Chairs’ & Center Directors’ Meeting Minutes

Date: February 22, 2016
Location: WCH — Room 443
Attendees: Reza Abbaschian
Guillermo Aguilar
Matt Barth
Bir Bhanu
Mitch Boretz
Jay Farrell
Pat Hartney
Stefano Lonardi (for Marek Chrobak)
Ashok Mulchandani
Nosang Myung
Walid Najjar
Ravi
Kambiz Vafai
Sharon Walker

Absent: Alex Balandin
Marek Chrobak
Robert Haddon
Akula Venkaftram
Albert Wang

1. Welcome and call for agenda items — Reza
Pat added the topic of Budget Submission Metrics and KPIs to the agenda.

2. Approval of minutes — Pat
The minutes of the February 8, 2016 meeting were unanimously approved.

3. Staff Evaluations — Pat

Pat called attention to the February 2016 Leadership Briefing attached to the agenda. UCOP is
requiring that all campuses implement merit based pay programs for staff. In FY 12/13, 78% of UCR
staff were rated as exceptional or more than satisfactory. These ratings decreased to 69% in FY
14/15. Since merit pay increases are now tied to performance ratings, it makes it difficult to provide
higher than average merit increases to deserving staff if most staff in the unit receive exceptional and
mote than satisfactory ratings. To help remedy this problem, UCR will be implementing a new
performance management system starting in April 2016. The previous process and forms should be
used for this year’s performance evaluations. Annual performance evaluations will now be due by
April 1% each year so that merit increases can be effective at the beginning of each fiscal year. The
new performance evaluation process will include new forms and will require formalizing individual
goals that are tied to organizational missions and objectives. Employees will be evaluated by
supervisors on their attainment of these goals. All supervisors should participate in new performance
management training programs that will be offered by campus. Faculty supervisors will be able to
view an on-line training program through the Learning Management System. This new Performance




Management program will be introduced to the campus during Town Hall meetings in March. A
copy of the new Performance Appraisal form is attached to the agenda.

4. Cybersecurity Training — Pat

Pat noted the Cybersecurity Training Update attached to the agenda. UCR’s compliance with this
requirement reached 71% at the 1/31/16 deadline. BCOE’s compliance was 83% on this date. Pat
added that the latest Cybersecurity Training report (dated 2/16/16) indicated that BCOE’s compliance
is now at 96%. It was noted that UCOP is still requiring Cybersecurity Training to be completed
annually by all faculty and staff. There is concern at many campuses with this annual (50 minute)
training requirement but no change has yet been announced by UCOP.

5. Undergraduate Education - Sharon

Sharon announced that two new staff members have been hired in BCOE’s Student Affairs Office
and that Banner training by Student Affairs staff is continuing

Responses to UC’s request to reduce upper division units for majors are due on 3/1/16. A few BCOE
departments still need to complete revisions to their submissions. Sharon asked that all revised
submissions be sent to her by Friday (2/26/16). UCOP’s goal is to reduce upper division units in
75% of majors. UCR decided to ask all majors to go through this process. Sharon commented that
all BCOE department plans to reduce upper division units look reasonable.

Lastly, Sharon indicated that most departments have sent her nominations for BCOE’s new
Entrepreneurial Workgroup. Reza added that he’s received a positive reaction from SoBA’s dean on
participating in an Entrepreneurial/Innovation effort.

6. Departmental Updates

ME: Guillermo stated that he is chairing the campus’ Search Committee for Reza’s replacement.
The search firm representative will be here on Wednesday (2/24/16) to meet with groups of tenured
faculty, untenured faculty, Chairs, Directors and Associate/Assistant Deans. Reza asked that these
discussions be kept at high levels and include overall space needs, strategic plans and aspirational
goals.

ME is participating in Cluster Hire interviews starting this week. The search for Javier’s replacement
is continuing. Lastly, Suveen Mathaudhu has received an NSF Career Award.

CEE: Nosang stated that the department is participating in two Cluster Hire searches. A candidate
interview is scheduled for today. There are five candidates on the approved interview list for Mark
Matsumoto’s replacement.

CE-CERT: Matt reported that CE-CERT has been organizing several conferences including a Solar
Conference this week. ARB’s initial recommendation is to relocate their E1 Monte operation to
Pomona due mostly to logistical justifications. The ARB Board has not made a final decision.

CSE: Stefano reported that faculty searches are continuing and that 20-25 candidates will be
inferviewed this year.

CEN: No update.




BIEN: Bir stated that three Chair candidates have gone through second visits to campus. Department
faculty will be meeting today to make a recommendation to Reza. A Presidential Post-doc will be
interviewing for a BIEN faculty position soon. The Grad Council completed its review of the
department last week. A final report is coming soon. There are concerns that some or most of the
critiques in this report are outside BIEN’s responsibilities.

Lastly, Bir stated that there are about 30 faculty participants from around campus in the NIH
computational neuroscience training grant proposal effort.

MSE: Ashok stated that MSE is participating in the ME faculty searches. Also, he recommended
that the Grad Council should share survey results for their internal evaluations of programs. Lastly,
he reported that Katie Dell has taken a position at CE-CERT and will be leaving the MSE Program in
March.

ECE: Jay stated that ECE will be undergoing a Grad Council review next year. The department is
leading three Cluster Hire searches and several candidates are being interviewed.

MSOL: Kambiz indicated that Spring Quarter MSOL courses have been scheduled. The list of
Summer 2016 MSOL courses is being finalized. All of these Summer offerings will be courses
recorded in previous quarters. Kambiz noted that two Water Specialization courses have not yet been
offered due to lack of faculty. Lastly, the Grad Council has approved MSOL’s proposal that a full-
time load for MSOL students is 9 units so an MSOL student taking 5 units will now be considered to
be a half-time student. This is important factor for the MSOL student financial aid packages.

7. Active Shooter Training — Reza

Reza noted the UCR Police Department brochure attached to the agenda entitled “Crisis Response
Guide.” This information is also available on UCPD’s website. Reza asked that BCOE faculty and
staff review this information and be prepared to react in an emergency. At a minimum, units should
identify possible escape routes from office and lab areas.

8. UCR Campaign — Reza
Reza stated that UCR intends to announce its new fund raising campaign in October. The fund
raising goal amount is still being discussed. The silent phase of this campaign started in 2011.

9. Community Sponsorship — Reza

Reza noted that Advancement is trying to coordinate sponsorships of community events across
campus. An attachment to the agenda indicates that UCR spent over $96K last year on community
sponsorships. BCOE’s total was $1,107 (for an event at North High School}. Sue McKee is
coordinating these sponsorships for Advancement.

10. Graduate Education — Ravi

Ravi reported that three architectural firms are competing for the design of MRB1. His committee
will be evaluating preliminary designs from these firms. Ravi is trying to make sure that this MRB1
planning process includes access considerations for the planned location of EBU IiL

Ravi stated that the campus” under-represented minority and female faculty search goals for BCOE is
4.5% (the same goal as for CHASS). Ravi noted that this is an unrealistic goal for BCOE since there
are so few under-represented minority and female candidates in engineering.




Ravi called attention to the attachment to the agenda presenting the numbers of Accepted, Admitted,
In-Process and Submitted grad applications by BCOE program. The number of MS applications has
increased from last year. Domestic (non-resident and California) applicants equal about 17% of the
total. Ravi would like to see this percentage increase to about 25%. About 300 of the 2,078
applications have been processed to date.

11. Other Topics

Budget Submission Metrics and Key Performance Indicators (KPIs): Pat distributed a summary of
Metrics and KPIs that are being required by campus for this year’s Budget Submission. Also
included are Suggested BCOE Provided Metrics and KPIs. We will need to submit 5-10 of these
Suggested Metrics and KPTs, Pat asked for input and additional suggestions. The responses included
Percentage of Grad Students supported by External Funds and perhaps publications per faculty, Pat
responded that it may be difficult to obtain comparable information for other UCR academic orgs.

He will send out the list again to Chairs/Directors and ask for any additional input or suggestions.
The due date for Budget Submissions has been delayed until 3/10/16.




APPENDIX 1

E% UNlVERSlTY OFCAEIFORN!A

BOURNS COLLEGE OF ENGINEERING
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& Center Directors’ Meeting
February 22, 2016
Agenda

Winston Chung Hall — Room 443
1. Welcome - Request for Agenda Items from the Floor Reza
2. Approval of Minutes from February 8, 2016 Meeting Pat
3. Staff Evaluations Pat
4. Cyber Security Training Pat
5. Departmental Updates Chairs/Directors
6. Undergraduate Education Sharon
7. Graduate Education Ravi
8. Faculty Search Updates Chairs
9. Active Shooter Training Reza
10.  UCR Campaign Reza
11.  Community Sponsorship Reza
12. Other topics/New Items

Please note next meeting will be on: Monday, March 7, 2016

Future Meeting Dates
2015 2016

Menday,September28 Monday—anaaryH

Menday—Oeteber12 Menday, January-25

Monday. Octeber26 Menday;FHebroary-§

Friday-November 6 Monday, Februnry22

MondaysNevember 23 Monday, March 7

Meonday, December? Monday, March 21
Monday, April 4
Monday, April 18
Monday, May 2
Monday, May 16
Monday, June 6
Monday, June 20

Friday, July 1




Merit Based Pay Program

212212016




¢

2122/2016 .

w

Organizational Imperative

» President's directive that all locations implement merit based pay
programs

> Chancellor's Vision
Incentivize exceptional performance
Tie individual performance goals to strategic plan/organizational objectives

» Committee on Staff Compensation
Disjoint between level nomenclature [satisfactory/exceptional] and manager
perception of employee performance (July 2014)

«  Parformance level nomenclature ratings not based on shared understanding of
parformance standards

+  "Satisfactory” perceived as nagative
+  Meaningful differentiation between levels is difficult to achleva

2012/13 Evaluation Cycle

OQverall, 78% of stafi employses on campus were
rated as exceptional or more than satisfactory

Performance Ra’nngs by Organizatlon
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2014/15 Evaluation Cycle

Qverall, 69% of staff employees on campus were
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Staff Imperative

2016 CUCSA/UC Employee Engagement Survey
“Respondents are frustrated that poor performers are not well managed, either to
contribute more effectively or leave the university. Moreover, they see the same
performance ratings given to all, with ne differentiation between high performers

and those who contribute fittle”
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Performance Evaluation Workgroup

Cross-sectional representatives of non-represented staff charged to:

Recomimend changes and/er ehhancements to performance factors and
standards which align with and support our metit program principles.
Recommend changes and/or enhancements to tatings categories to encourage
meaningfui differentiation based on parformance.

Recommend tools o ensure factors, standards and ratings categories are clear
and understandable. '

Recommend change andior enhancements to forms, procedures and other tools
used to support performance management, and align with the merit process.
Recommend changes and/or enhancemenis to performance management
process fo Include hoth performancs Improvement and professional
davelopment goals.

Guided by Future State Merit rogram_
Principles

2/22/2016




Shared nderstanding of Performance
Standards

New Rating Scale/Definitions New Performance Factors
Exceptional . Universal Factors
Exceeds Performance » Functional & Technical Skills
Expectations «  Communication Skills

Client Service
«  Prcblem Solving & Decision Making
« Inclusiveness
Needs Improvement +  Commitment to Quailty
Teamwork & Ccilaboration

Succassfully Meets
Performance Expectations

Unsatisfactory

Supervisory/Management Factors

Caveloping Diract Reports
Managing & Measuring Work
Managing Employes Performance
Motivating Gthers

Meaningful Differentiation Based On
Performance

Ensure factors, standards and ratings categories are clear, -
understandable and consistently applied

Develop comprehensive rating guide with behaviorally anchored rating scale

Recommend internal dialogue with supervisors to ensure common understanding

Base ratings, in part, on goal attainment and contribution to unit,
department, and organizational cbjectives
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Behaviorally Anchored Rating Scale
Example

Rating Elemianls B
1.4 Demiosslials and appliss the knowledge and skifls nesessary te perform the loh effectivaly.
1.2 - Chooses appropriale toofs or technology for tasks,

13 Understands and ‘comglies with pasidon procedures, University ﬁdiiqia's_. _exte_r:n_ai'law%., and
reguiations. ) R o B )

1.4 Remalns Giiffent bn'l"t'é_w devalopments In area of respensiblily, - : ) _

15 ‘Acls a5 & reSoiia upan whom others rely for asslstance and actively shares knowladga lo
improva performance of team. -

Elements

1.1 Demonstrates and applles the knewledge and skifis necessary o perfarmihe job affectively,
Raling Perfermanca/Behaviaral Indicaters )
5 Possesses and apphes advanced funclional or technical knowledge Lo his of her job. Regularly

engages in process innovalion and comptex problem solving; demanstrates an axemplary jevel of
accomplishmentin job performance. Deronstrates an avid intarest in continucusly anhancing current
skllls and Isamring nsw cnas,

T4 Poisessss and appliss advanced funcional of techinical knowledge ta do his or her job at a high level

of accornplishmaent. Demonstiates an activa interest In enhancing eurrent sldils and Jeaming new ones.

Passesses and usas the required knowledge skills and abiliffes ta perform Job effectively.

3
2 \.acks some of ihe required funcliona! and technical knowledge and skills o perform the Job effectively.
1 Dias nol axhibit lhe funclional and technical knowiadga and sills fecessary o parform the job

affectivaly.

Organizational Units Accountable for
Distribution of Ratings

Increase accountability for ratings

s Require “calibration” of ratings at year end (with common
understanding of rating levels for each factor and overail), and
compelling justification statements

Supervisors prepare prelimihary performance appralsals, inciuding proposed
appraisal ratings

Supervisots who supervise employees performing similar functions in the org unit
convena te review ratings of similarly situated employees

Next level reviewar and depariment heads review all evaluations prior {o Issuance

2/22/2016
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Merit Process Aligned to Performance
Management Process

Change timing of performance appraisal process {o support July 1
effective date of merit increases

FY 2015/16

. 8-menth Evaluation Period (July — March)
Using OLD forms/standards/process
Recommend calibration and goai setting

FY 2016/17

'12-mcnth Evaluation Period (April — March)
Use NEW forms/standards/process
Require calibration and geal setting

Other Rcommendations Incorporated

into Performance Management Process
Redesign

» Require (and evaluate on) goals tied to organizational
mission/objectives

» Require Individual Development Plans

> Ensure follow-up fer poor performers
. Overall "Needs Improvement” or “Unsatisfactory” — requires PIP
- Repeated poor performance — escalates to corrective action
» Provide employees with tools to improve performance
- Transparency — rating rubric
Resaurces/referrals to appropriate training




Your Role

» Emphasize campus goal of high performance work culture
» Require supervisors to participate in appropriate training

» Direct/support establishment of employee goals

» Establish internal calibration process

»  Require meaningful evaluations be prepared

» Support employee development plans

Trainig Avalable

» For Current PM Program:

Supervisors:

+ UG Performance Management Series (8-parts} (oniine via LMS) OR

. Parformance Management I The Performance Management Process — February 12,
2016 or March 3, 2016, AND

+  Performance Management I:: Providing Constructive Feedback — February 25, 2016 of
March 18, 2016

Faculty Supervisors:

+  Performance Management Faculty Briefing (online)

Staff:

»  Preparing for your Performance Appraisal - February 29, 2018

s For Future PM Program:
Townhali Msetlngs to Introduce Program - March 2016
»  Writing Effective Goals

2/22/2016
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Aditional Rsources Available

» For Future PM Program;
Using UCR's New Rating Guide and Foerms- to be placed on HR Website

Successfully Calibrating Performance Appraisais — to be provided to HR
Businass Partners and organizational unit HR staff

QUESTIONS?




2016 Retirement Benefits
Program Changes

2016 Retirement Program Changes

¥

June 2015 state budget allows for regular salary increases for
faculty and staff

UC receives $436m over 3 years to reduce UCRP unfunded
liability

UC agrees to adopt a cap on UCRP eligible pay, mirroring state's
cap (‘PEPRA CAP") of $117,020 for 2016 \nﬂ%ﬁ Cap
An estimated 8% of future UC employees will be impacted by the
PEPRA cap initially

Requires UC to create a new pension tier for employees hired on
or after 7/1/2016

No changes for current employees or retirees

Retirement bensfits for union-represented future employees to be
determined through the collective bargaining process

President established 13-member task force to develop
recommendations

2/22/2016
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Task Frce Recommendation:
New employees offered a choice
between two options

OPTION A
DB/DC Approach;
» Adefined benefit (DB) plan on compensation up to $117,020
plus

> Anew supplemental defined contribution (DC ) plan for eligible
pay greater than $117,020 up to the IRS limit (currently $265,000)

OPTION B
» Pure defined contribution approach

» A stand-alone defined contribution plan with contributions based
on eligible pay

upplemental BC Plan; Eligibl
5 pay above tha PEPRA cap up 1o the
RS limlt {currently $268,000) woulg
8 coverad by the DC Supplemantal
lan

%ot gl pay {predax) " .~ 7% of ellghla pay (oraay) 11 s
2016 UCRP Tler: 14% up to 14% up to the IRS lImk, which
EPRA cap (includes a contribution  [noludas:

o reduce UCRP's unfunded liability)
A 10% contribution to the employee's
fiis ageount plus

upplemental OC Flan: 10% on A 4% contribution to reduce UCRP's
¢ amount above PEPRA cap unfunded {fabiilty .

"UCRP servicalaredi =7 Elenddryear Fom-eligibiliy date

21222016
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Nex Steps

» Task force recommendations submitted to President and
published online

» February 2016; Faculty and staff invited to submit comments
»  March 2016: President feedback to inform proposal to Regents

> July 1, 2016: New retirement options take effect

CYBERSECURITY TRAINING

2/22/2016
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Performance Appraisal Form

Deapt.: . UCHire Date:

Review Period: From ) Through

Comment on the extent to which goals agreed upon for this review perlod were achleved Highlight significant
accomplishments and include any special recognition received throughout the year, Identify areas that should be
targeted for improvement. Employees may include self-assessment comments .on the key perforrnance factors in this
section, See gmdance onlme for assistance, '

eIf-Assessm ent

‘ReViewer Comments/Appraisal on Goals and Accomplishments (Key: Perfo

ldentify professional development opportunities pursued last year {e.g., on-the-job learning such as projects and spemal
assignments, certifications obtamed/malntamed) Describe what is needed for professional development in the
upcomlng performance perlod See guxdance online for assistance.

Updated 02.14.16 ' o TIPage




job responsibilities.

Use this section to indicate to what extent the key performance factors were demonstrated in accomplishmg goa!s and

Employees who consistently demonstrate behaviors that Successfully Meet Parformance Expectatlons ("3” rating) in all
rating elements of a given factor sheuld be rated as Successfully Meeting Performance Expectations for that specific

factor.

Employees whose rated parformance for at least half of the rating elements of a given factor is either rated as Exceeds
Performance Fxpectations (“A” ratings) or Exceptional Performance (“5” rating) should be rated as Exceeding
Performance Expectations for that specific perfarmance factor,

Employees whose rated performance for all of the rating elements of a given factor is rated as Exceptional (“5” rating)
should be rated as Exceptional for that specific performance factor.

| Performance

: cehslstentiy exceeds
:‘Agoa]sﬂ job.
»'j'r'equlrements and

i 'ectatlons ; .
e 'l’ting in.an overall
: quailty ‘of work that
was'superiorand
e1ther 1) included the:
compleﬂon of 3

. reqmremen’{s and

':_major goai or prcuéct o

Parformance

freqi,'{eﬁt'i‘,i exceeds .
goals jeh.

expectahons
Frequent!y genera’res
resuits above those
expected of the
posmon

Performanee -

4 'conmstently meets :

_consistently meet
?’lgoals job ‘

_ ployee makes a- "
' sol|d rehabﬁe and
| mean_lngfu]

- performance failed to-

| ane ormore. essen’flai
‘ areas of respcns;b llt\/
‘ _and/or ORe‘or nore
| of the most cntlcal

Petformance did not
requlrements and
expectatlons =

mee’f expectatlons In

goal_s_ werenot met.

'mmlm - posrtmn
-"'reqmrements :
:"Sltuati :
.-1mmed1a’re revnew
and action. .
f,‘Contmu ed. :
“performanceat this:
Tevel will result in
“termination.

requ II‘ES

Updated 02.14.18
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1.1 Demonstrates and applies the knowledge and skills necassary to perform the job effectively.

1.2 Chooses appropriate toocls or technology for tasks.

1.3 Understands and complies with position procedures, University policies, externaf laws, and reguiatlons
1.4 Remains current on new developmants in area of responsibility.

Rewewer Comments

b - C o
14 CGEL o

LS
C!\_re:rél,_l

2.1 Demonstrates effective written and oral communication skills.

2.2 Communicates clearly and knowledgeably,

2.3 Encourages cpen communication and appropriataly shares mformatlon with others.
2.4 Practices active listening, encouraging communication for understanding.

2.5 Adapts communication to diverse audiences, '

1.5 Actsasa resource upon whom others rely for assistance and actwely shares knowledge to |mprove pertormance of team,

2.6 Protects pnvate and confidential information.

\newer CommentS‘

3.1 Consistently meets needs and expectations of clients. Strives to deliver highest standards in serving clients.

3.2 Solicits and acts on:client feedback and explores creative approaches to enhance service and increase ef‘flmency

3.3 Solves problems atf“rst polnt of contact whenever p0551ble if unable to do so, escalates to an appropriate resource.
3.4 Skilifully serves diverse client: hase

3.5 Responds to alf client requests in a timely manner

3.6 Devefops and. manages effectwe cllent relations

41 Approaches problem sclvmg ina systematlc matter
- 4,2 Decisions are clear, consistent, and timely and have positive resuits,

4.4 Utilizes appropriate resourcas (people, tools, research, analysis, resources) in seeking solutions.
4.5 Proactively solves problems. !

4.3 Identifies and implements effective solutions to problems; proposed resofutions do not unduly negatively impact others.

Updated 02.14.18 .
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i o & e 5
5.1 Demonstrates the Principles of Community in all interactions. Fosters an Inclusive environment
5.2 Treats others with courtesy, respect and dignity.
53 Includes and welcomes others.
5.4 Encourages the expression of different points of view and seaks to understand the perspectives of others.
5.5  Promotes cpportunities to experlence diversity on campus.
¢ Reviewer Rating | Reliew Comt = e

7

6.1 Effactively applies time and resource management, priority setiing and organizational skills to produce quaiity work.
6.7 Identifies and adopts innovative methods to improve quality of work.

6.2 Demonstrates accouniability that advances team efforts and results in successfully mesting productivity and quality goals.

6.4 Actively seeks to leverage resources to promote improved quality and optimal productivity.

6.5 Constantly assesses and recommends Improvements to work practicas and systems to improve quality of service or products delivered.

‘RevieweT Rating | Revlewer Comments: : - ] ) A
6t - S : S
62 C S T - : o e
6. || s S
64| L. o o - L .
65 . . : o
overal} L S : " . N

e i e et S

7.1 Bullds productive working refationships, effectively pariners with team members and others at work.
7.2 Resolves conflict among team members. ' :
7.3 Seeks to understand the views of others.
7.4 Balances individual and tzam goals.
75 Shares information and knowledge with others,
"Reviewef Rating |'Reviewar Comments:
' SR IR
7.3

=
1.1 Seeks Information abayt each direct report’s tareer gzoals and develops and executes effective development plans for direct reports.
1.2 Provides chailenging and stretching'tasks and assignments. Encourages direct reports fo accept developmental assignments as
appropiiate for fuilre professional growth.
1.3 Manages expectations appropriately and proaciively communicatas any potential problems or roadblocks to employee development.
1.4 Holds frequent development discussions, and enables direct reports 1o grow and succeed through honest feedback; instruction and
encouragement. '
1.5 Provides training and developme
b T Revibier Ratingh [vRivisw

nt opportunities to help grow and retain talented employee.
OImmEnt

Updated 02.14.18 - 4P age




24 Understands and communicates strateglc goals and plans to achleve them; sets clear Dbjectl\les and measures; mobilizes resources to
achieve shared strategic vision, goals and pr|ont1es. '

2.2 Delegates well; clearly assigns fesponsihility for tasks and decisions. Sets clear expectations, monitors progress, and helds direct reports
accountable for resuits. Adjusts priorities when appropriate,

2.3 Plans and organizes workloads; establishes courses of action, timelines and milestones to ensure work is completed as required.

2.4 Develops and implements metncs to measure results usmg key performance indicators {quality, quantity, cost, timelinass, and frequency
of completion of assigned tasks).

2.5 Momtors processes progress and results to ach:eve orgamza‘clonal goals de5|gns feedback loops mto work

3.1 Delivers timely, candid and constructsve feedback to direct reports provxdes coaching to improve performance and productl\nty

3.2 Regularly recognizes and rewards people who achieve results and dehver on performance expectations; differentiates reward given to
employees based on thelr level of performance.

3.3 Prepares thoughtful and meaningfui performance appraisals for:direct reports; hoids direct reports egually accountable for accompiishing
performance expectations and objectives; creates and follows through on periarmance improvement plans, i required.

3.4 Clearly and timely informs direct reports where they stand in terms of meeting performance expec’satlons and when their behavior does
not align with stated goals and/or Umvers:ty rles and poflcy Documents appropnate actlons

RevnewerRetlng RewewerCommeni:s
-3 L - -

Shed i, 23

4.1 Leads and motivates by example : .
4.2 Creates a climate in which people want to do their best: promotes confidence and optimistic attitudes; empowers others; pushes task

and decisions down. ‘
4,3 Assesses each person s strengths and uses it to get the bast out of h:m/her
44 Invites input from each eerson and shares swnership and visibi} |ty, is someane people like to wark with.
4.5 Rewards and recognizes accompiishments. -
4.6 Mot:vate dlrect reports end teem mal<es each |nd|v1duai feel Ilke hls/her work is fmportant

If applicable, record any additional factor that was identified during the previous review period in the space above. Note that an individual cannot
be evoluated for an optional factor unless it was docurnented in the last performance review.

Updated 02.14,16 5|Page




1 applicable, record any additional factor that was identified during the previous review period in the space above. Note that an individual cannot
be evaluated for an optional foctor unless it was documented in the last performance review. :

Reviewer Comments -+

The UCR Campuswide Performance Standards include: UCR Principlas of Community, UC Ethical Values and Standards of Ethical Cenduct, Diversity,
Health & Safety, and Service Orientation and Management/Supervision (Managers and Supervisors only). Piease refer to the second section of the
Performance Factors and Campus Standards Guidelines for a detailed description of each standard. Unsatisfactory performance In any area must

be addressed.

i Satisfactofy performance HAS been demonstrated in ALL UCR campuswide performance standards

Satisfactory performance HAS NOT been demonstrated in ALL UCR campuswide performahce standards.

Reviewer Comments

REVIEWER SUMMARY ASSESSMENT

Assass the individual’s overal performance based on 9oth goal achlevement and demonstrated competence.

Updaied 02.14.16 . 6lPage
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Attach GOAL AGREEMENT FORM for the next review period, and describe performance improvement/action plans for
Key Performance Factors for which performance was rated as needing Improvement or unsatisfactory, If
performance was rated OVERALL as needing improvement or unsatisfactory, supervisor and employee must
immediately create and Tmplement a Performance Improvement Plan, with a follow-up appraisal completed in ne

more than 90 calendar days from the date of this evaluation.

{1) Supervisor

Supervisor Name: Supervisor Fitle:

Supervisor Signatura: - ‘ . ] " Date:

(2) Next Level Ap b:ré;ver

Mext Level Approver Name: ' Next Level Approver Title:

Next Level Apprdver Signature: - Date:

" (3) Department Head Review

Department Head Name: : Department Head Title:

Department Head Signature: Date:

(4rEmpldiee "

EmpToyee Signature:

By signing above, you acknowledge that you recelved this review and it was discussed with you. Signature does not indicate agreement or
disagreement with the content of this review. Employees may attach comments,

This review was discussed with me on the following date:

Updated 02.14,18 7|Page
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Cybersecurity Training Update

s Qctober 2015: President directs all employeses on payroll with active
status to complete Cyber Security Awareness Training.

» Training to be completed by January 31, 2016 or within 6 weeks for
any subsequent new hires.

» Training will be required annually.

» Reminders sent directly to staff/faculty email addresses.

» Weekly compliance reports to organizationai units.

Cybersecurlty Tralnmg Compllance as of 1131116

Overall Compliance Rate
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Active Shooter

The United States Department of Homeland
Security defines the Active Shooter as “an
individual actively engaged in killing or
attempting to kill people in a confined and
populated area; in most cases, active shooters
use firearm(s) and there is no pattern or method
to their selection of victims.”

Active Shooter evenis are unpredictable and
evolve quickly, knowing what to do can save lives.

in the Classroom or Office

If you are in a classroom, room or office,
carefully assess the situation and determine
which is safer run, hide or fight. Secure the doos,
turn off all lights, silence your cell phones and
remain silent. If you run, make sure that it is

. ..mwmo_sﬁm_% safe to do:so.

L IE &m door has no lock msm the door:
- opens in;j a good heavy door %m&@m
can be kept on'hand and driven in
as hard as you can, otherwise look
for heavy furniture to barricade
the door.

If windows don’t open, you cannot break them
or you are not on a ground floor, get out of sight
from the doox, stay low and quiet..

- If the door has a-window, cover wn.m you can.

3,

Um@ob&mm .om.%m”mr.ooﬂﬁ s location you may

~ also consider exiting through any:
~window openings. Have. someone -

keep watch as-you get as many,
“students out through the windows:

- (ground floor} as nm&.&% mﬂm @Emﬁq
as: MOmmHEm :

' Don't hide in restrooms!”

If police units are not yet on scene, move
away from the incident as quickly as possible
and shelter in place.

When officers arrive on scene,
keep your hands on top of your
head, do exactly what the Police
tell you to do.

Share any pertinent information

on the shooter with responding officers,
including what they are wearing and their
location.

Open Spaces

Stay alert and look for appropriate cover
locations, Examples include: brick walls, large
trees, retaining walls, parked vehicles, and
other objects which may stop gunfire.

In Large Rooms / Auditoriums

If in a gym or auditorium and the shooter is
not present, quickly exit the building, if safe
to do so, and move toward any police unit.
Drop all bags and keep your hands on your
head. Do what the police tell you to do.

In Hallways or Corriders

If in a hallway, go into a room that is not
already secured and secure it,

Unless you are very close to-an exit,
don’t:run through a long hall.to get to.
one, you may encounter the shooter.

Trapped with the Shooter

If you are trapped with the shooter, don’t
do anything to provoke them. If they are
not shooting, do what they say and

don’t move suddenly.

If they do start shooting, you need to make
a choice:

If you can:
safely get is-not
to an exit. possible.

If evacuation  As.alast resort act
- with physical

aporession and

commit to your

actions. This can he

very dangerous,

but certainly no

more than doing

The last thing that the nothing.

shooter will expect

is to be attacked by an

unarmed persomn.”

Any option chosen may still resultina

negative consequence.

Only you can decide at that moment

i _.Em‘.mgo_._ will or will not.do to preserve
- your life or the lives of others.
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Program | Accepted | Admitted | Process | Submitted | Total || Intl
BIEN 0 0 69 66| 135l 52 51
MS 0 0 24| 39 63| 24 3
PHD 0 0 45 271 72 28
CEE 5 51 9 127] 192|| 128
MS 3 25 3 39| 70| 43 20
PHD 2 26 6 88| 122 85
CEN 0 0 1 77 78] 70 E
MS 0 0 1 770 78] 70
ilcpsc 0 7 62 844| s13f 832
I ms 0 0 0 671] 671 624 26
| pHD 0 7 62 173] 242|} 208 2
llELEn 0 6 32 419]  457] 424] 9| 2a
I s 0 1 29 211] 241} 2211 5] 15
i eHD 0 5 3 208] 216l 203] 4] 9
fimsoL 1 0 1 4 6 6
MS 1 0 1 4 6 6]
RMSE 4 10 21 103| 138 102| 18| 18]
MS 0 3 5 31| 39| 30| 4] s
PHD 4 7 16 72 goll 72| 14 13
ME 3 17 8 131 159“7110 16} 33
ﬁ M5 1 7 4 8 9‘7“ 65| o 23
[ pHD 2 10 4 46| 62 as] 7| 10
[Total 13 91] 203 1771| 2078]1713] 126] 235




' Sumof AIInO.U."'t_.

. Paid By Your Unit -

- {including FMV of -

o ._a:my'fmea_l__of other

Row Labels - o e_ktha_@ge.of value)
BCOE 1,107
Chancellor/EVC : 7,500
CNAS 1,200
GCR - 5,899
Grad Division 14,655
GSOE 9,211
Libraries 1,000
Palm Desert ¢ 95
School of Medicine : 21,238
SoBA 5,000
VCSA 1,585
VCUA 27,000
Grand Total 96,231




