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Office of the President 
 
TO THE MEMBERS OF THE COMMITTEES ON LONG RANGE PLANNING 
AND COMPENSATION: 
 

DISCUSSION  ITEM 
 
For the Meeting of January 19, 2011                      POWERPOINT PRESENTATION
 
BIENNIAL ACCOUNTABILITY SUB-REPORT ON STAFF 
 
This presentation by the Office of the President is part of the series of reports that has 
been established in order to: 
 

 review key areas of the accountability framework in more detail; 
 discuss strategic choices that need to be made for the University’s future in those 

areas; 
 inform the Board’s deliberations about important policy and budget questions; 

and 
 achieve a richer understanding of UC as a system and of campus distinctiveness. 

 
The many and continuous achievements of the University’s faculty often have been 
presented to the Regents. Likewise issues and challenges facing our students have been 
publicly presented. The Accountability Framework provides for the first time the 
opportunity to highlight, through the Biennial Accountability Sub-Report on Staff, the 
contributions made by the staff workforce. Vice President of Human Resources, 
Dwaine B. Duckett and Executive Director Randolph R, Scott, Talent Management and 
Staff Development will make today’s presentation. 
 
This first accountability sub-report on staff describes the composition of the workforce, 
and some of the contributions to the UC mission being made by staff in working for 
faculty, students and the people of California. Several key human capital/human 
resources issues will also be raised, as well as areas for future opportunity and 
investment: challenges that will set a benchmark for measuring progress in future 
accountability sub-reports. 
 
  

http://www.universityofcalifornia.edu/regents/regmeet/jan11/j2ppt.pdf
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To provide the committees with advance material prior to the presentation a report was 
written and is attached. Given the time constraints of today’s meeting, a limited number 
of demographic slides will be presented in order to focus on the areas of opportunity and 
investment:  

 Staff salary programs,  
 Performance management,  
 Human capital/human resources management tool, 
 Leadership development, and 
 Talent management framework, 

 
These areas of opportunity and investment are the short term objectives of a broader 
UC Human Resources Strategy. 
 
There are supplemental online resources that can be reviewed in advance of this 
presentation: 
 
The Staff Workforce Profile – 2010: 
http://atyourservice.ucop.edu/forms_pubs/misc/workforce_profile_2009.pdf 
  
Statistical Summary and Data on UC Students, Faculty and Staff 
http://www.ucop.edu/ucophome/uwnews/stat/ 
 
Personnel Policies for Staff Members: 
http://atyourservice.ucop.edu/employees/policies_employee_labor_relations/personnel_p
olicies/index.html 
 
The UC Accountability Framework Staff Profile chapter (May 2010): 
http://www.universityofcalifornia.edu/accountability/report.html 
 
The Annual Accountability Sub-Report on Diversity Staff Chapter 
http://www.universityofcalifornia.edu/accountability/report.html 
 
Report on Employee Total Compensation (October 2009) 
http://www.universityofcalifornia.edu/news/compensation/comparisons.html 
 
 
 
 
 

(Attachment - below) 

http://atyourservice.ucop.edu/employees/policies_employee_labor_relations/personnel_policies/
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The goal of this Sub-Report Extract is to summarize the most important 
messages contained in the full report, namely: 

ACCOUNTABILITY SUB- REPORT EXTRACT 

 UC is a great University because of its people and the vast majority of UC’s people 
are staff. 

 UC must address the serious issue of competitive Staff compensation which impacts 
employee and labor relations. 

 UC trends in retirement and age demographics will trigger recruitment and retention 
challenges as the labor market improves. 

 UC is working proactively to address current and long term workforce issues and 
trends with State funding being an essential component to future Staff recruitment 
and retention success. 

 UC quality and mission capability will be compromised, if we are not attentive to 
Staff issues.  

 
 

To put the Sub-Report demographic data into context, the State of California boasts of 
being the 8th largest economy in the world; among the many industries and employers 
that make up that economy, the University of California is the 2nd largest California 
employer after the State itself.  The October 2009 snapshot of the University’s staff 
workforce shows a headcount of ~126,800 employees, including student employees, 
working at the 10 UC campuses, five medical centers, the Office of the President 
(UCOP) and the Division of Agriculture and Natural Resources (ANR), The total Full-
Time Equivalent (FTE

REPORT SECTION I: SIZE AND COMPOSITION 

1

  

) of staff is significantly less ~ 94,100 – indicating that the staff 
workforce includes a large number of part-time employees, the majority of whom are 
students working in staff titles. Another ~2,700 staff (~2,500 FTE) work at the Lawrence 
Berkeley National Laboratory, and approximately 500 employees work at Hastings 
College of Law, bringing the total staff workforce to nearly 130,000. This count does not 
include the hundreds of others making voluntary contributions to UC such as staff 
retirees. 

                                                           
1 FTE represents an employee’s percentage of appointment, as reflected in payroll records of base pay at 
the time of the snapshot. A full-time appointment is 1.00 FTE; a half-time appointment is 0.5 FTE, etc. 
The FTE figures here do not reflect reductions in time that were taken as a result of the University’s 
furlough program. 
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Staff Composition       -  126,756 
Policy-Covered (non-union) Staff *  –  70,227 (55%) 
Represented Staff       –  56,529 (45%) 

 

UC employees who are not in a union are governed by UC personnel policies in one of 
three Staff groups: 

POLICY-COVERED (non-union) STAFF 

• Senior Management Group (SMG),  
• Management and Senior Professionals (MSP), 

• Professional Support Staff (PSS) 

Personnel policies for each group delineate the general employment relationship 
between the employee and the University. An employee’s position is classified based on 
the nature of work, the reporting relationship, the degree of independent decision-
making, accountability, the responsibility for decisions and the depth and breadth of 
specialized knowledge required to perform the job.  

  

Senior 
Management 

Group *
291

1/4%

Professional 
and Support 
Staff - Union

56,529
45%Working 

Students *
28,349
22%

Professional 
and Support 
Staff - Policy-
Covered (non-

union) *
32,754
26%

Management and Senior 
Professionals *

8,833
7%
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Union Represented Staff 

There are ~ 56,500 staff employees in a union (i.e., exclusively represented 
employees). Through the collective bargaining process the unions and the University 
determine the terms and conditions of employment. There are eight systemwide 
bargaining units representing staff employees.  

Additionally, each campus (except for Davis) has local skilled craft unions and Berkeley 
has a local printing trades union.  The systemwide International Association of Fire 
Fighters requested to become two separate local bargaining units, at Davis and Santa 
Cruz, which will be effective in 2011. 

STAFF OCCUPATIONAL MIX 
 
The staff workforce provides a very large array of services for the University in a wide 
variety of occupations.  There are 11 major occupational categories which create the 
overarching classification structure for identifying staff titles.  In 2009, 28% of the UC 
staff workforce was employed in a job related to health care.  Historical demographics 
show a steady employment increase in this occupational group. In the past 10 years, 
the number of staff in health care occupations has increased by nearly 50%, from 
~16,700 employees to ~24,400 employees.  Meanwhile, during this same time period, 
total operating expenditures in the medical centers have more than doubled, reflecting a 
large expansion in size and scope of the teaching hospital component of the University 
mission.  

The second largest occupational group, Fiscal, Management and Staff Services 
includes the computer programming positions, analysts and management service 
officers - also has increased steadily in the last 10 years.  

Clerical jobs experienced the opposite pattern:  in 1990, 33% of University staff had a 
clerical-related job and 10 years later it dropped to 22%, by 2009 staff in clerical-related 
jobs dropped to 15% of the staff workforce.    

STAFF DIVERSITY 

An aspect integral to achieving and maintaining the University’s staff talent pool is 
diversity. Over the years there has been a gradual trend of increasing employment of 
minority staff, such that in the last two years minority status became the plurality.  In 
2000, there were almost 11% more whites than minorities but, by 2007, the proportion 
of minority to white employees was nearly equal and by 2008 minorities became the 
larger group.   
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REPORT SECTION II:  STAFF MISSION CONTRIBUTIONS   
 
Section II of the Sub-Report moves away from size and composition to describe some 
of the many contributions made by staff – from both systemwide and local perspectives. 
In the past several years the workforce helped the University weather the budgetary 
crisis by making financial sacrifices.  A number of special programs affecting staff, both 
involuntary and voluntary, were implemented. 

Another dimension of staff contributions are seen in their involvement in activities, both 
on the campus and in the surrounding community.  Campus news articles call out a 
multitude of examples demonstrating a wide variety of contributions by staff employees 
that align with the University’s mission of teaching, research and public service. This 
section of the Sub-Report relies on information gathered from local Human Resources 
administrators.  Narratives from participating locations are included in this section of the 
Sub-Report. 

REPORT SECTION III: HUMAN RESOURCES STRATEGIC PLAN 

In response to the issues and challenges raised by the locations and facing the 
University, Human Resources developed an HR Strategic Plan. The Sub-Report 
includes the strategic themes, missions and strategies for eight functional areas. 

REPORT SECTION IV:  AREAS OF OPPORTUNITY FOR INVESTMENT  

Several challenges and issues are immediately ahead which will need to be addressed 
if the University is to maintain quality staff for achieving mission excellence. This 
moment may also provide the University with a window of opportunity for preparation 
and action that will enhance its mission capability for service to the people of California. 

The areas of opportunity are shown in the following chart.  Progress will be reported in 
the next biennial Sub-Report. 
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Immediate HR Strategies and Metrics 

 STRATEGIES METRICS 

Staff Salary 
Program 

• Design and propose for approval a 
market-based compensation 
philosophy 

• Develop a framework for evaluating 
and rewarding pay for performance 

• Implement a multi-year staff salary 
program 

• Close the market gap for key 
employee groups 

Performance 
Management 

• Align performance management 
process with Staff Development 
strategies 

• Define processes for career 
management 

• Correlate rewards and performance 
• Implement career management 

process 

Technology • Leverage Human Capital 
Management systems 

• Implement Systemwide HR 
applications 

Leadership 
Development 

• Align Leadership and Management 
Development programs with UC 
Competency model 

• Leverage training resources 
through UC Learning and 
Development consortium 

• Implement Leadership program 

• Measure Consortium savings and 
efficiencies 

Talent 
Management 

• Develop knowledge transfer 
processes within a succession 
planning framework 

• Leverage recruitment acquisition 
and sourcing services 

• Pilot knowledge transfer and 
succession planning processes 

• Improve analytics for workforce 
planning 

   

REPORT CONCLUSION 

A key area of preparation for economic recovery is the critical path need for competitive 
pay for most staff workforce segments.  As shown in this report, without a direct and 
immediate remedy of this issue, other efforts of preparation and subsequent success 
will be limited in outcome.  As the employment market improves, compensation 
pressures will significantly increase.  To date, UC has held the competitive edge for 
both recruitment and retention due to its benefits offerings.  However, the University’s 
response to recent budget reductions by the State of California has had an impact on 
employee engagement and morale.   
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Another dynamic will also have a direct impact on the University’s capability to be ready 
for improved economic times: the University is engaged in two employment sectors that 
have continued to experience job growth despite the “Great Recession “. These sectors 
are at the core of the University mission namely:  Education and Healthcare.  A key 
recruitment and retention factor of the University for Staff employees was the stability of 
the University work environment as evidenced by its benefit programs and sustained 
funding from the State.  The current economic times have challenged all those 
assumptions and redefined in some measure the employee value proposition within the 
University.  The full impact of this value shift is not known at this time, but will require 
close scrutiny as the job market improves and strengthens.
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UNIVERSITY of CALIFORNIA 
2010 STAFF ACCOUNTABILITY SUB-REPORT  

INTRODUCTION 

Enabling the University of California to achieve its tripartite mission of teaching, 
research and public service are more than 130,000 staff employees – a population 
equivalent to a medium size California city. This first accountability Sub-Report on staff 
describes the composition of this segment of the UC workforce, the breadth of 
occupations, and some of the staff contributions to the UC mission through their work 
for faculty, students and the people of California. Several key Human Capital/Human 
Resources issues will also be raised, as well as areas for future opportunity and 
investment. These challenges will set a benchmark for measuring progress in future 
Staff Accountability Sub-Reports.    

To help tell this story of the UC staff workforce, brief narratives were solicited from the 
campuses, medical centers and Lawrence Berkeley National Laboratory. A similar 
solicitation for a narrative was made of the union leadership. They choose not to provide 
a narrative for their respective union for this report. The narratives from participating 
locations are included in Section II of this Sub-Report. 

The data for this Sub-Report is generated from the University’s Corporate Personnel 
System, October 2009 file.  Since it does not have much seasonal variation, the 
October file was selected in order to most accurately and consistently benchmark to 
statistics in the annual University Statistical Summary and to the historical data in the 
Staff Workforce Profile editions.  Selected charts contained in this report will be updated 
during 2011.  As of the writing of this report, October 2010 data is unavailable. Many of 
the charts and graphs in this report are taken from the University of California 2009 
STAFF Workforce Profile, posted at:  

http://atyourservice.ucop.edu/forms_pubs/misc/workforce_profile_2009.pdf 

In addition, historical data has been taken from the Statistical Summary and Data on UC 
Students, Faculty and Staff , posted at: http://www.ucop.edu/ucophome/uwnews/stat/ 

SECTION I: SIZE AND COMPOSITION 

To put the following demographic data into context, the State of California boasts of 
being the 8th largest world economy in the world; among the many industries and 
employers that make up that economy, the University of California is the 2nd largest 
California employer after the State itself.  The October 2009 snapshot of the University’s 
staff workforce shows a headcount of ~126,800 employees, including student 
employees, working at the 10 UC campuses, five medical centers, the Office of the 
President (UCOP) and the Division of Agriculture and Natural Resources (ANR), The 

http://atyourservice.ucop.edu/forms_pubs/misc/workforce_profile_2009.pdf�
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total Full-Time Equivalent (FTE2) of staff is significantly less ~ 94,100 – indicating that 
the staff workforce includes a large number of part-time employees, the majority of 
whom are students working in staff titles. Another ~2,700 staff (~2,500 FTE) work at the 
Lawrence Berkeley National Laboratory3

 

, and approximately 500 employees work at 
Hastings College of Law, bringing the total staff workforce to nearly 130,000. This count 
does not include the hundreds of others making voluntary contributions to UC such as 
staff retirees. 

Chart 1: Staff Workforce Headcount by Location  
All Appointment Types, Including Students Working in Staff Titles, October 2009 

  

St Source: Corporate Personnel System, October 2009 file; Workforce Profile 2009  

 

  
                                                           
2 FTE represents an employee’s percentage of appointment, as reflected in payroll records of base pay at 
the time of the snapshot. A full-time appointment is 1.00 FTE; a half-time appointment is 0.5 FTE, etc. 
The FTE figures here do not reflect reductions in time that were taken as a result of the University’s 
furlough program. 
3 LBNL staff includes career, term appointment, limited, rehired retirees and visiting researchers. 
Excluded are faculty, post docs, visiting post docs, graduate student research associates and student 
assistants.  

500 905 1,527
2,653

1,145

4,453 4,681
6,364

12,571 11,804

16,205

18,332

19,919

28,850
Locations with Medical Centers          Campuses           Other Locations

Locations with medical centers employ more staff than 
those without.  Also, campuses with large student 
enrollments have the largest staff workforces.
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TYPES OF STAFF APPOINTMENTS 

The staff workforce is predominantly career4

Chart 2:  Staff Appointment Types by Location, October 2009 

 employees.  This “core” population of  
~86,000 is supplemented by a smaller non-career workforce (~13,000) that help 
maintain staffing levels for short terms or during emergency periods.  Through career 
appointments, the University is committed to providing employees with predictable 
hours of work and full benefits.  For the first time in a decade, October 2009 
demographics show a decline in the staff workforce.  An analysis shows the reduction is 
in the temporary employee groups. With fewer financial resources, locations appear to 
be addressing budgetary savings by retaining fewer temporary employees in order to 
avoid the layoff of career employees. Adding to the staff contingent are working UC 
students.  In 2009, over 28,000 UC students were employed on our campuses which 
allow them to work while attending classes.  

 
 Source: Corporate Personnel System, October 2009 file; excludes staff at LBNL and Hastings College of Law; Workforce Profile 
2009 

                                                           
4 Career Employees are appointed at 50% time or more for twelve months or more. 

Locations with medical centers employ 
more staff than those without.  Also, older 
campuses with large student enrollments 
have the largest staff workforces. 



Staff Biennial Accountability Sub-Report – January 2011  
 

4 
Staff Accountability Report Final Regents_Jan04.docx 

 POLICY-COVERED STAFF 

Chart 3: Workforce Distribution by Personnel Program, October 2009 

For location-specific demographics refer to Chart 12.  

 

 

Source: Corporate Personnel System, October 2009 file; excludes staff at LBNL and Hastings College of Law; Workforce Profile 
2009   

Staff employees who are not in a union are governed by the personnel policies in one of 
three groups: 

• Senior Management Group (SMG),  
• Management and Senior Professionals (MSP), 

• Professional Support Staff (PSS) 

Personnel policies for each group delineate the general employment relationship 
between the employee and the University. An employee’s position is classified based on 
the nature of work, the reporting relationship, the degree of independent decision-
making, accountability, the responsibility for decisions and the depth and breadth of 
specialized knowledge required to perform the job.  

 

 

 

 

Management and 
Senior  

Professionals 
(MSP)= 7% ;

8,833

Professional 
Support Staff
( PSS) = 93%

117,632

Senior Management Group 
(SMG) =   <1/4% ; 291 

Professional and Support 
(PSS) Staff make up the 
majority of the University's 
staff appointments.
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Senior Management Group (SMG) 

Employees in SMG provide the highest level of leadership, requiring a significant 
degree of independent judgment in the development of Universitywide or campuswide 
strategy, policy/program directions and accountability for long-term results. 
Appointments and salaries for this group require the approval of the Board of Regents. 
Depending on the position, SMG employees serve at the discretion of the Chancellor or 
Laboratory Director, or the President or The Regents. An appointment at this level may 
be terminated at any time with or without cause – this particular policy is unique to the 
SMG employees. In 2009, there were approximately 290 SMG employees, less than 
one-quarter percent of the overall staff workforce5

Management and Senior Professional (MSP) 

. The President and his direct reports, 
the Officers of The Regents, the campus Chancellors, the Laboratory Director at LBNL 
and the Chief Executive Officers of the medical centers are examples of positions in the 
Senior Management Group.  

Employees in the Management and Senior Professional (MSP) group provide 
leadership and professional expertise to major University units, programs or disciplines 
of work, and are accountable for their areas of responsibility.  Positions at this level are 
responsible for identifying objectives, formulating strategy, directing programs and 
managing resources - all of which require a high degree of autonomy. In 2009, 
approximately 8,800 employees held MSP positions at the campuses and medical 
centers, nearly 7% of the staff workforce. (LBNL has a unique classification system that 
is not integrated with the MSP group.) Commonly populated MSP positions are titled 
director, manager, coordinator, staff physician, and high-level programmer/analyst. 

Professional and Support Staff (PSS) 

Employees in the third category, Professional and Support Staff (PSS) provide 
administrative, professional, technical, and operational support through independent 
judgment, analytical skill and professional or technical expertise, or are responsible for 
providing clerical, administrative, technical, service, campus security, patient care or 
maintenance support for University departments, programs and fields of study.  There 
are over 2,300 job titles in the PSS program. In 2009, approximately 117,000 
employees, about 91% of the staff workforce, held a position in PSS program. (LBNL 
has a unique classification system for their ~2,600 employees and are not integrated 
with the PSS group.) Working in PSS policy-covered covered jobs are: 

• ~32,700 policy-covered employees (who are not represented by a union) and, 

• ~28,000 UC students working in staff positions 

                                                           
5 In 2010, approximately 110 Deans and Faculty Administrators transferred from the Senior Management 
Group to Academic Personnel – reducing the SMG to less than 200 employees in October 2010. 
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Union Represented Staff 

There are ~ 56,500 staff employees in a union (i.e., exclusively represented 
employees). Through the collective bargaining process the unions and the University 
determine the terms and conditions of employment. There are eight systemwide 
bargaining units representing staff employees:  

• American Federation of State, County and Municipal Employees, AFL-CIO local 
3,299 (AFSCME), representing two units: 

o Patient Care Technical workers (~11,400 employees) 
o Service workers (~8,000 employees) 

• University Professional & Technical Employees, CWA, Local 9119 (UPTE), 
representing three units: 

o Research Support Professionals (~5,000 employees) 
o Technical workers (~3,600 employees) 
o Residual Health Care Professionals (~2,700 employees) 

• California Nurses Association (CNA) (~10,700 employees) 
• Teamsters, CUE – Clerical and Allied Service workers (~13,400 employees) 

• Federated University Police Officers Association (~250 employees) 

Additionally, each campus (except for Davis) has local skilled craft unions and Berkeley 
has a local printing trades union.  The systemwide International Association of Fire 
Fighters (~40 employees) requested to become two separate local bargaining units, at 
Davis and Santa Cruz, which will be effective in 2011. 

The following chart shows this employee breakout for all UC locations, including Office 
of the President, Agricultural and Natural Resources, but excluding LBNL and Hastings 
College of Law.  
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Chart 4: Policy-Covered and Represented Staff Systemwide, October 2009 

 

Source: Corporate Personnel System, October 2009 file; excludes staff at LBNL and Hastings College of Law; Workforce Profile 
2009 

CAMPUS DIFFERENCES IN PERSONNEL PROGRAMS 

The next chart shows that each location has a different “mix” of employee groups that 
best suits the programmatic functions and business operations at their location.  As 
expected nurses, health care professionals and patient care workers are predominantly 
found at Davis, Irvine, Los Angeles, San Diego and San Francisco – UC’s medical 
center and hospital sites.  There are no staff researchers at the Office of the President, 
but many research employees in the Agriculture and Natural Resources Division.  All 
campus locations have police officers but only Davis and Santa Cruz employ fire 
fighters. Berkeley, Merced, Riverside, Santa Barbara, and Santa Cruz rely more heavily 
on student employees and PSS policy staff than the campuses with medical centers.  
All locations have managers, computer technicians, clerks and service workers.  This 
variation in workforce segmentation demonstrates a richness and breadth of 
occupational opportunities for staff but also demonstrates the challenges the University 
faces in finding a balance between maintaining systemwide policies and allowing 
flexibility for local campus workforce needs.  
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included, the majority of staff are 
covered by personnel policies.

Policy-Covered Staff – 70,227 (55%)                    Represented staff – 56,529 (45%)
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Chart 5: Policy-Covered and Union Represented Staff by Location 
All Appointment Types, Including Students Working in Staff Titles, in SMG, MSP, 
PSS, October 2009  

 

Source: Corporate Personnel System, October 2009 file; excludes staff at LBNL and Hastings College of Law; Workforce Profile 
2009  
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This chart shows the different "mix"  of employee groups at each location –
determined by the programmatic functions and business operations of that location.
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STAFF OCCUPATIONAL MIX 
 
The staff workforce provides a very large array of services for the University in a wide 
variety of occupations.  There are 11 major occupational categories that create the 
overarching classification structure for identifying staff titles.  The next chart shows the 
distribution of the career staff workforce in the occupational classification structure from 
a Universitywide perspective. In 2009, 28% of the UC staff workforce was employed in a 
job related to health care.  Historical demographics show a steady employment increase 
in this occupational group. In the past 10 years, the number of staff in health care 
occupations has increased by nearly 50%, from ~16,700 employees to ~24,400 
employees.  Meanwhile, during this same time period, total operating expenditures in 
the medical centers have more than doubled, reflecting a large expansion in size and 
scope of the teaching hospital component of the University mission.  

The second largest occupational group, Fiscal, Management and Staff Services 
includes the computer programming positions, analysts and management service 
officers - also has increased steadily in the last 10 years.  

Clerical jobs experienced the opposite pattern:  in 1990, 33% of University staff had a 
clerical-related job and 10 years later it dropped to 22%; by 2009 staff in clerical-related 
jobs dropped to 15% of the staff workforce.    

Chart 6: Percentage of Career Staff by Occupational Category, October 2009 

 
Source: Corporate Personnel System, October 2009 file; excludes staff at LBNL and Hastings College of Law; Workforce Profile 
2009. 
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Universitywide, the three largest 
occupational categories are:

• Health Care and Allied Services
• Fiscal Management & Staff Services
• Clerical & Allied Services

Since 2000, career staff in Health Care 
occupations increased by almost 50%;  
from 16,700 to 24,440  people.
In the same period, clerical career jobs 
have declined by 16%; from 15,400  to 
less than 13,000 in 2009.
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Selected titles within each occupational category are shown in the following list, in order 
of the group’s percentage of the workforce: 

• Health Care and Allied Services  (nurse, staff pharmacist, laboratory technician) 
• Fiscal, Management and Staff Services  (computer programmer analyst, 

accountant, management services officer) 
• Clerical Services  (administrative assistant, mail services supervisor, library 

assistant) 
• Maintenance, Fabrication and Operators (groundskeeper, carpenter, auto 

equipment operator) 
• Science, Laboratory and Allied Services (animal technician, laboratory assistant, 

staff research associate) 
• Management  (director, assistant vice chancellor, admissions manager) 
• Student Services  (student affairs officer, resident advisor, counselor) 
• Food and Linen Services  (cook, dietitian, laundry machine operator) 
• Communications, Arts and Graphics (writer, editor, illustrator) 
• Architecture and Engineering  (planner, architect, environmental health & safety 

specialist) 

• Protective Services (police officer, fire chief, parking supervisor) 

Not revealed in this chart are the differences in occupational demographics between the 
various campuses. Campuses with medical centers and hospitals (Davis, Irvine, Los 
Angeles, San Diego, San Francisco) show the same population distribution as the 
Universitywide Chart 6  – most employees are in health care related occupations 
followed by Fiscal, Management and Staff Services occupations and then by Clerical 
Services jobs. At Riverside, Santa Barbara and Santa Cruz the predominant 
occupational field is Fiscal, Management and Staff Services followed by Clerical and 
then by Maintenance jobs. At Berkeley the third most populated category is Student 
Services; Merced, which is the newest campus and still building its staff, and Office of 
the President, which provides administration for the entire system, have a greater 
percentage of staff positions in the Management category than other locations; and 
Agricultural and Natural Resources has a strong emphasis on occupations in 
Communications, Arts and Graphics.  These differences again highlight that 
Universitywide data does not tell the complete story and that occupational composition 
between our different locations reflects the uniqueness of their programmatic areas, the 
focus of their business enterprises and the emphasis of their faculty research. It is 
important to mention that the University of California classification structure is based on 
local classification decisions and is not centrally controlled. 
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Chart 7: Staff Career Workforce by Occupational Category by Location 
Top Five Occupational Categories at Each Location, October 2009 

 

 
Occupational Groups:   F - Fiscal, Management and Staff Services  

  A - Student Services   G - Maintenance, Fabrication and Operations 
  B - Clerical and Allied Services   H - Health Care and Allied Services 
  C - Food and Linen Services   I - Sciences, Laboratory and Allied Services 
  D - Communications, Arts and Graphics   M - Management 

    E - Architecture/J-Protective Services do not appear in 
this chart as they are not in the top 5 at any location. 

  All Other Occupational Groups not among the top five at 
this Location 

 
Source: Corporate Personnel System, October 2009 file; excludes staff at LBNL and Hastings College of Law  

 
 
STAFF DIVERSITY 

An aspect integral to achieving and maintaining the University’s staff talent pool is 
diversity. The following chart shows the gradual trend of increasing employment of 
minority staff, such that in the last two years minority status became the plurality.  In 
2000, there were almost 11% more whites than minorities but, by 2007, the proportion 
of minority to white employees was nearly equal and by 2008 minorities became the 
larger group.   
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Again, workforces at each location are varied.  Health care occupations cluster at locations 
with medical centers; UCOP has more Fiscal and Management occupations, given their 
oversight and reporting responsibilities to The Regents and the State.  Most campus 
locations have similar levels of Student Services and Clerical occupations, as well as 
Maintenance, Fabrication and Operations.
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Chart 8: Staff Workforce by Minority Representation  

Career Staff, all personnel programs – October 2000-2009 

(Minority includes American Indian, African American, Chicano/Latino and Asian American) 

 

Total Career Staff 64,709 72,255 75,210 76,715 77,442 78,257 80,767 83,681 85,705 85,775 

%  Minority   44.1% 45.3% 45.7% 46.4% 47.0% 47.3% 47.9% 48.6% 49.3% 49.6% 

% White   55.4% 53.8% 53.1% 52.3% 51.5% 50.9% 50.0% 49.0% 48.0% 47.5% 

% Unknown   0.5% 0.9% 1.2% 1.3% 1.5% 1.8% 2.1% 2.4% 2.7% 2.9% 

Source: Corporate Personnel System, October 2000 and 2009 files; excludes staff at LBNL and Hastings College of Law; 
Workforce Profile 2009   

This next chart maps staff ethnic and race data with gender data.  It is the 2009 profile 
of career employees Universitywide, in all three staff personnel programs, PSS, MSP 
and SMG. In 2009, 65% of career staff was female. An analysis of the data shows in the 
last 10 years a decrease in two ethnic groups: white and African American – both in 
female and male groups.  The Asian and Chicano/Latino populations currently comprise 
approximately 20%, which is a slight increase from 10 years ago – again in both female 
and male groups.  The percentage of American Indian staff has remained unchanged in 
this time period.  
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From a systemwide perspective, minority status staff have 
steadily increased to become a plurality in the workforce.
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Chart 9: Composition of Staff Workforce by Race/Ethnicity and Gender 
 Career staff, all personnel programs October 2009 

Career Staff Headcount = 85,775 

*Staff with Unknown Race/Ethnicity (approximately 3% of Career staff) are not included. 

Source: Corporate Personnel System, October 2009 file; excludes staff at LBNL and Hastings College of Law; Workforce Profile 
2009 
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In all ethnic categories, 
female employees 
outnumber male employees.
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Chart 10: Composition of Staff Workforce by Race/Ethnicity and Personnel 
Program – Career staff October 2009 

 
Source: Corporate Personnel System, October 2009 file 

Removing the gender demographics, the variation in diversity by race and ethnicity is 
detailed in the chart above and in the following chart. In the last nine years, the balance 
of employee ethnicity has shifted away from predominately white to a more diverse 
group - as observed by the increase in the Asian and Chicano/Latino workforce 
percentages. In addition to the 7% decrease in the white employee group, the African 
American group decreased by 2% during this 10 year period. 

In comparing the University’s staff ethnic distribution with the ethnic groups of the 
people in the State of California, UC compares favorably with the State demographics 
for the African American group (7%); with an Asian workforce of 23%, UC exceeds the 
State population of 13%. Also our white staff workforce is slightly higher than the State 
population of 42%. The University significantly lags behind the State’s Chicano/Latino 
population of 37%, and slightly behind the American Indian group of 1%6
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6 Source: U.S. Census Bureau: State& County Quick Facts 
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the PSS program.
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Chart 11: Career Staff by Ethnicity, October 2000 – 2009  
 

Source: Corporate Personnel System, October 1999 and 2009 files; excludes staff at LBNL and Hastings 
College of Law; Workforce Profile 2009 

 

Additional information on staff diversity can be found in the 2009 and 2010 
Accountability Reports and the two Annual Accountability Sub-Reports on Diversity. The 
following are links to these reports: 

• Accountability Reports: http://universityofcalifornia.edu/accountability 
• Diversity Sub-Reports: 

o  September 2010 Long Range Planning Committee, Action J1: 
http://www.universityofcalifornia.edu/regents/regmeet/sept10 

o September 2009 Long Range Planning Committee, Action 
http://www.universityofcalifornia.edu/accountability/report.html  
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The University's progress towards the 
goal of achieving a diverse staff 
workforce is mixed;  UC will continue 
to monitor its progress.

http://universityofcalifornia.edu/accountability�
http://www.universityofcalifornia.edu/regents/regmeet/sept10�
http://www.universityofcalifornia.edu/accountability/report.html�


Staff Biennial Accountability Sub-Report – January 2011  
 

16 
Staff Accountability Report Final Regents_Jan04.docx 

 
SECTION II:  SUMMARY OF LOCATION NARRATIVES – Staff 
Contributions 
 
This next section of the Sub-Report moves away from demographics to describe some 
of the many contributions made by staff – from both systemwide and local perspectives. 
In the past several years the workforce, both staff and academic, helped the University 
weather the budgetary crisis by making financial sacrifices. These efforts assisted the 
University in various ways: continuing operations despite significantly reduced State 
funding as well as making escalating fee increases for students less severe.  A number 
of special programs affecting staff, both involuntary and voluntary, were implemented.  

Impact of the Financial Crisis 

Furloughs 

In July 2009, The Regents’ declared an extreme financial emergency for UC and 
approved a one-year systemwide furlough plan7

 Reducing Work Time 

 for most employees beginning 
September 2009. The furlough plan ended August 31, 2010, with savings from staff 
salaries of $127.5 million. In addition, most of the PSS - policy covered staff, MSP and 
SMG employees have not received a merit increase since October 2007. In early 2009, 
the Regents placed restrictions on incentive, bonus and staff recognition plans. 

The voluntary time reduction program, Staff and Academic Reduction in Time 
(START), also helped UC through the fiscal crisis.  With department approval, this 
program allows staff to reduce their working hours and pay while still accruing full 
vacation and sick leave credits and full retirement service credit.  START ran from June 
2003 with renewals through June 2009, for a salary savings of $54.3 million. Given the 
recent State budget crisis, the Regents’ approved renewing the program through 2010. 
Since July 2009, approximately 6,700 staff employees voluntarily participated in 
START. Total START salary savings, including academic employees, in fiscal year 
2009-2010, was ~$26 million, of which 91% came from staff participants – for a salary 
savings of $23 million. 

Voluntary Separations 

A third fiscal savings program, the Voluntary Separation Program (VSP) was 
designed to reduce spending and enable the implementation of workforce changes 
while minimizing the need for layoffs.  The program allowed employees to voluntarily 
terminate employment and receive severance pay. A number of campuses during 

                                                           
7 Details about the 2009 furlough plan are at: 
http//www.universityofcalifornia.edu/budget/?page_id=87 
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2009/10 implemented a VSP. Over 400 employees retired under seven separate 
campus programs with an estimated annualized salary savings of $28 million. 

The preceding are examples of systemwide programs and policies that highlight 
contributions made by staff – contributions enabling the University to implement 
business processes which in turn support, as well as advance, the overall mission of 
teaching, research and public service.  While implementation of these policies and 
programs is administered and managed locally, the overarching policy and 
programmatic intent is designed centrally.  

Another dimension of staff contributions is their involvement in activities and projects 
both on the campus and in the surrounding community.  Campus news articles call out 
a multitude of examples demonstrating a wide variety of contributions by staff 
employees. The selected examples below show how Staff efforts are aligned with the 
University’s mission of teaching, research and public service. The complete location 
narratives provided by local Human Resources Administrators can be found in this 
section of the report. 

Staff Activities Contributing to the Teaching and Education Mission of UC: 

• Through an early warning program, staff at one location provides timely 
assistance to UC undergraduates who are at risk of receiving a failing grade. 

• Staff at the Center for Educational Partnerships assists more than 24,000 
students in K-12 school districts and community colleges at one southern 
California campus. 

• The ‘Home stay’ program was started by campus staff to help integrate 
international students into the local culture.  With more than 3,500 international 
students visiting this campus every year to learn English and take extension 
classes, staff place students with families who provide a room, meals and 
transportation to attend classes. 

• Staff established an on-campus internship program for MBA students, allowing 
students to gain experience and campus departments to benefit from the talents 
and expertise of the students. 

• Staff at one location created an award-winning online admissions system for 
graduate students and improved the financial aid system. 
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Staff Activities Contributing to the Research Mission of UC: 

• Through innovation and ingenuity, a staff employee at one location helped to turn 
a campus landscape hazard into the first and only olive oil center in the United 
States. 

• Research conducted by staff scientists at LBNL is world-renown; contributing to 
the development of artificial photosynthesis, high-performance computing and 
networking. These, plus climate change discoveries and new imaging 
technologies are only a few examples. 

• Staff at one campus assisted in bringing a new variety of tangerine (the “Daisy 
SL”) to commercial production. 

• The West Village Energy Initiative “living laboratory”, is a planned community for 
campus faculty, staff and students to live locally and fully participate in campus 
life.  All residents are partners in achieving the goal of making the community 
zero net energy from the electrical grid.  Campus staff worked with campus 
researchers to develop an initial concept for a community energy park that will 
convert campus and West Village waste to biogas that a fuel cell converts to 
electricity to power the community. 

Staff Activities in Support of Public Service Mission of UC: 

• In response to life-threatening events experienced on campuses in other States, 
one campus developed the WarnME emergency alert system that uses a variety 
of platforms to alert everyone on campus to an emergency.  This process is now 
duplicated at other campuses around the country. 

• The UC Haiti Initiative involves students, faculty and employees from across the 
UC system to provide relief and aid to the citizens of Haiti through fundraising as 
well as work on recovery projects that can be sustained by the local population.  
In “Operation Haiti,” UC medical center employees volunteered in Port-au-Prince 
after the earthquake while health system central services shipped nearly ½ ton of 
medical and surgical supplies to Haiti.   

• Through the work from employees at one medical center, the state telehealth 
network was developed connecting over 860 sites to improve access to medical 
resources for rural residents. 

• There are repeated stories and successes demonstrating the interests, passions 
and ingenuity of staff employees related to environmental stewardship, such as 
achieving energy and water conservation in dining halls by composting, 
eliminating dining trays, and using reusable tableware.  

All of these efforts help to strengthen ties between UC and the people of California.  It is 
through volunteerism, ingenuity and enthusiasm for the institution that staff employees 
promote the University as advocates and ambassadors in their communities and 
throughout the world. 
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But the ultimate demonstration of contributions is by thousands of UC staff making up 
the infrastructure of the institution.  It is our staff employees who enable our students to 
enroll in classes, to apply for student aid, who provide academic counseling as well as 
providing clean and secure dormitories for thousands of undergraduates.  

It is our staff employees who enable our Nobel Prize winning faculty and principal 
investigators to conduct research by tending to the animals used in research trials, by 
overseeing the laboratory equipment, instruments and facilities, by filing grant 
applications, by working with principal investigators in the administration of contract 
funding and by processing the hiring of post docs and visiting scholars. 

It is the staff at our medical centers and hospitals who transport patients in gurneys and 
wheelchairs, who perform laboratory tests, who maintain patient records and tend to 
patients as doctors, dentists and nurses. All of the employees in these professions 
enable faculty to teach, to conduct research and to treat patients – forming a direct line-
of-sight to achieving the UC mission of teaching, research and public service.  But 
thousands of other employees are also enablers: managers, administrative assistants, 
custodians, police officers, groundskeepers, analysts and computer programmers – it is 
the entire network of the staff workforce maintaining the University and helping it to 
achieve the status of a premier academic institution. 

The following are narratives from the local UC Human Resources Administrators, 
responding to the inquiry on local staff accomplishments and challenges facing the staff 
workforce.  When asked to describe the issues and challenges impacting their local staff 
the campus HR leadership cited: eroding salaries, the impact of organizational 
change/efficiencies on staff morale, promotional opportunities and diversity efforts.  
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Staff Accountability Sub-Report:  UC Berkeley 
Context 
Berkeley’s workforce of 23,700 includes: 
 8200 staff 
 9700 student employees (undergrad and grad) 
 1500 faculty 
 4300 other academic appointments (such as librarians, post docs, researchers, 

university extension, readers, public program coordinators) 
 
Staff who support our world class faculty, and assist students outside of the classroom 
as they advance toward their academic goals come from wide geographic areas.   
 
Staff Contributions, Accomplishments and Excellence 
 
On campus: 

• Staff involvement in Operational Excellence 
Staff have participated in this campuswide effort since it began in fall 2009. They 
were part of the working group in the diagnostic phase, and gave feedback 
through focus groups and surveys.  Over 200 staff were nominated or 
volunteered to participate on design teams in the second phase. 
 

• Creating opportunities for our students 
When dire economic conditions made it difficult for graduates of our Haas MBA 
program to find employment, one of the staff created an internship program for 
Haas students across the Berkeley campus.  This win-win solution allowed 
students to build their resumes and campus departments to benefit from their 
talent and expertise.  This innovation contributes to the success of Haas Career 
Services which is now ranked #4 in the nation by recruiters surveyed by 
Business Week.   

 
• Building professional communities on campus 

In 2005, a group of campus staff gathered to talk about business process 
analysis. From that discussion came the Business Process Analysis Working 
Group (B-PAWG), a staff organization that has offered over 60 sessions on 
topics ranging from project management to process mapping.  Presentations are 
now set up with live-streaming equipment to reach a broader audience.  
 

• Improving energy efficiency – campus utility bill reduced by about $1M 
Under the leadership of Physical Plant Campus Services (PPCS) staff, the 
campus completed a series of energy efficiency projects in partnership with 
Pacific, Gas and Electric.  These now completed projects are anticipated to 
ANNUALLY save 8.2M kWh in electricity; provide emissions savings of about 
3.5K metric tons of carbon dioxide equivalent; and reduce the campus utility bill 
by close to $1 million dollars.   
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• Reducing consumption of plastic water bottles by 25% 

The “I ‘Heart’ Tap Water” campaign was honored by the Chancellor’s Advisory 
Committee on Sustainability for its promotion of drinking tap water instead of 
bottled water.  The campaign included staff from Cal Dining, Recreational Sports, 
Environment, Health & Safety (EH&S) and University Health Services who 
promoted both the environmental and health benefits.  The result was at least a 
25% reduction in campus usage of plastic water bottles.   More information is 
available at: http://sustainability.berkeley.edu/cacs/pages/awards/overview.shtml  
 

In the community 
• Creating a dialogue about the meaning of race 

Staff in the Lawrence Hall of Science brought a national exhibit on race to the 
museum in spring 2010.  To enhance the learning potential, they collaborated 
with the division of Equity and Inclusion to create and teach a leadership class 
that trained undergraduates to use the provocative exhibit "Race: Are We So 
Different?" to facilitate discussions of race — its biology, history, and social 
reality — with middle-school and high-school students. Since the exhibit opened, 
the graduates of this course have discussed it with over 700 local youth. 

 
• Energy efficiency expert named 2010 UC Sustainability Champion 

Berkeley’s deputy director of the California Institute for Energy and Environment 
was recognized for numerous contributions to energy efficiency, including 
installing monitors in ten buildings that save the campus $650,000 annually, 
helping craft UC’s Policy on Sustainability, and for his role in the conception and 
creation of UC Merced as a sustainable campus.  More information is available 
at:  
http://www.berkeley.edu/news/media/releases/2010/07/27_sustainability.shtml 

 
• Community health awareness 

Staff in University Health Services partnered with the ASUC student groups and 
the Alameda County Psychological Association for “Mind and Body Awareness 
Week” -- a collaborative effort to educate the community about mental health and 
body image issues, break down the stigma associated with these issues, and 
open up dialogue. 
 

• Individual contributions to the Native American community 
Bridget Wilson, Berkeley’s Native American outreach coordinator was named the 
2009 Native American Professional of the Year at the recent Native American 
Professional Development Conference, sponsored by a number of UC programs 
and hosted by UC Irvine, honored for her "non-stop efforts to help the Native 
American community.” 
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Staff Programs/Best Practices/Innovations 
 
Staff Recognition Programs 

• Chancellor’s Outstanding Staff Award 
Each year, with the help of a staff advisory committee, the Chancellor recognizes 
those staff who have contributed to the excellence of Berkeley. 

 
 

• Excellence in Management 
The Berkeley Staff Association solicits nomination each year from staff who 
believe their manager is an outstanding example of the particular theme of the 
year.  The nomination can only be submitted by the manager’s direct reports.  It 
is a way of recognizing management as well as leadership skills. 
 

Staff Development Programs 
• Developing core capabilities in critical areas 

As we move toward a high performance culture we are developing critical skills 
needed for continuous improvement.  Since we began our Business Process 
Improvement (BPI) action learning workshops more than 50 teams and over 500 
employees have learned a systematic approach to BPI while actually improving 
processes in 71 academic and administrative departments.  To enable effective 
decision making in our inclusive and participative culture, over 200 leaders of 
staff organizations, managers and emerging leaders have acquired new tools 
and methods to facilitate groups to decision and action. 
 

• Staff mentoring 
The Berkeley Staff Assembly Mentorship Program is a volunteer program that 
pairs experienced Berkeley staff from all campus units with staff who are seeking 
to develop themselves professionally. Participants can cultivate contacts, explore 
challenges, and enhance effectiveness as they design their personal growth and 
career paths at Berkeley. It also provides the opportunity to gather information, 
develop peer support, learn more about management, and better understand the 
UCB organizational culture. Additional information is available at: 
http://bsa.berkeley.edu/career/mentor.html 
 

• Leadership development at the project level 
Berkeley’s Leadership Development Program enrolls 20-25 staff every 18 
months who we consider “emerging leaders.”  They spend the first few months in 
self assessment, and learning about leadership competencies.  The last few 
months are spent on a labor intensive project on a topic identified by campus 
leaders.  These projects have contributed to change on the campus.  For 
example, past topics have included defining inclusion (a performance 
competency for all non-represented staff), and analyzing the success factors of 
an effective study abroad program. 
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Staff Best practices and innovations 

• Berkeley Initiative for Leadership in Diversity (BILD) 
For the last three years the Chancellor has sponsored an annual campus 
competition that invites staff to submit ideas for improving diversity and inclusion.  
Examples of funded activities can be found at: 
http://diversity.berkeley.edu/bild 

 
• Career Compass – job standards, performance management, career 

development 
Berkeley staff wrote a new UC job classification system aligned with the current 
marketplace.  In 2009 the new standards were implemented campuswide for 
5000 non-represented staff.  As a result, we are able to provide campus leaders 
with robust data for workforce planning.  Everything from EEO reporting to 
turnover analyses are now keyed on the new job titles.  Job related 
competencies drive performance management and career development.  Other 
UC campuses are beginning to adopt these standards. 

 
• Prototype shared services center opens 

On July 1, Berkeley opened its first HR shared services center which is aligned 
with its Operational Excellence initiative.  Designed and developed by staff in 
Administration, it is the first comprehensive Human Resources center on the 
campus and services over 3000 staff in three major divisions (the Chancellor’s 
Office, Administration, and IST/CIO).   

 
• 2010 CASE Awards in fundraising, communications and marketing 

Fundraising staff received a Gold Award for Annual Giving Report, and a Bronze 
Award for New Alumni Challenge.   Communications and marketing received the 
Grand Gold Award in Video Fundraising Features; the Gold Award - California for  
Circulations 75,000 and Greater, and Gold Awards in: Research, News and 
Research News Writing, and Annual Reports and Fund Reports; and a Silver 
Award for General News Writing. 

 
Issues and Challenges Impacting Staff 
 
Internal issues 

• Organizational change 
In the wake of furloughs and budget cuts, and in anticipation of the 
implementation of Operational Excellence initiatives, some staff are 
understandably sensitive to restructuring that may affect their own jobs.  Though 
the workforce will experience a high volume of natural turnover when Baby 
Boomers start to retire out of the workplace, there is concern about diminished 
opportunity for career advancement as positions are closed or redefined.  Some 
staff express concern that the diversity of our staff will be impacted.  Others are 
concerned about the accelerated pace of change and whether the need to do 
better with less simply means learning faster to take on more work. 

 
 

http://diversity.berkeley.edu/bild�
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• Improved management and supervision skills 

Many managers recognize the need for enhancing their change management 
skills, and staff have expressed the need for better trained supervisors.  We are 
in the process of identifying the competencies that are especially relevant in 
times of change and incorporating these into our supervisory training program 
which was revised this year.  In addition, one of the Operational Excellence 
initiatives will address the tools needed to develop a high performance culture.  

 
• Staff Campus Climate Survey 

Berkeley’s first campus-wide climate survey, The Career Non-Academic Staff 
Climate Survey 2008-2009, received a 50% response rate. Encompassing 
questions about staff demographics, dependent care, relationships with 
supervisors, campus climate and campus services, the survey results are being 
used to take action on improving efforts in the areas of communication, career 
development, manager/supervisor training, workload and stress, and reward and 
recognition 

 
External issues 

• Lack of performance based pay increases  
The lack of merit based salary increases for non-represented staff over an 
extended period of time seriously impacts our ability to build capacity for the 
future needs of the university.  Managers are unable to reward top performers; 
employees feel unappreciated; and our efforts to attract top talent are diminished. 
In addition, the longer we go without compensation increases, the further behind 
the market we fall.  Exacerbating this situation is the increase in contributions to 
the retirement plan. 
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Chart 12:  Staff Workforce Headcount by Personnel Program, By     Location; 
October 2009  

Total Headcount = 126,756 

 

 
TOTAL UCOP DANR BK DV IR LA MC RV SD SF SB SC 

SMG 
291 45 4 34 32 22 41 11 14 35 21 16 16 

MSP 
8,833 494 34 1,086 909 727 1,832 127 224 1,199 1,519 353 329 

PSS:              

Policy: 
             

Students 
28,342 32 57 4,280 4,741 2,869 5,147 492 1,794 3,848 63 3,107 1,912 

Excluding 
Students 

32,761 709 438 3,946 4,771 2,624 7,695 309 1,124 4,459 4,048 1,422 1,216 

Represented 
56,529 247 372 3,225 9,466 5,562 14,135 206 1,297 8,791 10,554 1,466 1,208 

Total 
126,756 1,527 905 12,571 19,919 11,804 28,850 1,145 4,453 18,332 16,205 6,364 4,681 
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 Chart 13: Age Distribution of Staff Workforce by Personnel Program, by 
Location; October 2009 

  PSS Policy (Excluding C/R)      PSS Represented       MSP        SMG 

Berkeley Davis Irvine 

   

Los Angeles Merced Riverside 

 
  

San Diego San Francisco Santa Barbara 

  
 

Santa Cruz Office of the President Ag & Natural Resources 

   

0
1,000
2,000
3,000
4,000
5,000
6,000
7,000

<30 30 - 39 40 - 49 50 - 59 60+

-1,000

1,000

3,000

5,000

7,000

<30 30 -
39

40 -
49

50 -
59

60+
-1,000

1,000

3,000

5,000

7,000

<30 30 -
39

40 -
49

50 -
59

60+

0

2,000

4,000

6,000

8,000

<30 30 -
39

40 -
49

50 -
59

60+
0

50

100

150

200

250

300

<30 30 - 39 40 - 49 50 - 59 60+

0

200

400

600

800

1,000

<30 30 -
39

40 -
49

50 -
59

60+

-1,000

1,000

3,000

5,000

7,000

<30 30 -
39

40 -
49

50 -
59

60+

-1,000

1,000

3,000

5,000

7,000

<30 30 -
39

40 -
49

50 -
59

60+ 0
200
400
600
800

1,000

<30 30 -
39

40 -
49

50 -
59

60+

0

200

400

600

800

1,000

<30 30 -
39

40 -
49

50 -
59

60+ 0

200

400

600

800

1,000

<30 30 - 3940 - 4950 - 59 60+

0

50

100

150

200

250

300

<30 30 - 39 40 - 49 50 - 59 60+



Staff Biennial Accountability Sub-Report – January 2011  
 

67 
Staff Accountability Report Final Regents_Jan04.docx 

Please note scale differences. 

 
 
Chart 14: Composition of Staff Workforce by Race/Ethnicity* and Gender by 
Location; October 2009; Career Staff; All Personnel Programs 

  Female             Male 
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 Santa Cruz Office of the President Ag & Natural  Resources 
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*Staff with Unknown Race/Ethnicity (approximately 3% of Career staff) are not included. 
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Please note scale differences 

Chart 15:  Percentage of Staff FTE by Fund Source, by Location; all appointment 
types, including students working in staff titles; October 2009 

 General Funds        Hospital/Health Science Funds        Tuition and Fees 
 Contracts, Grants & Endowments      Auxiliary Enterprises Sales & Services 
 Federal Funds        Other Funds 
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SECTION III: HUMAN RESOURCES STRATEGIC PLAN 
 

The Mission of Human Resources is ….To Add Strategic Value in Employee Relations 
and Policy, Labor Relations, Compensation, Benefits and Pension Programs, Talent 
Management and Staff Development and Retirement Administration. This HR Strategic 
Plan was developed after extensive consultation with all UC locations. Accomplishing 
the HR Strategies in these areas is a critical factor in the capacity of the University to 
realize its Mission for the People of California through the recruitment, retention, 
development and deployment of quality Staff Employees.  

EMPLOYEE RELATIONS AND POLICIES STRATEGIC PLAN 

Strategic Themes: Operate as an excellent employer 

Mission: Build an environment of employee engagement, empowerment and 
involvement where people can offer their best; equip managers with tools, 
resources and a policy framework that facilitates an effective operating 
environment  

STRATEGIES SO THAT… FUTURE IMPLICATIONS 
• Reorganize the 

functions, 
distinguishing ER from 
LR 

• Increase interface with 
non-represented 
groups 

• Have overall ER 
strategies lead Labor 
strategies 
 
 
 

• We continually improve 
our reputation with all 
employees 

• Increase employee 
engagement and 
satisfaction 

• Tap into the desire to 
drive productivity via 
discretionary effort 

• Acknowledge non- 
represented as a key 
constituency 
 

• Sets the environment to 
attract and retain the 
best 

• Maintain a degree of 
operational flexibility via 
the non represented 
population 

• Drives productivity by 
increasing satisfaction 
and engagement 
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LABOR RELATIONS STRATEGIC PLAN 
 

Strategic Themes: The contract is central to how we operate 

Mission: Constantly engage unions and locations to foster a stable, predictable, 
compliant Labor Relations environment 

STRATEGIES SO THAT… FUTURE IMPLICATIONS 
• Advance a 

“constructive 
engagement” doctrine 

• Leverage UC as large 
employer with multiple 
unions 

• Commit to timely 
settlements 

• Acknowledge “closed 
contract” as a preferred 
state 
 

• We collaborate and 
deal on the basis of 
“mutual interests” 
where possible 

• We don’t allow lingering 
issues to create 
feelings of bad faith 

• We stabilize our 
operating environment 
 

• Labor peace and stability 
whenever possible  

• Focus on operational 
contract terms vs. just 
wages and benefits 

• Minimization of external 
influences on UC 

• Evaluate feasibility of 
interest-based bargaining 
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COMPENSATION PROGRAMS & STRATEGY STRATEGIC PLAN 
 

Strategic Themes: Move toward aligning with markets (particularly 
total cash); leverage all aspects of remuneration 

Mission: Development of compensation/rewards framework and position 
evaluation methodology that account for relative level of contribution and 
emphasize pay for performance 

STRATEGIES SO THAT… FUTURE IMPLICATIONS 
• Emphasize Market-

Based practices 
• Take a system wide 

view of practices 
• Derive common 

frameworks for position 
evaluation and 
performance 
management 

• Gain efficiencies in 
reporting and 
compliance via HRIS 

• Understand the role of 
cash compensation 

 

• We lay the foundation 
to adjust pay practices 
to our relevant markets 

• We drive consistency 
of practices, set 
appropriate review and 
monitoring systems  

• Provide timely accurate 
data and transactions 
to the President and 
The Regents 

• We balance all other 
types of rewards within 
a total package 

• Moving toward market 
alignment allows us to 
make competitive talent 
choices 

• Logical implementation of 
pay practices will drive 
internal credibility to help 
us attract and retain talent 

• Moving to more proactive 
approaches to 
compensation (industry 
standards) 

• A sustained excellent 
workforce and university 

 
BENEFITS PROGRAMS & STRATEGIES STRATEGIC PLAN 

 
Strategic Themes: Align programs to markets, leverage our size and 
emphasize employee value 

Mission: Manage and create a health benefits strategy and programs that 
enhance the well-being of our employees and their families 

STRATEGIES SO THAT… FUTURE IMPLICATIONS 
• Control costs and 

create value for 
employees through 
plan design 

• Focus on giving 
employees choices 
and alternatives 

• Leverage UC’s 
Medical enterprise as 
subject matter expert 
and provider 

• We establish programs 
that are market 
competitive and 
sustainable 

• Acknowledge differences 
in employee’s value 
equations and move from 
“one size” mentality 

• We more effectively 
leverage UC medical 
expertise 
 

• Stabilization of cost curve 
• Emphasize employee 

responsibility in a less 
paternalistic culture 

• Possibility of expanding 
UC Med as a primary 
service provider could 
have cost and employee 
relations affiliation 
benefits 
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PENSION & RETIREMENT PROGRAMS STRATEGIC PLAN 
 

Strategic Themes: Leverage value of Defined Benefit architecture and 
Retiree Health program  

Mission: Manage and create programs that reward long service and 
help provide for post-employment income and healthcare 

STRATEGIES SO THAT… FUTURE IMPLICATIONS 
• Use PEB 

recommendations as 
our guide to sustainable 
offerings  

• View all retirement 
plans and retiree health 
as integrated parts of 
the employee / talent 
lifecycle 

• Balance programs with 
market practices 

 

• We offer continued 
value to the UC 
population 

• Move forward with more 
balanced programming 

• Drive workforce 
behavior that builds on 
UC’s premier status as 
an institution 
 

• A workforce that reflects 
institutional priorities 

• Leverage Post 
Employment Benefits as 
a strategic talent 
advantage 

 
 

 
TALENT MANAGEMENT & STAFF DEVELOPMENT STRATEGIC PLAN 

Strategic Themes: Programs to better manage Human Capital, the 
University’s primary asset 
Mission: Design an approach, strategies and programs to hire, deploy, develop 
and retain the best people in their respective fields 

STRATEGIES SO THAT… FUTURE IMPLICATIONS 
• Resource this area, 

not just on paper 
• Inject Talent 

discussions into all 
aspects of HR 
programs 

• Evaluate support 
systems and current 
practices to support 
the mission 

• Leverage our talent 
pool of 180,000 
employees  

 

• We create an internal 
environment where 
organizational 
opportunity 
meets readiness of 
individuals 

• We improve our status as 
a preferred employer 

• We develop the best 
leaders and subject 
matter experts and 
provide advancement  
opportunities for both 

• Prepare for a more 
dynamic post recession 
job market 

• Establish bench strength 
in key functions 

• We have backup and 
succession plans for key 
positions (consider 
organization-wide 
succession planning) 
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RETIREMENT ADMINISTRATION SERVICE CENTER STRATEGIC PLAN (RASC) 

Strategic Themes: Use technology to expand the RASC service 
concept 

Mission: Build a state-of-the-art retirement processing center and 
service experience that helps employees transition to the next phase 
of their lives 

STRATEGIES SO THAT… FUTURE IMPLICATIONS 
• Build newly in sourced 

center, with Service 
and Technology as 
primary points of 
emphasis 

• Look to extend the 
RASC continuous 
learning and service 
concept 
 

• We maintain the 
smooth operation of 
this valued set of 
programs 

• We extend UC best 
practices to other 
employee service 
areas 
 

• Consider if this concept 
can be scaled for other 
transactional work 

 
 

 
HR SYSTEMS & DATA STRATEGIC PLAN 

 
Strategic Themes: Use relevant data to drive Human Resource 
decision making 

Mission:  Gather, track and report on relevant metrics that influence decisions on 
Human Capital 

STRATEGIES SO THAT… FUTURE IMPLICATIONS 
• Explore browser-

based systems and 
feasibility of using 
some common 
systems across UC 

• Work with Senior 
Management to 
develop Human 
Capital metrics 
 
 

• We take advantage of 
efficiencies gained 
through systems and 
collaboration 

• We use readily 
accessible data to 
manage the enterprise 
 

• We leverage our vast 
human capital more 
effectively 
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SECTION IV:  AREAS OF OPPORTUNITY FOR INVESTMENT  

PROGRAMS THAT ENHANCE RECRUITMENT AND RETENTION - University Benefits 

Health and Welfare Benefit Programs  

Before describing the challenges and investment opportunities, it is important to 
highlight University programs that have been successful for recruiting and retaining 
staff.  Offering high quality benefit programs has been a long-standing University 
strategy.  However, it is a strategy begun more than two decades ago when inflation in 
medical costs and salaries were more comparable.  Then, providing benefits in lieu of 
pay was a common approach among public and private employers.  However, medical 
inflation has outpaced salary inflation over time and, today, the growth in health care 
costs has been in the 10% to 12% range while salary growth has hovered around 3% to 
4% for several years.  Thus, maintaining a market position for benefits is three times as 
costly as maintaining market-competitive salaries.  And, in fact, using benefits to 
balance the University’s total compensation has resulted in a market lead in benefits for 
key staff segments, while salaries have fallen behind market.   

UC’s health and welfare benefit program offers different delivery model plan choices 
with a focus on affordability and quality. These health plan choices continue for 
employees into their retirement.  

Based on the Total Remuneration Study completed in 2009, the overall average value 
of UC’s health and welfare benefits was more than competitive to the market for some 
staff groups, primarily because of the UC benefit plan designs and the lower than 
market average paid by UC employees for medical and dental benefits.  While the 
University’s market position was competitive in 2009, this will need to be monitored.  
With medical costs rising sharply, premiums will escalate (as noted in several of the 
HMO plans in 2011) and the amount that UC contributes in the future will have to be 
balanced against funding salary increases and contributions to pension obligations.  In 
one sense, investment in benefits in lieu of salary creates “inverse dollar leverage,” 
given the ongoing inflation trends for these areas.  Keeping a market competitive 
position in all areas for all University groups will be a challenge that may affect 
recruitment and retention outcomes. 

Secure Retirement Benefits After a Full Career 

The University’s pension plan UCRP is another example of a successful tool for the 
recruitment and retention of employees. This defined benefit pension plan provides 
primary retirement benefits for more than 93,000 staff employees.  In addition to lifetime 
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monthly income and survivor benefits after retirement, UCRP provides disability 
protection, survivor benefits and death benefits while employed. The University also 
offers three voluntary defined contribution benefit plans to help employees save to 
provide additional retirement income.  

UCRP promotes the recruitment of talented young people and provides incentives for 
long careers at the University. The value of the pension benefits that would be forfeited 
makes it economically unattractive for staff to leave midcareer.  UCRP provides career 
staff with enough income security to retire when the time is right for them. Currently, 
employees are eligible to retire at age 50 with 5 years of UCRP service credit. Based on 
actual retirement data most staff retire at age 60 with over 20 years of service credit – 
after a full career and demonstrated commitment to the University. 

The Final Report of the President’s Task Force on Post-Employment Benefits8 provides 
extensive historical information and plan design background on UCRP and retiree 
health benefits; market comparisons are also well documented in the report, and show 
that UCRP leads the market by double digits for all the staff segments9

In connection with the work done by the Task Force, the University engaged the 
consulting firm Towers Watson to conduct an employee preference survey regarding 
post-employment benefits.  Of the total respondents, 80% expressed satisfaction with 
the University’s retirement program, over 82% indicated that the retirement program 
was an important reason they stay at UC, and 62% responded that the retirement 
program was an important reason for deciding to work at the University.  Results did not 
vary appreciable by employee category (faculty vs. staff), location or age. These results 
validate the importance of this benefit offering and its success as a recruitment and 
retention tool. 

.  

But the University is currently at a transition point with retirement benefit programs. After 
20 years of making no contributions to UCRP, employee and employer contributions 
resumed in April 2010, at a modest 2% and 4% respectively and future increases are 
planned.  In the next several months, The Regents will decide on how to keep UCRP 
both competitive and financially sustainable. Future changes will need to be monitored 
so the benefits and success of UCRP as a recruitment and retention strategy are not 
diminished.  

As for Retiree Health for UC employees, current and future benefits are earned on the 
basis of graduated eligibility based on a combination of age and service. Again the 

                                                           
8 Final Report of the President’s Task Force on Post-Employment Benefits, July 2010 
http://universityofcalifornia.edu/sites/ucrpfuture/task-force-inf/ 
9 2009 Update of Total Remuneration Study for Campus & UCOP and Medical Centers, October 
2009 http://www.universityofcalifornia.edu/news/compensation/comparisons.html 
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employee value proposition by the University is to reward long service by providing a full 
benefit after 20 years. 
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Several challenges and issues lie immediately ahead that will need to be addressed if 
the University is to maintain quality staff for achieving mission excellence. This moment 
may also provide the University with a window of opportunity for preparation and action 
that will enhance its mission capability for service to the people of California. 

The areas of opportunity are shown in the following chart.  Progress will be reported in 
the next biennial Sub-Report. 

Chart 16:  Immediate HR Strategies and Metrics Summary 

 STRATEGIES METRICS 

Staff Salary 
Program 

• Design and propose for approval a 
market-based compensation 
philosophy 

• Develop a framework for evaluating 
and rewarding pay for performance 

• Implement a multi-year staff salary 
program 

• Close the market gap for key 
employee groups 

Performance 
Management 

• Align performance management 
process with Staff Development 
strategies 

• Define processes for career 
management 

• Correlate rewards and performance 

• Implement career management 
process 

Technology • Leverage Human Capital 
Management systems 

• Implement Systemwide HR 
applications 

Leadership 
Development 

• Align Leadership and Management 
Development programs with UC 
Competency Model 

• Leverage training resources 
through UC Learning and 
Development consortium 

• Implement Leadership program 
• Measure Consortium savings and 

efficiencies 

Talent 
Management 

• Develop knowledge transfer 
processes within a succession 
planning framework 

• Leverage recruitment acquisition 
and sourcing services 

• Pilot knowledge transfer and 
succession planning processes 

• Improve analytics for workforce 
planning 
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Opportunity for Investment in Staff Salary Program 

Strategies:  

• Design and propose for approval a market-based compensation philosophy 
• Develop a framework for evaluating and rewarding pay for performance 

Metrics: 

• Implement a multi-year Staff salary program 
• Close the market gap for key employee groups 

Retaining our employees who are not eligible to retire will be a challenge once the 
external employment market begins hiring again. This group of employees is critical for 
institutional renewal and provides a talent pipeline for our future workforce.  The current 
economic crisis has reduced UC staff turnover:  last year, turnover in all career staff 
occupations, averaged ~8 %; in the previous fiscal year it was ~10%. However, once 
the employment market improves UC is at risk of losing top performers – in all age 
brackets.  But providing competitive salaries and benefits for the employees who are not 
eligible to retire, and who are not yet eligible for the “golden handcuffs” of our pension 
plan, will be a challenge.  Combined with the prospect of an improved economy and job 
market, the University is at significant risk of losing key talent. 
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Chart 17: Career Staff Turnover Rates 2002 – 2009  

 

Source:  University of California Workforce Profile 2009 

FUNDING FOR STAFF COMPENSATION 
The severe reductions in the UC budget over the past several years are well known and 
the financial sacrifices made by staff are described earlier in this report. Historical data 
illustrates the depth of the impact by showing the prolonged slippage in our market 
position. The following 10 year chart shows the funding levels for staff salaries as 
compared to the market in the western region in the United States and includes over 
800 Western US employers of all sizes and industries, both public and private sectors.  
UC data does not include LBNL or non-state funded employee groups – i.e. medical 
centers. In the past decade, UC’s funding pool lagged the market in 7 of the 10 years. 
When funding budgets grew, during 2005-2007, the University was catching up with the 
lags of the previous four years.  

9.9%
10.5%

11.5% 11.5% 11.3%

10.3%

8.4%

2002-03 2003-04 2004-05 2005-06 2006-07 2007-08 2008-09

Staff turnover rates in 2008-09 were lower than usual due to the recession; 
as the economy recovers, UC turnover rates could rise again.
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Chart 18: Staff* Salary Increase Funding Compared to Market, 1999 – 2009  

* Data does not include LBNL or the Medical Centers. 

Source: World at Work Annual Salary Budget Survey. Represents data from over 800 employees from all sectors in the western 
United States. 
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Multiple years without staff salary increases have created market lags that 
were not offset by above-market increases in subsequent years.  
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The impact of budget dollars on funding staff salaries is shown in Chart 19.  General 
Funds (primarily funds from the State of California) decreased 7% between 2000 and 
2009. And in keeping with recent trends, Hospital and Health Science funds continued 
to be the largest proportion of funding for staff FTE (Universitywide) - increasing from 
32% to 37% in 2009.  The portion of FTE paid from other fund sources has remained 
relatively stable over the past decade. 

Chart 19: Percentage of Staff FTE by Fund Source, all appointment types, 
including students working in staff titles 
(Base pay only) October 2000 - 2009 

For location-specific demographics refer to Chart 15.  

          2000 

Total FTE:  77,162 

       2009 

Total FTE:  94,064 

  

Source: Oct 2009 file CPS; excludes staff at LBNL and Hastings College of Law;    
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In ten years, the University’s General Funds have significantly decreased while Hospital and 
Health Science funds have increased. 
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The blue bars in the following chart show the cash compensation component for various 
staff groups as compared to market. For all non-medical center groups10

Chart 20: Total Compensation for Campus and UCOP Staff Compared to Market  

, the University 
cash compensation lags market averages from -19 to -29% depending on the personnel 
program.  

 

Source: 2009 Update of the Total Remuneration Study for Campus & UCOP – does not include medical centers or LBNL staff   

For the impact of a zero funding budget on staff salaries refer to the October 2009, Total 
Remuneration study 
(http://www.universityofcalifornia.edu/news/compensation/comparisons.html). 

Currently Human Resources is seeking approval for a long-term strategy to address the 
staff compensation issues; working to realize a budgetary commitment for fully funding 
staff salaries to a market competitive level - and then maintaining the position into the 
future.  If we do not succeed, the ability to attract and retain the highest quality staff 
employees will be severely damaged, thus undermining the quality of the institution.   

 

                                                           
10 Market lags for service unit employees are a noted exception with their cash compensation market lag 
at minus 5%.  UC medical centers do not rely on State and General revenues to fund staff salaries, as a 
result cash compensation positions are more competitive with an overall lag of 2% (results are from Oct 
2009 Total Remuneration Report). 

Overall cash compensation for most employee 
groups is below market – and is expected to 
worsen due to lack of salary increases. 

http://www.universityofcalifornia.edu/news/compensation/comparisons.html�
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Opportunity for Investment in Performance Management Processes 

Strategies: 

• Align performance management process with Staff Development strategies 
• Define processes for career management 

Metrics: 

• Correlate rewards and performance 
• Implement career management process 

Performance Management is critical to the success of building a talent management 
framework. If our intent is to create a working environment that encourages employee 
involvement, empowerment and fairness where people can offer their best, a fair and 
transparent process for evaluating performance and providing regular feedback must be 
in place: a process in which performance expectations are linked to institutional goals 
on an annual basis and are discussed between the manager and employee throughout 
the year. Performance management tools should be designed to develop key 
competencies and motivate and guide employees on their role within the organization, 
as well as showing how their performance impacts the University mission, where it is 
successful and how it can be improved.  This is also the process for fostering 
professional development and setting career goals. University policy allows each 
location to develop local procedures for evaluating performance including the type of 
appraisal tool and content. 

An exception to this policy is that SMG employees are required to follow the Regents 
Policy 7702, Senior Management Group Performance Management Review Process. 
This policy, approved in 2008, requires that SMG employees be evaluated annually 
using the same performance appraisal form. This form includes sections for future 
goals, accomplishments, and a common scale for rating leadership competencies as 
well as an overall performance rating.  Important in Policy 7702, is the section requiring 
compliance with the policy, indicating that noncompliance is monitored and reported. As 
part of the audit program for 2010, the SMG Performance Management Review Process 
was reviewed for policy compliance. With this model of performance management in 
place for senior leadership, there is an opportunity for investment in developing 
performance standards and monitoring requirements for other employee groups. 
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Opportunity for Investment in Technology: Human Capital/Human 
Resources Management Tool 

• Strategy:  Leverage Human Capital Management systems 

• Metric:  Implement System wide HR applications 

The preceding sections of this Sub-Report have focused on the importance of investing 
in our people so that the institution can prosper.  Related to our investment in human 
capital is the need to provide staff with robust and dependable tools to do their jobs.  
One much needed tool is a system for managing human capital (HRMS/HRIS). 

Thirty years ago the University purchased a payroll system that provided, as an ancillary 
function, support for processing personnel transactions. Over the years the payroll 
system has been modified numerous times to accommodate the ever-increasing 
complexities of human resources requirements. Currently the payroll system cannot 
support the human resources data and information needs and effectively function as the 
primary platform for centralized payroll.   

The University recently retained the consulting firm Pricewaterhouse Coopers to 
conduct an activity analysis survey that would provide the necessary measurements for 
a business case to replace the existing payroll system.  At the same time, Hewitt 
Associates was asked to design a HR/Payroll Application model for the University. An 
interim report recommending an updated Payroll application is expected to be released 
in January 2011.  Central to the preliminary report findings is the requirement for a fully 
functional Human Resources Information System (HRIS) that interfaces with the Payroll 
System.  Because of the integrated nature of the payroll and personnel data in the 
Payroll System, UC cannot replace the Payroll System without implementing a HRIS 

This is an opportunity for University investment that is expected to yield centralized 
efficiencies and standardization across the system, as well as enabling the kind of 
sophisticated reporting and data analysis required by The Regents, the State and 
Federal entities. Progress on meeting this goal will be monitored in future accountability 
Sub-Reports. 
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Opportunity for Investment in Leadership Development  

Strategies: 

• Align leadership development programs with UC competency model 
• Leverage training resources through UC Learning and Development 

Consortium 

Metrics: 

• Implement leadership program  
• Measure Consortium savings and efficiencies 

 

Leadership development and staff training programs are critical for mitigating the 
business risk of non-compliance with federal and state requirements while at the same 
time developing in-house talent.  Effective training and development programs help to 
retain talent by providing continuous learning opportunities that helps enrich careers 
and may lead to further career advancement.  

Currently, UC has an automated Learning Management System (LMS) maintained 
centrally through Human Resources in Office of the President. This platform provides a 
platform for systemwide compliance training courses on such subjects as ethics and 
sexual harassment prevention.  In addition to the central on-line tool, campuses offer a 
variety of local staff development courses. 

This year a Learning and Development Consortium was formed between the Talent 
Management and Staff Development unit in Office of the President and local training 
and development leaders. The Consortium is meant to share training experiences, and 
leverage resources through people, budget, technology, curricula and purchasing 
power. Implementing these goals will not only reduce redundancies across the system 
but also bring about consistency and quality improvements. The Consortium has begun 
to define core competencies as the framework for Staff employee recruitment, learning 
and development. 

It is recognized that more can be done in the area of leadership development and staff 
training. Both the Council of University of California Staff Assemblies11 report and the 
report written by the Systemwide Advisory Committee on the Status of Women12

                                                           
11 Council of UC Staff Assemblies, 2009-2010 Annual Report, July 2010 

  point 
to the need for more development and emphasis in the area of leadership development 
and training. 

12 UC Report of the UC Systemwide  Advisory Committee on the Status of Women, May 2010 
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This is an area of opportunity to make an investment in the careers of our staff 
workforce that will, in turn, benefit the entire institution. 

As a first step in supporting the emerging needs for systemwide training and 
development, the UC Business Officer Institute (BOI) program which has been 
conducted for more than a decade has been reviewed and redesigned. The result of 
this effort has been development of a learning competency framework that includes pre 
work and post program activities to introduce and reinforce BOI competencies. A similar 
review is underway for the systemwide Management Skills Assessment Program 
(MSAP). 

Managing and Developing a Multigenerational Staff Workforce 
 

Understanding age in workforce composition is critical to effectively managing and 
developing talent.  At UC, age demographics of the staff workforce span four 
generations:  

• Millennials – born 1981-2000, 
• Generation X – born 1965-1980, 
• Baby Boomers – born 1946 -1964, 
• Traditionals  – born prior to 1946 

 
Chart 21:  Characteristics of Four Generations in the Workforce 

 Millennials Generation X Baby Boomers Traditionals 

Work Style Deadlines  Fastest route Get it done By the book 

Leadership Autonomy Collaboration Respect power Command and 
control 

Work/Family Blended personal life 
into work 

Work/life balance Work comes first Work and family 
separate 

Loyalty to The people The career The work The organization 

Technology What else is there? Practical tools Necessary for 
progress 

“If it ain’t broke don’t 
fix it” 

Communication Casual and direct – 
eager to please 

Casual and direct -
skeptical 

Through network Through channels 

Recognition Development $$; time off Advancement $$;Acknowledgement 

     

Based on chart in Managing a Multigenerational Workforce – January 2009 

While it is not unusual at UC to have a multi-generation workforce, the change over the 
last decade in the age demographics highlights an important shift.  Chart 22 compares 
Universitywide data from the last decade and shows the age distribution (as a 



Staff Biennial Accountability Sub-Report – January 2011  
 

87 
Staff Accountability Report Final Regents_Jan04.docx 

percentage of each of the 1999 and 2009 workforces) of the career staff in all three 
personnel programs, PSS, MSP and SMG. It does not include faculty or working 
students.  

In 1999, 72% of staff were younger than age 50 with only 4% of the population age 60 
or older. Compare this to recent age demographics: 65% are in the younger than age 
50 bracket and the population of age 60 or older has doubled to 8% of the present day 
workforce.  This equates to nearly 7,000 employees, in 1999 that group was ~2,000.  
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Opportunity for Investment in Talent Management Framework 

Strategies:  

• Develop knowledge transfer processes within a succession planning 
framework  

• Leverage recruitment acquisition and sourcing services 

 Metrics: 

• Pilot knowledge transfer and succession planning processes  
• Improve analytics for workforce planning. 

As previously stated, a quality Staff workforce enables the University of California to 
achieve its mission of education, research and public service.  To meet this goal we 
must attract and retain a quality Staff workforce through talent management.  Talent 
management is the means by which an institution “creates and maintains” its workforce 
by strategically engaging high performing staff.   In order to prepare for the post-
recession job market, the University must make an investment in designing strategies 
and programs to hire, deploy, develop and retain the best people in their respective 
fields.  By building an environment of employee involvement, empowerment and 
fairness where people can offer their best, UC will continue to achieve its tripartite 
Mission.  

  



Staff Biennial Accountability Sub-Report – January 2011  
 

89 
Staff Accountability Report Final Regents_Jan04.docx 

Chart 22: Career Staff by Age Bracket – 10 year Comparison

 

Source: Corporate Personnel System, October 1999 and 2009 files; excludes staff at LBNL and Hastings College of Law; 
Workforce Profile 2009 

Source: Corporate Personnel System, October 2009 file; excludes staff at LBNL and Hastings College of Law;  

 Under 30 30 to 39 40 to 49 50 to 59 60+ 

1999 7,888 15,026 20,131 13,952 2,082 

2009 13,178 20,449 22,237 23,074 6,837 
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24%
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15%

24%
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27%

8%

under 30 30-39 49-49 50-59 60+
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In a ten-year period, the age distribution 
of staff has increased at the end points –
under age 30, 50 and older – while 
decreasing between age 30 and 49.
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Employment data on new hires is related to workforce age demographics. In fiscal year 
2008-09, approximately 9,000 career employees were hired in a staff position at one of 
the UC locations. Over 70% of the people hired were younger than age 40, with the 
majority (84%) accepting employment at a campus with a medical center (Davis, Irvine, 
Los Angeles, San Diego, and San Francisco). 

 

Chart 23: Staff Workforce New Hires; Career Staff, All Personnel Programs 
Fiscal Year 2008 - 09 

Source: Corporate Personnel System, October 2008- 2009 fiscal year file; excludes staff at LBNL and Hastings College of Law; 
Workforce Profile 2009 

This influx of younger workers into an aging workforce presents a number of cultural 
challenges for the institution by putting pressures on how we communicate and how 
work gets done. Differences in leadership styles, work/family priorities, commitment and 
understanding of technology all put stress on the organization and require thoughtful 
Employee Relations strategies on managing the workforce.  

 
Effectively managing and leading a multi-generational workforce, where a 30-year-old 
new hire is working side-by-side with colleagues who are older by 30 years is 
challenging for the culture and business operations. Personnel policies that recognize 
differing work life needs are one way to address cross-general differences and mitigate 
the impact of this challenge.  
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In fiscal year 2008-09,
the majority of people 
hired into UC career 
staff positions were 
under age 40.
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Succession Management   

As previously shown in Chart 22, the growth in the size of the group of staff employees 
age 60+ highlights the potential for a group exodus of talent - creating a vulnerability for 
the institution that calls for strategic succession planning and knowledge transfer 
processes.  The following chart shows career staff by the three personnel programs, by 
age brackets. Of interest are the 290 employees in the Senior Management Group, 40% 
of who are in the 60+ age bracket.  

Chart 24: Career Staff by Age Bracket by Personnel Program 

 
Source: Corporate Personnel System, October 2009 file; excludes staff at LBNL and Hastings College of Law. 

 Under 30 30 to 39 40 to 49 50 to 59 60+ 

SMG 0 5 31 136 114 

MSP 86 1,188 2,293 2,984 907 

PSS 13,092 19,256 19,913 19,954 5,816 

 
 
For location-specific demographics refer to Chart 13. 
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The differing age demographics by 
personnel program highlight the need 
for strategic talent management 
planning:  88% of SMG are age 50+; 
over half the MSP group are older 
than 50 while 68% of the PSS group 
are younger than 50.
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Coupling years of retirement service (UCRP) with age data helps to further define the 
potential risk of talent loss. 

 
 
Chart 25: Staff by Age Bracket and UCRP Years of Service, October 2009  

 

Source: UCRS database 2009 file; excludes staff at LBNL and Hastings College of Law.   

Years of Service 

 0 to 9.9 10 to 14.9 15 to 19.9 20+ 

60+ 2,956 1,206 1,012 1,820 

50 to 59 9,727 3,754 3,255 7,047 

Under 50 47,297 6,558 3,208 2,160 

 

Chart 25 shows the systemwide staff workforce by age and years of UCRP service 
credit (YOS).  Showing the age with YOS demographics highlights potential retirements 
and workforce depletion.  Currently, a career employee can retire at age 50 with 5 YOS, 
the top two bars of the chart. Most employees do not retire when first eligible; based on 
actual retirement data, the average age at retirement for staff is 59 or 60 and the 
average YOS is 20 or 22 years, depending on the personnel program ( PSS or 
MSP/SMG respectively). 

If actual retirement patterns are used to predict future retirements, the cohort “most 
likely” to retire is in the red panels of the top two bars. Specifically, 26% of the 60+ age 
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group has 20 or more UCRP years of service (approximately 1,800 people).  PSS 
employees age 59 with 20 YOS add another 500 potentials to the “most likely” to retire 
group.  

Examining the age and YOS data with a personnel program filter, the “most likely” to 
retire cohorts come into sharper focus.  In the next chart, 54% of the employees in the 
SMG program are identified as age 60 or older with 20 or more years of UCRS service 
credit. This is a group of 60 employees. And while 60 employees seems a relatively 
small number, the impact on the organization can be enormous if appropriate 
succession planning measures are not in place to anticipate leadership transition.  

The “most likely” to retire employees in MSP and PSS are also important cohorts to 
consider in transition planning.  In MSP, over 300 employees are age 60 or older with 
20 years or more experience at UC; in PSS that group is over 1,400.  Many of these 
employees have pivotal roles in a program or department.  Simply promoting the “next 
in line” does not address the problem since those nearing retirement often span several 
layers of a department or function.  Again, without succession planning and knowledge 
transfer the transitions could be crippling to the organization.   
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Chart 26:  Staff by Personnel Program, Age Bracket and UCRP Years of 
Service, October 2009 

 

Source: UCRS data base Oct 2009 file; excludes staff at LBNL.  
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Based on 2009 retirement data, SMG and MSP staff retire at an average age of 60 with 22 
years of UCRS service credit.  On average, PSS employees retire at age 59 with 20 years of 
UCRS service.  So the "Red Zone"  staff age 60+ are the most likely to retire soon.

However, the size of the age 50 to 59 "Red Zone"  cohort just following those age 60+ 
underscores the need for robust knowledge transfer and succession management at 
every level of the University workforce.
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Some locations and departments have formal and informal knowledge transfer and 
transition processes.  But there is no Universitywide framework for succession planning. 
A recognized process for transferring knowledge from the seasoned worker to the next 
generation of talent has been discussed by a number of different University groups, but 
no project plan is in place for people or knowledge transition.  This is an area for 
investment.  In future staff accountability Sub-Reports the progress will be reported. 

  

 
CONCLUSION 
 
A key area of preparation for economic recovery is the critical path need for competitive 
pay for most staff workforce segments.  As shown in this report, without a direct and 
immediate remedy of this issue, other efforts of preparation and subsequent success 
will be limited in outcome.  As the employment market improves, compensation 
pressures will significantly increase.  To date, UC has held the competitive edge for 
both recruitment and retention due to its benefits offerings.  Historically, staff employees 
have made conscious choices to trade benefits for base pay, in essence accepting 
lower pay today for better benefits tomorrow.  This employee value proposition is very 
common among public sector employees.  The current and future issue for the 
University is whether this employee cultural value will continue to be true.  As the 
competitive market improves, the retention challenge will be to satisfy the need for 
competitive base pay for staff employees in general and for the policy-covered 
employees in particular. 
 
 Another dynamic will also have a direct impact on the University’s capability to be ready 
for improved economic times: the University is engaged in two employment sectors that 
have continued to grow despite the “Great Recession “.  

These sectors are at the core of the University mission namely:  Education and 
Healthcare.  The University’s response to recent budget reductions by the State of 
California has had an impact on employee engagement and morale.  A key recruitment 
and retention factor of the University for Staff employees was the stability of the work 
environment.  The current economic times have challenged all those assumptions and 
redefined in some measure the employee value proposition within the University.  The 
full impact of this value shift is not known at this time, but will require close scrutiny as 
the job market improves and strengthens in these sectors 

The areas of opportunity and investment for Staff contained in this biennial Sub-Report 
are the essential pathway for accomplishing the initial and near term steps described in 
the overall UC HR Strategy for Staff Employees.  The immediate challenge will be very 
hard, but not insurmountable for the University during this time of large demand and 
critical resource shortages.  However, the need to make these investments is imperative 
for the University as the Mission requirements for the people of California and the nation 
demand the University’s qualitative response for innovation and excellence that enables 
UC Staff “to strive, to seek, to find and not to yield”. 
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APPENDIX 
Outline of Occupational Groups and Representative Titles 

A Student Services 

Recreation Program Instructor 

Resident Advisor 

Counselor 

Student Affairs Officer 

 

B Clerical and Allied Services 

Administrative Assistant Series 

Library Assistant 

Senior Clerk/Secretary 

 Key Entry Operator 

Storekeeper 

 Senior Word Processing Specialist 

Senior Mail Processor 

 

C Food and Linen Services 

Food Service Manager 

Cook 

Dietitian 

Food Service Worker 

Linen Service Worker 

 

D Communications, Arts and Graphics 

Editor 

Program Representative 

Senior Illustrator 

Writer 
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E Architecture and Engineering 

Architect 

Drafting Technician 

Engineering Aide 

Environmental Health and Safety Specialist 

 

F Fiscal, Management and Staff Services 

Computer Operator 

Programmer/Analyst 

Computer Resource Specialist 

Management Services Officer 

Senior Budget Analyst 

Accountant 

Senior Administrative Analyst 

 

G Maintenance, Fabrication and Operators 

Groundskeeper 

Physical Plant Mechanic 

Carpenter 

Electrician 

Building Maintenance Worker 

Auto Equipment Operator 

Reprographics Technician 

 

H Health Care and Allied Services 

Senior Vocational Nurse 

Clinical Laboratory Technician 

Clinical Nurse 

Senior Admitting Worker 

Senior Hospital Assistant 

Staff Pharmacist 
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I Sciences, Laboratory and Allied Services 

Animal Technician 

Assistant Veterinarian, Lab Medicine 

Laboratory Assistant I 

Staff Research Associate II 

 

J Protective Services 

Police Officer 

Senior Parking Representative 

Fire Specialist 

Security Guard 

 

M Management 

Assistant Vice Chancellor 

Director 

Chief of Police 
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