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CAMPUS ADMINISTRATORS: PLEASE POST AND DISTRIBUTE WIDELY

As many of you are aware, the University has not administered a general salary increase program for non-represented employees since October of 2007.  During this period of static increases and economic turmoil, UCSF remained continuously supported by a workforce of talented and committed non-represented staff and this exceptional level of dedication has sustained our organization’s programmatic excellence.  The engagement and support of our non-represented staff, despite the realities of the economic hardship these past few years, is both recognized and greatly appreciated.
State leaders recently adopted a state budget for fiscal year 2011-12 and the Office of the President has provided campuses with the authority to develop a compensation proposal for non-represented UCSF staff members that consists of two principal components:

· Salary range adjustments developed and administered locally and; 
· Administration of a merit increase program with a retroactive effective date for salary increases of July1, 2011.
MSP and PSS Graded Titles Range Adjustments
Salary ranges for these open-range, graded titles will be adjusted to provide better alignment with market-based pay practices.  In support of this goal, we are proposing a range adjustment of 3% throughout the PSS and MSP grades.  The proposed new salary ranges can be viewed at the following address on the UCSF Human Resources web site:

http://ucsfhr.ucsf.edu/files/Copy_of_MSP_PSS_7_11%20Range%20Proposal.xls
Please note that the proposed salary range adjustments do not result in automatic salary increases to employees.

UCSF Merit Program Principles
Our campus remains committed to a merit program that distinguishes among different levels of performance and rewards employees whose contributions have most significantly influenced the accomplishment of the organization's mission, goals, and objectives.  For this reason, an effective merit program requires the evaluation of each employee's performance to establish a clear link between the level of performance and the level of merit award.  Consistent with the personnel policy covering performance evaluations (PPSM Policy 23, Performance Appraisal), it is critical to ensure that supervisors within your organization complete such evaluations in a timely manner.

Principles for the 2011-2012 merit-based pay program are as follows:

· Primary emphasis is on distinguishing among levels of job performance; secondary attention is given to equitable range placement based on internal and market relationships.
· Reasonable flexibility to manage merit monies within broad guidelines that support these principles. 

· Consistent application of these principles regardless of salary fund source; and, 

· Utilization of a market sensitive approach to the development and augmentation of salary ranges. 

Merit Funding Pool and Distribution Guidelines
The UCSF fund pool available for merit increases will be 3.0% effective July 1, 2011 (June 26, 2011 for bi-weekly paid employees).  The fundamental organizational value of administering a merit pay program rests with providing differential pay increases for different levels of performance.  To assist you in determining these pay decisions, a Merit Matrix Guideline is available for your review at:  http://ucsfhr.ucsf.edu/files/3_Merit_Matrix.doc.  We strongly encourage you to use these guidelines to recognize exceptional performers with the greatest distribution of your merit dollars.
The following general criteria are established by the Office of the President in order to be eligible for a merit increase:

· Employees must hold an active career appointment and have been appointed to a career position by January 1, 2011
· A performance evaluation must have been completed within the last twelve months preceding the merit increase (July 1, 2010 through July 1, 2011.)  Individual increases will be determined by supervisors/department heads, and will vary based on documented performance.

· Employees whose latest performance rating is “Unsatisfactory” or “Needs Improvement” are ineligible for a merit increase unless there are compelling, extenuating circumstances.  Exceptions should be extremely rare and require the approval of David Odato, Associate Vice Chancellor, Human Resources, UCSF/Chief Administrative and Human Resources Officer UCSF Medical Center. 
· Employees whose increase exceeds 6 percent must also be approved by David Odato.
· All recommended salaries must fall within the salary range minimums and maximums. 

In consideration of the significant and ongoing state budget shortfalls, this year, the Office of the President has determined that employees meeting the following criteria will be excluded from consideration for merit increases:
· All SMG employees.

· Employees whose annualized base salary as of July 1, 2011 is at or above $200,000.

· Employees who have received a base salary increase for any reason effective after January 1, 2011 through October 31, 2011.  Exceptions to this specific exclusion have been delegated to the Chancellor and will be considered on a case by case basis for employees who received less than a 3% increase during that period.  Requests for such exceptions should be submitted to Susan Wright, Manager Compensation and Strategic Rewards for review on a case by case basis.  

It is recognized that exclusion of employees who have received base building salary increases in the six months prior to the merit effective date may raise issues of salary equity for these individuals.  Subsequent to the implementation of merit increases, departments may raise issues of salary equity for employees in this group on a case by case basis to Susan Wright, for consideration of appropriate salary equity increases that would be implemented with an effective date of October 1, 2011.
Consistent with policy, the total of all salary increases provided to an employee (including merit, promotional increases or equity adjustments) during FY 2011-2012 may not exceed 25% of the individual's salary prior to July 1, 2011, unless an exception is approved by Human Resources.

As in the past, the timing of salary increases for non-represented healthcare titles will remain consistent with the timing of increases for their related covered titles.  Additionally, salary adjustments for employees in titles covered by collective bargaining agreements are subject to collective bargaining and may not be forthcoming until the conclusion of bargaining.  Specific instructions will be issued as to the terms and implementation process as collective bargaining agreements are reached.

Merit Implementation Issues
Detailed instructions on the processing of merits and a merit processing timeline will be forthcoming under separate cover.  Because of the required exclusion of employees who have received increases after January 1, 2011 through October 31, 2011 as well as the retroactive payment processes, there will be an organization-wide moratorium on base-building salary increases for merit eligible employees effective immediately through October 31, 2011.  During this period, the following guidelines will be in place:

· Employees who are promoted will not be merit eligible and consideration of this ineligibility should be given when establishing the salary for their promotional position.
· Employees who are upwardly reclassified will not be merit eligible and consideration of this ineligibility should be given when establishing the salary for the new classification level.

· Requests for base building equity increases will be deferred through October 31, 2011.  If business circumstances require an immediate salary increase to address urgent issues of salary equity, HR staff will accept and review requests for stipends in lieu of base-building increases.
Susan Wright, Manager, Compensation and Strategic Rewards, is available to provide consultation and advice on how to develop effective pay strategies and pay relationships using the staff compensation programs.  Susan can be reached, by telephone, at 476-2571 or, by email, at swright@hr.ucsf.edu.  Please share this proposed salary plan widely with affected employees and provide comments to Susan Wright by no later than September 29, 2011.
