[bookmark: _GoBack]Administrative Managers Group
(ADMAN)
Board of Directors Meeting
Minutes
April 19, 2018
3:00 – 5:00 pm
Robert Mondavi Institute, Room 1207


Members in Attendance:



1. Welcome & Introductions							3:00 – 3:05 pm

2. General Discussion/New Business
· ADMAN Vice-Chair Nominations will be open from May 1-15, this is your opportunity to nominate or a submit a self-expression of interest
· New Vice-Chair will be announced in the June Meeting
· The Executive Board will completed a review of committee representatives, clean up current lists
· For any representatives whose terms are up on June 30,  the Board will be reaching out to the College/Division for information on appointees
· We’ve been testing Zoom as a call in option, for the last few meetings.  The intent of Zoom is not substitute for in person attendance at ADMAN meetings.  Ongoing discussion and dialogue amongst our members at meetings is an important aspect.
· ADMAN Conference Survey 
· 135 participants
· Feedback: Great conference, outcomes really good, some preferred starting early/later. Mixed review on panels, some liked/some didn’t.  Wished they had opportunity to ask questions of the panelists.  Expressed interested in volunteering next year.
· No show rate, same as in previous years, about 20.  & scholarships
· Soaring to New Heights Table: Carlos Garcia recently represented ADMAN at Soaring to New Heights, ADMAN does not have any branding materials. Board will be discussing purchasing branding items.

3. Supervisory Effectiveness Taskforce & Performance Management		3:05– 4:00  pm
Carina Celesia Moore – Director, SDPS
Kelly Crabtree – Program Manager, SDPS



· Supervisory Effectiveness Task Force
· Carina provided an overview and update on the Supervisory Effectiveness Task Force.  The group was formed in October 2016.  Please see the attached presentation for information on the Program.  Carina also discussed:
· Revision of HR website which integrates Health and Davis Campus into one site, all resources in one place
· If you are interested in reading the 54 page report from the Supervisory Effectiveness Task Force, please email
· Carina at ccmoore@ucdavis.edu
· Kelly Crabtree at kacrabtree@ucdavis.edu

· Performance Management (see presentation)
· What is changing?
· Trying to shift the culture, now with Development
· Not about a once a year, every supervisor involved in every day
· Gradual change
· Consultative role to Staff Assembly
· What hasn’t changed?
· EPAR/e-performance systems/processes
· Mandatory training requirements
· Cyber Security, Sexual Harassment, Ethics added next year
· Rating scales
· Non-represented, used to be 5, now 2nd year of 4 ratings
· Topic revisited in recent HRAC meeting, leave it the same for one more year, then revisit
· Represented-still 5 ratings
· Nurses – 3 ratings
· Calibration
· Lots of tools, still done at the department level
· Not sure if merit is available, as this is determined from Office of the President
· With UCP coming, everyone moving to e-performance
· Recognition and Rewards are  now under Carina
· What’s New
· Shifting performance management from an annual performance review to a culture of continue of continuous performance management
· Performance Management at UC Davis Newsletter
· Coach Approach to Performance Management
· 2 Newsletters have been sent out via email
· An introduction, and
· Accomplishment statements. 
· Next issue will be about SMART goals
· 2800 people on the mailing list, 400 opens so far
· Future topics, development information
· Brenda Rebman wanted coaching resources available to supervisors
· HR Symposium included a session on coaching
· HR Talent Management & Development Highlights
· MY UC Career Portal (from Office of the President)
· 700 people at UC Davis have created an account
· Spread the word!
· New Employee Resources, website
· Quarterly New Employee Welcome
· Faculty, academic appointees, staff and post-docs invited within three months of hire date
· Mentoring Toolkit
· Manager Toolkit
· Career Management Toolkit
· Onboarding Toolkit
· U-Learn and Books 24/7
· No links have been included, since the HR website is in the process of being updated, links will change
· If you have suggestions for course offerings, send an email to Kelly or Carina
· If course offering are not scheduled, you can “Express Interest” and will be notified when course is available
4.  Open Discussion								4:00 – 4:15 pm
· Jen Radke – Update on KEAS, project is moving forward, more information in September
· Given access to the Facilities link
· Departmental Effort to convert existing information 
· Tracy Lade and Jen Radke are co-chairs of the project

5.  Career Tracks Process &  Update on Strategic Plan							4:15  – 5:00 pm
Brenda Rebman – Chief Human Resources Officer
Karmen Fittes – Executive Director 


· Talent & Rewards Update
· Benefits
· July 1 Retirements
· Employee initiates the process through the Retirement Administration Service Center (RASC) 
· https://ucnet.universityofcalifornia.edu/contacts/rasc.html
· Campus and Health Compensation Teams
· Wave 2 completed
· Reconsiderations-end date 2/15/18 for submission request
· Campus 112 reconsiderations
· Health, 118 reconsiderations
· Managers/Mapping Partners advised of decision by 3/30/18
· Reconsideration letters – still to come
· Wave 3
· Complete reconsiderations
· Anticipate July Go-Live date
· 30 day reconsideration period ends Aug 2018
· Letters will come out around June
· Timing for effective dates for those changing pay cycles may be different
· See slide 4 for timeline
· Career Tracks Conversion, What’s Next?
· What does this mean to live in the Career Tracks world? 
· Carina is developing a navigation tool for managers to use with employees to help them navigate career paths
· Location Moves & Team Consolidation (slide 6)
· Talent & Rewards moving to 260 Cousteau location
· Assembly Bill AB168
· Prohibits employers from asking for salary history
· UC may not be exempt, but is aligning 
· Remove all salary history-related questions from employment applications
· Workgroup will revise local policies and procedures
· Revise training materials
· Exploring policies related to internal/intercampus hires

· Update on Strategic Plan – Brenda Rebman


· Making the University Better Every Day
· Vision
· Mission
· Values
· Commitment
· Put clients first
· Adopting Progressive Business Models
· Demonstrating Integrity
· Employing a teamwork approach
· Accountability for our actions
· Four Strategic Goals
· Transform Service
· Enable a High Performing University
· Develop Talent
· Be an Employer of Choice
· HR ORG Chart 
· Workforce Strategies
· Employee & Labor Relations
· UC Davis Health HRBP & Sr. Lead
· Talent & Rewards
· Organizational Excellence
· Shared Services Organization
· Interim Executive Director, Robert Towle
· Open recruitment posted any day now
************************************************************************************* 
Future Speakers & Discussions*
May: 	UCPath Future State Operating Model
	Supply Chain Projects Update: Supplier Onboarding
	Kuali System Upgrade
*subject to change


Future meeting dates for Academic year 17-18: 
All meetings will be held from 3:00-5:00 pm in 1207 Robert Mondavi Institute, South Building. 

			May 17, 2018
	June 21, 2018




	

	

	



	
	


Member Committee Reports
	AADI  
No Update
ADMAN Conference
No Update
AggieBudget


AMP (formerly ABOG )
No Update
CCC&D:  
No Update
Canvas
No Update
FIS Steering
No Update

	HRAC


IT-Security/IT-Services
No Update
IPA
No Update
SDAAC
No Update
SPARK (formerly Kuali Coeus)
No Update
Staff Assembly
No Update
UCPath Steering Committee
No Update





	[bookmark: _Hlk448921436]	Committee
	Representative(s)

	AADI (Administrative Application Development Initiative)
	Tracy Lade/Jennifer Radke/Meshell Louderman

	ADMAN Conference
	Julie Hirota

	AggieBudget
	Gladis Lopez-Lytle

	AMP (formerly ABOG)
	Julienne DeGeyter & Heavenly Clegg

	CCC&D (Campus Council on Community and Diversity)
	Tammy McNiff

	Canvas
	Mary Macias/Marina Rumiansev

	FIS Steering Committee
	Karen Nofziger

	HRAC
	Rosemary Martin-Ocampo

	IT-Security & IT-Services
	Tracy Lade

	IPA (Instructional Planning & Administration)
	

	SDAAC (Staff Diversity Administrative Advisory Committee)
	Brenda Scalzi

	SPARK (formerly Kuali Coeus)
	Dee Madderra 

	Staff Assembly
	Kate Shasky

	UC Path Steering Committee
	Susan Sainz/Meshell Louderman




1

image2.emf
Carina - ADMAN  04-19-18.pdf


Carina - ADMAN 04-19-18.pdf
TALENT MANAGEMENT AT UC DAVIS

AdMAN Board
April 19,2018

Carina Celesia Moore, M.A., SPHR, CPLP

Director, HR Talent Management and Development

Kelly Crabtree, SPHR, SHRM-SCP
Program Manager, Staff Development and Professional Services

UCDAVIS

HUMAN RESOURCES
Talent Management and Development

HR Talent Management and Development Update

> Supervisory Effectiveness Task Force Briefing
» Performance Management at UC Davis Update

> HR Talent Management and Development
Highlights

UCDAVIS
HUMAN RESOURCES
Talent Management and Development

4/19/2018





Supervisory Effectiveness Task Force

» Formed in October 2016

» Executive Sponsors:

> Kelly Ratliff, Vice Chancellor, Finance, Operations and
Administration

» Brenda Rebman, AVC HR, Chief Human Resources Officer
> Task Force Chairs:

» Carina Celesia Moore, Director, Talent Management and
Development

> Jessica Potts, CAO, Chemistry and past Staff Assembly Chair

> Task Force Members:
» Staff and faculty from UC Davis campus and UC Davis Health

y V!

UCDAVIS
HUMAN RESOURCES
Talent Management and Development

s |
Task Force Focus

> Supervisory Audience Identification and Tracking
> Consideration of how supervisors are identified and tracked

> Accountability of Supervisors

> Consideration of how UC Davis holds supervisors accountable
for their role in supervising the work of others

> Supervisory Development Continuum
> Consideration of what supervisory development programs are
available

> Communication and Resources for Supervisors

> Consideration of ongoing communication efforts, tools and
resources for supervisors

UCDAVYIS
HUMAN RESOURCES
Talent Management and Development

4/19/2018
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Supervisor Resources Survey

> Distributed to approximately 2,000
supervisors across UC Davis

» 781 responses, equating to an approximate
40% response rate

HUMAN RESOURCES

Talent Management and Development

.
Survey Themes

> Difficult to attend in-person supervisory classes

> Lack of opportunity for networking with other
supervisors

> Difficult to find on-line resources for supervisors

> Desire for more frequent communications about topics
relevant to supervisors

> Requirement for supervisors to attend periodic
training on supervisory topics

HUMAN RESOURCES

Talent Management and Development

4/19/2018





Work Completed or In Progress

> Revision of Developing as a Supervisor
Certificate Series

> Launched January 2018

> Revision of Preparing for Supervision
Certificate Series

» Launch Spring 2018

> Revision of Mastering Supervision Certificate
Series

> Launch Summer 2018

UCDAVIS
HUMAN RESOURCES
Talent Management and Development

Work Completed or In Progress

> Implementation of periodic supervisor
network events on Davis campus

> Already exist at UC Davis Health, “Supervisor Network
Breakfast”

> Implementing at Davis Campus, “Supervisor Network
Lunch”

» Launched February 2018

UCDAVIS
HUMAN RESOURCES
Talent Management and Development

4/19/2018





Work Completed or In Progress

> Development of “Coach Approach to
Performance Management” course

> Launched January 2018
> Development of Supervisor Toolkit

> Estimated launch Summer 2018

UCDAVIS
HUMAN RESOURCES

Talent Management and Development

Performance Management at UC Davis

» What hasn’t changed?
> EPAR/ePerformance systems and processes
» Mandatory training requirements
> Rating scales

> Calibration (for non-represented employees)

UCDAVIS
HUMAN RESOURCES

Talent Management and Development

4/19/2018





4/19/2018

Performance Management at UC Davis

> What’s new?

> Shifting performance management from just an annual
performance review to a culture of continuous
performance management

> “Performance Management at UC Davis” newsletter

> “Coach Approach to Performance Management”

UCDAVIS

HUMAN RESOURCES

Talent Management and Development

UC Davis Talent Management and Development:

Tools, Training and Treasures

UCDAVIS

HUMAN RESOURCES

Talent Management and Development






TOOLKITS AND OTHER RESOURCES

UCDAVIS

HUMAN RESOURCES

Talent Management and Development

MY UC CAREER PORTAL

UCDAVIS

HUMAN RESOURCES

Talent Management and Development

4/19/2018





NEW EMPLOYEE RESOURCES

UCDAVIS

HUMAN RESOURCES

Talent Management and Development

UC DAVIS NEW EMPLOYEE WELCOME

Quarterly New Employee Welcome Event

» Faculty, academic appointees, staff and post-docs invited within three months of
hire date

» Inspiring half-day program with full breakfast provided
» Engaging keynote speaker, networking, resource tables, optional campus tour

UCDAVIS

HUMAN RESOURCES

Talent Management and Development

4/19/2018
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MENTORING TOOLKIT

MYTHS OF MENTORING

Mentoring

1% + Meneoring s a job training ze
] i
The Mentoring Relatanship ‘28 Shadaning prosren.
* £ + Mentoring leads 1o 2 promise
Bensfits of Mertoring 21 of promotion
Tvpes of Mertoring S B + hienters bave the laest
Being A Mentee & :‘ i Informarion avallable on the
ergerszation
Being A Mentor experiencs } J .
= mel rganizations AL + Mencors control the next
Process, el suallyjperceived™ 2! career slep.

+ Memoring Is & “fix’
+ People should have the same
mentor for their enmre

entorship relationship

Preparing for Closure

Resaurces

UCDAVIS Wherever there are beginners and experts, learning and teaching occurs. We are all learners and teachers at seme point. Knowledge
e T AT 1 passed from one to another s the basis of scclety and community, and is particularly relevant in a constantly evolving setting like UC
PRBNIRONAL EACH Davis. Mentoring 15 an interactive relatienship which involves both teaching and learning between the mentor and the person being
Wetoman St Leaming mentored. Itis a method for developing individuals with the help of more experienced individuals for the purpose of addressing
530.752.1766 knowledge or behavior gaps. Mentoring programs provide employees the opportunity to learn from experts to develop and grow into
saps@ucdanis edu who they want to become professionally. More specifically mentoring is .

« A dymamic partnership built on mutal respect, wust and the sharing of ideas an experiences
« A FElETIGNSHIp Which SUABOIS IBAFNING &N PEOTM Ance TIDUGN INTEFACTIONS Facllitated problem solv
+ A process of assessing individual strengths and growth oppertunities

9. and clear quidance

- Avelationship in which a mentee takes ownership of the learning experience and content
« supgorung somecne in overall development. warking toward potentisl that they may not see

Get Started: The Mentoring Relationship »

UCDAVIS

HUMAN RESOURCES

Talent Management and Development

.|
MANAGER TOOLKIT

Managers and supervisors are critical 1o UC Davis. This toolkit provides resources for

recrultment and selection and ongoing performan

Recruitment and Selection Courses

1t all begins with making a successful hire. Below are resources 10 prepare for a
successful recruitment.

= UC Hiring for Suceess (e-leaming)
+ Employee Recruitment and Selection (instructor-led, Davis campus)

« Employee Selection and Interviewing Techniques (Instructor-led, Sacramento
campus)

+ Employee Selection Review finstructor led; Sacramento campus)

- and selecnion led, Davis campus)

Onboarding

Onboarding begins at the time of hire and Ideally continues through the first year of employment It enables you to bring newhy-hired employees
up to speed with the policies, processes. culture, . and day-to-day of your departmen.

+ Onboarding Toolkit
+ UE Davis Front Door (resources for new and prospective employees)
+ New Employee Welcome

Discussion Guides

Performance management is an ongoing process, regular communication with your employees is key. The discussion guides below are wols that
may help you frame your discussions.

» Conducting Feedback Discussions Manager Guide

« Career Flanning Questionnaire Manager Guide

« IDP Review Checklist Manager Guide

UCDAVIS

HUMAN RESOURCES

Talent Management and Development

4/19/2018





CAREER MANAGEMENT TOOLKIT

Congratulations - you have taken an imporiant step in your career management by explaring this IC Davts Carcer
MANATEMENT TOGIKIL INVESTING I YOUF SATES CONTIIDUTES T GUF SUITURE ©f rGanIZaTionsl $XCE12Nce at UC Davis, one
where sTaff professional development is integral to the success of the university Fart of what makes U Davis a great place
L work 1 the spportunity for co earmung. Ve U Das Carees Management Toolsit o desigued around e carser

I FEIE Tl WHIEH INCIIGES 1887011 SEOUT FOUSEIT (55858 085), Calear EXPIOTATON (SUrazeqes, job search,
IRAFMATIoNal INTorvIehANg, MENTaNNg), PIANING YEUF NOXT Steps (363l semng, Indlvidual dovelopment plans), Taking artion
cozeen betiers, interaewsland evaluating your progress.

faccom plishment statements. resumes, referencs

o uddition L e UC Davis Career Manayement TaolkiL, we als encoutae you Lo become e
Compass Inftatle which consists of |ob standasds, parformance manssem ent and career dev
5 3peciic carcer parh or Cansidering new oprioms, we hope fhat fe UC Davls Carcer Managem ent ToolkIr INSPIFES you 1o
24eiop VOUT TN nd eRA2Re e at UC Davis. The DAsT BErSon T MAnAae your career Is you!

Contents

Learn About Yourself
+ Career Fitmess Checklist (paf
PET—

Career Exploration

« Explaration Stategies
+ S0ci3) NeTOIKIng
+ Informarional inerviewing

Plan Your Next Steps

« incldnl Ddengment an (07)

UCDAVIS
HUMAN RESOURCES
Talent Management and Development

ONBOARDING TOOLKIT

@mboarding Taslkic ‘CONTTUIZTIZNS I M NI 1 19 NE SMEIBSES. 43 3 SUPE437, v 53y an IMparars
P rousn 13 ARG ST 31 DA, i Samuncen
walgme o engice

il a1 e sl i o, s i, o, wnf At NEW EMPLOYEE CHECKLIST

s oy dsparnant

g i
ot oty

i ozt crssardes S
s Mo v ot it
e e
uCDavs
S e
. arsturs s g
elting off 10 a it The Fisst Wee
Gelting OILI0 2 Cood Stant: The Flust Week New Employee Checklist (pdf)

UCDAVIS
HUMAN RESOURCES

Talent Management and Development

4/19/2018
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U-LEARN AND BOOKS 24/7

e U-learn is a catalog of online learning available through the UC Learning Center
e Topics include:
¢ Administrative Support
e Communication

o Desktop Computer Skills Books 24/7 offers 5 |
 Environmental Health and Safety ’earning tool wh se f-paced
 Information Technology Search ere yoy can

e Leadership full Contents of thOUSa dW the

e Management and Byci nas of |IT
u

e Personal Effectiveness Siness books online

¢ Project Management
e Six Sigma
¢ Strategic Planning

* Team Building y Ti e.[); Place. Any Pace.

UCDAVIS

HUMAN RESOURCES

Talent Management and Development

QUESTIONS?

B

\AQ/ -

——

UCDAVIS

HUMAN RESOURCES

Talent Management and Development

4/19/2018
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HR-Talent and Rewards Dept.
ADMAN Meeting

April 19, 2018
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Benefits 

July 1 Retirements – Key Items

UCRP Tier 1976 – July 2018 Inactive COLA – 2.00%

To receive Inactive COLA, individual must not be an employee nor retiree on the last business day preceding the 07/01/18 COLA date. 

Since July 1 falls on a Sunday, retiring individuals cannot be an employee on Friday, June 29 for the COLA to be applied.

Separation date must be on or before Thursday, June 28, 2018

Employee initiates the retirement process through the Retirement Administration Service Center (RASC)

UCNet

RASC – 1-800-888-8267

2





Campus and Health Compensation Teams

2nd wave of employees processed onto Career Tracks – Completed!

Reconsiderations.  End date was Feb 15, 2018 for submission request

Campus, 112 reconsiderations

Health, 118 reconsiderations

Managers / Mapping Partners advised of the reconsideration decision by 3/30/18

Still to come – Employee letters with reconsideration decision by mid April & Meeting with Payroll to determine effective date of change for pay frequency or exemption status change

3rd wave of employees processed onto Career Tracks. Final wave!

Complete reconsiderations first

Anticipate July go live date

30 day reconsideration period (ends in August 2018)
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Post Go Live Career Tracks Timelines & Activities

		Dec ‘17		Jan ’18		Feb ’18		Mar ’18		Apr ‘18		May ‘18		Jun ‘18		Jul ‘18		Aug ‘18





Go Live

1st Wave – no pay frequency or status change



Go Live 

2nd Wave – pay frequency & status change



Tentative Go Live

3rd Wave 



Reclassification Pause 9/1/17 to 2/28/18

Reconsideration Requests 12/1/17 to 2/15/18

Reconsideration Decision by 3/31/18

Compensation Team audit of CT Titles in systems

Identify 3rd Wave employees

Development of Mapping Files

Communication / Training for 3rd Wave

3rd Wave Implementation Activities

Reconsideration Period 3rd Wave ends





Reconsideration Decision Letters

Go Live Activities

Reconsideration Activities
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Equity Program Update  



March 9th:  HR Partners/Managers to return spreadsheets to Comp Services

April 9th.  Comp Services to review and approve

April 13th.  Comp Services  forwards spreadsheets AUSCC, SSC, Central Payroll, etc for processing

May 1.  Salary adjustments appear on monthly pay statements

May 2.  Salary adjustments appear on bi-monthly pay statements.



5

2018 Equity Program Guidebook

               

Information on assessing equity in the new Career Tracks classification system, a sample of equity spreadsheets, and scenarios you may experience that make equity assessments more challenging.

Download Guidebook (.pdf)





Location moves, team consolidation

Effective April 9, Consolidation of benefits teams at HR-SSO and HR Dept into a single HR Benefits team.

Aaron Locquaio, Benefits Manager

Benefits employees working at HR Admin Bldg, co-locating at 260 Cousteau Place with HR-SSO employees

Benefits employees working at Ticon III are remaining

Effective April 24, at Davis, the Talent Acquisition team, SMG/Exec Recruitment team and Comp team are relocating to 260 Cousteau Place.  

Ongoing at Ticon III, the Staff Talent Acquisition team is relocating to 2nd floor shared space with Nursing Recruitment team.  Exec Recruitment team will be joining this space.

More communications to come!
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Restriction on Salary Information Inquiries

4/20/2018
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University of California AB 168 Implementation







Assembly Bill 168 (Salary Information)



New California law prohibits CA employers from inquiring about or relying upon salary history as a factor in determining salary or whether to offer employment. Employers will be required to provide applicants with the pay scale for a position upon request. Prohibits inquiries directed to both applicants and agents, such as employment agencies.



Applies to all employers, private and public, effective Jan. 1, 2018.
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What does this mean for the UC?

Based on its legal standing and constitutional status, the University may be exempt from the law. 



However, it is important to reflect:

Our institutional values

Our commitment to progressive talent management and diversity best practices

Our desire to do the right thing



Therefore, the University is taking steps to align our practices with the passage of this law.

9





For all UC Locations - Next Steps to Implement

Remove all questions about prior salary history from:

- Employment applications  

- Background checks  

- Reference checks  

- Employment verification and other verification inquiries

- Locally-contracted third-party agreements and related processes (e.g., search firms, background check vendors, staffing agencies, employment verifications, etc.)



Review and revise:

- Local policies and procedures

- Interview/screening guidelines

- Training materials

- Provide training to all employees involved in the hiring process
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HR Strategic Plan 
2018 – 2020

Brenda Rebman, Chief Human Resources Officer





Empowering people and driving change in a fair and inclusive manner, while responsibly stewarding resources and building partnerships
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HR Strategic Plan 

MAKING OUR UNIVERSITY BETTER EVERY DAY!





Our Vision

Empowering people and driving change in a fair and inclusive manner, while responsibly stewarding resources and building partnerships

Our Mission

We promote excellence by delivering innovative human resource programs that enhance diversity, equity and inclusion efforts, embrace cultural competency and support people to achieve their full potential



We Value

Excellence:	In everything we do

Integrity:	As foundational to our success

Compassion:	As a powerful underpinning of our work

Diversity:	As a cornerstone of our culture

Stewardship:	Sustaining our natural, capital and operating resources responsibly
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HR Strategic Plan 

COMMITMENT



PUTTING OUR CLIENTS FIRST

Collaborate with stakeholders to identify priorities and the best actions to address them

Provide advice and solutions that enable the work of the University



ADOPTING PROGRESSIVE BUSINESS MODELS

Streamline operations, aligning technology and business practice to the client’s advantage

Support flexibility within our teams as a foundation for progress



DEMONSTRATING INTEGRITY

Be truthful and ethical

Be a partner with the University, providing service that is trustworthy, fair and reliable



EMPLOYING A TEAMWORK APPROACH

Leverage and share our resources, management tools, knowledge and talent

Employ shared ownership for our work



ACCOUNTABILITY FOR OUR ACTIONS

Be transparent and take ownership on processes and decision

Promote a diverse and inclusive workforce







The work of Human Resources at University of California Davis is decentralized, including central human resources, a shared services location, decentralized business units and academic personnel in partnership with leadership. 



Working together, we provide services to the entire university community.  Human Resources is committed to the UCD Principles of Community, embracing our everyday responsibilities with ownership and obligation.



PUT CLIENTS FIRST

Deliver responsive, timely, and excellent service

Demonstrate commitment to continuous improvement



ADOPT PROGRESSIVE BUSINESS MODELS

Continually review our business model for sustainability and flexibility, thoughtfully considering leading practice as an attractive option



DEMONSTRATE INTEGRITY

Read bullet point slides



EMPLOY A TEAMWORK APPROACH

Communicate respectfully, openly and collaboratively



ACCOUNTABILITY

Be transparent and take ownership on processes and decisions

Provide metrics for others to see, use and evaluate

Communicate actions and results

Take workplace safety personally
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2018 – 2020 Strategic Goals

TRANSFORM SERVICE

If you’re prepared to ADAPT, you can Transform





Build improved capability and capacity through talent, technology, infrastructure and partnerships



Embrace system wide improvements as an opportunity
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2018 – 2020 Strategic Goals

TRANSFORM SERVICE

If you’re prepared to ADAPT, you can Transform













		HR Portfolio Structure:

ELR Model at Health
HR  Business Partner program at Health
Human Resources Shared Services Organization
UC Path
HR Business Process Improvement
		Service Standards
Case Management
Technology
 Change Management Integration Strategy
Career Paths
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2018 – 2020 Strategic Goals

ENABLE A HIGH PERFORMING UNIVERSITY

Know me, Focus me, Grow Me, Include Me





Establish a deep and meaningful understanding of our University



Use a university wide approach to continuously improve  
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2018 – 2020 Strategic Goals

ENABLE A HIGH PERFORMING UNIVERSITY

Know me, Focus me, Grow Me, Include Me













		HRLC System Wide Strategies

Consistent Engagement Strategy

Active University Engagement
HRAC Strategic Advisory Committee
HRAC Talent and Rewards meetings
Sub-Committee Participation

Improved Performance Management Program in the Employee Life Cycle
		Performance Cycle Communications

P4P Support

Workforce Planning & Analytics

Change Management
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2018 – 2020 Strategic Goals

DEVELOP TALENT

“Develop your talent, and leave the world with something.” Duane Allman





Fulfill the diverse needs of our learning community through ongoing evaluation of our employees’ life cycle and corresponding innovative service



Introduce a full cycle learning strategy for the university
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2018 – 2020 Strategic Goals

DEVELOP TALENT

“Develop your talent, and leave the world with something.” Duane Allman













		UC System Wide Required Training

Talent and Rewards Portfolio

HRBP Competency based recruitment and development

Staff Assembly partnerships
Supervisory Effectiveness Task Force Recommendations
Performance Management 		System improvements for LMS

Career Path Project

Competency Based Jobs

Opportunities for Learning
HR Symposium
Learning communications tools

Change Management Strategy
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2018 – 2020 Strategic Goals

BE AN EMPLOYER OF CHOICE

Inspire Greatness





Reward and recognize our employees through an engaging brand, social recognition and impactful leadership



Define our ‘seal of distinction’ by pursuing internal and external opportunities to contribute to our brand
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2018 – 2020 Strategic Goals

BE AN EMPLOYER OF CHOICE

Inspire Greatness













		Diversity and Inclusion focus

Further Develop our Executive Search Strategy

Review all HR functions with a view to meeting service standards and focusing on customer service

Review TES to consider additional professions		Stay interviews

Establish a common means of measuring engagement

Seek to leverage external certifications/acknowledgements as a means of marketing our brand
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HR Organizational Chart
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2017 – 2018 Update

Transform Service

Enable a High Performing University

Develop Talent

Be an Employer of Choice















System Wide HRLC

Go forward with strategic focus

Performance Management

Talent Management

Committee initiatives

Human Resources Structure

Portfolios

Diversity and Inclusion

FSOM - SSC integrated into the new HR SSO

ELR consistent within University

HRBP model development

Workforce reporting and analytics department established

Projects

UC Path & UCD FSOM

Career Tracks

P4P change and communications

ProSci Licensing and development

Workforce Planning pilots

Compensation Philosophy and Strategy

ELR Labor Database
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		HR Leadership & Portfolio		

		Office of the Associate Vice Chancellor
Brenda Rebman (rebman@ucdavis.edu) 
		Assistants:
Mi-Chelle Thomas (mdunn@ucdavis.edu)
Elizabeth Mosley (eamosley@ucdavis.edu) 

		Workforce Strategies
Steve Chilcott (sechilcott@ucdavis.edu)		Assistant:
Mao Lee (maolee@ucdavis.edu)

		Talent & Rewards
Karmen Fittes (kfittes@ucdavis.edu)		Assistant:
Maria Berumen (msberumen@ucdavis.edu)

		Employee & Labor Relations
Steve Green (smgreen@ucdavis.edu)		Assistant:
Ashley Morera-Gonzalez (moreragonzalez@ucdavis.edu)

		Health Lead & HR Business Partner Program
Travis Lindsey (tjlindsey@ucdavis.edu)		Assistant: 
Karen Maurer (kpmaurer@ucdavis.edu)

		Shared Services Organization
Robert Towle, Interim (rmtowle@ucdavis.edu) 		Assistant:
Mariko Kim (markim@ucdavis.edu)

		Organizational Excellence
Lisa Terry (lgterry@ucdavis.edu)		Assistant:
Amanda Willems (awillems@ucdavis.edu )
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Questions?
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April AggieBudget Update.docx
Attached is AggieBudget status for period 03/09/2018 – 04/06/2018.

 

Summary: 

· SOM initiated FY18-19 planning completing Plan File Manager selections and starting plan file edits.

· Campus training continuing throughout April focusing on units that will enter budgets directly into AggieBudget (FOA, SOM, VetMed, SoN, ICA, BioSci).

· Inaugural user group meeting set for April 12th

· Phase 4 project planning delayed with team focus on SOM transition into AggieBudget for FY18-19 budget planning.

· SOM reporting and identified issues are immediate priority.

 

· Risks:

· Added - Development team bandwidth constraints (High). SME bandwidth has been worked throughout project with increased emphasis over past several months. Elevating existing risk item due to increased demands associated with stabilization period.

· Updated – System stabilization period.  In close coordination with SOM, the project team worked through newly reported functional and performance issues addressing 29 of 35 including all blockers.

 

AggieBudget rollout attached for reference. Phase 4 timeline attached (also included in report; note that some topics are still being planned).

 

- Mike

--------------------------------------------

Strategic Projects

Administrative Information Technology

Finance, Operations and Administration 

Phone: (530) 752-1637
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2018-03-12_Talent-Rewards_HRAC Monthly Meeting_final.pdf
HR-Talent and Rewards Dept.
Monthly Meeting with
Human Resources Advisory Committee

March 12, 2018
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Agenda
Welcome! "+ Purpose

 Employee Life Cycle
 Portfolio Overview

* Information ltems
« UCPath Update

« AB 168. Salary Disclosure

o Gift of Feedback

/ ————_* Next Steps UCDAVIS





Purpose of HR Meetings with HRAC

* Quarterly CHRO Meetings with HRAC
 Strategic
* Next meeting HR Symposium Apr 4, 2018

« Monthly Talent & Rewards Dept Meetings with HRAC

« Operational
* Next meeting April 9, 2018

//—\ UCDAVIS





EMPLOYEE

LIFE CYCLE

UCDAVIS






 Carina Celesia Moore
 Director, Talent Management and Development, UCD

Portfolio - Aaron Locquiao
- « Manager, Benefits, UCD
Overviews  Linda Fairfield
U pda’[eS « SMG Administrator & Director, Executive Recruitment, UCD
&  Brian Linhardt
_ « Manager, UCDH Compensation
UpCOmlng * Michelle Wong-Abellana

 Manager, UCD Campus Compensation

William (Bill) McCourt
« Manager, UCDH Talent Acquisition, Staff and Nursing

Mark Chatman
« Manager, UCD Campus Talent Acquisition, Staff and TES
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Talent Management and Development
Update
 Call Letter for Non-Rep Staff Sent March 7

e UC Davis Performance Management Newsletter Launched March 8
* One day later, 65% open rate

* Next newsletter will focus on Accomplishment Statements

e Gunrock Boldly Goes!

* WorkLife took Chancellor May’s “To Boldly Go...” seriously, encouraging
vacations with Gunrock going along #GunrockGoes

o http://worklife-wellness.ucdavis.edu/events/Plan%20Your%20Vacation%20Month.htm|

/ — UCDAVIS
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Talent Management and Development .
Upcoming

e UC Davis Group Mentoring Program Launches April 5
* 36 Mentees selected
* 12 Mentors

* Take Our Daughters and Sons to Work Day April 26

* Dedicated webpage coming with new HR website launch

\
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Benefits Update

 Affordable Care Act (ACA) — 1095 reminder
Form [saws | Pan

Health Net Blue & Gold UC Care
Western Health Adv Health Savings Plan
Kaiser Core
Full-Time Yes Yes
1095-C
Part-Time No Yes
1095-B Yes No

Full-Time — 30 hrs/wk or more; Part-Time — Under 30 hrs/wk

1095-C forms were posted on At Your Service Online as of 02/08/18

1095-B forms were mailed to home addresses starting on 01/29/18

Multiple forms may be issued based on mid-year changes in location or medical plan.

e — UCDAVIS
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. AN\S
Benefits o™

* Retirement Season approaching!

 For July 1 retirement date, employee can initiate
retirement process through the Retirement
Administration Service Center (RASC) beginning
April 1
 UCNet
« RASC - 1-800-888-8267

* FSA Filing Deadlines

« Claims against 2017 funds must be submitted by
April 15, 2018

/ I UCDAVIS




https://ucnet.universityofcalifornia.edu/compensation-and-benefits/retirement-benefits/preparing-for-retirement-presentation/index.html



SMG Compensation and Executive Recruitment
Recruitments in place for Senior Management Group (SMG): Update

e Vice Chancellor — Human Health Sciences

Vice Chancellor — Office of Research

Chief Campus Counsel
Chief Information Officer — UCDH

Vice Chancellor — Diversity, Equity, and Inclusion

Please check the Chancellor’s website for updates:

https://chancellor.ucdavis.edu/executive-recruitments/index.html|

New Executive Recruitment underway:

e Chief Human Resources Officer

- Recruitment Advisory Committee in place. Webpage available soon with more info.

/ D UCDAVIS
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Post Go Live Career Tracks Timelines & Activities

Go Live Go Live Go Live Retire legacy

1% Wave - no pay 2"d Wave - pay Reconsideration 3rd Wave titles
Decision Letters

frequency or equency & status New Hires,
status change change Vacancies,
Change in Status

* Reclassification Pause 9/1/17 to 2/28/18
* Reconsideration Requests 12/1/17 to 2/15/18
* Reconsideration Decision Letters by 3/31/18

* Compensation Team audit of CT
Titles in systems
 |dentify 3" Wave employees

o UCDAVIS
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Compensation Services: Update
UCDH and UCD Campus

- Overall, approx. 90% employees converted onto Career Tracks

- 2" wave of employees processed onto Career Tracks
- Pay frequency changes or status changes

- Auditing underway to prepare for 3@ wave

- Reconsiderations. End date was Feb 15, 2018.

- Campus, 112 reconsiderations. Health, 110 reconsiderations.

- Meeting with payroll processing areas to determine implementation

\
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Equity Program Update — Revised Timeline ypdate

* March 9th: HR Partners/Managers to return spreadsheets to Comp Services

 April 9th. Comp Services to review and approve

« April 13th, Comp Services forwards spreadsheets AUSCC, SSC, Central Payroll, etc
for processing

* May 1. Salary adjustments appear on monthly pay statements

 May 2. Salary adjustments appear on bi-monthly pay statements.

\
/ : UCDAVIS
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Compensation Services: .
UCDH and UCD Campus Upcoming

- 3 and final wave of employees to be processed onto Career Tracks.
Complete reconsiderations first

Anticipate June implementation. Further updates at April Talent & Rewards/HRAC
meeting.

/ I UCDAVIS





UCDH Talent Acquisition: Staff and Nursing
Update
 Sr. Talent Acquisition Partner, Sourcing and Outreach update. An

offer has been accepted. Anticipate making a formal
announcement later this week.

* Welcome back to Brittany Price! Joining the Staff Talent
Acquisition team on March 26", Will focus on IT recruiting.

\
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UCDH Talent Acquisition: Staff and Nursing Update
E ll\[li!:‘ﬁ | -

February 2018 Data § E \

* 100 hires

* 176 jobs posted

* 8, 398 applications received

/ e UCDAVIS





UCD Campus Talent Acquisition:

Staff and Temporary Employee Services Update

Talent Acquisition Staff
* TA & UC Path TAM Future Operating State Preparation and integration
e AB-168 Salary Disclosure

* As part of Student Housing and Dining Services Recruitment Plan, TA is tracking the high volume
of recruitments and job placements on an ongoing basis

* TA staff attended the Greater Sacramento Urban League 2018 Diversity Job Fair

Temporary Employee Services (TES)
* TES Boot Camp — Scheduled for April 9-11

\
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UCD Campus Talent Acquisition:

Staff and Temporary Employee Services Upcoming

 Communications and training with stakeholders re: AB-168 Salary Disclosure
* Redefining minimum qualifications for TAM Future Operating State

e Upon commencement of Sr TAP, Sourcing & Outreach, work will begin to more consistently have
Diversity and Inclusion questions include in all candidate interviews.

/ I UCDAVIS





Information Items
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W @ Faculty and Sttt Satistactior X § B

< @ Securm hitps ./ 'satisfactionsurvey.ucdavis.edu b
i apps 4, Google Drive QM Lynds.com () Qualtrics E UC-Coro-Sysiemwide G HR Redasign @ How Do | Buy... | Acc... £ Login - UCOP Webd... [ The UC Brand | Color 7] Other Bookmarks
Faculty and Staff Satisfaction Survey Quick Links
HOME ABOUT DEPARTMENTS RESULTS Q

T We won't know
- Last chance, March 13!

P a|N AN

Satisfaction Survey

February 21 — March 13

Tell us how we're doing! _ e
S % Gifts for Participation!
Tell us how we're doing!

January 23, 2018 In February, we're launching the inaugural Faculty and Staff Satisfaction Survey to collect
feedback on the administrative services we provide,

This survey will help establish a framework for continually assessing the effectiveness of m Frequently Asked





UCPath Overview

HRAC Meeting Presentation 3-12-18
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What is UCPath?

* Business Transformation initiative designed to meet UC'’s
Payroll, Academic Personnel and Human Resource needs Payroll System Stability
through:

- Automation
- Standardization
- Centralization

» Shifts high-volume, low-complexity transactions to UCPath
Center (Riverside, CA)

Data Security

e State of the Art technology providing ~200,000 employees
with access to payroll, benefits and HR information via a
self-service online portal & shared services center.
HR Information System
e Standardizes and automates approx. 100 UC-wide
business processes. (reducing errors and rework)

—

——ee T UCDAVIS
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UCPath Deployment Sequence

All UC employees will transition to UCPath

PRODUCTION UCLA/UCSB DEPLOYMENT 1 DEPLOYMENT 2

49,312

33,292 33,533

27,128
23,440
20,744
Total 16,326
11,672
8,454
l s 3,384
’ 430
- Il — -

Riverside Merced Office of ASUCLA Los Santa Davis  Berkeley Irvine ANR SanDiego San Santa Lawrence Hastings

the Angeles Barbara Francisco Cruz Berkeley
President National
Laboratory

 TARGET TARGET TARGET
- SEP2018 MAR 2019 SEP 2019

UNIVERSITY

A UCPath

/ D UCDAVIS
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UCPath Workstreams

Project Management Testing

System Configuration

Organizational Change Management Security Support Services

Communications System Decommissioning

Data Conversion & Cleansing
Training Tier 1 Interfaces (Parking, Student, etc.)

Workforce Administration Process Design Web services

Payroll Process Design File Transfers
General Ledger Process Design Operational Data Store

Academic Process Design Data Warehouse

Talent Acquisition Management Design DataMarts

ePerformance Process Design Downstream System Integrations

Transitional Readiness Timekeeping Systems (TRS, Kronos, eco)

Deployment

Reporting

UCDAVIS

L






UCPath Project Milestones

Today

Conference Future State Functional OCM &
Room Pilots Process Designs Workgroup Communications
(CRPs) (FSPD) Sessions Launch

Business Process UCPath System Support Post Go-

Workshops Training Live

UCDAVIS
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Up Next: UCPath OCM, Communication & Training

Spring, 2018 Summer, 2018 Fall, 2018 Winter, ’18-19 Go Live March, 2019

¢ Change Management ® Business Process ¢ Trainers designated from e Training for all affected e Intensive support during
Liaisons in Staff & Workshops to review Staff & Academic Units employees and after go-live
Academic Units UCPath in detail  May elect to act as e Classroom training for e UCPath trainers and

e Work with unit leadership e Participants are testers as well UCPath system users analysts available to walk
to support changes & representatives from each « Receive in-depth training e Web-based training and through real-life work
provide feedback to affected unit & support from UCPath videos for those less with system users
UCPath team e In-depth discussion of training team directly affected

e Present updates & NEW Processes, sneak- e Materials available on
materials provided by peeks of functionality, website and in LMS
UCPath Project Team facilitation of planning for

changes

UCPath Communications > Newsletters, Website Updates, Meetings in a Box, Targeted Communications & More

o UCDAVIS
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mation and Resources

* Email: ucpath@ucdavis.edu

* Website: ucpath.ucdavis.edu

* Training schedule and resources
to be posted on the UCPath
website approximately four
months before go-live

* Sign up for the UCPath
newsletter at
ucpath.ucdavis.edu

—

UCDAVIS |

HOME  ABOUT PROJECT SCOPE NEWS  CONTACT

A Message from Our Sponsor

Atthe beginning of a new year, | enjoy reflecting on recent accomplishments snd sm particularly proud of the
progress made to improve services in the aress of human resources, psyroll and scademic personnel. The
staffin these aress have worked hard to provide excellent customer service and they sre ready to go furtherin
201.

s just a glimpse of what's happening:
* Buikding four service delivery channels to exclusively deliver human resources, payroll and acsdemic
personnel services

® Making progress toward a March 2019 launch of UCPath

| would like to express my sincerest gratitude to all the employees who dedicate heir efforts toward improving

UC Davis each dey. | have seen this organization successfully come together time and agsin to adopt new

programs, technologies and orgsnizational models to prepere the university for the future. | am proud o see.

how far we have come and look forward to our next steps.

Read more about these initiatives

About UCPath

UCPath is a systemwide initiative to align human resource, academic personnel, benefits and payroll services for more than 200,000 University
of California employees. We are changing the way we d business with upgraded technology, standardized processes and shared services.

Together, we are strengthening our foundation, schieving administrative excellence snd preparing for future growth
Why UCPath?

The UC system currently has 11 separate and disconnected payroll systems, which limit our abilit to share data and establish best
practices across UC locations.

Some of UC' current payrall technalagies are nearly 40 years old. They are insufficient to suppart & complex smployee population and
changing business needs

The overall UG employee experience is incansistent Depending an individual campus resources, employees have varying levels of access

to payroll. benefits, and HR information across lacations

UCPath helps us achieve higher quality service and more efficient operations. Read more...

Systemwide Project Information
UCPath Center

UCPath Project Website

Meet Our Team

Reference Guides.

Newsletter Signup

UCDAVIS

27




mailto:ucpath@ucdavis.edu

ucpath.ucdavis.edu

ucpath.ucdavis.edu



Questions?

UCDAVIS
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Assembly Bill 168.
Salary Disclosure

Information ltem

.
/ | UCDAVIS
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UNIVERSITY Systemwide
Human Resources

CALIFORNIA

Restriction on Salary Information Inquiries

University of California AB 168
Implementation

T —— UCDAVIS
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Salary Inquiry Ban — National Trends

« A number of states and cities have passed laws that prohibit employers from
asking job candidates about their salary history during all stages of the
employment process.

» Delaware, Massachusetts, and Oregon have statewide laws prohibiting salary
history inquiries. North Carolina and Pennsylvania have proposed similar bills.

* New York City, Philadelphia, and San Francisco have passed similar laws for
their jurisdictions.

 California Governor Jerry Brown signed AB 168, Salary Information, on
October 12, 2017, adding new language to the California Labor Code.

/ D UCDAVIS
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Salary Inquiry Ban — National Trends

In general, these laws are intended:

« To improve gender pay equity and reduce likelihood that applicants will be
prejudiced by prior salary levels.

« To prohibit an employer from relying on the salary history of a job applicant
when determining his or her salary amount at any stage of the employment
process.

» To allow pay variations based on a merit system, seniority system, education
and training, geographical differences, etc.

/ I UCDAVIS
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Assembly Bill 168 (Salary Information)

* New California law prohibits CA employers from inquiring about or relying
upon salary history as a factor in determining salary or whether to offer
employment. Employers will be required to provide applicants with the pay
scale for a position upon request. Prohibits inquiries directed to both
applicants and agents, such as employment agencies.

» Applies to all employers, private and public, effective Jan. 1, 2018.

\
/ UCDAVIS
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What does this mean for the UC?

Based on its legal standing and constitutional status, the University may be exempt from the law.

However, it is important to reflect:

« Our institutional values

« Our commitment to progressive talent management and diversity best practices
» Our desire to do the right thing

Therefore, the University is taking steps to align our practices with the passage of this law.

\
34





For all UC Locations - Next Steps to Implement

Remove all questions about prior salary history from:
- Employment applications
J - Background checks
- Reference checks
- Employment verification and other verification inquiries

- Locally-contracted third-party agreements and related processes (e.g., search
firms, background check vendors, staffing agencies, employment verifications, etc.)

Review and revise:
WORK IN - Local policies and procedures
Sl - Interview/screening guidelines
- Training materials

- Provide training to all employees involved in the hiring process

/ I UCDAVIS
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Establishing a ‘Salary Setting Working Group” (work

PROGRES

* Implementing the salary inquiry ban is straightforward for external hires

e Additional considerations for internal hires
e Lateral
* Promotions

e Several UC locations are continuing with modified current practice, while reviewing local
procedures for internal hires

* Invite to participate on ‘Salary Setting Working Group’ will follow in the Talent & Rewards/HRAC
Monthly Survey

\
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Highlights of Assembly Bill 168 Staff FAQ's

FAQ's are designated for SMG, MSP, PSS, Union and Non-Union Staff.

* For questions related to academic personnel please contact your local Acadamic
Personnel Office

FAQ's put together by Systemwide HR/Talent Management and a working group
of HR professionals from various UCs

Document will be updated as more policy decisions are finalized

/_\ UCDAVIS





AB-168 Salary Disclosure
FAQ's

Guidance on What to Ask or Say

 What questions can | ask applicants related to salary?

v'"What are your salary requirements?
v'"What do you expect to make in this position?
v'Is the salary range for this position within your acceptable range?

/ I UCDAVIS





AB-168 Salary Disclosure
FAQ's

Guidance on What to Ask or Say

* |f an applicant volunteers their salary history information, what
am | suppose to do?

The bill states: If an applicant voluntarily and without prompting discloses
salary history information to a prospective employer, nothing shall
prohibit that employer from considering or relying on that voluntarily
disclosed salary history information in determining the salary for that
applicant

\
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AB-168 Salary Disclosure
FAQ's

Guidance on What to Ask or Say

* | understand that AB-168 prohibits me from asking questions related

to salary history. Does the law prohibit any other questions from being
asked?

Yes. The law also prohibits asking questions about the applicant’s benefits and
other forms of compensation (i.e., bonuses, retirement benefits, health plans,
paid time off, etc.)

/ — UCDAVIS






AB-168 Salary Disclosure
FAQ's

Guidance for Addressing Internal Applicants

* |[f salary information is available on internal applicants, am | allow to
look it up?

The law applies to all employers, including state and local government
employers. Although salary information may be found, or available it
should not be relied upon to make hiring decisions or to set salaries.

/ T UCDAVIS





AB-168 Salary Disclosure
FAQ's

Guidance for Addressing Internal Applicants

* When considering applicants from other UC locations, can their salary
history be shared?

For internal UC applicants, locations are encouraged to wait until the
end of the hiring process (i.e., immediately prior to making a salary
offer) to check an applicant’s current salary for potential compliance
with PPSM-30 (Compensation).

/ T UCDAVIS






AB-168 Salary Disclosure
FAQ's

Guidance for Addressing Internal Applicants

* PPSM 30 (Compensation) states that there is a 25% cap on an employee’s salary
increase within a single fiscal year. How does UC’s compliance with AB 168 affect
this limitation?

PPSM 30 (Compensation) Sect. 11IB.4 (Annual Limit) states that an employee’s total
salary increase in a single fiscal year cannot exceeds 25% of base salary. Salary
increases for policy-covered staff that exceed this policy provision must continue to
be approved as policy exceptions following local procedures.

*Note: At UC Davis, exceptions for PSS approved by Exec Dir, Talent & Rewards
exceptions for MSP approved by AVC-HR
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AB-168 Salary Disclosure
FAQ's

Salary Offer Determination

* How are we able to determine what an offer of employment should be
since we can no longer base it on a candidates current or most recent
salary?

Determining a salary within the established salary ranges should be
based on the education, experience, skills, knowledge and abilities of
the finalist.

/ D UCDAVIS






AB-168 Salary Disclosure
FAQ's

Guidance for Addressing Salary Range Posting Options

 Since we have to disclose the salary range to an applicant if asked,
should the full range be listed in the job posting?

Hiring manager have options available as to how to post the salary
range. If posting differently than the full range, please consult with
your Recruiter.

*Note: Itis important the salary offer be within the posted range.

/ D UCDAVIS






AB-168 Salary Disclosure
FAQ's

(continued)

Following are example of salary range posting options:

- No salary range posted. Posting includes language similar to “Salary
commensurate with experience.”

- Post the salary range from min to 25%, min to mid, or min to 75%.
- Post the full salary range.

- Post a budgetary range that falls within the full salary range.

/_\ UCDAVIS





Resources

This link provides checklist, FAQ and ppt for implementation of AB 168.

* https://ucnet.universityofcalifornia.edu/working-at-uc/your-career/talent-
management/talent-acquisition-employment/ab-168.html

Applicable policies: https://policy.ucop.edu/campus-policies.html
University of California, PPSM 20: Recruitment and Promotion
University of California, PPSM 21: Selection and Appointment
University of California, PPSM 30: Compensation

e —

/ D UCDAVIS
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Survey Results from Feb 12t meeting

Survey link
included in email
distribution of
today’s meeting.

UCDAVIS
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Survey says....

* 4 responses — quiet month ©

Portfolio Updates: 25% very useful. 75% somewhat useful

Information Items that were most useful
* P4P Ratings Discussion

Improvement needed:
* Information is somewhat repetitive
* Are there additional venues to more thoroughly discuss topics

Suggested topics for upcoming meetings:
 Compensation — equity, midpoint, salary setting

\
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* Follow-up survey including
invites to ‘Salary Setting Work

Next Steps  Group
& Nex’[ * Presentation emailed to HRAC

Meeting

* Next Meeting:
« Monday, April 9t
* Education Bldg, Room #1204.
* Sacramento

/ S T UCDAVIS
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ADMAN Meeting Attendees April 2018.pdf
Board Position/Committee or

ADMAN Executive Board Meeting

April 20, 2018
Sign In Sheet

Department NAME SIGNATURE
Co-Chair Michelle Hammer-Coffer T 2
Co-Chair Carlos Garcia é\/[/,z i s
Vice Chair Julie Hirota A.L) LWJ

Previous Chair, ex officio

Jennifer Radke

(}
Membership/Historian Shannon Tanguay (

- S~
Recorder/Secretary Teri Sugai A :%‘QU
ADMAN Conference Co-Chair  [Julie Hirota ~ W,V,Gﬁﬁo

ADMAN Conference Co-Chair

Jamie Brannan

-’Q’tLJ

Il

Treasurer

Megan Villasenor

Communications

Amanda Steidlmayer

\%

UC AMP Julienne DeGeyter

UC AMP Lourdes Gomez

Engineering Meshell Louderman onl'ne

At Large Brenda Scalzi ﬁ)ﬁ’) 5‘4/

Ag & Env Sciences Nora Orozco C ,M(Q:\] [ —
Biological Sciences Cynthia Roberts ﬁw[{ihé&?dhé LA
L&S: Social Sciences Erum Syed :.4 1108

L&S: HArCS Heavenly Clegg 2 A

L&S: MPS Tracy Lade

Graduate Studies

Rosemary Martin Ocampo

School of Law

Kristina Do-Vu

EmiEN Yy
// ~ — 7

Student Affairs

Lourdes Gomez

School of Education

Heidi O'Guinn

BA {t./"ef

School of Vet Med

Linda Potoski

0\( (ol

School of Nursing

Steven Wells

U ¢ Cmdm

Tanene HaweS

e

frea 777 S

AaneTred (Daur ©

[ Lo \
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If not listed, please add your name and Department. Thank youl







