
Quantitative Trading Group at Maple Securities 
 

F. A. Q. 
 
 
Why does the Quantitative Trading Group (QTG) exist?  
 
We exist to provide value to our stakeholders. 
 
We began in late 1995 as the Statistical Arbitrage proprietary trading unit of what was 
then First Marathon, a Canadian brokerage firm. About one third of First Marathon spun 
out to form Maple Securities in 1997. In 2000, Maple launched a hedge fund by which 
outsiders could invest in our strategies. In 2005, the members of the Statistical Arbitrage 
Group at Maple were asked to spin-out to form a separate firm, MANE Fund 
Management, Inc., to run a managed account for Maple and to continue to manage the 
hedge fund. We were asked to spin-out because our manager had announced his intention 
to leave and because Maple was not prepared to replace him in that supervisory capacity. 
Additionally, Maple was uninterested at that time in becoming a Registered Investment 
Advisor.  [We may want to clear this section with Maple before including] 
 
In the summer of 2006, we shut down the hedge fund. After investigating the possibility 
of going it alone and taking in an outside equity investor, we decided to rejoin Maple 
Securities as the Quantitative Trading Group (QTG). 
 
 
Who are QTG’s stakeholders? 
 
These are all the people and entities that have a stake in whether QTG succeeds or fails. 
They include: 
 
Maple and its Shareholders – These are the owners of the funds and accounts that we 
manage. We manage their wealth to the goals that they choose, not our own. They may 
want to maximize an expected return, preserve wealth, match assets with liabilities, or 
many other goals of their choosing. We should be fairly agnostic as to their goals -
however we must understand our investors, their goals, and motives so that: 
 

- We do not want to help those with illegal, immoral, antisocial, or unethical aims. 
- We know our mission with respect to their goals. 
- We can make an honest assessment as to our ability to help them realize their 

goals, and say so if we lack the competence that they need. 
 
Counterparties – Our counterparties are the people on the other side of our transactions. 
For a business to be sustainable, the people who we interact with (individually and as a 
class) must receive a benefit from that interaction. It is acceptable for our actions to be 
profitable to ourselves without hurting our counterparties, however, it is harder to build a 



sustainable business on transactions when our counterparties are indifferent as to our 
success.  
 
We are not playing a game where we win at the expense of others. Even in the case of our 
trading activities, and even in markets that are in aggregate, zero-sum-games, our goal is 
to facilitate what others want to accomplish. In fair and free markets, we will strive to 
provide liquidity (others achieve their goals either faster, or at a better price) or price 
discovery (they get a more correct price). We will not be coercive or manipulative in our 
dealings. 
 
This is not to say that we will not strive to win business at the expense of our 
competitors. Our counterparties are among our constituency, but our competitors are not. 
 
Community – We are members of several communities. We are to strive to be good 
citizens of these communities. 
 

- Markets – We are guests in the marketplace. We exist to serve the needs of our 
markets. The markets do not exist to serve our needs. 

- Industry  – We will strive to bring credit to our industry (which sorely needs 
positive role models). 

- Society – All the members of society at large are potentially affected by our 
actions. We respect them and the legislators and regulators who represent their 
interests. 

 
Employees – Employees have their time and labor to offer and they have every right to 
expect value in return. Their time and labor have market value. We are to compensate 
them fairly relative to the market. Employees must be aware of our values and work in 
the interest of our stakeholders. We will invest in our employees, and we have a right to 
earn a return on that investment. 
 
In most firms, managers are expected to work to maximize value for the owners while 
laborers are expected to sell their skill and effort for their own benefit. At QTG, 
managers are not a separate class of employee. All employees are expected to be 
professionals, which we define as going beyond simply meeting competency guidelines. 
We define professionals as those who put the interests of others above their immediate 
self-interest. 
 
Owners – These are the people who hold the “equity stake” in QTG beyond Maple. 
Right now, Brooke Allen alone has contractual ownership of the intellectual property of 
the group. He has an employment contract with Maple that compensates him not on his 
own labor but based on a percentage of the profits of the group (subject to expenses and a 
drawdown). In this way, his status is almost identical to that of a business owner. (During 
the time when the group was the separate entity, MANE, Brooke was the sole 
shareholder.)  [We may want to clear this section with Maple before including] 
 



This is not complete. For example, if we borrow money, our creditors become 
stakeholders, even if they have not formally become so because of a default. All those we 
put at risk are stakeholders 
 
Owners and employees must understand our philosophy, values, and views. In general, 
Maple and their investors, counterparties, markets, industry and society should not be 
expected to care about our philosophy, values, or views or even agree with them. 
 
 
What kinds of employees does QTG value? 
 
QTG values employees who are motivated by success but not greed. Success in our 
business is measured in money, but not exclusively. We view money not as the measure 
of how well we are winning a game but rather the soil with which we grow a business. 
 
Employees should accept, respect, and internalize our values. Beyond that, employees 
should expect to work with a diverse assortment of peers. As a small firm, we will not be 
able to compete in terms of salary or prestige with other better endowed employers. 
Therefore we must be willing to seek talented people from unlikely sources and among 
people who do not fit stereotypical profiles. 
 
We expect both our QTG employees and owners to have: 
 
Integrity  – This encompasses much of what follows. 
 
Honesty – Employees must be honest and forthright in all their dealings with all 
stakeholders and with themselves. 
 
Principles – We must think before we act. We must develop rules for our behavior and 
then follow those rules. 
 
Creativity  – Employees should seek creative solutions to problems and respect creative 
solutions in others. It will be hard for us to be better than others by doing the same things 
as others. 
 
Forgiving nature – Since creativity often involves failure, we must be forgiving of 
failure in others and ourselves. However, misbehavior must be reported. 
 
Work ethic – All employees need to work hard. We live in a competitive world that 
delivers failure to the lazy. However, work does not trump health or family. 
 
Collegiality – QTG is a collective effort. We must not hoard our knowledge or 
discoveries and we must be willing to submit our thoughts and work to the scrutiny of 
others. 
 
Intelligence – We must possess and exhibit a high degree of intellect and common sense. 



 
Realistic views and expectations – We are to strive to have a vision and make ourselves 
and our firm into what we have not yet become. However, we are to accept ourselves, our 
environment (particularly our markets) for what they are and not what we might imagine 
them to be. We are believers in scientific methods in the pursuit of objective truth. 
 
Competency – We must be capable and qualified to do what we intend. We must help 
each other develop new competencies. 
 
Interest in personal growth – We value continuing formal education, but more 
importantly we must grow and learn from each other and from our failures. However, 
repeated and predictable failure is not to be admired. 
 
Loyalty  – Our investors have invested in us and we have invested in each other. Loyalty 
is a way of honoring that investment. Our firm is based upon intellectual capital and to 
steal that property simply because it is easy to steal and to sell it to another is disloyal and 
dishonest. 
 
Professional – The professional puts the interests of others above his or her own. 
 
An aversion to gambling and a willingness to take risks – Taking risks is both 
unavoidable and often rewarded. The gambler finds the excitement that comes with risk 
and the expectation of unrealistic outcomes to be sufficient reward for taking risks with 
negative expected values. We do not want gamblers in any positions in our group. We 
will embrace a spectrum of risk takers as employees. We expect to reward those who take 
risks that prove successful but only if they demonstrate a maturity concerning failure. 
  
Aspirations – We want people who aspire to be successful but not greedy. We should set 
high goals for ourselves individually and as a group. 
 
An open mind – We must be open to new ideas and people. This is essential to 
innovation. We must be different from others for we will not be able to compete with the 
established and the mainstream.  
 
Humility  – We must be decisive while always admitting the possibility that we are 
wrong. Markets are superb at teaching humility. 
 
Respectfulness – We must be respectful and courteous in our dealings. We are to act 
from the brain and from the heart. 
 
A belief in capitalism – We are capitalists and we respect private property. 
 
We believe that developing these characteristics is as important to one’s career 
advancement as any other effort one may make. 
 
 



What are QTG’s organizational values? 
 
As an organization we strive to be: 
 
Sincere – We aren’t to state things that we don’t believe and we are to act consistently 
with our statements. 
 
Profitable – If our activities cannot meet the needs of investors and counterparties in a 
way that rewards owners for putting their capital at risk then we do not deserve to exist. 
 
A Meritocracy  – We are to fairly reward employees for their efforts, contributions to 
success, and willingness to bear risk. 
 
Opportunistic  – We must be flexible and open to reacting to opportunities as they 
present themselves whether they come from the markets, potential employees, or any 
other source. 
 
Objective – We wish to be rational, empirical, and scientific in our decision making 
processes. We do not want to fool ourselves or others. 
 
More than Individuals  – We wish to be more than the sum of our parts. Our firm does 
not exist solely to provide opportunities for a few employees. We aim to save and invest 
in the future of the organization and build institutional knowledge. 
 
Market Focused – We need not just care about the markets in which we operate as 
traders and investors, but also we must be aware of the market for what we do. We must 
adapt what we do to changing market conditions and we must adapt what we offer to the 
market.  
 
 



What do we do NOT value as an organization? 
 
It is also important to note that, as an organization, we do not value all worthwhile things. 
For example as an organization we do not value: 
 
Organizational Charity  – As a group we will not be contributing to charities. These are 
individual decisions best left to our employees, clients, and owners. Charity might be 
motivated by a desire for publicity, or tax efficiency, but not because it is a core value of 
the organization. 
 
Longevity – While we value loyalty, we do not value employee longevity for its own 
sake. Employees who wish to be rewarded for their contributions must take responsibility 
to invest in keeping their abilities current and competitive with those available in the 
marketplace. Employees who wish to ensure their future comfort must take responsibility 
for saving and investing in their financial future. As a general rule we do not provide 
severance pay for there is no return to such expenditure. We expect employees to be 
better able to save for a risky future than the organization. However, to the extent that it 
is tax efficient, we will help in meeting these needs through such things as education 
benefits and retirement plans. Employees must recognize such things as among the forms 
of compensation for employment and are not an entitlement.  [We may want to clear this 
section with Maple before including] 
 
Social Welfare – We believe that general social welfare is an individual and communal 
responsibility, and not the responsibility of our organization. To the extent that providing 
for welfare is tax efficient or mandated by law, we will help in meeting those needs 
through such things as health and insurance benefits. Employees must recognize such 
things as among the forms of compensation for employment and not as an entitlement. 
 
 
 
 
 
 



 
 
What are QTG’s missions and objectives in the long term and in the 
short term? 
 

Timeless Mission 
 

The broadest statement of our mission has been: 
 

Our goal as a group 
is to act such that 

every person associated with our endeavor 
will feel that 

at the end of the day 
they were better for it. 

 
This is a code of conduct more than a mission and it is a statement that our mission is to 
conduct ourselves well no matter what endeavor we choose to pursue. 
 
In detail: We have a group goal. We are action based (intentions are not good enough). 
We care about everyone, not just us, or employers, our investors, etc. We care about how 
others feel about us since one's conscience resides in the heart as much as the head. We 
cannot be fully evaluated at bonus time, year end, or mid mission. Only when we are 
done can we be judged fully. We are to be judged by others according to their criteria, 
not ours. Our mission is impossible to meet all the time regarding all people, but that does 
not relieve us of responsibility to try. 
 

Specific Mission  as a business unit at Maple 
 

Our goal is to 
exceed the expectations of 

our stakeholders. 
 
Our vendors service us. If a service provider does not meet our needs and expectations, 
we will cancel that service. 
 
If an employee does not meet our needs and expectations, we will terminate that 
employee.  ["fire" implies cause, probably want to avoid that in this case] 
 
Likewise, if we, as an organization, do not meet the expectations of Maple and its 
investors then it will be in their best interest to get rid of us. 
 
Regulators represent the interests of society at large and to violate their rules and 
regulations might put an end to our business or worse. 
 



In short… We must focus on our investors, owners and society first because 
they have veto power over our existence. Because we are ambitious, we aim 
not just to meet expectations but to exceed them. 



 
On what do we predicate our business? 
 
Assumptions 
 
We believe that markets are not always efficient. 
 
Our business is predicated on certain things we believe to be true; however we must not 
be so arrogant as to continue to believe these things in the face of contrary evidence. 
 

• Thesis: Markets cannot be efficient with regard to both price and liquidity at all 
times. 

• Thesis: Markets cannot be price efficient both on a relative basis and an absolute 
basis at all times. 

• Thesis: Markets reward the risk borne in providing price discovery and liquidity 
provision. 

 
 
What assets do we posses at the current time? 
 
Assets 
 
Our major non-physical assets as a group include: 
 

• Experience – Our beliefs are not based on the abstract but on concrete experience 
• Knowledge – We know some things that work and we know some things that 

don’t work 
• Intellectual Property – We have models, data, and platforms that are owned by the 

organization 
• Employees – Our employees are talented, share values, and experience 
• Momentum – We have plenty of promising things to do and we are organized to 

do those things 
• Track record – We have a track record that has been extremely attractive to 

investors during some periods of our history, and unattractive at others. We must 
anticipate such cycles in the future and invest during flush times. The length of 
our track record attests to the fact that we have remained a cohesive organization, 
saved for bad times, manage our risks, and avoided blowing-up during difficult 
times. 



What vision do we have for the future? 
 
Vision 
 
We believe in the power of compounding. Albert Einstein said that compound interest is 
the greatest mathematical discovery of all time. 
 
Compound Returns – By investing in ourselves, both in the financial investments that 
we manage, but also in our other assets, we expect compound growth (within market 
limits). 
 
Compound Effort – Just as an investment that goes to zero wipes out its value,  an 
organization that ceases to exist wipes out its value in experience, intellectual property, 
track record, intuitional experience and knowledge, etc.  
 
Expanding Existing Competencies – Every day we expect to begin that day with where 
we are and look to expand from there. We want to expand our current capabilities into 
new markets and we want to expand our abilities within markets. 
 
Adding New Competencies – We will opportunistically expand into new areas in which 
we lack experience by taking in people with talent and vision. 
 
Alliances – We need not be competent at everything ourselves. However, we do want 
those with whom we make alliances to either share our values or persuade us to change 
them. 
 


