


Performance & Compensation Package for the 
President & the EVP, Treasurer & CIO 

Table of Contents

Executive Summary………………………………………………Tab 1 
Job Descriptions…………………………………………………..Tab 2 
Highest Area of Influence………………………………………...Tab 3 
Performance Evaluations…………………………………………Tab 4 
Process Explanation………………………………………………Tab 5 
Employment Contracts……………………………………………Tab 6 
Compensation Overview………………………………………….Tab 7 



Tab 1



















Tab 2













Tab 3







Tab 4























Tab 5









Tab 6

















































Tab 7



October 27, 2017 

COMPENSATION OVERVIEW Prepared for the Space Florida Board of Directors 

Compensation Philosophy; The Foundation of our program  

Space Florida’s Compensation Philosophy is based on the principles of competitive and fair 
compensation for sustained performance. Our Board of Directors believe that Space Florida’s 
program should: 

- be aligned with Stakeholders Interests,
- be aligned with the organization’s mission, vision, and strategy,
- be competitive and market-based,
- pay for performance
- balance both short- and long-term focus, and,
- be aligned with generally accepted industries approaches.

To that end, Space Florida incorporates many best practices in its compensation program and avoid 
elements that are not aligned with Space Florida’s Guiding Pay Principles.  

Competitive and Fair Compensation 

The compensation philosophy of Space Florida is to establish and maintain employee rewards at 
levels that reflect job responsibilities and individual performance and ensure that the organization is 
well positioned to hire, keep and fully engage qualified, competent employees. To ensure that cash 
compensation is competitive, Space Florida’s compensation practices are compared with those of 
other entities in Space Florida’s market sectors on a periodic basis (approximately every three years). 
In May of this year, Harrington & Associates, Inc. was engaged to conduct an internal study to 
determine how the relationship of job duties across the organization currently relate to each other, 
based on job content and requirements, and to conduct a market analysis. The market analysis is 
derived from published surveys that reflect compensation practices of peer entities and includes data 
related to base cash compensation and incentive compensation targets for position descriptions (i.e., 
PDs or Jobs) that are equal to or substantially like those at Space Florida. Peer entities that provide 
the best comparisons include airports, seaports and other highly regulated transportation 
environments of similar size and multiple use that correspond to Space Florida’s Spaceport activities. 
For Space Florida’s Aerospace / Space Business Development activities peer entities that provide the 
best comparison with corresponding revenue levels and investment portfolios included boutique 
investment banks and real estate investment entities that handle complex, innovative financing 
arrangements, and state / regional wide economic and workforce development organizations.  

Guiding Pay Principles 

Space Florida’s Compensation Program is designed to encourage its employees to: (1) Produce 
outstanding results in fulfilling Space Florida’s Spaceport Authority Mission and Space Florida’s 
Funding & Program Agreement with the State of Florida: (2) Create sustainable long-term value for 
Space Florida’s Stakeholders: and (3) Consistently fulfill their roles and responsibilities in an ethical 
manner. Space Florida’s Guiding Pay Principles are: 
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• Alignment with Stakeholders Interests: Provide compensation elements and set expectations 
targets that closely align with those of stakeholders. For example, to foster the growth and 
development of a sustainable and world leading industry in the State of Florida, and to 
generate positive benefits for the state without uniquely benefitting any entity.  

• Competitive and Market Based: to attract and retain world-class talent with abilities and 
experience necessary to develop and execute spaceport authority strategies, obtain superior 
results, and build long-term value for stakeholders within a government environment as large 
and complex as the State of Florida 

• Pay for Performance: Though generally accepted as a fundamental component of a 
competitive compensation package among the vast majority of Space Florida’s peer group, 
certain stakeholders consider Pay for Performance as inappropriate for Space Florida and are 
compelled to publicize and promote their opinion. A substitute component should be 
implemented to comply with Space Florida’s Principles and offer a competitive and market 
based compensation plan. 

• Balanced Short- and Long- Term Focus: Ensure that the compensation program provides an 
appropriate balance between the achievement of short- and long-term objectives, with a clear 
emphasis on managing the sustainability of the spaceport authority and mitigating risk. 

• Alignment with Generally Accepted approaches; Provide policies and programs that fit 
within the framework of generally accepted approaches adopted by leading similar entities 

 
Sustained Performance 
 
Employees are rewarded based upon Space Florida’s performance and individual performance. 
Appraisal ratings are graded on a 1 to 5 scale where 5 is “Substantially Exceeds Expectations” and 1 
is “Not Meeting Expectations.” Overall score is a combination of weighted components consisting of 
40% on core behaviors, and 60% on performance. Space Florida’s corporate performance is 
evaluated by reviewing the extent to which strategic goals are met. These Goals were proposed by 
management to the Board prior to start of the performance fiscal year ended June 30, 2017. The 
Board vetted the goals and their respective measurement metrics.  These strategic goals include such 
factors as: (i) Capturing recognized STARS of the future in the Space / Aerospace industry to have a 
presence in Florida: (ii) Influencing Florida to experience a 7% increase in Space / Aerospace 
research Grant awards: (iii) Exceed the annual growth numbers required by Space Florida’s Funding 
and Program Agreement by 15%: (iv) Increase Space Florida’s Spaceport facilities rental revenue by 
10% year over year: (v) and brand Florida as The Destination for Space Flight / Aerospace 
Commerce to enhance Florida’s economic prosperity. The performance results for the Corporate 
Goals for the year ended June 30, 2017 are presented below. Individual performance is evaluated and 
documented by the employee, their supervisor and a reviewing official. 
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PERFORMANCE 
RESULTS

July 1, 2016 to 
June 30, 2017

1

Made in Space

2

None

Anticipated standard State ROI must be equal to or greater than 2.

3

Decrease of 22%

4 Exceeded by 13%

5 Exceeded by 80%

6 Increase of 36%

7

Pass

All compliance 
requirements met

NOTE: The initial requirement of the Corporate Goals is that Space Florida must be in compliance with its Funding 
and Program agreement with the Department of Economic Opportunity for the respective year.

Must be a Going Concern, Must be Credit Worthy, and be ranked positively by 
NewSpace Global.

Quality:

Anticipated standard State ROI must be equal to or greater than 2.Cost effectiveness:

Must be a Going Concern, Must be Credit Worthy, be a key supply chain 
component, and be Publicly traded or ranked positively by NewSpace Global.

Quality:

Cost effectiveness:

Exceed the annual number of Jobs created, recruited and/or retained by Space Florida 
required by the current year Funding and Program agreement by 15%.

Exceed the annual number of Companies recruited, retained and/or expanded by Space 
Florida required by the current year Funding and Program agreement by 15%.

Increase Space Florida's current (as of July 1, 2016) Cape Facilities rental revenue by 10% 
year over year.

To be graded Pass or Fail: With Florida Department of Transportation (FDOT), brand Florida 
as The Destination for Space Flight/Aerospace Commerce as a part of FDOT's mission to 
ensure the mobility of people and goods, and enhance Florida's Economic Prosperity.

Branding effort must be measurable by an independent marketing firm.Quality:

Quantity Measurement: Awards in Fiscal Year 2016-2017 over Fiscal Year 2015-2016

Capture One recognized STAR of the future in Space/Aerospace Commerce to have a physical 
presence in Florida.

Capture One recognized Space/Aerospace Manufacturing STAR to have a physical presence in 
Florida.

Through Space Florida's influence Florida experiences a 7% increase in Space/Aerospace 
Research Grant Awards.

CORPORATE GOALS 

Developed in conjunction with and approved by the Board of Directors on May 10, 2016

VISION:
Recognized as a Global Leader for Space Commerce
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2017 Performance Highlights of the Space Florida Funding and Program and Funding 
Agreement with the State of Florida Department of Economic Opportunity 
 

  Legislative Implementing Bill 
Performance Measures 

FY 16-17 
Standard 

FY 17 Metrics 
Achieved 

1. Annual number of jobs created, recruited and retained 
by SF 1000 1128 

2. Annual number of companies recruited, retained and 
expanded by SF 15 27 

3. Annual growth in investment by aerospace-related 
entities in Florida 2% 3.42% 

4. Annual number and amount of funding for research 
projects, partnerships and grants supported by SF 

30 
$2.0M 

36 Total 
Awards 

Expended 
$2,121,128 

Income Awards 
$35,614,939 

5. Number of strategies in the Florida Strategic Plan for 
Economic Development being implemented by SF 22 27 

 
 
Compensation Objectives 
 
There are three primary objectives of our current compensation program. 
First, we must attract and retain superior talent to lead and execute our statutorily defined roles and 
responsibilities to foster growth and industry leadership while controlling the costs associated with 
this mission. The high-profile nature of the Space / Aerospace Industry and Space Florida’s 
interconnection with the State of Florida adds complexity to this challenge. 
Second, the compensation program must effectively tie pay and benefits to broad responsibilities and 
performance against measurable targets. Specific performance targets are set for Space Florida by the 
State and our Board of Directors each year. The combination of base and performance pay must 
motivate employees to take the actions necessary to meet the targets on a quarterly and annual basis, 
without affecting our longer-term viability. 
Finally, the compensation program must properly energize employees to fulfill the mission of Space 
Florida, deliver returns to its stakeholders and strengthen the position of the State within the Global 
Space / Aerospace Industry. 
 
Compensation Components 

To meet these three objectives annual compensation is currently divided into three elements for 
employees; base salary; pay for performance; and employee benefits. The Governance and 
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Compensation Committee determines the optimal mix of compensation components, as well as total 
targeted compensation, based on market analysis by a Compensation Consultant.  
Base Salary.  Base pay is distributed on a periodic basis and recognizes the daily performance 
required of the employee’s position. The base salary was set using broad industry information, as 
well as peer entity analysis. Annual base salaries will continue to reflect appropriate market data, as 
well as individual performance of assigned responsibilities and changes in the scope of 
responsibilities. Targeted performance criteria vary for each employee based on his or her respective 
area of responsibility. 
Pay for Performance. Are generally paid annually and are tied to exceeding agreement and budgeted 
targets. Pay for performance potential is based on market and peer group analysis. 
Employee Benefits. All employees are provided with a benefit package that includes health care, and 
life and disability insurance, with dental, a GAP Insurance Plan, a vision care option, and cafeteria 
plan options. Space Florida pays 100% for the employee only coverage, and 75% for family coverage 
of medical, dental, and vision. Employees may participate in either of two high-deductible health 
plan options that are provided and can enroll in a healthcare flexible spending account. Space Florida 
has a Simplified Employee Pension Plan (the “Plan”). The Plan eliminates the taxation required for 
the social security element of the Federal Insurance Contribution Act (FICA) for all participants and 
for Space Florida. All employees of Space Florida participate in the Plan. Space Florida also offers 
an employee only contribution deferred compensation plan (457b). 
 
Compensation of President & CEO, and the Executive Vice President Treasurer & Chief 
Investment Officer 
 
The Governance & Compensation Committee will separately review the annual compensation for 
these executives and will recommend to the full board a level that is competitive with peer entities, 
based on industry comparisons and taking into consideration the effectiveness of their leadership and 
success in fulfilling the mission of Space Florida. The process will be administered by Harrington & 
Associates, Inc. whereby annual performance evaluation documents will be completed by the 
executives and presented to the committee for review and assessment. Based on the results of this 
review and market analysis results the committee will present their recommendations to the full 
board for approval. The committee expects to present their recommendations at the Boards next 
regularly scheduled meeting during first quarter calendar year 2018. 
    
Current pay to market analysis and recommendations 
 
Overall, the organization’s aggregate current base pay compared to the final results of the market 
analysis conducted this May, is 81 % of the mid-point of the market. If the Board deems the 
previously approved bonus plan as inappropriate for Space Florida, this will further place the 
organizations overall total cash compensation further below its peer groups. It is noteworthy that over 
the calendar year period of 2013 through 2017 to date, the overall Consumer Price Index (CPI)-
Bureau of Labor Statistics has accumulatively increased 7.6%. 
For several years, Space Florida has endeavored to maintain its workforce aggregate base pay at 
Ninety-Five Percent (95%) of the market mid-points of its various grade levels for employee 
positions. In other words, the market mid-point is an amount where Fifty Percent (50%) of the 
market is paid less than that amount, and Fifty Percent (50%) is paid more. The reasoning for this 
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policy is Space Florida is an emerging entity within a new, fast growing and burgeoning industry, our 
peer groups primarily reflect more mature and stable growth industries where experience in grade is 
common and often requires a premium. Space Florida by slightly targeting below market mid-point 
we believe we are competitively compensating for the base pay component in an environment where 
roles and responsibilities expand and contract frequently, and thus accumulating experience in grade 
is often not possible. What Space Florida does to address this frequently changing environment of 
roles and responsibilities, and to be competitive, is to advance staff in grade when they demonstrate 
the capabilities to perform more demanding roles and responsibilities. We believe maintaining this 
policy for the near term is appropriate for our circumstances, but should be evaluated as the industry 
matures. 
 
To address the pay for performance challenge the following is proposed: (i)The Board approve Space 
Florida management to continue to endeavor to maintain its workforce aggregate base pay at Ninety-
Five (95%) of market mid-point of its various grade levels for employee positions; (ii) Suspend 
Space Florida’s previously approved Bonus Plan in response to certain stakeholders beliefs and 
concerns: (iii) and to approve Space Florida implementing a Discretionary Merit Pay Component for 
employees who consistently perform above expectations and are recognized by clients and peers as a 
leader and positive example for others. Specifically, the Discretionary Merit Pay Component would 
be awarded to employees who are performing their roles and responsibilities effectively and clearly 
contribute to the success of the entity exceeding its goals based on specific metrics, and supervisor 
and executive annual performance review results. Included is a copy of the Space Florida Annual 
Performance Evaluation Form (Appendix 1 of the Space Florida Compensation and Performance 
Management Guidelines).  Employees who obtain overall ratings in the “Substantially Exceeds 
Expectations” range, defined as consistently performs above expectations and is recognized by 
clients and/or peers as leaders and positive examples for others (i.e., an overall performance rating 
scale of 4.30 to 5.00) will receive a directly correlated specific base compensation increase within the 
range of three (3) to Four (4) percent. For those who obtain “Exceeds Expectations” range defined as 
performs above expectations in some areas and consistently meets all other expectations (i.e., an 
overall performance rating scale of 3.51 to 4.29) will receive a directly correlated specific base 
compensation increase within the range of one (1) to two (2) percent. Though it will be possible for 
someone to exceed their mid-point base pay over the period of a couple of years, these are the 
employees Space Florida to retain. Do note however, that Space Florida updates its pay grades and 
mid-points via a market analysis approximately every three years as required by our compensation 
guidelines. This resetting of grades and mid-points based on the market allows Space Florida to start 
anew every three years which we believe is an efficient approach to deal with a growth industry such 
as commercial space in Florida. 
 
To assist your assessment of the three proposals, we have provided the attached graphic below that 
maps the aggregate results of base pay component from the recent market analysis with our current 
aggregate base pay and the proposed ninety five percent (95%) of market mid-point of the various 
grade levels for employee positions. We have also highlighted a range for discretionary merit 
increases. 
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Minimum
(80%)

Market 
Analysis 
Results

Current 
Base Pay 

Component

95% of 
Mid-Point

Mid-Point
(100%)

Market Analysis Results
Aggregate Results - Base Pay Component

May 2017

Maximum
(120%)(95%)

$806,000

$592,000

$3,425,000

$3,476,000

$4,068,000

$4,282,000 $5,138,000

*

1

Range for merit increase $214,000

Mid-Point - 50% paid less, and 50 % paid more 

Graphic is scaled

*
1
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   Space Florida 
Annual Performance Evaluation Form 

Self Assessment Yes No 

Employee Name: Date Hired: 

Title: Review Period: 

Reviewer: Date: 

INTRODUCTION 

This Form is used in providing performance feedback to employees.  It consists of two key areas of assessment: Core 
Behaviors and Individual Job Performance.  This Form is the instrument used to facilitate dialogue between the Reviewer 
and Reviewee with respect to these areas.   

INSTRUCTIONS 

Reviewer: Complete the Performance Evaluation Form based on the Reviewee’s performance over the entire 
review period.  Do not focus solely on recent events, but consider all activities of the employee 
during the period.  At the end of the Form, transfer all of your ratings to the appropriate sections on 
page 3 in order to calculate the Reviewee’s overall performance score. 

Reviewee: Complete a self-assessment using this Form.  Complete sections I, and II; do not complete sections 
III and higher.  Submit the self-assessment to your Reviewer at least one week prior to your 
performance review meeting. 

EXPLANATION OF RATINGS 

Ratings are used to evaluate the employee under each section of this Form.  An explanation of the alpha and numeric 
ratings is presented below.   

Appraisal Rating 

SEE (Substantially Exceeds Expectations) = 5 
Consistently performs above expectations and is recognized by customers 
and/or peers as a leader and positive example for others. 

EE (Exceeds Expectations) = 4  
Performs above expectations in some areas and consistently meets all 
other expectations. 

ME (Meets Expectations) = 3  
Performs at expected level in all areas and consistently meets performance 
expectations. 

MSE (Meets Some Expectations/Developing) = 2  
Needs to improve in one or more areas to be at the expected level of 
performance. 

NME (Not Meeting Expectations) = 1  
Needs significant improvement in one or more areas.  A job performance 
plan is required. 
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I.  CORE BEHAVIORS 

A. Space Florida has identified certain behaviors that it believes are required of all employees.  These “core” behaviors 
reflect the values and mission of Space Florida and should manifest themselves through our actions on a daily basis.  
The Reviewer should rate the employee on each behavior area based on the performance exhibited during the review 
period. Rating Rating 

 (5-1) (5-1) 
Initiative - Seeks new challenges and responsibility.  Self-
starter and finisher.  Persistent in overcoming obstacles.  
Does not procrastinate and is highly motivated 

 
Creativity - Develops and applies practical, innovative ideas 
and approaches.  Thinks “outside the box.”  Able to find new 
solutions to old problems. 

 

Action Oriented - Eagerly seeks new challenges and 
opportunities for growth.  Diligent in performing tasks and 
produces timely results. 

 
Judgment - Consults with others in dealing with difficult 
situations.  Considers alternatives and consequences before 
making a decision.  Acts decisively when required. 

 

Customer Focus - Goes above and beyond to ensure that 
customers are satisfied.  Shares information and knowledge 
through relevant networks to enhance the organization’s 
service capabilities. 

 
Responsibility - Takes responsibility for work completed 
and/or directed.  Follows up on problems and decisions.  
Documents actions as appropriate.  Adheres to organization 
policies. 

 

Teamwork - Willingly helps and provides resources to 
others’ endeavors.  Participates in joint goals and projects.  
Places team before personal interests.  Gives credit to 
others.  Avoids “playing politics.” 

 
Integrity and Trust - Does the right thing.  Demonstrates 
courage, even in the face of strong opposition.  Worthy of 
trust from colleagues.  Maintains independence and 
objectivity in dealing and communicating with customers. 

 

 
B. Supervisor’s have additional behaviors for which they are accountable.  The Reviewer is to rate the employee on each 

of these core areas in addition to those presented in section A. 
 Rating Rating 
 (5-1) (5-1) 
Leadership - Provides purpose, values, and vision.  Willing 
and able to make tough decisions and then take 
responsibility for related actions.  Earns trust and loyalty and 
inspires others to greater performance. 

 
Strategic Agility - Able to look into the future to anticipate 
consequences and trends accurately.  Can envision and 
articulate future possibilities.  Can create competitive 
breakthrough strategies and plans. 

 

Directing Others - Able to establish clear direction and to 
set objectives.  Distributes workloads appropriately.  
Maintains two-way dialogue with others on work and results.  
Ensures that reports adhere to organization policies. 

 
Developing Direct Reports - Provides challenging tasks and 
assignments.  Routinely holds development discussions.  
Works with reports to develop career plans and execute 
them.  Is considered a “people builder.” 

 

Motivating Others - Creates a climate in which people want 
to do their best.  Able to motivate diverse reports and/or 
teams.  Empowers others and values their input.  Makes 
others feel that their work is important. 

 
Conflict Management – Addresses conflicts head on; views 
them as opportunities.  Can effectively settle disputes.  Able 
to find common ground and get cooperation with minimal 
disruption. 

 

 
II. INDIVIDUAL JOB PERFORMANCE 
 
Enter up to five key accomplishments for the prior year which you were responsible for.   In this section, the 
Reviewer rates the employee’s level of achievement for each accomplishment. .
 Rating 
 (5-1) 
Accomplishment #1 
 
 

 

Accomplishment #2 
 
 

 

Accomplishment #3 
 
 
 

 

Accomplishment #4 
 
 

 

Accomplishment #5 
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 III.  PERFORMANCE EVALUATION RESULTS 
 
The Overall Performance Rating for the Reviewee is calculated by aggregating the performance scores from the two 
previous sections using the tables below. 
 
 
I.  CORE BEHAVIORS: Transfer the numeric ratings from 
each core behavior.  Average all scores for behaviors as 
appropriate.  This is the Overall Score for Section I. 
 
Initiative    ______ 

Creativity    ______ 

Action Oriented    ______ 

Judgment    ______ 

Customer Focus   ______ 

Responsibility    ______ 

Teamwork    ______ 

Integrity and Trust   ______ 

 
For supervisory personnel only. 
 
Leadership    ______ 

Strategic Agility    ______ 

Directing Others   ______ 

Developing Direct Reports  ______ 

Motivating Others   ______ 

Conflict Management   ______ 

 
 Total Score  
 (sum of above scores) 
 
 Number of Behaviors  
 
 
Divide TOTAL SCORE by NUMBER OF BEHAVIORS to 
calculate the Overall Score for Section I. 
 
  
 

 
 
 
 
 
 
 
 
 
 
II.  INDIVIDUAL JOB PERFORMANCE: Transfer the 
numeric ratings for each accomplishment.  Average all 
scores.  This is the Overall Score for Section II. 
 
Accomplishment #1 ______ 

Accomplishment #2 ______ 

Accomplishment #3 ______ 

Accomplishment #4 ______ 

Accomplishment #5 ______ 

 
 
 Total Score 
 (sum of above scores)  
 
Number of Accomplishments  
 
 
 
Divide TOTAL SCORE by NUMBER OF 
ACCOMPLISHMENTS to calculate the Overall Score for 
Section II. 
 
  
 
 
 
 
 
 
 

Performance 
Evaluation 

Conversion Scale 
 SEE = 5 
 EE = 4 
 ME = 3 
 MSE = 2 
 NME = 1 
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Calculate the Overall Performance Rating by 
 
1) Transferring the overall numeric score from the two sections to the appropriate box below; 
2) Applying the appropriate weighting;  
3) Adding the Weighted Scores; and 
4) Converting the Overall Performance Score back to an Alpha Rating using the scale below. 
 
 

 Overall Score for  Weighted  
 Section I. Weighting Score  
 
  X 40% =  
 
 
Overall Score for  Weighted  
 Section II.Weighting Score  
 
  X 60% =  
 
 
 
 
 
 
 
 Total Score Overall Alpha Rating 
 (sum of two Weighted Scores)  (overall performance rating)  
 

 
 
 
IV.  DEVELOPMENT OF ACTION STEPS 
 
Based on the assessment components above, the Reviewer will indicate below the areas in which the employee excels 
(“Strengths”) and the areas that may require developmental attention (“Areas for Improvement”).  Action steps should be 
prepared for areas that need improvement or development. 

Strengths Areas for Improvement 

  

  

  

  

 
Action Steps Time Frame 

  

  

  

  

 

Overall Performance 
Rating Scale 

 4.30 to 5.00  = SEE 
 3.51 to 4.29  = EE 
 2.50 to 3.50  = ME 
 1.26 to 2.49  = MSE 
 1.00 to 1.25  = NME 
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V.  SIGNATURES 
 
 
Performance Evaluation Review and Discussion:  The signatures below indicate that the employee’s performance has 
been reviewed and discussed with the employee. 
 
 

Reviewer’s Signature  
_____________________________________ Date__________ 
 
 
Title 
 

Employee Signature  
_______________________________ Date__________ 
Signature indicates that evaluation has been reviewed with the employee but does not necessarily 
reflect agreement. 

 
Reviewing Official 
Signature 

 
_______________________________ Date__________ 
The evaluation is not complete until the Reviewing Official has reviewed and signed the evaluation 
form.  . 
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