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DEPARTMENT OF FIRE AND POLICE PENSIONS 

701 East Third Street, Suite 200 
Los Angeles, CA 90013 

(213) 279-3000 
 
 

REPORT TO THE GOVERNANCE COMMITTEE 
 
DATE:            MAY 5, 2016 ITEM:  1    
 
FROM: RAYMOND P. CIRANNA, GENERAL MANAGER 
 
SUBJECT: GENERAL MANAGER PERFORMANCE EVALUATION AND POSSIBLE 

COMMITTEE ACTION 
 

RECOMMENDATION 
 
That the Governance Committee recommend that the Board:  
 

1) Direct staff to survey Board members on the General Manager’s performance for  
the 2015-16; and, 
 

2) Use the current Criteria, Process, and Survey Instrument for the 2016-17 General 
Manager Evaluation.  

 
DISCUSSION 
 
The Los Angeles City Charter delegates the responsibility for the annual review of the LAFPP 
General Manager to the Board. The attached Section 12.0 of the Board Governance Policy sets 
forth the General Manager Performance Evaluation Policy (Policy). Per Policy, the Governance 
Committee is responsible for coordinating the General Manager’s annual performance evaluation. 
This includes: 
 

• Agreeing on any changes to the survey instrument criteria to evaluate the General 
Manager’s performance for the following fiscal year; 

 
• Directing a Board review of the General Manager’s performance for the past year by  

   surveying each Board member; and,  
 
• Reviewing the surveys, meeting with the General Manager in closed session, and 

providing the Board a report on the survey results, including any recommendations for a 
General Manager merit pay increase up to 5 percent. 

 
On April 2, 2015, this Committee approved the use of the current evaluation criteria, process and 
evaluation survey instrument for the 2015-16 General Manager Evaluation (July 1, 2015 – June 
30, 2016). This process will involve utilizing existing confidential LAFPP personnel to coordinate 
the evaluation process.  Staff will distribute the survey to Board members by the second meeting 
in July (July 21, 2016), tabulate and summarize all survey responses, and develop a report by 
August 2016 for Governance Committee and Board consideration.   
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Staff recommends utilizing the same criteria, process, and survey instrument for the 2016-17 
General Manager Evaluation as staff believes it continues to measure the most critical qualities 
and skills of a General Manager. The current policy measures the performance of the General 
Manager within the following four areas: Strategic Planning and Implementation, Operations, 
Leadership and Personal Development, and Staff Development and Supervision.  

 
   

BUDGET 
 
As proposed, there is no impact to the Budget. 
 
POLICY  
 
As proposed, there is no impact to the Policy. 
 

 
 
This report was prepared by:  
 
Lindi Willhite, Senior Personnel Analyst I  
Administrative Services Section 
 

   RPC:WSR:SHC:LLW 
 

 
Attachment:   Governance Policy Section 12.0 General Manager Performance Evaluation Policy  



  Attachment 

Los Angeles Fire & Police Pension System 
 

12.0 - GENERAL MANAGER PERFORMANCE EVALUATION POLICY 
 

INTRODUCTION 

12.1 In accordance with the City Charter, the Board has the authority to hire the 
General Manager, subject to confirmation by the Mayor and City Council and 
may remove the General Manager, subject to confirmation by the Mayor. The 
General Manager, if so removed, may appeal the removal to the City Council as 
provided in Section 508(e) of the City Charter [Section 1108 (b)]. 

 
12.2 In accordance with the City Charter, the Board is responsible for annually 

evaluating the performance of the General Manager. [Section 1108 (c)]. 
Accordingly, the Board has established this General Manager Performance 
Evaluation Policy, the objectives of which are to: 

 
A. Assist the Board in establishing and communicating clear and meaningful 

goals and performance targets for the General Manager; and   
B. Ensure the General Manager receives useful and objective performance 

feedback from the Board on a periodic basis. 

ROLES AND RESPONSIBILITIES 

12.3 Evaluating the performance of the General Manager is a primary responsibility of 
the Board and therefore should include the participation of all Board members. 

 
12.4 The Governance Committee will be responsible for co-coordinating the 

implementation of this policy. 

EVALUATION CRITERIA 

12.5 The Board will ensure that any criteria used to evaluate the General Manager: 
 

A. Are defined in advance; 
B. Are objective in nature and, to the extent possible, measurable; 
C. Pertain only to outcomes over which the General Manager has a 

reasonable degree of control; and  
D. Apply only to July 1 through June 30 of the respective year being 

evaluated. 
 
12.6 At a minimum, evaluation criteria will include Board satisfaction with the general 

management and leadership abilities of the General Manager, as determined 
through the use of a General Manager Performance Evaluation Survey. 

 
12.7 In addition to the above minimum criterion, the Board may over time establish 

other criteria as appropriate. These must meet the conditions set out in 12.5 
above and  may include, but are not limited to: 
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A. Implementation of the triennial strategic plan and annual business plan; 
(Amended 04/16/15) 

B. Implementation and management of Board policies and associated 
reporting to the Board; 

C. Effective fiscal and operational controls, as evidenced by internal or 
external financial audits. 

 
12.8 Performance evaluation criteria established pursuant to paragraph 12.7 above 

will be recommended by the Governance Committee to the Board for approval. 

EVALUATION PROCESS 

12.9 The General Manager will meet with the Governance Committee in the fourth 
quarter of each fiscal year (April – June) to discuss and establish: 

 
A. The proposed evaluation criteria for the General Manager for the next year 

and their relative weights; and 
B. Any proposed evaluation forms or surveys, or other measurement tools to 

be used in evaluating the General Manager for the year in question. 
 
12.10 The General Manager shall ensure that the Board is provided a final status report 

of the business plan projects for the evaluation period at the first Board meeting 
of July. (Amended 04/16/15) 
  

12.11 Each year, the Governance Committee Chair or, if applicable, a designated third 
party, will distribute an Evaluation Package to each member of the Board by the 
second Board meeting of July. The Evaluation Package will include: 

 
A. A copy of this policy; 
B. The performance criteria established by the Governance Committee for the 

year in question; 
C. Any survey forms to be completed by members of the Board; and 
D. Any supporting information or data that the General Manager believes may 

assist the Board in carrying out the evaluation. 
 

12.12 The General Manager at his or her discretion may also provide the Board with a 
self-assessment of the extent to which the General Manager believes the 
performance criteria were met.  

 
12.13 The Board shall treat the Evaluation Package as confidential. Completed survey 

forms will be returned to the Chair of the Governance Committee or, if applicable, 
directly to a designated third party, within a predetermined time period. The 
Committee Chair, or if applicable, third party, will in turn ensure that all completed 
surveys are tabulated and summarized.  The product of this tabulation and 
summary will be known as the Survey Summary.  The Survey Summary shall 
include all comments from every Commissioner. 

 
12.14 The Governance Committee will meet as required in closed session to review the 

Survey Summary and any other information relevant to the General Manager’s 
performance evaluation and develop a report and recommendations for the 
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Board’s consideration. The General Manager will be present at the meeting(s) 
and may participate in the discussion of the results. 

 
12.15 The Chair of the Governance Committee will report to the Board on the results of 

the Committee’s review of the General Manager’s performance. The discussion 
of the General Manager’s performance will be held in closed session and the 
General Manager will be present.  

 
12.16 Upon completion of the Board’s discussion, the President and the General 

Manager will sign a Written Summary Evaluation indicating the results of the 
Survey Summary, whether the General Manager is in good standing or to be 
placed under review, the details of any merit pay increase and any other details 
as appropriate. The President shall cause the Written Summary Evaluation to be 
placed in the General Manager’s personnel file and ensure that the Survey 
Summary and all completed survey forms are destroyed.    

 
12.17 The Board may grant the General Manager a merit pay increase in accordance 

with City Council guidelines [Section 1108 (c)]. Further, the Board may grant the 
General Manager additional increases (i.e., Cost of Living Adjustments, 
Retirement Contribution Offsets, or similar increases) in accordance with City 
Council guidelines. 

 
12.18 The Board will promptly notify the Office of the Mayor the results of the 

evaluation.  Further, the Board will promptly notify the Offices of the Controller 
and City Administrative Officer of the amount of any merit pay increase granted 
by the Board to implement the Board’s action.  
 

12.19 If the Board places the General Manager under review, the General Manager will 
meet with the Board every quarter to discuss his or her performance until the 
under review status is removed by the Board. 

HISTORY 

12.20 The Board adopted this policy on June 8, 2006; Amended 03/06/08, 03/19/09, 
03/01/12, 04/16/15. 

REVIEW 

12.21 The Board will review this policy at least every three (3) years to ensure that it 
remains relevant and appropriate. 

 
12.22 The Board shall next review this policy by April 2018. 
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Los Angeles Fire & Police Pension System 
 

APPENDIX 1 - GENERAL MANAGER EVALUATION SURVEY INSTRUMENT 

 
GENERAL MANAGER LEADERSHIP SKILLS SUBJECTIVE EVALUATION FORM 

 

In accordance with the System’s General Manager Performance Evaluation Policy, the 
Board is required to evaluate the performance of the General Manager. This evaluation 
form is designed to facilitate the gathering of input from Board members concerning 
leadership, management and related qualities and skills. 

The results of this evaluation will be tabulated and summarized by the Chair of the 
Governance Committee. A summary of the results will be presented to the Board, along 
with any other information and analysis necessary to complete the evaluation.   

Board members are asked to complete this questionnaire and submit it to [party] 
by [MONTH, DAY, YEAR]. 

 

INSTRUCTIONS 

The Board members will use a scale of 1- 5 to rate the General Manager on his or her 
success with regard to each of the following criteria, (please circle the appropriate 
number), where: 

 

1. = UNACCEPTABLE 

2. = NEEDS IMPROVEMENT 

3. = MEETS EXPECTATIONS 

4. = EXCEEDS EXPECTATIONS 

5. = OUTSTANDING 

 
In addition each of the raters should use the Specific Observations comment sections to 
elaborate and provide substantiation for the rating.  
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GENERAL MANAGER EVALUATION Unacceptable 

1 

Needs 
Improvement 

2 

Meets 
Expectations 

3 

Exceeds 
Expectations 

4 

Outstanding 

5 

Strategic Planning and Implementation (Planning, Vision) 

1.   Sought input from the Board and the Board’s 
consultants/advisors in the development of 
new strategic initiatives.  

1 2 3 4 5 

2.   Assisted the Board in establishing a strategic 
direction for the System. 1 2 3 4 5 

3.   Identified issues of strategic importance and 
brought them to the Board’s attention.  1 2 3 4 5 

4.   Contributed to the Board accomplishing its 
current year strategic objectives.  1 2 3 4 5 

 
Specific Observations: ______________________________________________________________________ 
__________________________________________________________________________________________ 
__________________________________________________________________________________________ 
__________________________________________________________________________________________ 
__________________________________________________________________________________________ 
 

Operations (Budgeting and Financial Management, Risk Management, Continuous Improvement, Board Support, 
Stakeholder Relations) 
5.   Demonstrated leadership in setting 

organizational priorities. 1 2 3 4 5 

6.   Acted responsibly in preparing a financially 
sound operating Budget for Board adoption. 1 2 3 4 5 

7.   Ensured the Board received the budget and 
subsequent financial reports in a timely 
fashion. 

1 2 3 4 5 

8.   Managed the budget in a fiscally responsible 
manner keeping revenue and costs in 
balance.  

1 2 3 4 5 

9.   Demonstrated a commitment to continuous 
improvement in system services and 
operations; maintained good customer 
relations and responsive to stakeholder 
needs/issues. 

1 2 3 4 5 
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GENERAL MANAGER EVALUATION Unacceptable 

1 

Needs 
Improvement 

2 

Meets 
Expectations 

3 

Exceeds 
Expectations 

4 

Outstanding 

5 

10. Evaluated and considered risk exposure in 
managing current programs and proposing 
new programs or services. 

1 2 3 4 5 

11. In a complete and timely fashion, provided the 
Board with the information it needed to carry 
out its responsibilities and assured that all 
meetings were well planned and organized.  

1 2 3 4 5 

 
Specific Observations: ______________________________________________________________________ 
__________________________________________________________________________________________ 
__________________________________________________________________________________________ 
__________________________________________________________________________________________ 
__________________________________________________________________________________________ 

 

Leadership and Personal Development (Ethics and Conduct, Stakeholder Relations, Professional/Technical 
Competence, Problem Solving and Decision-Making, Flexibility, Self-Development, Communication, Credibility) 

12. Demonstrates a strong principled and ethical 
leadership style and promotes high standards 
of conduct and job performance to 
subordinates. 

1 2 3 4 5 

13. Approaches his duties and responsibilities in a 
professional manner and demonstrates up to 
date knowledge and competencies in the 
administration of a public pension system.  

1 2 3 4 5 

14. Prepares organized and informative reports 
and correspondence. 1 2 3 4 5 

15. Communicates orally with the Board, as well 
as with stakeholders, in a clear and effective 
manner. 

1 2 3 4 5 

16. Is committed to identifying and addressing 
areas of performance or personal 
development that need attention.  

1 2 3 4 5 

17. Demonstrates the ability to provide leadership 
and appropriately handle stressful situations.  

 
1 2 3 4 5 
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GENERAL MANAGER EVALUATION Unacceptable 

1 

Needs 
Improvement 

2 

Meets 
Expectations 

3 

Exceeds 
Expectations 

4 

Outstanding 

5 

 
Specific Observations: ______________________________________________________________________ 
__________________________________________________________________________________________ 
__________________________________________________________________________________________ 
__________________________________________________________________________________________ 
__________________________________________________________________________________________ 
 

      

Staff Development and Supervision 

18. Maintains effective control over operations 
and effectively hires, retains, assigns and 
leads and directs staff in the performance of 
their duties and assignments. 

1 2 3 4 5 

19. Demonstrates a commitment to improving the 
performance, technical and personal 
development of staff.  

1 2 3 4 5 

20. Is respected by staff and promoted a positive 
work culture. 1 2 3 4 5 

 
Specific Observations: ____________________________________________________________________ 
________________________________________________________________________________________ 
________________________________________________________________________________________ 
________________________________________________________________________________________ 
________________________________________________________________________________________ 
 

 
 
 
 
 
Completed by: _________________________________ on (date) _______________ 
 



        

 

 
DEPARTMENT OF FIRE AND POLICE PENSIONS 

701 E. 3rd Street, Suite 200 
Los Angeles, CA 90013 

(213) 279-3000 
 
 

REPORT TO THE GOVERNANCE COMMITTEE 
 
DATE:            MAY 5, 2016 ITEM:  2   
 
FROM: RAYMOND P. CIRANNA, GENERAL MANAGER 
 
SUBJECT: REVIEW OF BOARD GOVERNANCE POLICY, SECTION 17.0 – APPENDIX 1 

AND 2, CITY ATTORNEY PERFORMANCE EVALUATION SURVEY 
INSTRUMENT AND POSSIBLE COMMITTEE ACTION 

 
RECOMMENDATION 
 
That the Governance Committee recommend that the Board: 

 
1) Amend the current Board Governance Policy, Appendix 1 and 2, City Attorney 

Performance Evaluation survey instrument to adjust the rating scale and revise 
formatting; and, 

 
2) Direct the General Manager to use the new survey instrument beginning with Fiscal Year 

(FY) 2015-16. 
 

BACKGROUND 
 

On May 21, 2015, the Board adopted the current City Attorney Performance Evaluation Policy and 
evaluation survey based on feedback and suggestions received from Board members and staff.  At 
that time, the numbering of the rating scale for the evaluation survey was expanded from “1 – 4” to 
“1 – 5”.  The additional rating of 5 for “Outstanding” conformed to the General Manager Survey 
instrument, the City’s employee evaluation guidelines, and would allow for recognition of exemplary 
work during the evaluation period. 
 
DISCUSSION 
 
The Board has determined that annually evaluating the performance of the City Attorney is of value, 
and Section 17.0 of the Board Governance Policy (attached) sets forth the City Attorney 
Performance Evaluation Policy.  Per Policy, the Governance Committee is responsible for 
coordinating the implementation of the Policy.  The evaluation process includes: 
 

• The Board establishing the evaluation criteria in advance for the following fiscal year; 
 

• The General Manager distributing Evaluation Packages to the Board and key LAFPP staff in 
July of each year; 
 

• The Board and General Manager reviewing in closed session both the survey results and a 
draft letter to the City Attorney front office summarizing the evaluation results; and, 
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• The Board authorizing the President and General Manager to discuss the evaluation results 
with the City Attorney in a confidential manner, and signing the letter to the City Attorney front 
office. 

 
Staff recommends no changes to the City Attorney Evaluation criteria and process as we believe it 
measures the most critical qualities and skills of the City Attorney.  However, based on feedback 
from staff and some Board members, staff is recommending the addition of an “Unable to Assess” 
column in the event a particular evaluation criteria was not observed by Board or staff during the 
course of the year.   
 
The Fiscal Year 2015-16 Evaluation Package including the survey instrument will be distributed 
electronically to Board members and staff by the first meeting in July (July 7, 2016), with a staff 
report expected by the first meeting in September (September 1, 2016).  The Board and staff shall 
treat the evaluation package as confidential.  
 
BUDGET 
 
There is no budgetary impact as recommended. 
 
POLICY 
 
As recommended, there would be an exception to the Policy since the evaluation criteria would be 
amended retroactively.  However, this would not result in a significant change in the evaluation 
process or results. 
 
 
This report was prepared by: 
 
William S. Raggio, Executive Officer 
Administrative Operation Division 
 
Attachment:   Proposed Amendment Governance Policy 17.0  



  ATTACHMENT 

Los Angeles Fire & Police Pension System 
 

17.0 –CITY ATTORNEY PERFORMANCE EVALUATION POLICY 
 

INTRODUCTION 

17.1 As provided in the City Charter, the City Attorney shall be the legal advisor to the 
City, and to all City boards, departments, officers and entities. The City Attorney 
shall give advice or opinion in writing when requested to do so by any City officer 
or board. [Section 271 (b)] 

 
17.2 The Retirement Benefits Division of the City Attorney’s Office serves as the 

Board’s legal advisor under Charter Section 271 (b). The Retirement Benefits 
Division is supervised by an Assistant City Attorney, who for the purpose of this 
policy, shall be referred to as ‘the City Attorney.” 

 
17.3 The Board has determined that annually evaluating the performance of the City 

Attorney is of value. Accordingly, the Board has established the City Attorney 
Performance Evaluation Policy, the objectives of which are to: 

 
A. Assist the Board in establishing and communicating clear and meaningful 

expectations to the City Attorney; and 
B. Ensure the City Attorney receives clear and meaningful feedback to 

continuously improve client service. 

ROLES AND RESPONSIBILITIES  

17.4 Evaluating the performance of the City Attorney is a responsibility of the Board 
and therefore should include the participation of all Board members. 

 
17.5 Key staff shall also evaluate the performance of the City Attorney and provide 

their feedback to the Board for consideration. 
 
17.6 The Governance Committee will be responsible for coordinating the 

implementation of this policy. 

EVALUATION CRITERIA 

17.7 The Board will ensure that any criteria used to evaluate the City Attorney: 
 

A. Are defined in advance; 
B. Are objective in nature, and to the extent possible, measurable; and 
C. Pertain only to outcomes over which the City Attorney has a reasonable 

degree of control. 
 
17.8 At a minimum, evaluation criteria will include Board satisfaction with the 

timeliness, clarity and soundness of legal advice, communication, the effective 
management of litigation, and the effective and appropriate use of resources, as 
determined through the use of a City Attorney Performance Evaluation Survey.  

 (Amended 09/19/13) 
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17.9 Using a separate evaluation survey, key staff will express their satisfaction with 

the City Attorney’s performance and provide a summary of those findings to the 
Board to include in any feedback provided to the City Attorney. (Amended 
09/19/13) 

EVALUATION PROCESS 

17.10 In July of each year, the General Manager will distribute an Evaluation Package 
to each member of the Board and to key staff. The Evaluation Package will 
include: 

 
A. A copy of this policy; 
B. The performance evaluation survey forms to be completed by members of 

the Board and key staff; 
C. Any supporting information or data that the General Manager believes may 

assist the Board in carrying out the evaluation. (Amended 09/19/13) 
 
17.11 The Board and staff shall treat the Evaluation Package as confidential. 

Completed survey forms will be returned to the General Manager within a pre-
determined time period. The General Manager will ensure that all completed 
surveys are tabulated and summarized, segregating the results of the Board from 
that of staff.  

 
17.12 The evaluation results will be shared with the City Attorney to provide an 

opportunity to address any disputed responses. The City Attorney responses will 
be included in the final report to the Board. 

 
17.13 The Board will meet as required in closed session to review a staff report on the 

survey results, a draft letter to the City Attorney front office to highlight strengths 
and any expectations for the future, and any other information relevant to the City 
Attorney’s performance evaluation. The City Attorney will not be present at the 
meeting, unless the Board requests the City Attorney to attend to participate in 
the discussion of the results. 

 
17.14 The Board will authorize the President and General Manager to present the 

Board evaluation to the City Attorney, in a confidential manner following the 
meeting.  

 
17.15 Upon completion of the Board’s discussion, the President will sign a written 

summary evaluation, indicating the Board’s general level of satisfaction with the 
City Attorney and any expectations for the future, to be submitted to the Office of 
the City Attorney. Written survey forms will be destroyed.  

HISTORY 

17.16 This policy is adopted on 05/06/10; Amended 05/19/11 and 09/19/2013. The first 
evaluation period shall be from March 18, 2010 through March 17, 2011, with 
subsequent periods corresponding to the City’s fiscal year (July 1st – June 30th).  
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REVIEW 

17.17 The Board shall review this policy at least every three (3) years to ensure that it 
remains relevant and appropriate.  

 
17.18 The Board shall next review this policy by September 2016. 
 
 
Attachment: 
 
APPENDIX 1 – CITY ATTORNEY PERFORMANCE EVALUATION – BOARD  
APPENDIX 2 – CITY ATTORNEY PERFORMANCE EVALUATION – STAFF 
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Los Angeles Fire & Police Pension System 

 

Appendix 1 – City Attorney Performance Evaluation Survey Instrument 

 
 

In accordance with the System’s City Attorney Performance Evaluation Policy, the Board 
is required to evaluate the performance of the City Attorney. This evaluation form is 
designed to facilitate the gathering of input from Board members and key staff 
concerning advice, communication, management and related qualities and skills. 

The results of this evaluation will be tabulated and summarized by a designee of the 
General Manager.  A summary of the results will be presented to the Board, along with 
any other information and analysis necessary to complete the evaluation.  Included with 
the summary will be the City Attorney response to the evaluation results. 

Board members and key staff are asked to complete the respective questionnaire 
and submit it to [party] by [MONTH, DAY, YEAR]. 

 

INSTRUCTIONS 

The Board members and key staff will use a scale of 1 - 5 to rate the City Attorney on his 
or her success with regard to each of the following criteria, (please circle the appropriate 
number), where: 

 

1. = UNACCEPTABLE 

2. = NEEDS IMPROVEMENT 

3. = MEETS EXPECTATIONS 

4. = EXCEEDS EXPECTATIONS 

5. = OUTSTANDING 

UA = Unable to Assess 
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In addition each of the raters should use the Specific Observations comment sections to 
elaborate and provide substantiation for the rating, or indicate if they are Unable to 
Assess any rating.  
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APPENDIX 1 – CITY ATTORNEY PERFORMANCE EVALUATION – BOARD  

 
CITY ATTORNEY EVALUATION 

 
Unacceptable 

1 

Needs 
Improvement 

2 

Meets 
Expectations 

3 

Exceeds 
Expectations 

4 

 
Outstanding 

5 

 
Unable to 
Assess 

(UA) 

CLARITY AND SOUNDNESS OF LEGAL ADVICE 
1.   Approaches duties and 

responsibilities in a professional 
manner and demonstrates up to 
date knowledge and 
competencies in public pension 
law. 

1 2 3 4 5 
 

UA 
 

2.   Identifies legal and fiduciary 
concerns and brings them to the 
Board’s attention. 

1 2 3 4 5 UA 

3.   Provides clear legal advice to the 
Board to enable them to carry out 
their responsibilities and ensure it 
is in compliance with pertinent 
laws. 

1 2 3 4 5 UA 

4.   Effectively reviews the Board’s 
requests for legal advice and 
opinions and informs the Board 
of consequences that might 
occur as a result of any action it 
may take. 

1 2 3 4 5 UA 

5.   Is well prepared for Board 
meetings. 1 2 3 4 5 UA 

6.   Keeps the Board informed about 
relevant new developments in 
public pension law. 

1 2 3 4 5 UA 

Specific Observations: 
________________________________________________________________________________________

________________________________________________________________________________________

________________________________________________________________________________________

________________________________________________________________________________________

________________________________________________________________________________________ 
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CITY ATTORNEY EVALUATION 
  

 
Unacceptable 

1 

Needs 
Improvement 

2 

Meets 
Expectations 

3 

Exceeds 
Expectations 

4 

 
Outstanding 

5 

 
Unable to 
Assess 

(UA) 

EFFECTIVE MANAGEMENT OF LITIGATION 
7.    Manages litigation effectively by 

conducting a comprehensive 
review of lawsuits early on, 
providing the Board an effective 
analysis of the case strength, 
strategies, options, exposure 
and settlement options. 

1 2 3 4 5 UA 

8.    Obtains good results in litigation. 1 2 3 4 5 UA 
9.    Where appropriate, during and 

after a lawsuit, provides the 
Board effective 
recommendations to avoid future 
litigation.  

1 2 3 4 5 UA 

10.  Provides timely reports with 
sufficient detail about what is 
taking place in a lawsuit to 
enable the Board to make 
effective decisions. 

1 2 3 4 5 UA 

Specific Observations: 
________________________________________________________________________________________

________________________________________________________________________________________

________________________________________________________________________________________

________________________________________________________________________________________

________________________________________________________________________________________ 

 
TIMELINESS OF LEGAL ADVICE 
11.  Provides timely legal advice and 

reports to the Board to enable 
them to carry out their 
responsibilities. 

1 2 3 4 5 UA 

12.  Is responsive in addressing the 
Board’s requests for legal advice 
and opinions. 

1 2 3 4 5 UA 

Specific Observations: 
________________________________________________________________________________________

________________________________________________________________________________________

________________________________________________________________________________________

________________________________________________________________________________________

________________________________________________________________________________________ 
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CITY ATTORNEY EVALUATION  

 
Unacceptable 

1 

Needs 
Improvement 

2 

Meets 
Expectations 

3 

Exceeds 
Expectations 

4 

 
Outstanding 

5 

Unable to 
Assess 

(UA) 

COMMUNICATION 
13.  Oral communication is 

organized, clear, concise, and 
articulate. 

1 2 3 4 5 UA 

14.  Legal advice and other written 
documents are organized, clear, 
concise, understandable, and 
sufficiently address all of the 
Board’s questions and concerns. 

1 2 3 4 5 UA 

15.  Maintains open, responsive, and 
courteous communication with 
the Board and ensures 
confidentiality with all matters 
discussed. 

1 2 3 4 5 UA 

Specific Observations: 
________________________________________________________________________________________

________________________________________________________________________________________

________________________________________________________________________________________

________________________________________________________________________________________

________________________________________________________________________________________ 

 
EFFECTIVE AND APPROPRATE USE OF RESOURCES 
16.  Appropriately recognizes its 

limitations and seeks the legal 
expertise of outside counsel in a 
timely manner. 

1 2 3 4 5 UA 

17.  When outside counsel are 
assigned to a case, fully involve 
the Board in their selection (per 
Board Governance Policy 16.0) 
with merit and cost as exclusive 
criteria. 

1 2 3 4 5 UA 

18.  Ensure internal and outside 
legal resources are available to 
assist the Board to carry out 
their responsibilities. 

1 2 3 4 5 UA 

19.  Manages risk effectively. 
 1 2 3 4 5 UA 
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Completed by:___________________________  Date: ________________   
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APPENDIX 2 – CITY ATTORNEY PERFORMANCE EVALUATION – STAFF 

              
  

 
CITY ATTORNEY EVALUATION  

Unacceptable 
1 

Needs 
Improvement 

2 

Meets 
Expectations 

3 

Exceeds 
Expectations 

4 

 
Outstanding 

5 

Unable to 
Assess 

(UA) 

CLARITY AND SOUNDNESS OF LEGAL ADVICE 
1.   Approaches duties and 

responsibilities in a professional 
manner and demonstrates up to 
date knowledge and 
competencies in public pension 
law. 

1 2 3 4 5 UA 

2.   Identifies legal and fiduciary   
concerns and brings them to 
staff’s attention. 

1 2 3 4 
 
5 
 

UA 

3.   Provides clear legal advice to 
staff to enable them to carry out 
their responsibilities and ensure it 
is in compliance with pertinent 
laws. 

1 2 3 4 5 UA 

4.   Effectively identifies legal issues 
and performs research, providing 
staff with a thorough and 
comprehensive analysis of each 
case. 

1 2 3 4 5 UA 

5.   Effectively reviews, analyzes, 
and interprets documents and 
reports that are prepared by staff 
(e.g. contracts) and the City (e.g. 
ordinances, resolutions) and 
provides meaningful feedback. 

1 2 3 4 5 UA 

6.   Keeps the staff informed about 
relevant new developments in 
public pension law. 

1 2 3 4 5 UA 

Specific Observations: 
________________________________________________________________________________________

________________________________________________________________________________________

________________________________________________________________________________________

________________________________________________________________________________________

________________________________________________________________________________________ 
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CITY ATTORNEY EVALUATION  

 
Unacceptable 

1 

Needs 
Improvement 

2 

Meets 
Expectations 

3 

Exceeds 
Expectations 

4 

 
Outstanding 

5 

Unable to 
Assess 

(UA) 

EFFECTIVE MANAGEMENT OF LITIGATION  
7.    Manages litigation effectively by 

conducting a comprehensive 
review of lawsuits early on, 
providing the Board an effective 
analysis of the case strength, 
strategies, options, exposure 
and settlement options. 

1 2 3 4 5 UA 

8.    Obtains good results in litigation. 1 2 3 4 5 UA 
9.    Where appropriate, during and 

after a law suit, provides LAFPP 
staff effective recommendations 
to avoid future litigation.  

1 2 3 4 5 UA 

10.  Provides timely reports with 
sufficient detail about what is 
taking place in a lawsuit to 
enable staff to make effective 
recommendations to the Board. 

1 2 3 4 5 UA 

Specific Observations: 
________________________________________________________________________________________

________________________________________________________________________________________

________________________________________________________________________________________

________________________________________________________________________________________

________________________________________________________________________________________ 

 
TIMELINESS OF LEGAL ADVICE 
11.  Provides timely legal advice to 

staff to enable them to carry out 
their responsibilities and meet 
established deadlines. 

1 2 3 4 5 UA 

12.  Is responsive in addressing 
staff’s requests for legal advice 
and opinions. 

1 2 3 4 5 UA 

Specific Observations: 
________________________________________________________________________________________

________________________________________________________________________________________

________________________________________________________________________________________

________________________________________________________________________________________

________________________________________________________________________________________ 
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CITY ATTORNEY EVALUATION  
 

Unacceptable 
1 

Needs 
Improvement 

2 

Meets 
Expectations 

3 

Exceeds 
Expectations 

4 

 
Outstanding 

5 

Unable to 
Assess 

(UA) 

COMMUNICATION 
13.  Oral communication is 

organized, clear, concise, and 
articulate. 

1 2 3 4 5 UA 

14.  Legal advice and other written 
documents are organized, clear, 
concise, understandable, and 
sufficiently address all of staff’s 
questions and concerns. 

1 2 3 4 5 UA 

15.  Maintains open, responsive, and 
courteous communication with 
staff and ensures confidentiality 
with all matters discussed. 

1 2 3 4 5 UA 

Specific Observations: 
________________________________________________________________________________________

________________________________________________________________________________________

________________________________________________________________________________________

________________________________________________________________________________________

________________________________________________________________________________________ 

 
EFFECTIVE AND APPROPRATE USE OF RESOURCES 
16.  Assigns experienced and 

capable counsel with a proven 
track record of good results to 
handle each case. 

1 2 3 4 5 UA 

17.  When outside counsel are 
assigned to a case, fully involve 
LAFPP staff, as designated by 
the Board (per Board 
Governance Policy 16.0) in their 
selection with merit and cost as 
exclusive criteria. 

1 2 3 4 5 UA 

18.  When outside counsel are 
assigned to a case, effectively 
monitors the quality of work 
performed, legal fees incurred, 
and ensures prompt payment for 
the services rendered. 

1 2 3 4 5 UA 

19.  Ensures internal and outside 
legal resources are available to 
assist staff to carry out their 
responsibilities. 

1 2 3 4 5 UA 
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CITY ATTORNEY EVALUATION   
Unacceptable 

1 
Needs 

Improvement 
2 

Meets 
Expectations 

3 
Exceeds 

Expectations 
4 

 
Outstanding 

5 
Unable to 
Assess 

(UA) 

20.  Manages the section’s budget 
and expenditures effectively 
within budgetary goals and 
limits. 

1 2 3 4 5 UA 

21.  Manages risk effectively. 
 

1 2 3 4 5 UA 

Specific Observations: 
________________________________________________________________________________________

________________________________________________________________________________________

________________________________________________________________________________________

________________________________________________________________________________________

________________________________________________________________________________________ 

 

 
 
 
 
 
 
Completed by:___________________________  Date: ________________   
 



 

 
DEPARTMENT OF FIRE AND POLICE PENSIONS 

701 East Third Street, Suite 200 
Los Angeles, CA 90013 

(213) 279-3000 
 
 

REPORT TO THE GOVERNANCE COMMITTEE 
 
DATE:  MAY 5, 2016 ITEM:  3  
 
FROM: RAYMOND P. CIRANNA, GENERAL MANAGER 
 
SUBJECT: RECOMMENDATION TO DISBAND BOARD STANDING COMMITTEES AND    

POSSIBLE COMMITTEE ACTION 
 
RECOMMENDATION 
 
That the Governance Committee recommend that the Board:  

 
1. Disband the three Board standing committees (Benefits, Governance and Audit) upon Board 

approval and instruct staff to report back with the necessary revisions to the Board 
Governance Policy to document this change; 
 

2. Continue to utilize Board ad hoc committees on an infrequent basis to address a specific 
tasks or objectives;  
 

3. Continue the practice of the General Manager designating a lead staff member who can 
provide support to the Board in the areas of Benefits, Governance and Audits; and, 

 
4. Instruct Staff to report back to the Board in twenty-four months to discuss and assess the 

new governance structure.  
 

 
BACKGROUND 
 
As delineated in the Los Angeles Fire and Police Pensions (LAFPP) Governance Policy (Policy),  
the LAFPP Board of Commissioners (Board) currently utilizes standing and ad hoc committees to 
assist  with its decision making process. There are currently three Board standing committees: 
Benefits, Governance, and Audit Committees, whose bylaws and operations are defined in Policy 
Sections 4.0, 5.0 and 6.0, respectively. Per Policy, Board committees are considered advisory 
only, with almost all committee recommendations requiring Board approval. Some limited 
exceptions include coordinating the annual General Manager performance evaluation 
(Governance Committee), and approving committee chairs determining committee calendars (all 
committees).  
 
Board committees meet at the regular Board meeting start time and date (8:30am – 1st and 3rd 
Thursdays), with the regular Board meeting normally commencing immediately after the 
committee meeting has concluded. To ensure prompt attendance at Board meetings, it is common 
practice for non-committee Board members to be present at the committee meetings. In those 
instances, committee meetings turn into Special Board Meetings due to the presence of a quorum 
of the Board. All present members may hear and participate in the discussion, but only committee 
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members may vote on the committee item (Policy Section 14.18). As a result, a quorum of the 
Board hears and discusses the matter twice. Also, for items requiring committee and Board 
approval, staff must prepare two reports and present the same information twice for a single item 
to be approved.  
 
On January 7, 2016, while considering staff-recommended changes to Policy Section 14.0 – 
Board Operations Policy, the Board directed staff to research whether this Board should continue 
utilizing committees in light of the fact that there is a Board quorum at most committee meetings 
and similar discussions occur at both the committee and the regular Board meetings.  

 
DISCUSSION 

 
Utilizing standing and ad hoc committees is considered a governance best practice commonly 
used by most boards. Based on the attached survey of all CALAPRS (California Association of 
Public Retirement System) pension boards, all except three systems utilize standing committees. 
As illustrated on the attached, the number and type of committees pension boards utilize can vary 
from system to system.  
 
Governance best practice principles point to the following advantages of having committees: 
 

• Committees can be a valuable tool to allow board members the necessary time and 
attention required to delve into issues in accordance with fiduciary duty requirements.  

• Committees allow board members, who may have an interest and/or expertise in specific 
issues, to take a lead role in providing that subject matter expertise and steering policy.  

• Committee members have the opportunity to offer input and suggestions prior to full 
Board consideration.  

• For some boards, committees have final authority over issues, so it affords larger more 
complex boards, the opportunity to delegate certain decision making authority.  

• Boards may rely more on committees to perform the bulk of their work that meet less 
frequently (i.e. quarterly).  

 
However, best practice principles also indicate that there is no magical one size fits all board 
governance structure for effective and efficient decision making. Boards should organize 
themselves in a way that best fits the distinct needs of their organization. Based on this guidance 
and an assessment of how the LAFPP Board currently operates and utilizes its committees, staff 
support disbanding the three Board standing committees for the following reasons:  
 

• Due to how meetings are currently scheduled, most committee meetings turn into Board 
Special Meetings by having a Board quorum at a majority of the committee meetings. 
This results in Board members hearing and discussing the same matter twice.   

• LAFPP committee meetings tend to be brief, with only one to three committee agenda 
items per meeting. Over the last three years, LAFPP standing committee meetings have 
lasted on average less than 15 minutes each. 

• In many instances, the Board discussion lasts as long as the committee discussion, with a 
virtual replay of committee discussion at the Board level.  

• The Board meets frequently and there are no Board meeting time constraints. Therefore, 
ample time is provided to the full Board to thoroughly discuss and vet all agenda items in 
accordance with its fiduciary duties.   
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• Over the last several years, the full Board has been very active and engaged during 
Board meetings with all Board members having the opportunity to communicate their 
positions at the Board level.  

• While some committees in other public retirement systems have certain decision making 
authority delegated by their boards, LAFPP Board standing committees do not have 
substantive decision making authority. Therefore, disbanding standing committees will not 
significantly alter current Board decision making processes.  

• As an efficiency improvement, staff workload would decrease significantly. Staff would 
have to prepare and process fewer Board reports, and time spent developing and 
planning for presentations would be reduced.   

• The Board would still be able to form ad hoc committees at any time to complete a 
particular task or meet a specific objective as they arise. These committees would be 
temporary and would disband once its objective was met.  

• The General Manager would continue to designate a lead Benefits, Governance and 
Audit staff person, who can provide any Board member with direct subject matter 
expertise and support. 

 
If the LAFPP Board decides to discontinue utilizing standing committees, the Board will have to 
provide an opportunity for public comment on all Board agenda items during Board meetings. 
Currently, per the Ralph M. Brown Act (California Government Code Section 54954.3), the Board 
does not need to provide an opportunity for members of the public to address the Board for any 
agenda item that has already been considered by a committee and public comment has been 
provided. However, the Board currently provides an opportunity for public comment whether or not 
an item has gone to Committee, so this would not change Board practice significantly.    
 
Also, if the Board approves the elimination of standing committees, staff will revise the Board 
Governance Policy to document these changes and will report back with the necessary revisions 
to the Board Governance Policy to document this change. Finally, if the Board elects to disband 
standing committees, staff will return to the Board in twenty-four months to discuss and assess the 
efficacy of the revised governance structure.  

 
 

BUDGET 
 
There is no impact on the Budget.  
 
 
POLICY  
 
Disbanding standing committees has been discussed with City Attorney staff and they have no 
objections to this change.  
 
 
This report was prepared by:  
 
Stephanie Clements, Chief Management Analyst 
Administrative Operations Division 
 
RPC: WSR:SHC 
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Attachment:  Listing of California Pension Systems (all CALAPRS members) and their Board 

standing committees.  
 



Name of System # of Standing 
Committees

If Yes, Which Standing Committees? 

1
Alameda-Contra Costa Transit District 
Retirement Plan 

4 External Affairs, Finance & Audit, Operations, 
and Planning Committees

2

Alameda County Employees' Retirement 
Association

9 Actuarial, Audit, Budget, By-Laws, CEO 
Succession, Evaluation, Investment, 
Operations, and Retirees Committees

3
Contra Costa Employees' Retirement 
Association

1 Audit Committee

4

East Bay Municipal Utility District Retirement 
System

4 Finance & Administration, Legislative & Human 
Resources, Sustainability and Energy, and 
Planning Committees

5

Fresno City Employees' Retirement System/ 
Fresno City Fire & Police Retirement System

2 Administrative and Investments Committees

6
Fresno County Employees' Retirement 
Association

4  Audit, Budget, Consultants Evaluation and 
Disability Committees

7
Imperial County Employees' Retirement 
System

0

8
Kern County Employees' Retirement 
Association

3 Administrative, Finance, and Investments 
Committee

9
Los Angeles City Employees' Retirement 
System (LACERS)

3 Audit, Benefits Administration, and Governance 
Committees

10
Los Angeles Water and Power Employees' 
Retirement Plan (DWP)

4 Audit, Benefits, Governance and Legislative 
Committees

11
Marin County Employees' Retirement 
Association

3 Finance & Risk Management, Governance and 
Investment Committees 

12
Mendocino County Employees' Retirement 
Association

1  Audit and Budget Committee

13
Merced County Employees' Retirement 
Association

3 Audit, Budget and Recruitment Committees

14
Oakland Police & Fire Retirement System 2 Audit & Budget Matters, and Investment & 

Financial Matters Committee

15
Orange County Employees' Retirement 
Association

2 Governance and Investment Committee 
(comprised of the Full Board) 

16
Pasadena Fire & Police Retirement System 0

17

Public Employees' Retirements System 
(CALPERS)

6 Governance, Finance & Administration, 
Investment, Pension & Health Benefits, 
Performance, Compensation & Talent 
Management, and Risk & Audit

18
Sacramento County Employees' Retirement 
Association

0

19

San Bernadino Employees' Retirement 
Association

4 Administrative, Audit, Benefits & 
Compensation, and Investment Committees

SURVEY OF CALIFORNIA ASSOCIATION OF PENSION SYSTEMS & STANDING 
COMMITTEE STRUCTURE

ATTACHMENT



Name of System # of Standing 
Committees

If Yes, Which Standing Committees? 

20
San Diego City Employees' Retirement 
Association

4 Audit, Business & Governance, Disability, and 
Investment Committee

21
San Diego County Employees' Retirement 
Association

3 Audit, Finance & Budget, Executive, and 
Benefits Committees

22

San Francisco City & County Employees' 
Retirement Association

7 Deferred Compensation Plan, Environmental, 
Social & Governance, Finance, Governance, 
Investment, Personnel, and Retreat 
Committees 

23
San Joaquin County Employees' Retirement 
Association

3 Administrative, Benefits, and Real Estate 
Committees 

24

San Jose Federated City Employees' 
Retirement Association/ San Jose Police & 
Fire Department Retirement Plan

3 Audit, Disability, and Investment Committees

25 San Luis Obispo County Pension Trust 2 Audit and Personnel Committees

26
San Mateo County Employees' Retirement 
Association

2 Audit and Investments Committees

27
Santa Barbara County Employees' 
Retirement Association

1 Operations Committee

28

Santa Clara Valley Transportation Authority 5 Administration & Finance, Congestion 
Management Program and Planning 
Committee, Governance & Audit, SVRT 
Program Working, and Transit Planning & 
Operations Committees

29
Sonoma County Employees' Retirement 
Association

4 Administration-Benefits, Audit, Disability, and  
Investment (Full Board) Committees 

30

Stanislaus County Employees' Retirement 
Association

4 Due Diligence, Internal Governance, 
Performance Review & Compensation, and 
Strategic Planning Objectives Committees

31

Teachers Association of California 
(CALSTRS)

6 Appeals, Audits & Risk Management, Benefits 
& Services, Board Governance, Compensation, 
and Investment Committees

32
Tulare County Employees' Retirement 
Association

2 Administrative and Investment Committees

33
Ventura County Employees' Retirement 
Association

1 Personnel Review Committee

Average Number of Standing Committees 3.1 Standing 
Committees
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