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Overview and Approach

The Regents of the University of California recently approved an initiative that requires the

University to develop a strategy and implementation plan to significantly improve its HRIS
capabilities.

As a result of this initiative, UCOP engaged Deloitte Consulting to perform a high-level
assessment of all HR information technologies across the UC system.

This assessment leveraged the findings of the 2005 UC HR Benchmarking Study which

identified key HR issues across the UC system from a functional (business process & policy)
perspective.

The following report outlines key findings from the 2005 UC Benchmarking Study, and details
HR issues from a technical (systems & applications) perspective.

Step 3
Step 2
2006: UC HR Future Planning and
Step 1 Information Improvements

2005: UC HR
Benchmarking
Study

Technology

Assessment )
Focus: Functional and

_ Technical
Focus: Technical

BB SUTEHonE] (Systems/Applications)

(Business Process)
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HR Information Technology Assessment Project Objectives

The HR information technology assessment focused on the following key objectives:

1) Associate key findings from the UC HR Benchmarking Study to illustrate key HR issues
from a functional perspective

2) Assess the HR information technology environment within the central HR departments of
the University system, with the exception of Los Alamos National Laboratory and
Lawrence Livermore National Laboratory, by developing a complete inventory of:

. HR systems and applications in 18 functional areas

. Existing HR IT projects/initiatives

e Current and planned information technology investments
. Issues with current HR applications

3) To assess the fit between existing technologies as identified by the HR applications
inventory and the current SOA conceptual model for HRIS development by:

*  Collecting information from the application inventory as well as reviewing data from UCOP
»  Studying the conceptual model from an IT best practices perspective

* Analyzing the HRIS applications from various locations to determine ‘fit’ with the SOA
conceptual model

Copyright © 2006 Deloitte Development LLC. All rights reserved. Draft — Confidential Not for Distribution 4



HR Information Technology Assessment Project Approach

Data Gathering

Interviews with
UCOP and UC
locations

Data Compilation

Summary Findings

» Associated summary
findings from UC HR
Benchmarking Study
completed in 2005

Prepared and
distributed data request
to location HR
Information Technology
Leadership Council
Leads, annotated with
information from the UC
HR Benchmarking
study

Reviewed SOA
Conceptual Model for

» Conducted phone

interviews with IT and
HR leaders at the 10
campuses, 5 medical
centers, the Lawrence
Berkeley National
Laboratory (LBNL),
UCOP- HR, UCOP-ISS,
UCOP-HRB
Compensation, UCOP-
Risk Management
Conducted phone
interviews/meetings
with UCOP regarding
the SOA conceptual

* Documented the full

inventory of HR
systems, applications,
existing HR information
technology initiatives,
and current/ planned
information technology
investments

Analyzed and
formulated fit-gap of
current information
technology to meet
requirements of current
conceptual model for
HRIS development

* Summarized key
application inventory
statistics, overall
technology themes

e Summarized the SOA
conceptual model
assessment

 QOutlined related
challenges of the
decentralized UC
environment

* Documented potential
economies of scale
opportunities for UC

* Outlined potential next

HRIS Development model

* Received data requests
from 17 locations

« Extracted key themes

from the data steps for UCOP

planning
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Summary Findings From a Business Perspective

Decentralized Model Challenges

Multiple HR Models: There is not a common approach to HR service delivery across the
location, resulting in a wide variation of activities performed. The substantial number of
people outside of HR performing HR duties also increases cost, complexity, and risk.

Data Management: Data definitions are not consistent, and data entry/management is
diffused leading to errors and a lack of integrity. e.g., the UC job classification system has
not been updated from a system-wide perspective in many years and there is no central
control of the information; the lack of oversight regarding job titles has led to many
reclassifications within the system.

Compliance/Reporting: process and data issues limits compliance and reporting for key
policies and procedures, (e.g., compensation, sexual harassment), which places the
business at risk.

Service Quality: Because each of the locations operates with a high degree of autonomy,
policies, processes, and programs are performed inconsistently, causing inconsistent
service quality, redundant efforts, cost and complexity.

Scalability: Some locations are better prepared for growth while others are ill-equipped to
handle student and related staff and faculty growth targets

Copyright © 2006 Deloitte Development LLC. All rights reserved. Draft — Confidential Not for Distribution



Summary Findings from a Technology Perspective

Most locations without an ERP are hopeful that an ERP solution can be implemented at
their location in the future.

Applicant Tracking and Training & Development are the two functional areas that
locations report having the most initiatives in-progress or planned near term.

Issues with applications seem to center around the lack of reporting capabilities and
data integration, and functionality deficiencies.

9 out of 10 campuses have a HR portal ; only 1 out of 5 medical centers currently have a
HR portal.

In general, locations have been able to address the core-HR IT needs of their populations
by either purchasing an ERP solution, purchasing packaged applications, or building
custom applications (vast majority is custom).

A majority of locations are in reactive mode related to HRIT ; dealing primarily with a core-
HR or compliance-related tracking of today rather than building for tomorrow.

Very little employee self-service and manager self-  service or workflow exists across
the locations, requiring a substantial amount of resources to process HR transactions.

Several locations (e.g., UCI, UCSD, UCLA) have adapted to the “custom” environment
and have well defined IT governance standards to effectively scale within their respective
environment.

Copyright © 2006 Deloitte Development LLC. All rights reserved. Draft — Confidential Not for Distribution 7



Summary Findings from a Technology Perspective

SOA Conceptual Model Assessment

» A Services Oriented Architecture (SOA) is a credible integration strategy  for UC to
consider given the diverse requirements and complexity across the UC locations. It would
be a strategic move towards standard, robust, scalable and secure IT architecture.

» Implementing this architecture would be a significant undertaking requiring investment to
integrate each HR application with SOA web services, and strong collaboration between
locations for SOA web services and data standardization.

 Itis too early to validate whether SOA is the best specific solution for UC to integrate the
various HRIS systems. Business and technical requirements should be further defined to
support a detailed conceptual model, implementation approach options, and long-term
cost/benefit analysis.

Copyright © 2006 Deloitte Development LLC. All rights reserved. Draft — Confidential Not for Distribution 8



Integrated (Business and Technology) Summary Findings

* There are no standardized role definitions, service delivery a pproaches, or data
management functions.

 Itis difficult from both a business and technology perspective to obtain accurate reports
across the system (including compensation, hiring package terms, date of hire, etc.)

* There is no shared philosophy for HR technology  across all locations, making future
IT standardization a daunting proposition.

» Diverse processes have led each location to pursue their own technology approach
so the overall system has not realized its combined purchasing power to achieve
economies of scale for packaged applications (e.g., PeopleAdmin, PeopleSoft, Kronos
licenses).

* There are multiple instances where applications are serving the same function in a
single location as a result of the decentralization of certain HR functional areas (e.g.,
Time and Attendance systems).

« Some locations are better prepared for growth and scale while others will be ill-
equipped to handle growing student and staff growth targets.

* The vast majority of custom applications across locations presents integration and
scalability challenges.

Copyright © 2006 Deloitte Development LLC. All rights reserved. Draft — Confidential Not for Distribution 9



The Bottom Line

THE NEED
Integrated Business Processes Integrated HR Information System
UC must define a baseline HR service UC must develop a modern, integrated
delivery model in order to... HR information system that...

+ Standardize HR processes « Manages and enables access to consistent and
* Improve data integrity accurate data
* Improve data management  Is flexible and can effectively scale to address
« Reduce manual processing the diverse and growing needs of the business
« Eliminate redundant processing * Enables employee and manager self-service

THE OPPORTUNITY

* Now that UCOP has the support of the Regents to invest in process improvement and enabling
technology to support reforms related to human resources data management and tracking, there needs to
be clear commitment and accountability by senior University leadership—including defined roles,
responsibilities, and resources allocated to implement viable solutions.

» This will begin with a focus on senior management compensation, but serves as a foundation to improve
UC’s overall human resource business process and technology infrastructure.

THE GOAL
These actions are critical to supporting the University’'s commitment to

public accountability and to eliminate the business risks associated with
administrative deficiencies and operational shortcomings within HR.

THE REALITY : It won't happen in a monolithic fashion inthe UC e  nvironment!

Copyright © 2006 Deloitte Development LLC. All rights reserved. Draft — Confidential Not for Distribution
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Framework for Improvement

THE NEED

Integrated
Business
Processes

UC must define a
baseline HR
service delivery
model

Integrated HR
Information
System

UC must develop
a modern,
integrated HR
information
system

Prioritize Process

Improvement Areas

Identify “quick-win” areas to standardize
processes and systems in a way that is
achievable. Targets include:

Priority #1 is Compliance: HR areas within
risk management scope such as: grievance
tracking, sexual harassment tracking,
certifications, worker’'s compensation.

Priority #2 are Baseline Economies of
Scale Opportunities: Learning
Management, Applicant Tracking, Data
Warehouses, Job Classification, Portal
Framework, Salary Surveys.

Comparative
Marketplace

Assessment

Benchmark HR information
technology solutions in the
marketplace.

Validate integration scenarios that
UC should consider.

Develop order of magnitude cost
estimates and value case.

Copyright © 2006 Deloitte Development LLC. All rights reserved.

Define Baseline
HR Service

Delivery Model

Define baseline business
requirements for target areas.

Establish minimum standards to
comply with policies and
procedures.

Identify functional pain points to
support value case and more
detailed conceptual solution
design for Service Oriented
Architecture (SOA).

A

Strategic Decision

Framework

Conduct technical feasibility study
to compare the various SOA
solution alternatives and
approach to implementation.

Devise a strategic decision
framework that outlines the
various technology integration
scenarios.

Baseline Framework
for HR Service
Delivery...

« Devise a strategic service delivery
framework, including incentive
options for locations to adopt a
defined level of standardization
around data management, HR
processes and procedures
Outline various paths for locations to
migrate and adopt common
approaches and leverage standard
processes and tools

ENABLERS

BUSINESS &
HR STRATEGIES

JLicy SSEONCE
SRR

...and Information
Technology Support

» Devise baseline standards for HR
information systems and support,
including data management and
application integration
Standards will support open
integration environment that is
scalable and flexible to
accommodate diverse and evolving
needs of the businesses

Draft — Confidential Not for Distribution
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Where to go from here

The Next Step is Action and Accountability

UCOP must...

» Agree that this is a huge,
but necessary undertaking

e Gain commitment from the
highest level of leadership

* Provide clear accountability

» Assign roles and
responsibilities

 Allocate resources to
implement prioritized
solutions

The Locations must...

» Agree that this is a huge,
but necessary undertaking

» Accept a level of
standardization across
prioritized process and
policy areas in order to
ensure accuracy and
consistency of data

e Adopt a common
terminology across key
areas (e.g., classifications)

Copyright © 2006 Deloitte Development LLC. All rights reserved.
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HR Information Technology Assessment

We have compiled and analyzed the data from the interviews and the data requests to provide
aggregate inventory information for the UC HR Information Technology applications for the system
as a whole.

The HR Information Technology Assessment  section of the report covers:

Summary of Applications — calculates the number of stand-alone applications used by the
locations and UCOP in the different functional areas

HR Applications Inventory - lists all applications for each location by the HR functional
areas covered in the data request.

HR IT Initiatives/Investments Planned - lists the applications or initiatives planned for each
location by the HR functional areas covered in the data request.

Key Issues with HR IT Applications - lists the key issues with applications for each location
by the HR functional areas covered in the data request.

Portal Vision and Initiatives —  details the current portal situation, future portal vision, as well
as the technology supporting the existing/future portal for each location

HR IT Themes — Draws out separate key themes for selected functional areas for the medical
centers and campuses

Copyright © 2006 Deloitte Development LLC. All rights reserved. Draft — Confidential Not for Distribution 14



HR Applications Inventory Summary Table

After interviewing and analyzing the data requests, we have determined that the University of California is supporting the following
numbers of applications for each functional area listed in the data request. Like applications, such as PeopleSoft, PeopleAdmin & Access
DB are counted separately as they are purchased and supported separately by the individual campuses rather than by a UCOP usage
requirement, (e.g., AYS, PPS, and VOS). A system covering multiple functional areas on an individual campus was only counted once.

HR Process Functionality Number of Applications Number of Initiatives Planned Number of Issues with
Servicing HR Processes in Functional Areas Applications in Functional Areas

Data Repository 48 7 18
Applicant Tracking 29 15 20
HR/Personnel Management 28 6 23

Training and Development 25 12 20
Compensation Management 22 6 11

Salary and Job Code 20 8 27

AA/EEO 19 6 14

Benefits Management 18 5 16

Time and Attendance 16 9 12
Grievance Tracking 12 3 5

Salary and Merit History 12 2 17

Leave Accrual Management 12 2 15

Payroll Management 11 0 15
Certification and Licenses 10 3 11
Performance Management 9 4 6

Position Control Management 9 4 6

Worker's Compensation 4 2 9

TOTAL: 304 94 245

Copyright © 2006 Deloitte Development LLC. All rights reserved. Draft — Confidential Not for Distribution 15



HR Applications Inventory

Based on the information gathered both in the data requests and the interviews, a matrix of applications has been created to
provide a snapshot of the HR technology being used across the UC system. The applications in the following matrix were
self-reported by each individual location. As a result, the HR applications listed may not include all of applications used by
HR offices in individual departments of locations with a decentralized operating model.

Location:

Every discrete respondent is treated as a location (i.e. — the medical centers are treated distinct from the campus locations)

Functionality:

Applications have been grouped into functional buckets that are based on commonly used industry. If the functional area is
owned by a non-HR entity, the HR technology supporting the functional area may or may not be listed.

Applications:

Technology that supports the applications. When the technology is bought, the name of the package or the vendor is listed
and the cell has been shaded in green. When the technology has been built in-house, the name associated with the
application is listed and the cell has been shaded in pink. If the application consists only in Microsoft Excel or Microsoft
Access applications, the cell has been shaded in yellow.

Best-in-class:

We attempted to designate UC best-in-class applications to showcase potential synergies across locations. The designation
was loosely defined based criteria such as:

— Highly scalable applications based on current technology

— Ease of integration based on architecture

— Functionality is above average in meeting the needs of the business
— User satisfaction is high

Copyright © 2006 Deloitte Development LLC. All rights reserved. Draft — Confidential Not for Distribution 16



HR Applications Inventory

Placeholder for inventory spreadsheet
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HR IT Initiative/Investments Planned - Methodology

Based on the information gathered in both the data requests and the interviews, we were able to
compile a matrix of technology initiatives planned to support the HR function across the locations.

The initiatives in the following matrix were self-reported by each individual location. As a result, this
list may not include all of initiatives underway by HR offices in individual departments of locations
with a decentralized operating model or departments responsible for HR functional activities outside
of HR.

Initiatives have been categorized as follows:

1. Current initiatives : If the project is already underway or has been funded and is set to
begin during the current fiscal year. RFP activities that are already underway were
considered current initiatives.

2. Planned Initiatives: If the project has not yet been funded during the current fiscal year
but is planned.

3. Application Type (Custom or Commercial):  we underlined applications related to
initiatives that are targeting a commercial solution (e.g., packaged ERP or point-solutions,
ASPS)

Copyright © 2006 Deloitte Development LLC. All rights reserved. Draft — Confidential Not for Distribution 18



HR IT Initiatives/Investments Planned

Placeholder for initiatives spreadsheet
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Key Issues with HR IT Applications - Methodology

Based on the information gathering both in the data requests and the interviews, we compiled a
matrix of the key issues with HR IT applications by location in the functional areas.

During data analysis four issue (concerns or requests from the business for technology
improvement) categories emerged. The following issue categories represent approximately 90% of
all the issues reported:

Reporting

— Difficulty/inability to query, extract data, or run reports

Vendor
— Technology is no longer supported by vendor

— Vendor support is no sufficient/satisfactory

Data/Integration
— Application does not integrate with other applications

— Significant manual data entry required to meet business need

Functionality
— Application does not meet functionality needs/wants

— Application does not meet process needs

Copyright © 2006 Deloitte Development LLC. All rights reserved. Draft — Confidential Not for Distribution 20



Key Issues with HR IT Applications

Salary & Jobcode and HR/Personnel Management are the two functional areas
with highest numbers of application issues.
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HR Portal Vision and Initiatives

We asked each location some general questions regar  ding their portal vision or strategy.

Does your location utilize a HR portal ?

Does your location integrate UCOP Self-Service (AYSO) with your HR Portal?

* What is your future vision for portal integration?

Our analysis revealed the following summary finding s related to HR portals:

Majority of sites have a HR “Website” vs. a technology “Portal”; UCI, UCSD, UCLA were furthest
along in developing a technology portal framework

9 out of 10 campus locations report have a HR portal or website

HR Portal is currently a low priority for Medical centers and LBNL; UCSDMC is only location reporting
to have a HR portal

Majority of locations have a consistent perspective on how portal should be leveraged to better
provide HR services and information: Single point of access to information and applications, common
look and feel (user interface)

Majority of IT community spoke with intent (if not already) to leverage Shibboleth, Uportal, UCTrust

Cost reduction was cited as primary driver for existing HR portal initiatives (vs. improved service
delivery)

Cost was also considered the primary barrier to building an effective HR portal solution; it was
frequently referred to as something on the “wish” list.

Copyright © 2006 Deloitte Development LLC. All rights reserved. Draft — Confidential Not for Distribution 22



Portal VISIOn and Inltla‘tlves Legend: . Currently have HR Portal / Website

Location Future Vision (and Current Plans or Initiatives in italics)

UCB BE|. one ucs portal for everyone; students, employees, and faculty.

UCD =. Integrated information into a single portal, enabling improved service delivery for employees, managers, applicants
* PeopleAdmin seems like a good candidate for integration into UCD campus portal.
* Most likely to move from current cold fusion based portal to Uportal .

UCI Ef. one integrated Portal for campus community.

(Snap) » Enhanced workflow integration and portlet development.

» Currently use Uportal framework

 Currently implementing single sign on with AYSO through Shibboleth (Federated Identity Management).

UCLA B . would like the portal to be the main gateway for all HR services and offerings including HR Information Technology.

» The future vision of portal integration is to use the portal as the main source for all HR content and content mgmt.

» Envision the use of the built in portals application development tools for application development and surfacing, data
presentation (reports, graphs, charts), authentication, authorization. ESS, MSS, and forms.

« All the content of web deployment by end of this year; staff portals and student portals will be separate in the interim.

UCM B. Transparent integration into our (universal) portal.

» A single portal serving applicants, students, staff, faculty, and alumni.

* HR Portal Content: Electronic newsletter, framework for content, HR related information, policies and procedures,
required training, links to outside resources, diversity, mentoring, quality of work life, local initiatives.

» Use of UCTrust for single ID and hopefully single sign on.

UCR B|. The intent s for campus-wide HR systems to be integrated using single sign on and EACS for Authorization.
* UCR intends to integrate UCOP self-service with our Portal Environments.
* We are currently developing our connections with Shibboleth .

Copyright © 2006 Deloitte Development LLC. All rights reserved. Draft — Confidential Not for Distribution 23



Portal Vision and Initiatives (Continued) regend: [ Cunenty have R Pl ebsie

Location Future Vision (and Current Plans or Initiatives in italics)
UCSB B|. portal integrated into the IAM
* HR applications portlet/channeled, including a workflow channel, single-sign-on.
* Currently cost reduction is driving need around portal development.
» Bootstrapping development efforts since there is currently no funding for application integration or federation, which is
needed for true AYSO integration.
e Uportal is in beta.
UCSC * Vision is to present a seamless portal experience for employees which integrates campus and UCOP HR system
functionality and information.
UCSD Bi. Single point of access through Blink (UCSD Portal).
(Blink) » We want all of our systems to look and feel the same.
» Everything must work within the SSO.
UCSF =. Single point of access to applications and content that is customized to user.
« Our current HR website contains links to UCOP self-service along with some instructions for using it.
* Our current HR website uses an open source content management system, ExpressEngine .
 Portal project slated to start in 2007.
ucCbDMC » Not aware of formal vision or plans for portal at this time.
« We currently have a batch program which updates PeopleSoft with 'At Your Service' Online changes.
» Currently not using PeopleSoft Portal.
uUCiMC « Little thought has been given to Portal to date.
UCLAMC » Do not have a portal, but employees do access AYSO directly.
ucsbmc Hj. Expanded HR services available through portal integration.
UCSFMC « We are currently leveraging UCSF portal site.
LBNL * Have a seamless integration between LBNL Portal to ESL; include LBNL in UCOP deployed services.

Copyright © 2006 Deloitte Development LLC. All rights reserved. Draft — Confidential Not for Distribution
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UC is currently in the early stages of establishing a Portal
Framework
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UC is currently in the early stages of establishing a Portal
Framework

Portals are not an “Event” but a “Journey” and there are various paths you can take.
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HR IT Themes

Based on data gathered from the data requests and interviews, we identified some consistent
themes, by medical center and campus groupings, within the following areas:

Requests to IT from HR

HRIS Applicant Tracking

General Issues

Time and
Attendance

Training and Performance
Development Management

Data from LBNL not included with either group as they do not use PPS and therefore do not have similar
challenges as the medical centers or the campuses.

Data Management

Copyright © 2006 Deloitte Development LLC. All rights reserved. Draft — Confidential Not for Distribution 27



HR IT Themes - Overall

Themes Campuses/UCOP-HR Medical Centers
* Reporting is a general issue for the campuses » Implementation of Clinical Information
because of the quantity of systems which house Systems has been the top priority for many
disparate data and the general lack of a robust data medical centers; thus hindering the medical
warehouse to store HR data. centers’ ability to address HR related issues
* There is a need for better reporting to allow for » There is a need for automated job
General workforce planning . Most campuses are struggling descriptions at most medical centers
ISSU(_BS V\_/Ith to find the data needed to create succession and « Need for certification and compliance
Applications talent management plans. tracking is critical at the medical centers
» Many locations are working on changes to their job but is not always tracked centrally by HR.
descriptions and thus their job classifications
They plan to eventually integrate these classification
changes into training and development systems for
better career development tracking.
* PPS Interface integration and improved ease of use | ¢ PPS interface integration and improved
« Improved workflow for existing systems and ease of use
increased self service * LMS implementation
Top IT * LMS and standardized training modules * Improved Performance Management
Requests « Improved Performance Management System System
from HR « Better reporting capabilities  with current and * Better reporting capabilities  with current
historical data from all systems and historical data from all systems
« Integration/compatibility of systems/data « Credential tracking
* Integration/compatibility of
systems/data

Copyright © 2006 Deloitte Development LLC. All rights reserved.
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HR IT Themes — Functional

Themes Campuses/UCOP-HR Medical Centers
» 5 campuses are now using or plan to use » Each medical center uses a different
_ PeopleAdmin for applicant tracking needs application for applicant tracking (3 ASPs, 1
Applicant (UCD, UCOP-HR, UCLA, UCSB, UCSC) ERP, 1 Custom)
Tracking « Many locations are looking to integrate their + 2 locations use Talent+ to administer pre-
applicant tracking systems with PPS screening questions to applicants
» HRIS data is most often tracked through » Multiple different HRIS Systems are at place at
multiple systems within each campus. each location
» There is integration with PPS and Data » Add-on systems or custom databases are
Warehouses for reporting purposes for some being created to fill the void for storing history
HRIS campuses. and reporting.
* Most campuses without an ERP, would like to | « UCDHS has the only ERP system among the
have a packaged solution implemented medical centers. The rest of the medical
(including UCOP-HR) centers would like to implement a packaged
solution for HR in the future.
¢ Some campuses who use PeopleAdmin for » Performance Management for most medical
applicant tracking are also using it for centers includes only the ability to track merit
Performance Management Tracking ratings for employees
Performance » Most campuses have the ability to add » Several locations are looking to develop better
Management performance ratings directly into PPS job descriptions which will then be tied in with
» Several campuses report that this is priority performance management more formally
investment area for them in the future

Copyright © 2006 Deloitte Development LLC. All rights reserved.
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HR IT Themes — Functional (continued)

Themes Campuses/UCOP-HR Medical Centers
Time and Time and Attendance is often not considered » Unlike the campuses, time and attendance is rolled out for
Attendance an HR or even a centralized responsibility. As the entire locations in the medical centers.
a result, different departments roll out their « UCSEMC customized HBS to deal with the union
time and attendance systems (custom and requirements and now both UCSDMC and UCLAMC are
packaged) within a single campus location. about to acquire the system
Time is usually entered into PPS for payroll « UCDMC is implementing — but only 50% implemented so
administration purposes far.
e UCIMC is in process of implementing API
Training and Most campuses are waiting for the results of

Development

the system wide initiative to purchase an LMS
before the make or continue their own plans to
purchase an LMS.

There are many older applications that the
campuses would like to be replaced by the
system-wide LMS solution.

There is a lot of enthusiasm and knowledge
about the system-wide purchase from the
locations.

» Four out of the five medical centers had been interested in
participating in the University Health Consortium LMS
initiative.

» San Diego has implemented the LMS, KnowledgePlanet,
as a pilot. Since the UCOP initiative to buy a system-wide
LMS, plans to implement UHC’s LMS are temporarily on
hold for the other 3 medical centers.

» UCD Health System uses PeopleSoft and Health Stream
for LMS and will not participate in the UHC or OP initiative.

Self Service
(ESS/MSS)

The majority of campuses report limited self
service capabilities except for AYS.

Applicant tracking, training and development

are the common functional areas utilizing self
service.

» The medical centers’ self service capabilities are generally
limited to: AYS, time and attendance, and applicant
tracking.

» UCD Health System has greater self service capabilities
due to it's PeopleSoft implementation
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UC Business Drivers for a Streamlined HRIT Architecture

Key business requirements are driving current and p lanned initiatives

Senior Management Group
Compensation Tracking
Requirements

Improved Access-to and
Integration-with Core HR
Data

Additional HR functionality
required by many
campuses

The perceived cost and
complexity of
implementing a centralized

HRIS in the UC
environment is daunting

» The Office of the President requires an immediate solution for tracking
Senior Management Group (SMG) compensation.

» Web Employee Database Update (Web EDB) solution has been
approved which provides web based access to the existing EDB
database

* A HRIS solution that is integrated near real time with the Payroll
Personnel System (PPS)

* Locations continue to define new requirements for HR functionality

» UCOP is consolidating reporting requirements for SLIS and other
initiatives

» The diversity of business and technical requirements across locations is
significant and growing

» Decentralized (location-based) initiatives are reactively being
implemented based on critical business needs
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Service Oriented Architecture (SOA)

lllustrative

SOA Sample @ “SOA”
ERP

SOA is a technology architectural approach to present business processes as reusable
services.

It orchestrates complex transactions by providing a common abstraction to a business
process; SOA decouples processes from their underlying system implementations.

The UC HRIS SOA conceptual model introduces SOA into the current UC landscape to
support the integration of data between a variety of sources, with a set of services that
enables ease of access and maintenance.

Employee Database Update Process
Business

|
> <> m < Mss Process Flow

Self Service

v

v P | APP X APP Y
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UC SOA Conceptual Model

The proposed UC SOA conceptual model intends to leverage SOA based web services to
integrate various HRIS applications and also provide functionality for the Web EDB initiative

#
+

Checks and Repaorts Application
‘ {CICS/Batch
| Processing)

WEE EDE Update /

[ES| Project) \

"

01)

0(

HRIS Applications

Other HR
Systems, e.g.,

Peoplesofl 011
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UC SOA Conceptual Model: Assessment Approach

« Data gathering and interviews with UCOP to understand the known
business drivers and scope

 Formulated considerations for UC moving to a Service Oriented
Architecture based on known UC requirements and industry leading
practices

 Conducted a fit/gap assessment of HRIS applications to assess
their ability to be integrated with the proposed UC SOA model, based
on the HR IT data request activity

e Outlined key short-term actions required for UC to fully define the
conceptual solution and planning for the future
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Leading Practice IT Assessment Framework

Our analysis was categorized across the following leading-practice IT

assessment areas.:

Business Prioritization

model in the database

SOA Assessment Framework

Business case and business priority for the application

Application and Integration Security
Platform and integration architecture for Infrastructure to authenticate, authorize

the applications and provide access to users

Universal Data Definition Data Architecture
Physical implementation of the data Data model prevalent in the application

NOTE: Applications have been assessed based on high level information only. The assessment did not

include a detailed analysis for any specific application.
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HR IT Application Fit-Gap Assessment Process

We conducted a fit/gap assessment of HRIS applications to assess their ability
to be integrated with the SOA architecture using the SOA analysis framework

Weighted each of the applications
against SOA framework criteria to
determine the level of "fit" for SOA

integration

Grouped the level of fit
across 4 levels (Levels
0-3, see next page for

Classified the business priority of

each application, (high, med, low)

and identified those that currently

Business Prioritization [+]
SEMS

R R Benefits Counseling Database
App“catlon Hyperion (Data Warehouse)

and Security Informatica (Data Warehouse)
|ntegration Job Machine

Kronos
Universal Data Data
Definition Architecture PAWE
PTRWeb

description) interface with PPS
V'
Application Location HR Processes Served Application Criterion 1: Criterion 2: Criterion 3: Criterion 4: Overall Business Current
Type Application & Data Universal Data Security Technical Fit Prioritization | | Interface with
Integration Architecture Definition (Criterion 1-4) PPS
[] [+] [+ Architecture [~ v v v [7] [
UCR AAIEEQ, Applicant Tracking/Recruitment Management ASP Net 3 2 2 2 225 C {low) No
Grievance Database UCR Grigvance Tracking ASP Net 3 2 2 2 225 C {low) No
UCR Benefts ASP Net 3 2 2 2 225 C {low) Mo
ucs Data Repository Web-based 2 2 2 2 2.00 B (medium) Inbound Yes
uce Data Repository Web-based 2 2 2 2 200 B (medium) Inhound Yes
uco Applicant Tracking/ Recrutment Management, AAEEQ, JPEE 2 2 2 2 200 B (medium) Inbaund Yes
Manager Self Service
UCDHC, UcB Time and Aftendance Package 2 2 2 2 2.00 B (medium) UCB Outbound
Yes
DMC No
UChlerced Applicant Tracking/ g J2EE 2 2 2 2 2.00 B (medium) Mo
UCNerced Time and Attendance, Employes Self Service J2EE 2 2 2 2 200 B (medium) No
HR Portal UCNerced Employee Self Service J2EE 2 2 2 2 200 B (medium) No
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HR Application Fit-Gap Analysis

Level 3

Level 2

Level 1

Level O

0

12

92

49

e Currently SOA-ready

Applications that
require medium /
small degree of
system change to
integrate with SOA
environment

Applications that
require high degree
of system change to
adapt to SOA
environment

Applications cannot
be integrated with
SOA environment
without being re-
architected

Copyright © 2006 Deloitte Development LLC. All rights reserved.

N-tier SOA
compliant apps

J2EE
.Net based
ERP

Client/server
applications

Batch interfaces
Mainframe
based
applications

Applications
include Foxpro,
MS Excel, MS
Access

Level S Status FIERDIHTHEEES UC Implications
Apps Characteristics

» UC should use SOA as an architectural criteria for future
package evaluations

J2EE or .Net based application will be able to migrate to web
services integration by using native XML API calls

Additional application development may be required for J2EE /
.Net applications and PeopleSoft if they are currently enabled
for SOA

ERP applications will require Enterprise Integration Points or
custom adapters for web services integration

Some mainframe code (e.g. in PPS) can be reused to model
and implement SOA-based web services

Client/server applications will require development of custom
adapters to exchange real time information

There are a high number of batch interfaces that do not
naturally lend themselves to a service oriented architecture

Integration with mainframe application may require specific
software products. For example, CICS Transaction Gateway
can enable SOA for mainframe applications and it can be
integrated with IBM WebSphere using Java Connector
Architecture (JCA 1.5)

These applications might continue to exist as client-only
applications in the near future

These will not be able to support SOA-based integration unless
they are ported / rewritten to a new platform
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Placeholder for application spreadsheet pages

Placeholder for the fit-gap spreadsheets (both sort  s)
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UC SOA Conceptual Model: Our Understanding

UC is considering a range of options for integratin g HR applications across a
heterogeneous environment. The SOA model is of par ticular interest given
the diverse needs and complexity across UC location S.

 The SOA model contemplates reusing existing COBOL code from legacy
applications by implementing a web services “wrapper” around it.

* The objective is for core HR applications across the UC environment to use
these services.

» Standard data definition will be critical to consume web services

» Selected applications will require additional system development (e.g.,
adapters, XML parsers, etc.) to consume these services

» Applications will need to be prioritized based on business need (core data,
compliance requirements, etc.)

* The ease of integration in UC’s environment will be easier for the newer J2EE,
.Net based applications than for the mainframe and client/server applications

« Existing security infrastructure like RACF tokens and Shibboleth will be reused
as much as possible
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UC Conceptual Model: Our Feedback

Based on our industry knowledge, SOA-based web serv  ices are currently in
the ‘early adoption’ stage:

— Since SOA provides an open architecture for applications integration, companies are
iImplementing SOA strategically to safeguard existing and future technology
investments

— Other companies have started down this path successfully when supported by:
» Strategic business drivers
» Clearly defined requirements
 Significant IT investment
» Combination of in-house functional / technical knowledge and vendor assistance

UC’s move towards this architecture platform will:

— be a strategic move towards standard, robust, scalable and secure IT architecture
— require upfront IT investment to develop and deploy SOA web services

— require additional investment to integrate each HR application with SOA web services
depending on the application and integration architecture of the application in question

— require strong collaboration between campuses for SOA web services and data
standardization
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UC Conceptual Model: Considerations

In consideration of the larger SOA strategy:

Be careful not to “solution” before requirements are clearly defined:

» Detailed business and functional requirements have not been defined that
would provide a baseline to create a sound solution strategy

« Documentation around business pain-points is still at a very high-level

* Business requirements are not yet documented sufficiently to define what the
integration solution should be

The Solution strategy should be supported by some | evel of cost-benefit
analysis:

* The costs for creating and deploying SOA-based web services will need to be
estimated and justified

« Communication and collaboration with business stakeholders will be required
before the solution strategy is finalized
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UC Conceptual Model: Further Analysis

Based on our limited assessment, it is too early to validate whether SOA is the best
solution for UC to integrate the various HRIS systems. Formulation of a sound
solution requires additional steps:

1.Requirements Analysis
— A business case that is based on high level business requirements and business need

— Detailed business requirements across campuses that include specifics about each of their
integration needs

— Functional requirements that detail prioritized functionality required by locations for integration
— Validated applications that support prioritized functionality requirements

— Technical requirements that include integration requirements for the prioritized HR applications
— Detailed security requirements including authentication and authorization

2.Solution Definition
— Analyze requirements

— Determine solution strategy: Due diligence will have to be performed to analyze all solution options
to <I:o(;ne up with a solution strategy that would best fit requirements. The solution strategy may
include:

* a hybrid solution strategy that consists of composite solutions that address all requirements
* single solution that fits all requirements
— Create LOE (Level of Effort) worksheets for solution implementation

3.Stakeholder buy-in and approval for implementation

4.Create a roadmap for the implementation
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Interview List

Campus Interviewees Date of Interviews

UC Berkeley Shel Waggoner, Jeannine Raymond August 28, 2006
Peter Yellowlees, Dennis Shimek, Irene Hogan Thompson, Michelle

UC Davis Platten, Dave Shelby, Stan Nosek, Kelly Crabtree, Connie Melandy, August 21, 2006
Kathleen Moore

UC Irvine Mark Askren, Ann Finan, Ying Kussman, Carmen Roode, Evelyn August 24, 2006

Massari

UC Los Angeles

Don Worth, Lubbe Levin, Sue Abeles, Mitch Ogi, Judith Freed, Jean
Harrison

August 25, 2006

Rich Kogut, John Daly, Janice Patten, John White, Monir Ahmed,

e hiErERe Emily Bustos, Sarah Hansard August 11, 2006

UC Riverside Chu'ck Rowley, Ashley Panthera, Josie LaRochelle, David Gracey, August 31, 2006
Marilyn Voce

UC San Diego Elazar Haral, Rogers Davis, Ron Black, Rick Espinosa, Perl August 23, 2006

Trinidad, Lori Barry, Tina Waldrop, Bob Merryman, Tom Leet

UC San Francisco

Mike Tyburski

September 13, 2006

UC Santa Barbara

Arlene Allen, Cynthia Cronk, Carol Houchins

August 16, 2006

UC Santa Cruz

Pat LeCuyer, Willeen McQuitta, Celena Allison, Julie Putnam, Nancy
Jacobs

August 21, 2006
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Interview List (continued)

Medical Center Interviewees Date of Interviews

Guy Koppel, Gloria Alvarado, Maryanne Keena,

SAE DR RIEEL SR Gary Jellis, David Harry

August 15, 2006

Joy Grosser, Pat Thatcher, Cerena Aberg, Dave

L e [leeleel Cemtsr Koeblitz, Michael Jacobs, Kim Greevy

August 14, 2006

UC Los Angeles Medical Center Kety Duron, Maria Lagraria August 24, 2006
UC San Diego Medical Center Ed Babakanian, Ann Skinner, Rick Cross August 25, 2006
UC San Francisco Medical Center Larry Lotenero, David Odato August 30, 2006

Laboratories Interviewees Date of Interview

Lawrence Berkeley National Lab Diana Brown, Cynthia Coolahan, Daisy Guerrero August 16, 2006

UCOP Interviewees Date of Interviews
UCOP- HR Rosemary Monroe August 21, 2006
UCOP - ISS Mike Baptista August 21, 2006
UCOP — HRB Compensation Christopher Simon, Ken Robin September 5, 2006
UCOP - Risk Management Grace Crickette September 5, 2006
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Location: UC Berkeley

N

Top IT Requests from HR Major HR IT Initiatives Planned R
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HR Functional Application Inventory

Interactive
Course
Enrollment

Legend: [l Commercialapps [l Bestinclass  [] Apps with MS office  [] Custom applications

/ Current Issues with Applications \
01! $234* & & 19 &) )
9 # o # <6
5=>9
5 * 2 6 # & # & 9 ? 7
9 5 # # & 19
& & ( &7 19 # 7
9 # + 9 # & 6
# o+ 6 & 7, 6
) $ ( D $ # # & 9 ) 7
6 ) 6 # # 6 6 #
\6 $ * [ 6 9 / 6 &# 3 J

Copyright © 2006 Deloitte Development LLC. All rights reserved. Draft — Confidential Not for Distribution 50



Location: UC Davis

4 Top IT Requests from HR N ([ Major HR IT Initiatives Planned h
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HR Functional Application Inventory

Applicant | Benefits Certificatio| Compenszat| Data Grievance |HRIPerson|Leave Payroll Performan | Position Salary & Salary & Time & Training & | Workers
Trackingf/H | Mgmt nk ion Mgmt |Repository | Tracking nel Mgmt | Accrual Mgmt ce Mgmt Control Jobcode Merit Attendance | Dev Comp
ecruiting Licenses Mgmt Mgmt History
Mg mt
ATS, Job Machlne AYS, IPC LI, MedComp ELR, SaaD, LagoFF FF3, Salary L&S Time
UCD Machine TETS ASap S0OPs Salary Scale SHEFP Tracking PPS, TETS Siales TETS Feparting S0PS
Legend: [l Commercialapps [l Bestinclass  [] Apps with MS office  [] Custom applications
" Current Issues with Applications N\
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Location: UC Irvine

Top IT Requests from HR

1) Streamlined approvals and workflow processes
2) Form automation

3) Adhoc reporting

4) Increased validation of processes.

)

4 Major HR IT Initiatives Planned

1) Automated employment agreement/contract lifecycle
management
2) Online leave management

3) Enhanced online time reporting for temporary
employees.

\4) Integration of existing HR applications

HR Functional Application Inventory

Applicant | Benefits Certificatio| Compensat| Data Grievance |HRIPerson
Tracking/R | Mgmt nk ion Mgmt |Repository | Tracking |nel Mgmt
ecruiting Licenses
Mqgmt

|

Salary

Leave
Accrual
Mgmt

Payroll Performan | Position Salany & Salany &
Mgmt c¢e Mgmt | Control Jobcode Merit
Mgmt History

Time & Training & |Workers
Attendance | Dev Comp
.

Package,
PPE, Caze Data JobDeze Lib,
M Management, warehouze, Job Title & FFS, Online
Rt Calc TED FaztClass +1E apps Accezs OB FFS FFS FFS PayPlan, FPS FFS Timesheet
Legend: . Commercial apps . Best in class |:| Apps with MS office |:| Custom applications
4 Current Issues with Applications (Selected)
* 9) 1 # (9
n ( * # 9
(2-.9 !
- % ) * 2 *21 !
# 9 7 9 +
[ 5)/* 1 & # 9 5 ? 77
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* . & 9 9 & 9
7 # 9 7 + 7
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\
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Location: UC Los Angeles

Top IT Requests from HR

1) Human Resource Information System

2) Performance Management System

3) Classification Analysis System.

4) History data for salary actions and promotions

N
Major HR IT Initiatives Planned (Selected)

Enhance PPS edits and data gathering for HR fields, continuing with separate best-of-
breed transaction systems, and integrating the user interface through a portal and
combining the data in the CDW and building out reports with a Managed Reporting
Environment (COGNOS). To enact this strategy, the following initiatives are planned:

1) CHR Data Mart/Data Warehouse
2) Learning Management System

5) Time Management
6) e-Learning Modules (Macromedia Breeze)

J

3) E-Learning Solution
4) Performance Management

7) Java version of BruinBuy purchasing system

J

HR Functional Application Inventory

Applicant | Benefits Certificatio | Compensat| Data Grievance |HRiIFPerson|Leave Payroll Performan |Position | Salarg & Salary & Time & Training & |Workers
Trackingl!R | Mgmt nik ion Mgmt |Repository | Tracking |nel Mgmt | Accrual Mgmt ce Mgmt | Control Jobcode | Merit Attendance | Dev Comp
ecruiting Licenses Mgmt Mgmt History
Mgmt
. FFE, &5, FFS, Layaff, FFS,
Admin EAP, Leawe Tranzfer Trackind,
Payment, Title & Pay FFs, Tracking, PFS, Leave Peaple
Legata Flan Parseus &eeezz OB Perzeus Fayment RS &dmin
Legend: [l Commercialapps [l Bestinclass  [] Apps with MS office  [] Custom applications
4 Current Issues with and Benefits of Applications (Selected) )
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Location: UC Merced

HR Functional Application Inventory

Certificatio
nk
Licenses

Benefits Performan | Position

Payroll

Training &
Attendance| Dey

N : o
( Top IT Requests from HR 4 Major HR IT Initiatives Planned h
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Legend: [l Commercialapps [l Bestinclass  [] Apps with MS office  [] Custom applications
4 Current Issues with Applications )
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Location: UC Riverside

~ N\ . ..
Top IT Requests from HR 4 Major HR IT Initiatives Planned h
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HR Functional Application Inventory

Applicant |Benefits | Certificatio| Compensat|Data Grievance |HRIPerson|Leave Payroll Performan |Position |[Salarg&  |Salargkd | Time & Training & |Workers
Tracking/R | Mgmt nk ion Mgmt |Repository | Tracking [ mel Mgmt | Accrual Magmt ce Mgmt | Control Jobcode | Merit Attendance | Dey Comp
ecruiting Licenzes Mamt Magmt Hiztory
Mgmt
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Eenefits Academic Fayrall Academic Academic
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UCR SEMS SEMS, JOBS OB HCFOB  eFile System JOT Library — Databaze PFS System FFS PPS,JOT  Syztem, PPS Enrollment

Legend: . Commercial apps . Best in class |:| Apps with MS office |:| Custom applications
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Location: UC San Diego

-

Top IT Requests from HR
@3 9 5
83,
<3 ™ * 2|
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# m 3
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4 Major HR IT Initiatives Planned

1) Implement Base UCOP Leave Accrual
system

2) Replace Resumix
3) Single sign-on for Enrollment Central
4) Self-service on On-line time entry

J

-

HR Functional Application Inventory

Applicant | Benefits Certificatio| Compensat | Data Grievance |HR{/Person|Leave
Tracking/R | Mgmt nk ion Mgmt |Repository | Tracking nel Mgmt | Accrual
ecruiting Licenses Mgmit

Employee
O, Leave Leave
A A, Online Accrual,
Fie: Emplayee Time, Title & LR Caze Mgt Employee
UcCso WF Reporting SN AYS O, JOS FayPlan, Sy= Dw

Fagroll Performan | Position Salamy & Salary &
Mgmt ce Mgmt Control Jobeode Merit
Mgmt History

Training
Server,
Enroliment
Title i Employee Central, Trg
FayPlan, JOS, O, Online Mgt System,
Employes Dw Time Entry  Employes D

Time & Training & |Workers
Attendance | Dev Comp

Legend: [l Commercialapps [l Bestinclass  [] Apps with MS office  [] Custom applications
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Location: UC San Francisco

(" Top IT Requests from HR
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HR Functional Application Inventory
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Location: UC Santa Barbara

Major HR IT Initiatives Planned
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HR Functional Application Inventory

Applicant |Benefits | Certificatio| Compensat|Data Grievance |HRI!Person|Leave
Tracking/R | Mgmt nk ion Mgmt |Repository | Tracking |nel Mgmt | Acerual
ecruiting Licenses Mgmt
Mgmt

hly - A4S, HRE HF Media HF Media FPS FP3

Legend: . Commercial apps . Best in class

|:| Apps with MS office

Payroll Performan |Position | 5alary & Salary &
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Location: UC Santa Cruz

4 Top IT Requests from HR
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Location: UC Davis Health System

( Top IT Requests from HR N Major HR IT Initiatives Planned
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Location: UC Irvine Medical Center

e ™\ : .
Top IT Requests from HR ( Major HR IT Initiatives Planned
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Location: UC Los Angeles Medical Center
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Location: UC San Diego Medical Center
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Location: UC San Francisco Medical Center
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Location: Lawrence Berkeley National Laboratory
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Location: UCOP - HR
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HR Functionality Assessment Descriptions

HR Process Functionality Description

AA/EEO Tracking

The process of maintaining, tracking and reporting information related to diversity and fair treatment of employees.

Applicant Tracking

The process of managing the lifecycle of a candidate from applying to a vacancy to hiring. This process would include resume tracking and
screening, candidate matching, interview scheduling, offer management and pre-employment screening.

Benefits Management

The process of administering health and welfare and retirement benefits.

Certification and Licenses

Position and Salary level based certification and licenses including renewal and continuing professional education (CPE) requirements and
achievement

Compensation Management

The process of designing and administering compensation structures including periodic reviews of compensation, bonuses and other forms of
monetary compensation. Also includes storing information of salary surveys.

Data Repository

Any system that is used for storage or archival of information in the form of paper, microfiche, electronic media or database.

Employee Self-Service

Systems that enable employee initiated personnel actions e.g. portals.

Grievance Tracking

The process of recording and addressing grievances and producing reports.

HR/Personnel Management

The process of managing the employee life cycle from hiring to retiring. This process also serves as the ultimate system of record for employee data
and policies and procedures.

Leave Accrual Management

The management of leave programs and plans, the tracking of employee eligibility and balances

Management Self-Service

System that allow managers to perform personnel actions that affect their reportees.

Payroll Management

All activities associated with producing and delivering a timely and accurate paycheck beginning with collecting the W-4 form to issuing a W-2. Also
includes posting payroll data into the general ledger and making periodic regulatory and governmental filings as per applicable laws.

Performance Management

The process of setting individual and group performance goals including annual executive incentive plans if any and tracking progress against them.

Position Control Management

Position Control includes the establishment, review, control, maintenance and reporting of the annual allocation for positions. It represents those
activities which are necessary to ensure compliance with State and University manpower controls and budget allocations.

Salary & Job Code

The process of creating job descriptions, roles and responsibilities and the associated salary levels for the positions.

Salary & Merit History

The process of recording salary progression histories.

Time & Attendance

The creation of individual and group work schedules, shift and overtime rules and tracking of employee's time worked and leave taken against the
rules. Includes administration of differential pay based on FLSA and other applicable legal provisions.

Training and Development

Administration of the training function including creating approved vendors, a catalog of courses (both internal and external), individual development
plans and enroliment of into courses for both employees and non-employees, delivery of courses through classroom, computer or web-based
training and recording progress of training. Includes approving payment to vendors to be processed through the accounts payable function.

Workers' Compensation

Management of benefits provided to employees under California Labor Code Section 3700. There are five basic types of workers' compensation
benefits - medical care, temporary disability benefits, permanent disability benefits, vocational rehabilitation services, and death benefits.
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Acronyms and Abbreviations Used in this Document

Term Description Term Description

APDW Academic Personal Data Warehouse LETS Lab Electronic Time Recording System

API Automatic Peripherals Inc time & attendance system OASIS Entry point into PPS & financial systems hosted at UCLA
ASAP EAP tracking system PAWS Personnel Application & Web-based Management System
ATS Applicant Tracking System PDB Personnel Database Version

Biobib Bio and Bibliography tracking application for faculty PTR Payroll Time Reporting

CART Classification Actions Tracking RFS Resident and Clinical Fellow Appointment System

CCD Consulting & Compensation Database SAAD Staff Affirmative Action Case Tracking

DCTS Discrimination Complaints Tracking System SDPS Staff Development & Professional Services

Div Data HRIS application serving academic personnel at UCSC SEMS Applicant Tracking System

DTS Disability Management Tracking System SHEP Sexual Harassment case tracking

EDW Employee Data Warehouse SLCG Senior Leadership Compensation Group

ELR Grievance Tracking SOA Service Oriented Architecture

ETA Enterprise Time & Attendance SOAP Simple Object Access Protocol

EWDTS Employment Waiver Database Tracking System T&O Training & Orientation

HBS Huntington Business Systems for time & attendance TED Training & Employee Development system by Meridian KSI
HRB Human Resource Benefits system TEP Temporary Employment Program

HRDR Human Resource Data Repository TETS Temporary Employment Tracking System

HRS Legacy multi-function application serving as HRIS core THANKS Tracks employee recognition

HURS Human Resource System UDDI Universal Description, Discovery and Integration

IPC Insurance Premium Calculation (Medcomp) ul Unemployment Insurance

J2EE Java 2 Enterprise Edition WF Reporting Workforce Reporting

JDL Job Description Library WPS In house time management application for employees
JDS Job Description System WSDL Web Services Definition Language

JDT Job Description Toolbox WW Reward Watson Wyatt Reward

JOBS Employment Application System XML eXtensible Markup Language
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