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SOCIETY OF ACTUARIES
Antitrust Compliance Guidelines

Active participation in the Society of Actuaries is an important aspect of membership.  While the positive contributions of professional societies and associations are 
well-recognized and encouraged, association activities are vulnerable to close antitrust scrutiny.  By their very nature, associations bring together industry competitors 
and other market participants.  

The United States antitrust laws aim to protect consumers by preserving the free economy and prohibiting anti-competitive business practices; they promote 
competition.  There are both state and federal antitrust laws, although state antitrust laws closely follow federal law.  The Sherman Act, is the primary U.S. antitrust law 
pertaining to association activities.   The Sherman Act prohibits every contract, combination or conspiracy that places an unreasonable restraint on trade.  There are, 
however, some activities that are illegal under all circumstances, such as price fixing, market allocation and collusive bidding.  

There is no safe harbor under the antitrust law for professional association activities.  Therefore, association meeting participants should refrain from discussing any 
activity that could potentially be construed as having an anti-competitive effect. Discussions relating to product or service pricing, market allocations, membership 
restrictions, product standardization or other conditions on trade could arguably be perceived as a restraint on trade and may expose the SOA and its members to 
antitrust enforcement procedures.

While participating in all SOA in person meetings, webinars, teleconferences or side discussions, you should avoid discussing competitively sensitive information with 
competitors and follow these guidelines:

• Do not discuss prices for services or products or anything else that might affect prices

• Do not discuss what you or other entities plan to do in a particular geographic or product markets or with particular customers.

• Do not speak on behalf of the SOA or any of its committees unless specifically authorized to do so.

• Do leave a meeting where any anticompetitive pricing or market allocation discussion occurs.

• Do alert SOA staff and/or legal counsel to any concerning discussions

• Do consult with legal counsel before raising any matter or making a statement that may involve competitively sensitive information.

Adherence to these guidelines involves not only avoidance of antitrust violations, but avoidance of behavior which might be so construed.  These guidelines only provide 
an overview of prohibited activities.  SOA legal counsel reviews meeting agenda and materials as deemed appropriate and any discussion that departs from the formal 
agenda should be scrutinized carefully.  Antitrust compliance is everyone’s responsibility; however, please seek legal counsel if you have any questions or concerns.



Presentation Disclaimer

Presentations are intended for educational purposes only and do not replace 
independent professional judgment. Statements of fact and opinions expressed are 
those of the participants individually and, unless expressly stated to the contrary, are 
not the opinion or position of the Society of Actuaries, its cosponsors or its 
committees. The Society of Actuaries does not endorse or approve, and assumes no 
responsibility for, the content, accuracy or completeness of the information 
presented. Attendees should note that the sessions are audio-recorded and may be 
published in various media, including print, audio and video formats without further 
notice.
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Session Description

To get the most out of employees, managers need to ensure they are providing effective feedback. However, this 
important competency of strong managers is one that often gets overlooked and, as a consequence, is typically 
under-developed. Too often managers feel they are too busy to provide the necessary feedback. Or, they are 
uncomfortable letting an employee know that they are not achieving results at the expected level. Delivering 
critical feedback is difficult for all managers and it doesn't get easier by avoiding it. More importantly, your 

employees have a limited opportunity to grow when they don't know where they need to focus. This highly 
interactive, open forum, is intended for actuaries in management roles who need to 
focus more attention on providing clear, effective feedback to their employees.

At the conclusion of this session, attendees will be able to:

✓ Develop clear, achievable goals for their employees
✓ Write meaningful performance evaluations
✓ Deliver effective (positive and critical) feedback



For Starters…

Make the Mental Leap to Manager
Franklin Covey, 2020
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Agenda

Goal Setting

G.R.O.W. Radical Candor

Delivering the 
Annual Review



Goal Setting



Polling Question #1

How are your goals set each year?

A. My boss sets my goals and tells me what they are.
B. I set my goals and tell my boss what they are.
C. My boss drafts my goals, then we discuss and agree on them.
D. I draft my goals, then we discuss and agree on them.
E. I don’t have any formal goals.



Background

• As a leader, one of the most critical aspects of your job is to   ______________________________.

• If you want excellent results, you can’t “pass” on this, and…

• You need to clarify what “excellent” looks like

“Leaders produce results through the efforts of others.”



The Basics of Goal Setting

❑ SMART Goals—Specific, Measurable, Achievable, Relevant, and Time-Bound

❑ Top-Down Approach (not bottom-up)
▪ A leader’s job is to set expectations
▪ And you must gain agreement

❑ Focus on what’s critically important
▪ Don’t have 100 goals
▪ Perhaps 3-6 goal categories (depending on the role)
▪ 1-3 goals/category
▪ Targets must be crystal clear
▪ Goals or targets can change a bit during the year



Setting Measurable Targets

CATEGORY:  Customer Service

Objective:  Achieve outstanding 
service results

• Measure 1/Target:  Avg. 2 day 
turnaround time (TAT) for all new 
requests

• Stretch target = Avg. 1.5 day TAT

• Measure 2/Target:  3.5 / 4.0 on 
customer satisfaction surveys

• Stretch target = 3.75 / 4.0

Measurable targets enable you to provide high-quality, objective, feedback

Identify Specific Goal to Achieve (What is vitally important)

Identify Measurable Criteria (How you can measure)

Identify Targets (How you define success)

• Project Delivery
• Technical Skills

• Customer Service
• Financial Results

• Target = Good/Expected Performance
• Stretch Target = Great Performance

• Quality
• Accuracy

• Turnaround Time
• Satisfaction

• Productivity
• Financial Impact



Discussion Questions

A. What’s your biggest challenge in the goal setting process?

B. Are your employees apprehensive about setting firm targets?

C. How supportive is your company in the goal-setting process?



Radical Candor

1. Scott, K. (2017). Radical Candor: Be a Kick-Ass Boss Without Losing Your Humanity, St. Martin’s Press.



When you receive feedback, what makes it most effective?

A. From someone you trust

B. Delivered clearly

C. Includes action steps to improve

D. It is timely

E. You are mentally prepared

Polling Question #2



From your observations, what percent of feedback 
basically boils down to saying “good job”?

A. 76 – 100%

B. 51 – 75%

C. 26 – 50%

D. 1 – 25%

E. Never

Polling Question #3



What did not work VS What worked and why

Newer relationship

Remote

Delayed

Indirect

Empathetic

Specific snapshot

Immediate

Reflective discussion

Examples of Feedback Conversations



1. Scott, K. (2017). Radical Candor: Be a Kick-Ass Boss Without Losing Your Humanity, St. Martin’s Press.

Care personally

Challenge directly

Ruinous
Empathy

Manipulative 
Insincerity

Obnoxious 
Aggression

Radical
Candor1

1 2Good job
Heads up – you have 
spinach in your teeth

Focusing on things outside 
of their control

Silence or avoiding criticism

Restating what is already known

Drawing comparisons that 
make you look better (i.e. 
fishing for compliments)

Telling someone what they 
want to hear (so they go away)

Critiquing the person rather 
than the action 

Do better next time

You say ‘um’ too much and 
it hurts your credibility

Feedback Effectiveness is Driven by Two Factors



What kind of feedback do 
you think most actuaries 
typically provide?

A. Ruinous Empathy

B. Radical Candor

C. Manipulative Insincerity

D. Obnoxious Aggression

1. Scott, K. (2017). Radical Candor: Be a Kick-Ass Boss Without Losing Your Humanity, St. Martin’s Press.

Ruinous
Empathy

Manipulative 
Insincerity

Obnoxious 
Aggression

Radical
Candor1

Polling Question #4



GROW



What is your go-to strategy for approaching a conversation 
where you have to deliver critical feedback?

A. I don’t have a strategy

B. Start with positives then address the negatives

C. Be indirect and ask questions

D. Wait for it to come up naturally

E. Other

Polling Question #5



What is the Goal?1

What is the Reality?2

What are the Options?3

Focus on the Way forward4

1. Whitmore, J. (2010). Coaching for Performance, Nicholas Brealey Publishing.

Overload

Not mentally prepared

Going through 
the motions

Poorly timed

Low trust

1

3

4

2

Barriers to and Tactics for Productive Weekly 
Coaching Conversations



A. What goes wrong when we skip one of 
the parts?

B. Why does GROW1 work?

C. How does it compliment Radical Candor2?

1. Whitmore, J. (2010). Coaching for Performance, Nicholas Brealey Publishing.
2. Scott, K. (2017). Radical Candor: Be a Kick-Ass Boss Without Losing Your Humanity, St. Martin’s Press.

Discussion Questions

What is the Goal?1

What is the Reality?2

What are the Options?3

Focus on the Way forward4



Delivering the Annual Review



Polling Question #6

How would you describe the reviews you have received over 
the past couple of years?

A. Valuable discussion about goal achievement, strengths and areas of 
improvement

B. Too formal and rigid, limited constructive discussion
C. My boss just goes through the motions
D. Haven’t received a review at all



Preparing

• Spend a lot of time preparing and writing reviews

• Treat employees the way you want to be treated

• No Feedback = No Growth

“No tough conversation ever 
got easier by waiting longer 
to have it.”

-- Jack Welch

Think 
About It

Then 
Write It

• Consolidate feedback from throughout the year

• There should be no major surprises

• Write it so the feedback sticks…with details, vivid examples, and memorable phrases

• Focus on Results (vs targets) and Behaviors



Communicating

Spend a lot of time delivering reviews  

✓ your employees will appreciate and remember all the 
time you spent on them

#1

Be clear and candid

✓ Make sure the message is understood
✓ Provide an honest, objective assessment of results versus agreed upon targets
✓ Focus on “why” the results turned out the way they did—what root causes of 

low performance can be identified and, thus, improved upon?

#2

Make sure the feedback sticks

✓ Focus on the most important points—highlights and lowlights
✓ Again, focus on details, vivid examples, and memorable phrases 

#3
#4 Rating should 

match results

✓ don’t over-reward good 
performance



Discussion Questions

A. Why do you think you have trouble delivering critical feedback?

B. Do you think you spend enough time writing reviews?  If not, why not?

C. What do you remember about the ‘most helpful’ review you ever received?



Thank You for Attending




