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EXECUTIVE LEVEL PERFORMANCE EVALUATION POLICY 

 

PURPOSE 

The following Executive Level Performance Evaluation Policy is designed to provide structure 

and accountability for the executive level annual review and consideration of performance-based 

compensation. The performance evaluation policy is applicable to MercedCERA executive level 

staff. The executive classifications covered by this Plan are: 

• Plan Administrator  

• Chief Investment Officer 

• Assistant Plan Administrator – Investments 

• Assistant Plan Administrator – Benefits and Administration  

 

OBJECTIVES 

The Executive Level Performance Evaluation Policy serves a number of objectives including: 

• Supports the strategic mission of MercedCERA by setting performance objectives. 

• Focuses the attention and efforts of executive level staff on the issues that are most 

important to the mission of MercedCERA.  

• Provides a mechanism to enhance MercedCERA’s ability to provide competitive pay 

levels to attract and maintain the highest quality executives. 

 

ASSESSING PERFORMANCE  

Assessing performance will include holistic consideration of the degree to which an individual 

effectively executed their duties and addressed issues of greatest priority and, as appropriate, 

may include either quantitative goals and/or qualitative goals. Evaluations of executive level 

staff will be written and presented to the Retirement Board for approval in the following manner: 

• Performance assessments for the Plan Administrator will be conducted through a self-

assessment. 

• Performance assessments for the Chief Investment Officer and the Assistant Plan 

Administrators will be completed by the Plan Administrator. 

Executive level performance assessments will be documented on the MercedCERA Executive 

Level Performance Evaluation Form (Attachment A). Assessments will include a rating for each 

critical element and performance comments. Critical elements have been assigned element 

weighting to ensure that critical elements with the highest organizational relevance are provided 

with the appropriate level of weighting. 

 



 

2  

Evaluation of Executive Staff Reporting to Plan Administrator 

The Plan Administrator will participate in a performance appraisal meeting with the Board of 

Retirement to review the performance appraisal and discuss performance goals for the following 

year, in closed session. 

Employees will be notified of the review and base salary adjustment, if any, after the 

performance appraisal meeting.  

At the next Retirement Board Meeting, in closed session, the Plan Administrator will provide the 

Board with an update regarding the outcome of the performance appraisal review with the 

employee. If the base salary was adjusted, the Plan Administrator will add the amendment of the 

employment agreement to the open session agenda. Upon the amendment approval by the Board, 

the Plan Administrator will provide the signed employee contract amendment to Human 

Resources and the Auditor Controller’s Office, with a transmittal form noting the base salary 

adjustment for processing. 

Evaluation of the Plan Administrator 
 

The Board Chair will seat an ad hoc committee to participate in the performance review of the Plan 

Administrator. The Board Chair will participate in the committee and lead the evaluation process.  

 

The Plan Administrator will complete a self-assessment using the appraisal form and submit it to 

the Board Chair and all ad hoc committee members. The Board Chair and ad hoc committee will 

review the Plan Administrator’s self-evaluation. Throughout the evaluation process, the Board 

Chair shall establish and maintain a file containing the records of all relevant activities involving 

the Plan Administrator evaluation process, including the administrator’s self-evaluation, 

employment contract and any other documents pertaining to Board member’s feedback.  

 

In evaluating the Plan Administrator’s performance for each critical element, ad hoc committee 

members will be asked to provide the Board Chair with an evaluation rating, strengths in meeting 

applicable goals, as well as suggestions on how the administrator can improve performance under 

specific elements. The Board Chair will then complete an updated final evaluation, incorporating 

the feedback of the ad hoc committee. The final evaluation will also address compensation and/or 

other contract amendments. Upon evaluation completion, the Board Chair will present the updated 

recommended evaluation to the full Board in closed session.  

 

Upon full Board review, the Board Chair will meet with the Plan Administrator to discuss the final 

evaluation, including compensation and/or other contract amendments. The final compensation or 

contract amendments should be made through a negotiation process involving the Board Chair and 

the Plan Administrator. The final decision, however, rests with the full Board. Therefore, at the next 

Retirement Board Meeting, in closed session, the Board Chair will provide the Board with an 

update regarding the outcome of the performance appraisal review with the Plan Administrator and 

invite the administrator to join in the review. If the base salary was adjusted, the contract 

amendment will be added to the open session agenda for discussion and approval.  

 

Once the evaluation process is completed, the Board Chair will provide the performance review file, 

in a sealed envelope, to the MercedCERA human resources liaison for proper storage. 
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Staff members reporting to the Plan Administrator should generally not play a role in the evaluation 

process unless requested by the Board, except to the extent they have an official role in assisting the 

Board and/or Board Chair.  

 

BASE SALARY ADJUSTMENTS 

 
Executive level staff’s base salary is set by the Board of Retirement. Base salary adjustments may 

be granted at the discretion of the Board of Retirement based on performance.  

 

If a base salary adjustment will be requested with the executive level evaluation, the Plan 

Administrator will need to conduct a salary survey amongst like 1937 Act plans.  This survey will 

accompany the evaluation for consideration by the Board in closed session.  

 

If through negotiations with the Plan Administrator, in their individual evaluation process, wishes 

to discuss their compensation, the Plan Administrator will provide a salary survey amongst like 

Chief Executive Officer/Plan Administrator 1937 Act plans. 

 

Generally, any base salary adjustments will be effective in the next pay period after the Board has 

approved the new salary. 

 

Annual Due Dates: 
 

Completion Date Item to be completed Responsible Party 

First two weeks of [Month] 
(2-3 months prior to pay period 
of annual employment date) 

Preliminary Executive 

Performance appraisal is written, 

reviewed and finalized. 

 Plan Administrator  

Two months prior to [Month] 
(2 months prior to pay period of 
annual employment date) 

Executive staff: Written 

Executive Performance appraisal 

to be presented to Board in 

closed session. 

 

Plan Administrator: Written 

Executive Performance self-

evaluation to be forwarded to 

Board Chair and ad hoc 

committee.  

 

Performance appraisal is 

reviewed and finalized with ad 

hoc committee.  

Plan Administrator  

 

 

 

 

Board Chair 
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Last two weeks of [Month] 
(1 month prior to pay period of 
annual employment date) 

Executive staff: Performance 

appraisal meeting is held with 

employee. 

 

Plan Administrator: Performance 

appraisal meeting is held with 

Plan Administrator. 

 Plan Administrator 

 

 

 

 Board Chair 

First two weeks of [Month] 
(month prior to pay period of 
annual employment date) 

Executive staff: Signed 

Performance evaluation to be 

presented to the Board in closed 

session. * 

 

Plan Administrator: Signed 

Performance Evaluation to be 

presented to the Board in closed 

session. *  

 

*In the event of a salary or other 

adjustment, the employee contract 

amendment will be presented to the 

Board in both closed and open 

sessions.  

Plan Administrator 
 
 
 
 
Board Chair 

First pay period after contract 
salary amendment is approved 

Plan Administrator: Contract 

amendment is provided to Plan 

Administrator. 

 

Executive Staff & Plan 

Administrator: Contract 

amendment and transmittal are 

provided to Merced County Human 

Resources and Auditor Controller’s 

Office. 

 

 

Board Chair 
 
 
 
Plan Administrator 
 

 

 

METRICS 

Each employee’s performance is evaluated on the MercedCERA Executive Level Performance 

Review Form. The Plan Administrator, with approval from the Board, will establish the critical 

evaluation elements and the scoring weight for the Chief Investment Officer and the Assistant 

Plan Administrators. The Plan Administrator will evaluate their performance using the following 

six critical elements:  

• 15% Leading Change • 20% Leading Staff • 20% Business & Role 

Acumen 

• 10% Technology  • 10% Facilities & 

Emergency Plan 

Management 

• 25% Relationships & 

Board Management 
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Each critical element is weighted to align with the organization’s strategic goals. Based on the 

performance calculation, the overall rating is determined using the following metrics: 

Rating Scale and Definitions: 

1.0 - 1.9 = Needs Improvement: The employee’s work performance is inconsistent and there are 

times that the work falls below the standards of performance required for the position. 

The employee requires a written performance plan. 

2.0 - 2.9 = Meets Job Standards: The employee’s work performance consistently meets the 

standards of the position.  

3.0 - 3.9 = Exceeds Job Standards: The employees’ work performance is consistently above the 

level of a satisfactory employee.  

4.0        = Outstanding: The employees’ work performance significantly exceeds the job standards 

of the position, demonstrating exceptional results.  

In addition to completing the weighted rating section of the performance appraisal form, the Plan 

Administrator will need to complete a narrative justifying the rankings, the proposed salary 

increases, if any are being recommended, and identify goals for the next rating period. 

 

POLICY HISTORY 

This policy was adopted by the Merced County Employees’ Retirement Association Board of 

Retirement on July 23, 2026.  

 



 
 

Executive Level Performance Evaluation Form 

Employee Name:     

Date of Appraisal:   

Position:  

Rating Period:   

Rating Scale and Definitions: 

1. Needs 
Improvement  

 
The employees’ work 
performance is 
inconsistent and there 
are times that the work 
falls below the 
standards of 
performance required 
for the position. The 
employee requires a 
written performance 
plan. 

2. Meets Job 
Standards 

 
The employees’ 
work performance 
consistently meets 
the standards of the 
position.  

3. Exceeds 
Job 
Standards 

 
The employees’ 
work performance is 
consistently above 
the level of a 
satisfactory 
employee.  

4. Outstanding 
 
The employees’ work 
performance 
significantly exceeds 
the job standards of 
the position, 
demonstrating 
exceptional results.  

 

Performance Calculation Summary Level Ranges 

Summary Level Range Overall Level Rating Description  

4.0 Level 4 Outstanding 

3.0-3.9 Level 3 Exceeds Job Standards 

2.0-2.9 Level 2 Meets Job Standards  

1.0-1.9 Level 1* Needs Improvement 

*An employee at this rating should be on a written performance plan. 
 

Employee Goals and Ratings 

 Critical Elements and Employee Ratings 

 Weight Critical Element Employee’s Goal Score 

20% Business and Role 
Acumen 

 
 
 
  

1. Needs Improvement 
2. Meets Job Standards 
3. Exceeds Job Standards 
4. Outstanding 

 
Total x 20% =  



 
20% Leading Staff  1. Needs Improvement 

2. Meets Job Standards 
3. Exceeds Job Standards 
4. Outstanding 

 
 
 
 
 
 
 
 
 
 
 
Total x 20% =  

10% Technology  
 

1.  Needs Improvement 
2.  Meets Job Standards 
3.  Exceeds Job Standards 
4. Outstanding 
 
 
 
 
 
Total x 10% =  

15% Leading Change  1. Needs Improvement 
2.  Meets Job Standards 
3.  Exceeds Job Standards 
4.  Outstanding 
 
Total x 15% =  

 
 

  10% Facilities and 
Emergency Plan 
Management 

 1.  Needs Improvement 
2.  Meets Job Standards 
3.  Exceeds Job Standards 
4.  Outstanding 
 
 
 
 
 
 
 
Total x 10% =  



 
  25% Relationships and 

Board Management 
 1.  Needs Improvement 

2.  Meets Job Standards 
3.  Exceeds Job Standards 
4.  Outstanding 
 
 
 
 
 
 
 
 
 
 
Total x 25% =  

 
100% 

   
Total Level Range:   

 

Remarks from Plan Administrator: 

Business and Role Acumen –  

Leading Staff –  

Technology –  

Leading Change –  

Facilities and Emergency Plan Management –  

Relationships and Board Management –  

 

(If applicable, completed by Plan Administrator) 

Justification for Proposed Salary Increase –  

 

Future Development Objectives: 

•  

•  

•  

•  

•  

•  



 
 

 

Remarks by Employee: 

 

 

I hereby certify that this report was discussed with me, and I understand my 

signature does not necessarily mean that I agree with ratings in this evaluation. 

 

Signature of Employee ___________________________________ Date__________ 

 

Signature of Plan Administrator ____________________________  Date__________ 


