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Human Resources & Benefits

The Fundamentals of 
Compensation

REGENTS TOTAL COMPENSATION PHILOSOPHY
(RE-61, September 2005)

The quality of our academic, management and 
staff personnel is essential to maintain the 
excellence of the University of California and its 
ability to contribute to the health and vitality of 
the State of California.  Our strategy is to attract 
and retain the highest quality academic, 
managerial, and staff talent by offering 
competitive total remuneration. 
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Principles of the 
Retirement Benefit Project

• Sustainability

• Affordability

• Competitiveness

• Consultation

Components of UCRS
UC Retirement Plan 

(UCRP) and

415(m) Plan

UCRP

DC Plan

403(b)

457(b)
457(b) 

Deferred 
Compensation 

Plan

Defined 
Contribution (DC) 

Plan

Tax-Deferred 403(b) 
Plan
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Health and Welfare -
Medical Program Integrated Strategy

Consider changes in the dynamic 
with vendors to improve 
partnership, quality and cost.

Explore adoption of industry 
options/best practices 
delivered outside of health 
plans, enhance visibility and 
accessibility of member 
engagement opportunities.

Engage members in 
improving personal 

health practices 
through education, 

tools and incentives.

Manage medical benefit costs in 
ways that maintain 

competitiveness in total 
compensation.

Reinforce value of UC 
Medical Centers as key 

provider to our population.

Portfolio Management Member Engagement

Total 
Compensation

Specialty Options UC Medical Center Linkage
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Medical Bid - 2007

Current Model
Group HMO

(Kaiser)

Network HMO
(Health Net)

Network HMO
(PacifiCare)

Network HMO
(WHA - Regional)

POS
(Blue Cross)

PPO
(Blue Cross)

HRA-PPO
(Definity – Regional)

Core Indemnity
(Blue Cross)

Balanced Model
Group HMO

(Kaiser)

Network HMO

Network HMO
(WHA - Regional)

POS &/or PPO

HRA-PPO
(System-wide)

Core PPO

High 

Low

The University is committed 
to an approach consistent 

with its health benefits 
guiding principles:

Access
Quality

Sustainability
Affordability

Choice

The University is committed 
to an approach consistent 

with its health benefits 
guiding principles:

Access
Quality

Sustainability
Affordability

Choice
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Medical Bid Process Timeline

Retiree Health Trust
• GASB 45 

– Retiree liability
– March Regents Item “F8”

• A trust to establish a payment conduit
– Does not imply pre funding
– Does not prejudice policy decisions
– Does not alter existing benefits
– Does not change eligibility to benefits
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Staff Recognition & 
Development Program

2006-2007

• Purpose (in accordance with PPSM 34):
– Excellence in service
– Significant achievements
– Outstanding performance
– Professional development

• Eligibility – non represented employees

• Cash Awards – non base building lump sum

• Funding – payroll assessment, may be locally supplemented

• Reporting Requirements – October 2007

Human Resources Policy
Key Initiative
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HUMAN RESOURCES STANDARDS

Cross-Functional

Functional

2. HR System-Wide Management

• Strategic and Business Planning
• Policy Formulation and System
Design
• Communication, Consultation and
Representation
• Accountability
• System-wide operations

3. HR Operations and 
Program Assurance 

• Assurance & Evaluation
• Metrics and Continuous
Improvement
• HR Staff Management
• Systems and Infrastructure
Management
• HR Consultation and Assistance

4. Employment and 
Talent Management

• Talent Acquisition
• Talent Management
• Performance
Management
• Rewards and 
Recognition

5. Total Compensation 
and Benefits

• Analysis and Design
• Salary & Benefits
Administration

6. Training and 
Development

• Needs Assessment
• Program Design,
Delivery and Evaluation

7. Work Environment 
and Employee/Labor 

Relations

•Employee Relations
•Labor Relations
•Health & Safety

1. HR Strategic Management

•Alignment, Integration and
Implementation
• Influence and Collaboration
• Workforce Analysis and
Planning
• Ethical Values and Diversity

Policy Review Project

• Requested by Regents in May 2006
– Clarify governance 
– Develop policy framework 
– Review all compensation policies, start with 

SMG
– Develop mechanisms for policy 

implementation, monitoring, reporting, 
disclosure, compliance, assessment and 
enforcement

• Target completion December 2007
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UCRS Board Election 
Campaign

• Election to fill 2 board vacancies 
– 4-year terms
– may not be a member of the Academic Senate

• Nomination period closes, May 4th

• On–line voting period, May 29th – June 22, 2007

• Dedicated At Your Service web site 
http://atyourservice.ucop.edu/ucrs_election/

Questions ?


