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MR. HARRELL: Here.

MR. WILLIAMS: Let's see. We have Peter
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25

going forward, looking forward to our June 22nd

25
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MR. PRICE: The purpose of this call is to go

22
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MR. JONES: Hey, Ash. How are you, pal?

21

last couple of weeks to finalize the incentive plan

20

MR. WILLIAMS: Bobby Jones, good afternoon, sir.

20

24
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MR. PRICE: Bobby Jones.

19

23

18

MR. JONES: Bobby Jones, too.

18

over really two handouts that we've worked on in the

17

MR. WILSON: Here.

17

23

16

MR. PRICE: And Josh from Mercer, Josh Wilson?

16

15

12

MR. PRICE: Will Harrell?

12

Collins, but I don't think he's here.

11

MR. DANIELS: Here.

11

15

10

MR. PRICE: Les Daniels?

10

8

your name on the phone. Gary?

8
9

7

a quick roll call, please, if you could just announce

7

MR. WENDT: Gary Wendt.

6

my office. Ash Williams is here with me. I'll take

6

9

5

call the meeting to order. I'm here in New York in

4

5

4

MR. PRICE: It's Michael Price. I'd like to

3

* * *

3

2
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analysts and managers to either start or join hedge

watched hedge funds pick off the best mutual fund

of time when I was running mutual funds where I

competitive for people. And we went through a period

industry we work in is very competitive. It's

And we did this with the knowledge that the

colored, which is what Mercer has worked on.

which is what we put together, and the second is blue

the two different handouts. One is green colored,

And all of these numbers and data you'll see in

of running the portfolio.

the portfolio, also looking at the overhead, the cost

portfolio as well as the passively managed part of

performance of both the actively managed part of the

together an appropriate peer group, looking at the

history of incentive plan discussions, putting

the proper documents, both looking back over the

I asked both Ash's office and Mercer to compile

IAC in a week.

that then will lead to a discussion and vote at the

period and then ask for a vote of the subcommittee

over to Josh for discussion and then have a Q and A

last ten days or so of work, and I'm going to hand it

And I just want to speak for a minute about my

meeting in Tallahassee.

4

7
8
9

managers. And one of the places that has grown and

is a pool of experienced, smart people are the

various state plans and college endowments.

7

8

9
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16
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people so there's less likelihood of them getting

picked off by other investment professionals,

organizations like hedge funds or other endowment

type plans.

14
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overall cost, the size of the plan, with a

background, after having discussions with several of

the staff people, Ash, Lamar, Kathy, and I also

engaged with Josh Wilson over the last ten days, to

talk about the political nature of having state

employees versus private investment industry people,

20

21
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19

effort, I looked at, you know, both performance,

19

18

13

knows them, they're a known quantity, compensate the

13

So we tried to put a plan together. And in that

12

portfolios, work well together, know Ash and Ash

12

18

11

Florida compensates its people, who both know the

11

10

6

hedge fund community started to look elsewhere for

6

And I think it's really crucial that the SBA of

5

popular, kind of an indexed process, I think the

5

10

4

kind of got a little less popular, ETFs got more

3

4

And as the ETF business grew and mutual funds

2

through the eighties into the nineties.

2

3

1

funds for a higher compensation. And that happened

1

5
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uncomfortable to press for more. But I would like to

institution. It gets politically kind of maybe

And yet that's kind of the nature of a public

incentive pool.

lesser amount, as far as a percentage of kind of an

amount, but if you really do well, you even get a

funny way, where we hit the threshold, you get an

in too low and actually kind of works backwards in a

I think that the pool, the incentive pool still comes

than good. I think the overall expenses are low, and

I think the performance has been good, better

feel they're still too low.

probably the right numbers. Although personally I

the green incentive comp subcommittee sheets, are

numbers we've got on our sheets, both by Mercer and

Florida is a pretty conservative state and that the

And I guess I came away with the impression that

think are the relevant periods.

good over three year and five year periods, which I

even ask for more, because the performance has been

people, again, for plan assets, you know, could we

lowest quartile fees in overall overhead for 62

they're still modest. And starting at one of the

putting forward could even be upped, because I think

to see whether these modest figures that we're

6

4

active/passive.

4

9
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five years. The green book lists the 20, of which

we're one, 20 peers. Then I had them put together

three and five year performance data.

9
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have to look at the power of compounding.

16
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couple that with the last page in the green book,

which is called Pro Forma Impact of Maximum Incentive

Payment on the benchmarking results -- CEM is the

name of the firm that helps put this data together.

If you look at the little red dot on the left side of

the last page, if you're all with me, it shows that

the FRS all-in cost is really pretty low, and that

19
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18

compounded over time really helps. And when you

18

17

15

job, which is the nature of our business, where you

15

So even modest, even modest outperformance

14

of showing the Florida plan doing a nice cumulative

14

17

13

year performance data, which I think does a good job

13

12

8

active side has outperformed for both the three and

8

I also asked them to cumulate the three and five

7

performance on the passive side, some alpha. And the

7

12

6

passive side. They've actually added, in the

6

5

3

with the green book. You can see the mix of 60/40

3

And I've had discussions with Ash about the

2

through it, I can highlight, you know, starting first

2

5

1

put forward these plans. And if you'd like me to go

1

7
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The design recommendation is on page three.

people you can have doing it.

people's money. You certainly want to have the best

other organizations. You're managing $150 billion of

the SBA doesn't continue to be a training ground for

almost more importantly, to retain top talent so that

The big reason for this is to attract and,

strong performance, and it needs to be defensible.

entity. But we still want to be able to reward

Right? This isn't Wall Street. This is a different

indicated, in the context of a state organization.

we reward strong performance and, as Mr. Price

rewards with the stakeholders. We want to make sure

Mr. Price's point, we want to align the employee

I think everyone can agree with. To reinforce

two of our book, we lay out the plan objectives that

MR. WILSON: Absolutely. Just briefly, on page

please?

should go through the Mercer book. Would you,

But I like the Mercer book. And maybe, Josh, you

join in. Maybe I'm going to hand it over to Josh.

design it. And this is laid out -- and, Josh, please

wonderful job of laying out the objectives, how to

If we then turn to the blue book, Mercer did a

adding this incentive plan really doesn't budge it.

8

4
5
6
7
8

It's quantitatively based, for about 75 to 90 percent

of the incentive per person. Some people are a

little bit more. Some people are a little bit less.

But everybody has the majority of their possible

bonus determined by financial performance.

4

5

6
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to the State. So it's 5 basis points of

outperformance, which is the threshold. That equals

about $75 million of excess return.

13
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20

and maximum award of 50 basis points.

20
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lowest is 10 percent. The measurement period will be

a rolling three-year period. And we'll build up to

that. We'll have two stub years, a year and two

23

24

25
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22

highest opportunity is 35 percent of salary. The

22

21

19

to the employees. A target award of 25 basis points

19

The opportunities range by level. So the

18

return, one penny, less than one penny would go back

18

21

17

which is, for every dollar the State earns in excess

17

16

12

outperformance, there's $15 million of excess return

12

And we're asking for about 700,000 of that back,

11

excess return. So for every basis point of

11

16

10

as a reminder, 5 basis points is about $15 million of

10

9

3

executives and investment staff would be eligible.

3

The threshold award is at 5 basis points. Just

2

cares to remember. Just some highlights. Top senior

2

9

1

We've gone over it probably more times than anyone

1

9
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respect to total fund, asset class, and individual.

chart, you can see how each position is measured with

And then on the right side of page five, of the

throughout.

half times target. And you see that structure

the maximum is 150 percent of target, so one and a

percent. And then for the symmetry on the upside,

target is 35 percent. The threshold is 17 and a half

So using the executive director as an example, the

is one-half of salary -- sorry -- one-half of target.

The threshold and maximum structure, threshold

eligibility is 10 percent of salary.

director/CIO at 35 percent of salary. The lowest

eligible. The highest award is for the executive

have it tiered. There's about 62 employees who are

you look at page five, for example, you see that we

and exactly at what levels they are eligible. So if

through pages four and five, you see who's eligible

So that's an oversight of the plan. As we move

people can't take SBA employees without some barrier.

paid a year later. So there is a retention hook, so

the compensation cycle. One-half of the award is

is deferred. So one-half of it is paid at the end of

good or bad, in the incentive plan. And the payout

years, so that we're not counting past performance,

10

16
17

just made, Mr. Price, on page nine we look at what

the basis would be for individual performance.

16

17
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incentives, you want to make sure that you're not

measuring it on things that are going to be reported

as that's their base job, that's their duties. So we

divided it up into a framework, looking at

organizational financial performance, which is the

majority, skills, efficiency and infrastructure,

20

21
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19

performance and you're awarding performance

19

18

15

gone over the exact same thing. To the point you

15

That's an important one. As you review the

14

If I can move you ahead, just for the sake of having

14

18

13

if I can -- yeah, and that's actually on page seven.

12

13

MR. WILSON: Perfect. Thank you. Moving along,

11

a subcommittee review of Ash's performance annually.

11

12

10

performance on several criteria as well. So there is

10

7

individual portion.

7

9

6

everybody has some taste of the total fund and an

6

out that annually this subcommittee will review Ash's

5

directly, for example, portfolio managers. But

5

9

4

focused on the asset class which they control more

4

8

3

individual objectives. Other positions are more

3

MR. PRICE: Josh, could I just jump in and point

2

the total fund performance and 15 percent on the

2

8

1

So the executive director is 85 percent measured on

1

11
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continues, not just in the short-term but for the

mission perspective, to ensure that success

perspective, from an operations perspective, from a

sure we're doing the right things from a people

non-financial will allow the organization to make

So having a balance of financial and

performance at the detriment of long-term.

occasionally has been known to drive shorter-term

that it's not all about the numbers, which

reasons to have an individual measure is to ensure

sustaining high performance over time. One of the

performance, but certainly an important piece to

Again, this is a small piece of the overall

efficiencies and infrastructure.

different categories for skills and people and

alignment with investment policy. And then there's

director, in the top right blue box, appropriate

individual performance mission for the executive

performance for the executive director. There's an

example, there's an organizational financial

there. We have it divided up by positions. But for

So if you look at page ten, you see a framework

people, building teams, recruiting, retaining.

looking at the mission of the organization and

operations. And then for leadership, we're also

12

13
14
15
16

payout in yellow. Half of the payout is in the

subsequent fiscal year, and the other half is a year

after that. Cycle two would have two years of

performance and then two years of payout.

13

14

15

16

23
24
25

the three years to determine the amount that exceeded

the -- what do we call them -- the baselines? Are we

using three years of averages?

23

24

25
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22

we're in the third year, are we using the average of

22

21

20

On -- sorry. Any questions?

20

MR. WENDT: Yes, I have a question. And so when

19

payout. So it is a longer-term plan with retention.

19

21

18

years of performance, followed by two years of

18

17

12

employees based on prior performance. You see the

12

And then from cycle three on, you have three

11

Again, we do that so as not to reward or punish

11

17

10

first cycle, we actually only measure one year.

10

9

7

return and risk profile.

7

work operationally. You can see in the chart, on the

6

that is fixed income, which obviously has a lower

6

9

5

point and 50 basis point. The only deviation from

5

8

4

been very consistent, at the 5 basis point, 25 basis

4

On page 12 we've outlined how the plan would

3

hurdles by asset class. And you can see that we've

3

8

2

1

On page 11 we've outlined the performance

long-term.

2

1

13
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what I was mentioning earlier. You see at the 5

get and what is the State giving away. And this is

is the business case in terms of what does the State

When you look at the final page, page 14, there

2 million.

1.3 million, and the cost at maximum is just under

cost at target there is a little bit under

the executive director. And you can see that the

The table right below that looks at it excluding

approximately 2.1 million.

1.4 million. The total cost at maximum is

the total cost at target is approximately

incentives. You see in the bottom of the top chart,

the cost of their salaries, the cost of the

the plan. You can look at it by individual levels,

a little bit earlier is the total cost at target of

MR. WILSON: Now, on page 13, what I referenced

MR. WENDT: Thank you.

build up to a three-year rolling plan.

plan, two in the second. Again, we're doing this to

MR. WILSON: Correct. So one year in the first

years for that average?

MR. WENDT: The two years, will we be using two

three years.

MR. WILSON: We are using -- that's correct,

14

9

excess return.

9

17

a profit made in a given year, not to pay a bonus.

17

22
23
24

assuming there is any, on the basis of beating the

baselines, would be given out once there were two

quarters of positive results. Am I correct in that?

22

23

24
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25

21

year of a three-year program, the money held,

21

MR. PRICE: Yes, you're correct.

20

simply -- by saying, if there's a loss in the last

20

25

19

two. I want to make sure I understand this. It's by

19

18

16

others in the industry, and in the event there wasn't

16

And I see you have covered the second of those

15

include measurements for two things, versus industry,

15

18

14

of our other IAC members had suggested that we try to

13

14

MR. WENDT: I'll start. Somebody has to. One

12

of the handouts?

12

13

11

questions by any of the committee members on either

11

10

8

2.1 million and essentially keep 99.7 percent of the

8

MR. PRICE: Thank you, Josh. Are there any

7

of outperformance, the State would pay out

7

10

6

is what Mr. Price was referencing -- for $750 million

6

4

outperformance.

4
5

3

State is keeping 99.06 percent of that

3

At the other extreme, at the maximum -- and this

2

excess return. Incentive cost is $700,000. So the

2

5

1

basis points level the State is getting 75 million of

1

15
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want to have something that makes sure that we do

MR. WENDT: Yeah. I mean, if you said, okay, we

MR. PRICE: The measurement?

to do it?

in this sample, how would you do it? Is there a way

competition, the other 20 firms, the other 19 firms

include some part of the measurement based on the

saying we should, but if we were going to try to

MR. WENDT: If you were going to -- and I'm not

MR. WILLIAMS: Correct.

that that's in there.

MR. WENDT: Okay. So it's just for information

through.

drives the plan at the metrics Josh just walked us

prepare it. And it really is just background, what

and Chairman Price in particular had asked us to

background because people had asked us to prepare it,

MR. WILLIAMS: Well, no. We put it in there as

MR. PRICE: Ash.

included anywhere in this plan, is it?

everybody by as much as they have. But that's not

have back here are just incredible, that they've beat

in the industry. And I must say, these charts you

this person recommended was comparing it with others

MR. WENDT: Okay. Then the other thing that

16

14
15
16
17

the right track or better than that, and that we've

got a good -- I mean, we've all met these people. I

think they're terrific, and I don't want to lose

them.

14

15

16

17
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25

all these things are under review at every meeting

23

reconsider --

23

25

22

then not worry about it. If it isn't, then maybe

22

24

21

so much better than the average bear is being met and

21

MR. PRICE: Absolutely. Absolutely. I think

20

that this -- or observe that this phenomena of doing

20

24

19

let's review this from time to time and make sure

19

18

13

know, shows us that we're doing okay, that we're on

13

MR. WENDT: So what you're maybe saying is,

12

peer group is made up of in this little study, you

12

18

11

9

tough.

9

back over the three and five year period and who the

8

horizons. And, Gary, it's tough. I mean, it's

8

11

7

Some have all different kinds of asset mixes and time

7

10

6

performance. Some have bigger drawdowns of capital.

6

You know, for me, once again, you know, looking

5

A lot of people have different things driving their

5

10

4

it is to measure or receive data from these people?

3

4

MR. PRICE: Josh, could you talk about how easy

2

against.

2

3

1

better than half of the others that we compete

1

17
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with a unanimous vote, that that should suffice, but

was technically a second for your motion. I think,

correctly here, I just want to make sure that there

the record, so we can get the record reflected

of Order police in some ways here. Just again for

again, just kind of being sort of the Robert's Rules

MR. TAYLOR: Hi, Michael. Sorry. This is Lamar

don't want to forget that.

plan and one is the executive director's criteria. I

MR. PRICE: And there's two parts. One is the

stuff that I said when we went through this before.

have a few reservations, but I'm voting for it. It's

MR. HARRELL: This is Will. I'm saying aye. I

(Ayes)

Tallahassee. All in favor of adopting this plan?

recommendation for June 22nd, when we all convene in

not, I'd like to move for a subcommittee vote and

MR. PRICE: Are there any other questions? If

should try to put in a measurement for that.

that can be conveyed to the person who thought we

That's a good answer. I understand that, and I think

MR. WENDT: I think that's a good answer.

changed.

effect, though, goes in and stays in until it's

and annually as well. This plan that's going into

18

8

MR. PRICE: Any opposed? And also the executive

8

24
25

Tallahassee and back that night, unless the committee

meeting goes into the next day.

24

25
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23

22nd, probably from Morristown, New Jersey, to

22

MR. PRICE: I'm flying on Monday morning, on the

22

23

21

MR. WENDT: Michael, are you flying down?

21

19

great job you've done.

19

20

18

every one of you, and thank you, Mercer, for the

18

MR. WILSON: Thank you.

17

terrific amount of effort in this. Thank each and

17

20

16

you for the work you've done on this. There's been a

15

16

MR. WILLIAMS: Yeah. I would just thank all of

14

you on June 22nd.

14

15

13

Anything else of order? We look forward to seeing

12

MR. PRICE: Any opposed? Thank you very much.

12

13

11

10

(Ayes)

this plan. All in favor?

11

10

9

7

(Ayes)

7

director, criteria for his plan, which is part of

6

MR. PRICE: Thank you. All in favor?

6

9

5

4

there a second?

4

MR. DANIELS: I'll second. Les Daniels.

3

Could we back up, and I'm moving to have a vote. Is

3

5

2

1

MR. PRICE: You're absolutely right, Lamar.

just for purposes of sort of ironing this out.

2

1

19
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3:30 p.m.)

(Whereupon, the conference call was concluded at

Okay. Thank you all for your time.

MR. PRICE: Fine, absolutely. No problem.

your assistant know next week.

MR. WENDT: I'll probably join you, but I'll let

20

5

6

3560 Lenox Road, Suite 2400
Atlanta, GA 30326
josh.wilson@mercer.com
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MEMO
TO:
DATE:
FROM:
SUBJECT:

Michael Price, Chairman, Compensation Subcommittee of the Investment
Advisory Council, State Board of Administration
April 14, 2016
Josh Wilson, Partner, Mercer
Mercer’s Review of SBA Compensation study and Salary Recommendation for
Executive Director/Chief Investment Officer (ED/CIO)

In 2012 Mercer was engaged to conduct a compensation study for Florida SBA. Near the conclusion
of that study on April 29, 2013, Mercer issued a letter of recommendation to Chuck Newman, your
predecessor as the Chairman of the Compensation Subcommittee of the Investment Advisory
Council, State Board of Administration with regard to SBA’s CIO compensation. That letter has been
attached for your reference. You will see that our recommendation was to increase the SBA’s base
salary to $410,000 which approximated the median of the five largest public pension funds in the
United States. For your reference, the CIOs base was adjusted from $325,000 to $367,500 effective
12/10/13 and again to $389,500 effective 12/1/2014.
Mercer’s Review of the SBA Staff’s Compensation Analysis
It has been three years since Mercer’s last recommendation for the CIO. In 2012, SBA hired Mercer
to conduct a market study; this year, the SBA conducted the study with in-house resources, using the
same data sources obtained from Mercer and McLagan in 2012, and asked Mercer to review the
2016 approach and findings. In Mercer’s view, the process taken was appropriate and consistent with
the approach Mercer would have taken. Additionally, Mercer compared the SBA analysis to a recent
Mercer survey for the core investment staff positions (e.g. SIO, PMs etc.) and the resulting grade
adjustment recommendations made by SBA staff appear appropriate and aligned with market
practice.
Mercer’s Recommendations Regarding SBA’s CIO Compensation
SBA’s market data determined the median base salary for CIOs at the five largest public pension
funds in the United States is now approximately $455,000 (Mercer has peer reviewed SBA’s research
of the five largest public pension funds) . To provide additional market context, according to McLagan
data gathered by SBA, the 75th percentile of all participating public funds was approximately
$462,500. In 2013, the SBA compensation subcommittee indicated to Mercer there was a strong
desire to motivate and retain Mr. Williams in his role as CIO for SBA. Assuming this sentiment exists
now, Mercer would recommend a base salary increase to bridge the gap to market. Given the large
gap to market (approximately $65,000), the committee may consider phasing in an adjustment, as it
previously did. For example: adjust to $425,000 in 2016 and $455,000 in 2017. Mercer believes such
an increase would better align the incumbent’s salary with current market. The adjustments will also
align the CIO to market on total cash (base + target bonus). Once the CIO’s base salary is adjusted to
$455,000, the CIO’s target total cash compensation ($455,000 + 35% target bonus as a % of base
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salary) would align just below market median on a target total cash compensation basis ($614,250 for
SBA vs a market median of approximately $620,000).
If you have any questions, please do not hesitate to contact me.
Thank you,
Josh

ED/CIO Incentive Plan Evaluation Process - FY 15-16
ED/CIO Individual/Qualitative Measurement
The sections below outline the approved criteria and process for evaluating the ED/CIO’s
individual/qualitative performance, which constitutes 15% of his incentive award (the other 85% of the
award is determined by the level of outperformance of the FRS Pension Fund). Any changes to the
criteria for the next Performance Period (fiscal year) need to be determined and communicated to the
ED/CIO prior to July 1.
ED/CIO Individual/Qualitative Performance Criteria
Criteria Approved for FY15-16 Performance Period
In line with the overall framework for the incentive plan, criteria for the individual/qualitative
performance portion of the ED/CIO’s incentive award approved in June 2015 are: (1) Overall Mission;
(2) People; (3) Efficiencies/ Infrastructure/ Operations; and (4) Interaction with the Investment Advisory
Council, PLGAC and Audit Committee. The Qualitative Evaluation Form on the following pages includes
more descriptive information regarding each rating area.
Process and Schedule for ED/CIO Qualitative Performance Rating
In June 2015 it was decided the Compensation Subcommittee will rate the qualitative performance of
the ED/CIO and recommend to the full IAC the amount of incentive to be awarded for the Performance
Period. The IAC will vote to approve or disapprove the recommendation.
July 1-13: ED/CIO prepares summary of accomplishments in each of the four areas (Mission, People,
Efficiencies/Infrastructure/Operations, and Interaction with IAC, PLGAC and Audit Committee). As part
of the summary, the ED/CIO may want to encourage the individual Compensation Subcommittee or IAC
raters to speak with individual members of the Audit Committee and/or PLGAC to gain additional
perspective on interactions with them.
By July 15: ED/CIO sends his/her Summary to raters (members of Compensation Subcommittee) along
with the attached evaluation form.
By July 31: Raters evaluate ED/CIO and return form to Mercer. Mercer may seek clarification of the
ratings and/or comments of individual raters.
By August 31: Mercer compiles final ratings and all final comments from raters and sends them to the
ED/CIO, who will compile the materials for a noticed public meeting of the Compensation Subcommittee
to review/discuss the evaluation with ED/CIO and provide an overall recommendation to Trustees. The
Subcommittee will present its recommendation to the IAC for its approval or disapproval prior to
sending the recommendation to the Trustees.
Following the public meetings of the Subcommittee and the IAC, the Subcommittee Chair
communicates the recommendation regarding qualitative incentive award and supporting rationale to
Trustees, with a copy to IAC members, as materials for a noticed public meeting of the Trustees.
September: Trustees consider recommendation in public meeting.

State Board of Administration
Executive Director and Chief Investment Officer
Individual/Qualitative Evaluation Form – FY 2015-16
Background:
As part of the annual incentive plan for the SBA, the ED/CIO has an individual/ qualitative
portion of his award that the Compensation Subcommittee of the IAC will be responsible for
assessing. Subsequently, the Compensation Subcommittee will make a recommendation to
the full IAC (which in turn will make a recommendation to the Trustees) combining both
financial and individual/qualitative performance. The following categories will be used to
evaluate the individual/qualitative portion of the ED/CIO’s performance during FY 15-16.
Please complete the following ratings for the ED/CIO and provide any comments as
appropriate. For each category below, please indicate your rating of the ED CIO’s
performance in that category by circling one of the responses ranging from “Poor” to
“Exceeds Expectations”. Please provide any additional comments you may have in the
comments box for the respective category, particularly if the rating is below “Meets
Expectations.”
1) Overall Mission
The rating for this category should reflect the degree to which the ED/CIO has:
• Assured appropriate alignment with the investment policy of the SBA’s mandates
(e.g., FRS Defined Benefit Pension Fund, FRS Investment Plan, Florida PRIME,
Florida Hurricane Catastrophe Fund (FHCF), etc.), considering the long term needs of
the relevant fund, the risk tolerance of SBA Trustees, and the perceived market
environment.
• Provided leadership for effective functioning of the SBA, FHCF and the Office of
Defined Contribution Programs.
• Maintained/strengthened the reputation/brand and performance of the SBA in relation
to its large public pension fund peers; external communications and issue
management.
(Circle One)
Poor
Comments:

Below Expectation

Meets Expectations

Exceeds Expectations

State Board of Administration
Executive Director and Chief Investment Officer
Individual/Qualitative Evaluation Form – FY 2015-16
2) People
The rating for this category should reflect the degree to which the ED/CIO has:
• Developed subordinate staff
• Recruited and retained key talent

(Circle One)
Poor

Below Expectation

Meets Expectations

Exceeds Expectations

Comments:

3) Efficiencies/Infrastructure/Operations
The rating for this category should reflect the degree to which the ED/CIO has:
• Assured the development of organizational structures, systems and processes that
enable effective functioning of the SBA, FHCF and the Office of Defined
Contribution Programs.
• This includes such areas as communication of knowledge; development and
institutionalization of systems and structures to enhance performance and control risk;
efficient acquisition and use of data and other resources; business continuity planning,
etc.
(Circle One)
Poor
Comments:

Below Expectation

Meets Expectations

Exceeds Expectations

State Board of Administration
Executive Director and Chief Investment Officer
Individual/Qualitative Evaluation Form – FY 2015-16
4) Interaction with the Investment Advisory Council, PLGAC and Audit Committee
The rating for this category should reflect the degree to which the ED/CIO has:
• Maintained effective working relationships with individual IAC members and the
Council as a whole, with members of the Audit Committee, and members of the
PLGAC, on matters within the concern of each body.
• Provided requested information and transparency.
Note: As part of the evaluation process, individual raters may speak with individual
members of the Audit Committee and/or PLGAC to gain perspective on ED/CIO
interactions with them.
(Circle One)
Poor

Below Expectation

Meets Expectations

Exceeds Expectations

Comments:

Other Commentary or Considerations

***************************************************************************

Overall Individual/Qualitative Performance Rating for this Period: (Circle one)
Poor

Below Expectation

Meets Expectations

Exceeds Expectations

