work effectively with Risk ‘ ¢ Construction and other contract disputes. "'
Management and other departments |
to investigate and evaluate all I
claims as necessary to determine |
those that warrant settlement and
those that should be litigated in the !
best intorest of our client? J
|
How did we perform as adviser in | Provided legal counsel at regular and special meetings and |
public meetings held by our client? | workshops held by the City Commission, Audit and .'
Did we provide meaningful : Finance Committee, General Policy Committee, Digital |
responses to legal questions from | Access Committee, City Charter Review Commission, |
our client, without disclosing Utility Advisory Board, Development Review Board, City |
attorney client privileged Plan Board, Historic Preservation Board, Parking Board of |
information or legal strategy? Were | Appeals, Canvassing Board, Human Rights Board, Tree |
‘we adequately prepared to address | Board of Appeals, Fire Safety Board of Adjustment, and ’
the matters that were on the Board of Trustees for the General Employees Pension
agenda? Plan. ll
How did we perform as advisor in | Prepared and submitted 55 ordinances and reviewed 1
transactional and : numerous resolutions.
matters, including our availability ;
for meetings with our client, Reviewed and/or drafted agreements and responded to |
responding to requests for legal requests for legal services and assisted our client with
guidance, review/preparation of | contract negotiations and resolution of disputes.
contracts and other legal documents
‘and preparation of ordinances?

Did we clezrly communicate our "Provided legal opinions to staff, Charter Officers, City

independent legal opinfons and | Boards and the City Commission on & wide variety of
concisely frame legal issues to | matters, including significant effort in following and
assist our client in evaluating | advising on all matters related to the COVID-19
particular courses of action and Pandemic.

understanding the consequences of |-

such action? Were our opinions Conducted training and provided legal guidance on topics
based on current law and did we of interest, including: new Commissioner orientation;
advise how changes in the law board trainings; GPD training; and advised city staff of
affect our client's business? | changes in the law and developing court cases.
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| Did we provide legal servicesina

| professional and ethical menner

| by practicing law in accordance
with our Code of Professional
Responsibility, the Code of Ethics
for Public Officers and Employees,
and the City’s Personnel Policies
and Procedures? Did we participate
in educational events and
associations to stay informed of
developments in the law and
maintain a network of professional
relationships?

Five attomeys (including the City Attorey) maintained |

their Florida Bar Board Certfication in City, County and

| Local Government Law. As such, we are recognized as

“Specialists” or “Experts” in this area of law. Several
attorneys serve as officers and leaders in local and state

bar organizations and I serve on the Executive Board of
the Florida Municipal Attomeys Association. Three legal |
assistants maintained professional legal assistant/paralegal |
certifications. f

Did I provide proper
management of the Office by
operating within budget and by
maintaining a professional staff
(and retention of ouiside counsel) to
provide legal services that meet the
needs of our client?

Operated well within the budget approved by the !
Commission for this Office and was able to accommodate |
a City Management request to transfer a vacant FTE for |
their use. Retained and oversaw outside counsel to f
respond to excess workload demand and/or handle !
specialized matters for which we lack in-house expertise. |
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