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“This is a very impressive study that documents how racial/
ethnic disparities in wages and conditions of employment are
perpetuated. The findings imply that both implicit bias and
structural issues are at the root of these disparities.”
— James Stewart,
		 Professor Emeritus of Labor and Employment 		
Relations at Penn State University

Introduction and Summary
In April 2018, AFSCME Local 3299 released a report—“Pioneering Inequality: Race, Gender, and Income Disparities
at the University of California”—analyzing demographic data on the University of California’s workforce.1 It featured
a case study of UC’s lowest-paid and most diverse employee segment* that revealed a racial and gender dimension
to the widening gap between the highest- and lowest-paid workers. The report also examined the decline of Black
workers within this workforce and related outsourcing practices. The analysis identified the need for a “future study
of patterns of retention and promotion among different demographic groups.”2 This current research brief looks
at just that, supplementing the previous findings by incorporating UC data related to employment separations,
promotions and other transfers.
An examination of how service and patient care workers leave their jobs, or achieve upward mobility, uncovers
additional patterns of racial and gender hierarchy, raising new questions about inequities in UC’s employment
practices.3 These findings also reveal potential contributing causes of previously identified disparities, and provide
valuable context for the disappearance of Black workers within this workforce. Given UC’s size and reach as
California’s third-largest employer, growing income inequality and disparate treatment within its ranks have an
outsized impact on the broader state economy.
This analysis is based on UC service and patient care workforce data that provides information on demographics,
movement between UC jobs, and the reasons for workers’ departure from UC employment. To examine and
compare patterns of career advancement, we tracked career employees in frontline service and patient care jobs
employed in the month of October starting in 2013 through 2017. Service and patient care job titles constitute a
workforce segment represented by AFSCME Local 3299. In total, we tracked 25,000 unique employees, more than
3,000 transfers between titles within this workforce segment, and more than 5,000 voluntary and involuntary job
separations.
Key findings of this analysis include:
•

Black workers leave their jobs involuntarily, for reasons such as layoffs or dismissals, at a high rate—nearly
double that of white men, and more than double the rate for Asian/Pacific Islander (API) women.4

•

White men are, by far, the most likely to leave their jobs voluntarily, which suggests higher labor market
mobility.

*
AFSCME-represented employees work in service and patient care jobs throughout the UC system. They include custodians and groundskeepers, nurse’s aides, unit secretaries, respiratory therapists, X-ray technicians, and workers who clean patient rooms. Together, these employees
are the lowest-paid and most diverse segment of the University workforce.
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•

Low rates of voluntary job separations for other demographic groups suggest reduced labor market mobility,
and underscores the importance of public sector jobs for workers of color, especially Black workers.

•

When UC service workers are promoted or transferred within the service/patient care workforce, there are
distinct racial and gender patterns in the impact of those job changes on workers’ pay. Not only do white and
male employees earn more on average than all other groups, the average pay increase following a promotion or
transfer is higher in both relative and absolute terms. White men receive more than double the average salary
increase of Black women—the equivalent of $2,014 more per year.

•

For UC patient care workers, white and API workers who changed job titles within the service/patient care
workforce experience higher wage increases on average compared to Black or Latino/a workers. The average
pay increase of an API man who changed titles is nearly twice that of a Black woman—a difference of $3,071
annually.

A consortium of researchers aiming to explain the science behind social bias synthesized over two hundred studies
to conclude that, “Implicitly biased behavior is best detected by using data to determine whether patterns of
behavior are leading to racially disparate outcomes.”5 While our previous report found racial and gender income
disparities reflected in job title segregation, these new findings point to the challenges facing workers—especially
Black men and women employed directly by the University—who hope to overcome these disparities and advance
their careers, or to simply hold on to their jobs.

UC offers promising careers for whites and
some APIs while Black and Latina/o workers
see limited chances for career advancement
and less job security.

Ultimately, this research brief, considered together
with the previous report’s findings, suggests that
UC offers promising careers for whites and some
APIs, while Black and Latina/o workers see limited
chances for career advancement and less job
security. Meaningful career development for many
Black and Latina/o workers remains elusive at the
University of California.

The first part of this brief looks at racial and
gender patterns associated with involuntary and voluntary separations from the University of California for both
service and patient care workers. The second half analyzes racial and gender disparities in pay among those who
were promoted or took new jobs within the University.
This analysis calls on the University of California to genuinely consider reforms to promote social equity within
its workforce. UC officials should conduct a thorough review of how racial bias may be affecting employment
outcomes in order to create tailored interventions that safeguard against implicit and explicit discrimination.7 UC
should do more to establish meaningful career ladders and support career development for UC’s most racially
diverse workforce segments. A list of concrete policy reforms is detailed in our preceding report.8

INVOLUNTARY AND VOLUNTARY SEPARATIONS FOR UC SERVICE AND
PATIENT CARE WORKERS
Black Workers Lose Their Jobs Much More Often Than Any Other Demographic Group
In our analysis, we tracked approximately 25,000 patient care and service workers from 2013-2017. We looked
at the demographics for workers who left their jobs involuntarily, such as those who were dismissed from their
positions, laid off, or let go before the end of their probationary period.9
Our findings show Black men and women lose their jobs at much higher rates than any other demographic group.
Among the 3,000 Black workers tracked over the four-year period, over five percent lost their jobs. Latinos and
Latinas were the next most likely to lose their jobs, while whites and APIs were the least likely to do so. Black men
and women lose their jobs at a rate nearly double that of white men, and more than double that of API women.
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Figure 1. Involuntary Separations by Race and Gender for UC Service and Patient Care Workers, 2013-2017
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Studies on employer bias may help explain these trends. Black workers and other workers of color may face an
automatic association of negative stereotypes or attitudes about their group.10 A National Bureau of Economic
Research paper examined how Black workers receive extra scrutiny, leading to worse reviews, lower pay, and more
frequent job loss irrespective of actual performance. They consequently face longer periods of unemployment,
which reinforces and re-initiates this negative cycle.11

Black men and women
lose their jobs at UC at a
rate nearly double that of
white men.

Researchers have also studied racial patterns related to layoffs. A paper
by the Local and Regional Government Alliance on Race & Equity found
that the public sector jobs in which people of color are most likely to be
employed are often the first to be cut during an economic downturn.12 This
underscores a lack of labor mobility for people of color.
UC Berkeley Researcher Dr. Stephen Pitts notes that, “The public sector is
the single most important source of employment” for Black communities.13
One in five Black adults works in the public sector.14

Given this context, the higher involuntary job separation rate for Black workers compared with all other
demographic groups—particularly in light of their precipitous decline as a proportion of UC’s service and patient
care workforce—is especially significant.
White Workers Leave Their Jobs Voluntarily at the Highest Rates
To obtain a complete picture of racial and gender patterns in employment, we also analyzed voluntary job
separations. These separations are predominantly resignations for non-health reasons, which may include taking
another job or attending school.15
Between 2013 and 2017, white career workers in patient care and service titles voluntarily left their jobs more
often than any other demographic group. These separations included 9 percent of all white men and 8.5 percent
of white women. The voluntary departure rate of white workers varies substantially from all other demographic
groups—50 percent higher than API, Latina/o or Black workers. These patterns present a stark contrast to the rates
of involuntary employment separations.
Limitations on Career Advancement for Black and Latina/Latino Workers at the University of California
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Figure 2. Voluntary Separations by Race and Gender for UC Service and Patient Care Workers, 2013-2017
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The higher voluntary job separation rate of both white men and women suggests a greater confidence in their
ability to secure higher-paying work elsewhere.16 The link between race, gender, and economic mobility continues
to be an important area of study,17 as many researchers have noted that “race continues to be a major predictor of
success and life chances.”18
While one could potentially interpret low voluntary separation rates as signifying employee satisfaction, results
from UC’s 2017 systemwide Employee Engagement Survey suggest otherwise.19 This survey asked UC employees
for their views on a range of topics, such as their interactions with management and career development. Under the
category of “Diversity & Inclusion,” it asks whether they believe management supports equal opportunity and treats
employees with dignity and respect regardless of differences in position or background.§ Of the 10,539 survey
respondents, women and Black employees were more likely to disagree with this assertion compared to other
demographic groups.20
Similarly, UC San Francisco (UCSF) Health sponsored a Gallup survey of its staff and found that Black and Latina/o
workers were much less engaged than white and API workers.21 During a town hall with employees to discuss the
survey results, UCSF Health CEO Mark Laret remarked, “What was most disturbing to me, and I speak on behalf of
Chancellor Hawgood and the leadership of UCSF, was seeing the disparities in engagement across racial and ethnic
lines.”22
The contrast between voluntary and involuntary job separations puts into focus the racial and gender dynamics
of labor market mobility, and further highlights the important role large employers like the UC can play to ensure
equitable treatment of underrepresented groups by implementing policies and programs to attract and retain them.
These results suggest UC is falling short of this standard.

UC asked survey participants to agree or disagree with these statements: “I feel that management at my campus/location supports equal
opportunity for all employees, of all differences, including, but not limited to, age, gender identity, ethnicity and disability status” and “Employees
at my campus/location are treated with dignity and respect, regardless of their position or background.”

†
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Workers of Color Are Losing Their Jobs in Titles UC Outsources to Private Contractors
For service workers, over 71 percent of Black employees who lost their jobs held custodial or food service job titles.
These are two of the largest job categories that the University of California outsources to private contractors in
terms of UC dollars spent. According to the most recent available data, UC spent over $54.3 million a year on 99
distinct contracts with private companies that supply UC with custodial and food service workers.23 In a recent
five-year period, UC spent nearly $71 million outsourcing this work to just two companies, ABM and Sodexo.24
Recent employment data for a UCSF medical facility shows that as many as one in four jobs that would otherwise
be performed by career Medical Center Custodians were instead outsourced to low-wage contractors.25
For patient care workers, the highest
concentration of Black workers who lost their
“What was most disturbing to me, and I speak on
jobs in non-clinical titles were Hospital Assistants.
behalf of Chancellor Hawgood and the leadership
According to detailed contractor data available
for UCSF,26 Hospital Assistant was also among
of UCSF, was seeing the disparities in engagement
the two titles most likely to be outsourced to
across racial and ethnic lines.”
low-wage private companies. The single most
outsourced non-clinical title at UCSF was Patient
— UCSF Health CEO Mark Laret,
Support Assistant (PSA), a job performed by a
		 September 2018
workforce that is 96 percent non-white. Over
approximately a two-year period through 2016,
UCSF outsourced the equivalent of work that
could have been performed by 62 full-time UC PSAs. Overall, as many as one in six jobs that would otherwise
be assigned to UCSF patient care workers were instead outsourced to contractors.27 The visibility of low-paid
contractors working side-by-side with direct UC employees creates a fear that these jobs are not secure.

RACIAL AND GENDER DISPARITIES ASSOCIATED WITH JOB MOBILITY
AND PAY
The Economic Benefits of Job Mobility are Lower for Black and
Latina/o Workers, Especially Women
While the “Pioneering Inequality” study identified racial and
gender disparities in service and patient care worker pay, this
supplemental report looks at whether these patterns also exist
in the level of pay increases workers receive after changing into
a different service or patient care position.28 29
Between 2013 and 2017, the average pay increase for those
changing job titles was lowest—in both relative and absolute
terms—for Black and Latina/o workers. In contrast, white
workers experienced the highest pay increases. This holds true
for white workers in both service and patient care titles.
White men who moved between UC frontline patient care and
service jobs experienced an average pay increase of 9 percent
more than workers who did not change titles. For Black and
Latina/o employees, the economic benefits of changing jobs
were substantially less. On average, Latina/o workers received a
boost of 7 percent; Black men received a 7.4 percent bump; and
Black women just 6.3 percent.
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Figure 3. Average Salary Increases for Service Workers Promoted or Transferred into Another Service or Patient
Care Job Title, 2013-2017
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Figure 4. Average Salary Increases for Patient Care Workers Promoted or Transferred into Another Service or
Patient Care Job Title, 2013-2017
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The lower starting pay of workers of color compounds the effect of lower pay growth from movement between
jobs. For patient care workers, the average starting salary of white men who transferred was 20 percent more
before the transfer than that of Black women; 19 percent more than Latinas; 18 percent more than Black men; and
15 percent more than Latinos. Amongst service workers, while the differentiation between starting wages is lower,
the difference in pay due to a promotion or other job change is more substantial.30 Racial and gender differences in
pay growth further exacerbate existing wage inequality.
Among service workers, a white man who moves into another typically higher-paid service or patient care position
sees an average increase of $3,757 in his annual salary. In contrast, when Latina and Black women change jobs in
the service/patient care workforce segment, the increase they receive is, on average, less than half of this amount—
just $1,757 and $1,743, respectively—or $2,000 less than white men. Black men gain just $2,656 and Latinos gain
$2,356—or $1,101 and $1,401 less than white men.
For patient care workers, similar trends emerge. On average, a promotion or transfer will boost a white man’s
annual salary by a little over $6,000. In contrast, when a Black woman secures a promotion, her salary increases
by just $3,500 per year on average. Latina, Black men and Latino workers gain $4,100, $4,400, and $4,800 from
promotions, respectively. In other words, compared to white men, Black women on average receive $2,500 less per
year; Latinas $1,900 less; Black men, $1,600 less; and Latinos $1,200 less.
Ultimately, these findings suggest Black and Latina/o workers do not benefit from the same advancement
opportunities afforded to other groups. Not only are Black and Latina/o workers concentrated in lower-paying
titles, as revealed in the “Pioneering Inequality” report, they also have fewer opportunities to move into positions
that advance meaningful career development.

CONCLUSION
The previous “Pioneering Inequality” study identified
significant job title segregation by race and gender
amongst the University of California’s service and
patient care workers, the University’s most diverse
workforce segment. The new supplemental research
in this brief reveals alarming disparities in career
advancement opportunities for this same workforce.
As a result, workers who are concentrated in lowerpaying titles face significant barriers to overcoming
their relative position within the UC workforce. This
is particularly significant for Black men and women
who are also losing their jobs at much higher rates
than other demographic groups.

Workers who are concentrated in lowerpaying titles face significant barriers to
overcoming their relative position within
the UC workforce. This is particularly
significant for Black men and women who
are also losing their jobs at much higher
rates than other demographic groups.

Ultimately, these findings suggest that the UC provides promising careers for white workers and some API workers,
but only dead-end jobs for many Latina/o and Black workers. The absence of meaningful career development for
Latina/os and Blacks likely exacerbates the growing income gap at the University of California.
Whether these racial and gender disparities are the result of implicit or explicit bias, or are more structural in
nature, UC should consider well-defined and transparent career ladders for AFSCME-represented occupations.
Additional policy reforms are also listed in the “Pioneering Inequality” report.31
If the University of California is to serve as a vehicle for social mobility for underrepresented groups, it is imperative
that UC officials consider these recommendations in order to tackle the pervasive employment and income
disparities experienced by its workers of color.
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