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The reviewen also inferviewed former UOP employees off siie as well as additonsl cuent employess who
do nol want e identibes revealed for fear of losing their joba.
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L INTRODUCTION

Section 487(a)(20) of Title IV of the Higher Education Act of 1985, as amended (HEA), 20
U.5.C. §1094(a)(20), prohitxts the payment of any commission, bonusor other incentive
payment based directly or indirectly on success In securing envoliments.

2 BACKGROUND
21 Entity

The University of Phoenix (UOP) was established In 1878 by John Speriing lo provide higher
education 10 working aduits. In 1981, Mr. Speriing Incocporated Apoflo Group, Inc. (Apolio), now
the pearent corporation of The University of Phoenbe, Inc. Apolio Group, Inc. operates through lts
subsidiaries, The University of Phoenix; institute for Professional Development; The College for
Finandial Ptanning Institute Corporation; and Westem fmémational University, Inc. As of August
31, 2002, UOP operated at 176 locations in 37 states, Puerlo Rico and Canada. In iis 2002
Annual Report, Apo!oboashdﬂxathwashlageslprhahpmﬁderofhlghered&mﬁmhﬁw
United States. id.

in the earty 1990s, UOP issued an Initial public offering (tPO). Its debut on the public stock
market yiekied an infusion of over $34 million in December 1994, and Apolio doubling its total
enroliments between 1998 and 2002. its growth fueled its stock price, resulting in a share of
stock — priced at $0.72 at its instial public offenng (adjusted for stock splits) — selfing at $63.368
by the dose of its 2003 fiscal year, August 31, 2003.

in October 2000, ApoRa issued another class of stock to track the econormic performance of its
online division. University of Phoenix Online (UOPX). UOPX stock Initially seling at $56.98 per
share, sold for $64.50 per share as of the close of the 2003 fiscal year.

2.2 Programs

UOP offers degree programs and refated aresas of speciallzation, induding Assoclate of Arts in
General Studies, Bachelor of Science in Business, Bachelor of Sdence in Criminal Justice
Administration, Bachelor of Science in Human Services, Bachelor of Science in Health Care
Senvices and Bachelor of Science in Information Technology. UOP also offers Master of Arts in
Education, Organizational Management, Business Administration, Counseling and Nursing. it
aisg offers continuing education for teachers, custom training for corporations and various
certificate programs.

fn 1993, UOP began offaring distance education (On Line programs) and in 2001, UOP was
admitted o the Department’s Distance Education Demonstration Program as part of the second
cohort of partidpants.  UOP refers fo its on line operation as the On Line Campus. The On
Line Campus operation is located in Phoenix, Asizona.

2.3 Admission Siandards.

Historically, UOP required stuudents %0 be 23 years of age and have at least two years of
practical work experience and described its mission as the provision of “curvent, real-world
education” o working adults. As of approsimately two years ago, however, UOP lowered the
age requirement 10 21 and eliminated the work experience requirement.

S
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2.4 Growth of Enroliments & Revenues

Apolio’s total degreed enroliments in 1991 of 17,571 grew 0 200,100 in 2003. Revenues grew
comespondingty, from $569 million in 1991 o $1.3 billon in 2003. The On Line operation, UOPX,
began slowly in 1993, but began mushrooming in 2000. On Line students numbered only 1,114
in 1993, but grew © 79,400 by 2003. The following chart depicts the enroiment, revenues and
stock price history of both Apolio (APOL) and the On Line tracking stock, UOPX:

Total On Line APOL | UOPX
Year |Students Net Revenus | Stock §* | Stock $
1991 | 17,571 $ 68,782,000

1992 | 21169 $ 81,865,000

1993 | 24987 1.114$ 97.545000

1804 | 30200 10008 12472000 [§ 072

1085 | 36848 2400% 163420000 |$ 2463

1996 37008 214275000 |§ 756 .
1997 | §7 466005 279,195000 |$ 1057

1998 | 71400 720008 384877000 | 1522

1899 | 86800 10,7000§ 498,848000 {§ 8.75

2000 | 100,800 16000% 609,957,000 |3 18.14 [§ 8.88
2001 | 124800 29200% 769,474000 |53 2625 |$ 21.00
2002 | 157,800 48,9009 1,009,455000|% 4183 |5 28.78
2003 | 2001 79,4000 $ 1,340,000,000 |3 6336 |§ 64.50

* Stock price adjusted for stock spits. Source: Annual Reports Pursuant to Section 13 or 15(d) of the
Securities Exchange Act of 1934 (Form 10-K), from 1996 through 2002.

Apollo’s past aggressive growth is magmfied in its goals for the future. The UOP 2002
corporals goal was “5-5-5"; Five Years, Five Millon Students and Five Bilfion Dollars.

The dynamics of pubiic ownership, expectations of investors and lucrative stock options to UOP
officers are Integral aspects of the UOP system. Employees at every level are made aware of
the importance of meeting the enroliment numbers and revenue expectations of Wall Street on
a quarterly basls. For recnilters of students, UOP strosses the enroliment numbers on a daily,
weokly, monthly and quarterly basis. UOP evaluates its recrullors’ performances and provides
wwmmwmm@mmmymm
(at the end of each fiscal year).!

3 SCOPE OF REVIEW

A program review was conducied of UOP on August 18, 2003 through August 22, 2003 to
detormine UOP's compliance with §487(a)(20) of the Higher Education Act of 1965, as
amended, 20 U.S.C. §§1070, et seg. (HEA) and 34 C.F.R. §668.14(b)(22). The review
consisted of, but was not imfled 0, an examination of UOP's policies and procedures regarding

! Untl the 2000 Flecal Yaar, UOP reviewad the salsrios of it recrultsrs every six montha, with salary i be adjusied
wp or down depanding on the recruliers” performance. The Admissions Counselor Polcy Guldes provide only for
annual askary evaluations theesafier snd do not menfion the reduchon of sslery. UOP's Admissions Cousssslor Policy
Manuals siso provide that In additon © these standard salery reviews for recrullers, & selgry evalustion is performed
ahér intiad training.
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admissions practices and recrulters’ compensation. The reviewers examined the pertinent
forms, policies and procedures and personnel documentation at UOP relating to Title IV
adminstration, and conducted interviews with appropriate institutional personnel.

Prior to anival at UOP, notice of the program review was provided by telephone and fax.

The on-site review encompassed visits 0 Apolio corporate headquarters, the Phoenix Campus, the
Ondine Campus as well as five campuses in UOP’s Northem California Divislon - Oddmd,San
Joss, San Francisoo, Pleasanton and Livesmors.

During the visk, areas of non-compfiance were notod. The finding of non-compliance Is referenced
10 the applicable regutations. The finding specifies the actions to be taken by UOP io bring
mdmmmmmmmmm

4 DISCLAIMER

This program review was focused and thorough with regard to the issues of concem. R cannot be
assumed 1o be allinchusive. The absence of statements in the report concfming spedific praclices
and procedures of UOP must not be construed as acceptance, approval or endarsement of those
spedific practices and procedures. Furthermnore, it does not relieve UOP of its obfigation fo comply
with akt of ihe statulory or regulalory provisions goveming the Title IV programs.

5  FINDINGS AND REQUIREMENTS

FINDING #1: Use of incentive Compensation Based on Enroliments for Those
involved in Recruiting or Admission Activities In Violation of Title [V
Requirements

51 Recrulter Compensation System
5.1.1 When Hiring Recruiters, UOP Promises Substantial Compeasation

The reviewers intendewsd more than 60 present and former recrulters of students (called
“envoliment counselors” by UOP) prior to, during and after the site visit. While on site, the
reviewers asked specifically to speak 1o those involved in envoling students, both “on ground”
as well as “on fine.” UQOP officials chose certain recnuiters 10 be interviewed. The reviewers
also, however, randomly chose other recrulters, and interviewed those referred by other UOP
employees.

Most of the recruiters said that when hired, UOP told them that the job had tremendous financial
potantial, and that they “could makse a lot of money.* UOP promised to double or iriple their
salary In three o six months i they successfully perform their duties. Many of the employees
left a higher paying job to work for UOP because of the promise of the increase in salary In such
a short period of éme.

mwumdawmmﬂwwhmmmunm
as recrullers. In pariicular, a number of academic counselors and advisors transforred to the
higher paying recrudter position. Had thess academic advisors not transferred 1o & recruiting
position, they knew that their salary woukd not only be Tower, but that annual salary increases
would be minimal, generally only 2-8%.



Program Raview Report, PRCN 200340922254
g;:mtlydf’hmlx. Phoenlx, Arkiona
8

UOF’s recruiters soon find out that UOP bases thelr saarles solely on the number of students
they envoll.

5.1.2 UOP Siudent Recrulting System — Focus on the Numbers
5.1.21 Sales Training — “Smoke & Mirrors”

UOP considers recruiters to be “counselors in training” or “freshmen” for their first 13 weoks of
employment. During this time, they receive on-the-job tralning at the location at which they
work. Soon after being hired, recrulters attend a one:week "Sales Academy” provided by
regional and corporate management at the regional office. The Admissions Counselor Policy
Guide for Admissions Managers and Direclors of Enroliment considers this 13 week-period o
be & “developmental program.” Employees leam the system for tracking leads, contacts,
appointments, enroliments and other recruiting activities, such as the conversion of an
appointment fo an application. Al the Sales Academy, recauiters leam sales tactics designed to
piqua the interest of potential students through the progression of enroliment activities, such as
probing need, fostering trusl, creating urgency and overcoming objections. These sales lessons
are reinforced by one-on-one instruction at the school location. Recrultefs also receive an
orlentation in the UOP methodology and history, leam about the programs of UOP and the UOP
model of providing educationa programs for working adults.

Recrulters are orlended to the personnel polides of UOP and are provided an Enroliment
Counselor Poicy Guide. Updated annually, the Guide details the recruiter salary levels,
evaluation procedures, and rules pertaining fo the crediting of envoliments to recrulters for -
purposes of recrulters’ performance. The Guide for 2002 establishes the following satary
fevels:

Freshman Admissions Counselor $26,000 - $36,000
Admissions Counselor | (ECI) $26,000 - $40,000
Admissions Counselor Il (ECHI) $38,000 - $65,000
Admissions Counselor (Senior EC) : $65,000 - $100,000

Executive Adimissions Counselor (Exec. EC) $75,000 - $120,000

Elther during, or shortly after, the initial 13-week period, the new recruiter also attends a one
week “Student Advisement Workshop™ (SAW) al UOP headquarters in Phosnix, Arizona. The
SAW ks an inlense training on tradfitionaf sales techniques: probing and developing the potential
customer’s eed for the product, creating urgency and gaining commitment from the potential
asstomor, and closing the deal. Typical of sales training, SAW s one of the tools UOP uses to
mofivate its sales force. Recruiters sald that in spite of the name of the training, the SAW deals
only with sales techniques and has fittie or nothing 0 do with academically advising students.

Freshmen recruiters advance to the title of “Enroliment Counselor I* (EC) upon compietion of
thekr 13-week developmental program. Advancement to ECI may only be a change in job title,
MUNWMMWMMMHMNMW‘&
include a raise. Promotion to higher levels Is determined on the basis of whether tha counselor
‘meets”, “exceeds” or “always exceeds” expectations”. Under the 2002 Guide, in order 10 be
promoted to the tite of “Enraliment Counselor II” (ECH), a recruiler must have thvoe consistent

’mnmmwc«umwmmwummmama
Conslsiently Mosts Expoctations and cannot have any quarters where his or her performence does not at leest “Meet
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quarters where performance “often or consistently exceeds expectations.® Promotion to the title
of “Senior Enroliment Counselor” (Senior EC) requives four consistent quarters where
performance “often or consistently exceeds expectations.” A Senlor EC may be promoted to the
title of “Exaculive Enroliment Counselor” by having eight consistent quarters where performance
oflen or consistantly exceeds expectations.

Early In a recrulter’s training, UOP teaches a recruiter how UOP measures success through the
use of 8 “matrix” The matrix lists specific recruiting activities, the numbers axpecied for each
activity, and how these numbers relats to an overall rating of elther “meets expectations,” “often
excoeds expociotions® of "always exceeds expeciations” — a rating that determines salary.
Freshmen rocrulters receive a matrix for each of the 13 weeks of training and they are
evaluated weeldy on thelr weekly numbers. The July 2003 SAW training coached counselors o
refer 0 enroliments as “leve! one student information cands.® Al this training, UOP established
that at the end of the 13-wesk baining, mmwwwmw
mama(sovualrabngammr

3043 level one information cards (enroliments) = Meets
44-59 level one irformation cards (enroliments) = Exceed$
60+ level one information cards (envofiments) = Always
“Have no more than a 20% flake” (drop-oul rate)

At SAW, UOP urges recruiters to use the matrix as a guide to reach their desired “Jevel of
sucoess.”

The matiix sets forth the rating ("meets,” etc.) assodated with the number of envoliments, and it
Is these criteria that superceds afl others and actually determine salary. Recruilters are keenty
aware of how the matrix numbers establish their salaries. Al ona time, the matrix had the salary
printed on the matrix kself so that a recruiter could readily determine the number of enroliments -
noeded 0 make a specific salary lovel. Gne recrulter said that it was common knowledge
among recrulters that each enroliment is worth about $750 in annual salary. In recent years, the
matrix (containing the enrciiment expectations) and salary levels associated with the matrix are
mummmmmmmmmmmmmn
together to determine the salary jevels assodiated with erwoliment numbers.

UOP repeatedly reinforcas the importance of envoliment numbers throughout its orientation and
fraining of recruiters. Among the documents provided o newly hired recruiters is a document
entitied “The Psychology of Enroliment Success at the University of Phoenb " This document
touts the benafits and rewards of beng a sales professional at UOP, including assartions such
as: -

$$$ - No limit on income
Highest paid people in the workd are salespeople

Never have 10 worry about $$$ again
Top 20% Enroliment Counsslors @ UOP = ave. $75,000 +/yr
“other” 80% ave. $25,000 +/yr.

» Top 20% = never worry about $$$
The Winning Edge
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Counselor #1 100 activitieshalf $65,000
Counselor #2 79 activitieshall  $36,000

$29,000
3.5 additional activities / month = $29,000

hmmdmmmmmmmmwmmm
caiculdtes their salaries on the basis of one half of the number of students each recruiler envolls
in a six month period; e.q., 90 students anrolied in six months equals $45,000 in salary. On
Line recruiters said that even though the matrix lists a number of steps in the recruitment
process, such as lelephone calls, conversions, etc., the reality is that none of these faclors
actually effect recrulter salary — except the number of students enrolled. Some of the recruiters
exceeded the numbers for all steps except enrollments, yet recelved an overall
evaluation of “needs Improvement” simply becauss thelrenrollments failed to hit the requisite
number. More than ane recrulter said that managers simply falsified the numbers on the
various factors fo make the overall evaluation match the enroliment number and that
foid them that ¥ they get the enroliments, the manager can make the other numbers match. For
example, one manager told a recrulter: “You get the enroliments and we'll take care of the
matrix, We can fudge the msmbers on the matrix.”

Al recruiters indicated that they were not shown the matrix, or told of how enroiments related to
salary, until after they were hired. Recruiters who had not yet completed their first satary
evaluation were unaware that their salary would be based on anything but numbers of recruiting
activilies. New recruiters knew that numbers determined their salary, and generally knew that if
they did “make the numbers” they could get a “good bump,” but if they did not make their
numbers, they would not get the ralse they had expected when they were hired. Many
commented that the bottom line was: i the enroliments are not there, don't expect a raise.

In addition to these training/motivaBional methods, UOP’s Corporate Director of Envoliment visits
the various UOP locations to provide additional training and motivation 1o recruiters. This
corporate officer is known for his abildy 10 motivate by touting the financial rewards of making
he numbers, even though recruiters are aware that basing salary on enrollments is against the
law. This Director of Enroliment, however, was quoted as telling recruiters: “It's alf about the
numbers. i will always be about the numbers. But we need 10 show the Department of
Education what they want ¥ see.” Forty-four out of 61, or 72%, of the recrulters interviewed
stated that it was always about the numbers - alf about *butts in seats” or “asses in dlasses —* to
use the vemacular commonly heard at UOP. One recruiter stated that, *the culture in the
organization gravitaied away from quality education and quality counseling, to getting bodies
in the door. The number of enroliments s what counts.”

According to some recruilers, while the Corporata Director of Envoliment stresses the big doSars
that come with high enroliments, he characterizes the compensation plan for recruiters as
“smoke and mirors® so that UOP can “fiy under the radar” of the Department. More than one
recrulter stated that they also heard the Direclor of Marketing say, whan discussing the satary
compensation plan for recruiters, “we're flying under the radar of the Department.” Both
managers and recruiters referred to the malrix as a “smokescreen” or “smoke and mirrors.®

*Over he years, UOP has ullized vavious suphamisms 1 define the number of studants 8 recrulter enfolls  Many
Smes, UOP simply uses the word “snroliment” or “aciivity.” As previously mentioned, during 2003 SAW fraining and
0n Be 2003 matro, UOP uses the phrase “Level Ons Student information Cand.*
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One recruter, who recalled the Corporate Direclor of Enrofiment saying “we're flying under the
radar of the Department,” befieves that the “matrix is a way lo decelve the Department.®

5.1.22 Tracidng Commissionable Sales and Sates Performance

In order to track the numbers on the matrix, UOP uses an elaborate tracking system o follow
the student’s enroliment progression and to track which recruiler Is given credi for the
enroliment. The computerized system called "Galaxy” tracks incoming cails, outgoing calls,
leads o appointments, conversion of appointments to applications, scheduled appointments,
actual appointments, referrals, applications, envollments and “lakes” (withdrawals). UOP tracks
these recruling activifies dally. Recuilers meel with thelr managers on a dally, weekly and
monthly basis 1o go over the numbers and discuss how 10 increase them in order to reach the
desired salary, sometimes referred lo as the “desired level of success.”

Recnilters maintain a manual list of each student they Have enrolled when the application is
completed. They then send this list io a regional marketing supporl coordinator. On a monthly
basis, the reglonal marketing support coordinator prepares a list of all new enrollees and
determines which students have attended at least three nights — the poift in time at which the
recrulter may recelve credit for salary purposes — and aiso the point at which UOP can charge
100% of the luition for the course and no longer must pay a refund. The marketing support
coordinator then compiles what UOP has traditionally calied 2 “Commissionablo Starts Report™
for each recrulter for transmittal to UOP headquarters. DOP then checks whether each new
enrollee has made satisfaciory payment amangements. If the student has met the attendance
and financial amangement aiteria, UOP tentatively gives the recrulter credit for the enroliment,
and the stuidernt will be on the Commidssionable Starts Report of the recruiter for the month.
UOP then complies the Commissionable Start Report for every recruiter at each location and
sends them 1o the Corporate Operations Manager at UOP headquarters in Phoenix, Asizona.

The primary job of the Corporate Operations Manager is to track enroliments 1o assure that
wach recrulter receives the appropriats enroliment credit for a “quality enroliment” (an enrofiment
that has met both atlendance and financial amangement criteria) and to prepare a monthly
report that Kists enroliments by campus and by enroliment counselor. Upon receipt of the
Commissionable Starts Report for eadh recrulter, the Corporate Cperations Manager again
checks whether the envolimant meets the above-listed attendance and finandcial criteria. For
enroliments that fall to meet these criterfa, she strikes their names from the Commissionable
mwmmawwmumumﬂmmmﬂu

MmeﬁWWMWMWMN
stricken studeats, are then bound by location in a final report referred to as the “Orange Book’
_ UOP then sends the bound report to each location. This final bound report shows total
audhndsbybaﬁmawelasl»ﬁndamlmuisaeﬂedbeadumauteraswelas

each recruiter’s rejected enroliments.

The Corporate Operations Manager then also updales a manually prepared Excel spreadsheet,
maindained on a fiscal year basis, that lists all rcecniers and thelr final envoliments for each
month. This spreadsheet ranks all UOP recrulters from all focations by the number of
enroliments credited to date. This spreadsheet is known as the “Stack Rankings,” which UOP

* For ysars_ thia report has been referred o #3 3 "Commissionable Starts Report” and ECa referred to § as such. The
report is siso referred D 58 1 "Commissionable Starts Repor” In he Instruction manual for tha system that genersias
L in recent yours, UOP changed some of 8w references & the Report to “CPCC701 Envoliment Repot*
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sends monthly o the managers who generally distribute i to recruiters. The Corporate
Operations Manager maintains a fle on each recruiter in the organization that contains all
mmmwahmwm

In addition to tha sbove procedures, at the local campus level, the Marketing Coordinators
continually update and compile & manually prepared monthiy report, entiied AC-Self Success
Recap. This report captures the enroliment acivities of each recrulter at the location. The
report describes the "Meets Expeciations® standards of each envoliment activity contained within
a recrulter’s malrix {Outbound Calis, Scheduled Appoiniments, Refervals, Corporate information
Cards, Student Information Cards, and Enroliments) and the actual numbers achleved by the
counselor. The report also caphures the conversion rates of each recrulter from “Level One
Student info. Cards”® (initial student enroliment) to an enroliment for which the recrulter wil
receive credit {three classes and financial arrangements). This report has been identified by
many of the recruilers as the actual tool the recrullers’ managers use in their monthly, quarterly
and annual evakuations. UOP requires each manager to forward this report 8s an attachment fo
UOF's Corporate Enroliment office each month, no later than the fifth of the following month.

5123 UOP’s Aggressive Safes Motivation Syste/f

UOP's intense focus on numbers and enroliments per recruiter parmeates the working day of

each reqruiter. Managers bombard the recruiters with emails daily — listing the top performers
based on envoliments, applicabons, calls and other recruiting aclivities, with the paca of emails
pushing numbers ascalating at the end of each fiscal year as the annual report deadiine nears.

Each campus holds a daily "moming huddle.” formally called an "OSIRA meeting” at which each
recruiter must report the number of enfofiment activiSes accomplished the day before. At these
meetings, the recrullers also report their goats for the day, projecting, based on thelr schedule,
the number of outbound calts, the number of appointments scheduled and other recruiting
activities they expect to perform. These meetings serve to molivate or humiliate the recrulters
based on their activibes. Managers go over the numbers and elther praisa or chastise each
recruiter in front of the group. The managers then stress the weekly goals and applications
UOP requires by the end of the week. The recruitment managers use a large board on which
the statistics of activilles of each recruiter are iisied. Except when “visliors™ are expected, UOP
managers prominently post the board that kists these statistics. :

On Mondays, the moming huddies also include a recap of the prior week. On a monthly basis,
the meetings Involve a monthly essessment and tamization of goals not met, and issues that
need Io be resolved In order 1o meet the goals. Managers oiso use these mestings o make
announcements regarding the overall performance. For example, one Enculiment Director, in a
teleconterence with Northern Cafifornéa iocations during an OSIRA meeting in the Fall of 2002
said:

My job is on the line. And | need you guys 1o perform. And there will be no exceptions.
if you're not doing your Job, you're going 10 lose your job. And if you're not hitting your

goals, that's how we're going to measure if you're doing the job. And by the way, | dont
mean apelications in. | mean starts.”

UOP used these frequent meetings & drive home the message that a recruiter’s success in
securing envoliments would equate to success in reaching his or hes satary goal. For example,
one recruitment manager would frequently say: “X is going to make a lot of money at the end of
this quarter because he has X envoliments.” it was cornmon for managers to remind a recruiter
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how many more enoliments were needed to get his or her stated salary goal. For example,
one recrulter told the program reviewers that his manager’s tactic was to say: "How much
money do you want to make? Wel, here are how many students you have o register to make
that much.”

UOP also frequently runs sales promotions, targeting the increase of enroliments at the end of
each fiscal quarter. Such promotions may include the walver of fees or the cost of books for
student cusiomers. Referred to as "biitzes,” promotions are genarally offered around the end of
each quarter. During some "blitzes,” UOP managers mandate that recrulters work unpaid
overhme by working evenings and Saturdays,

in addition to the frequent face-to-face meetings, managers barage recruiters with emails to
remind them where they are on a ranking basis with respect o other UOP recruiters and
amphasize the target number of student enroliments. Examples of such emails sent lo
recrulters on an On Line team read'

« From a Director of Admissions on July 23, 2003 o ECs, entitied ~July/August
Goals™:
Now you know what is at stake and the rewards
available at the end of the month of August, please
tell me what your own personal goal is for July/August
combined and what your goal is for your next 6 -
month review. 1407 130? How much you would like
to see your salary increase?

= From an Enroliment Manager to ECs, April 24, 2002, entitled “Teamn Meeting
this AM™

Make sure that if you didn't hit your matrix # for MEETS in June, that you do it in
July. EC1 that means 14, EC2 is 16...any questions?
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« From an Enroliment Manager fo ECs, June 28, 2002, entitied "Back fo
Basics™:
Your job, as Admissions Counselors, and sales professionals Is to get in touch with
avery one of them as soon as possible o evaluale thes needs and match the benefits of
UOP with thosa needs, then dose the sale.

The expectation for EC2 Is that you meet the criterla of your matrix, and enroll 16
new students each month.

The expectation for EC1 Is that you aiso meet the criteria of your matrtx, and
envroll 14 new student each month.

As a CIT, you're shooting for Always Exceeds on your matrbx, and 30 new students in your
first three months on the Moor.

Thesa numbers and criteria are measured on a quarterly bagis, so know what
your evaluation quartars are, and what your goals and running totals are. This is
your process to manage. You can use vacation time when it's made available to
you, but make sura that your students are taken care of, and that you still meet your
expectabons. H your production levels can't be maintained because of vacation time that
you have planned, you need to work extra before and after the ime off to make it & non-

Issue.

» From an Enroliment Manager to ECs, April 25, 2002, entitted “Please Reply fo
Me . . Lunches™

Wa've regged 17 new students In the last 2 days, and 11 of those ware on
Tuesday, WAY TO GOIII As of last night we're at 57 REG and 36 APIN, more
combined that either March or April, and we've only been prospecting for 5
days!1l!
Mammhﬂ@bmm”%&mm%pﬁmbﬂm-{hﬂw
(REG/APIN combined) when you wallk In the door next Wednesday (May 1).As a team
we're at almost axactly 33% of our promised 275!11

if you think of it, | have the REG-O-METERon my door, and I've been updating it for the
last couple days. Feel free to add your own when you put 'em in REGI!

©One enroliment manager puts a spreadsheet on her recruiters’ computer desktops that shows
how many enroliments each recruiter needs to reach the naxt salary level. The following is an
example:
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[ Tune Puty Jaugust [sept ot Nov
Cloared | 14 13 14 18 20 14 o0 46K
Goals 1 2o 29 17

The recruiter who provided us the above spreadsheet explained that her marager piaced it on
her desidop at the end of July. It shows that the recruiter had 27 enrolimernts by the end of July.
The August through November numbers refiect the number of “cleared” enroliments (non-

ihat the recruiter will need In order Yo have 90 envollments in the six-month perfod
- an envolimant number that would result in the recrulter's dasired $45,000 salary. Typically,
the manager keaps these spreadsheets updatad and claarly visible on the recruiters’ computer
deskiops. During the Department’s site visit, however, the manager deleted these
spreadsheets from the recrulters’ deskiops. (The reviewers obtained a copy of the spreadshest
from a recrulter who had saved the fil before the mariager deleted it from the computer
desidop )

5.1.24 intimidetion Techniques

Just as requiters are rewarded for meeting or exceeding the enroliment numbers, they are aiso
penalized for not meeting the envoliment numbers. Under UOF’s salary policies, UOP also pays
managers and directors on the basis of the number of anrofiments secured by the recruiters
under thelr supervision. Recruiters said that thelr managers were under a lot of pregsure from
LOP’s corporate office to meet snvoliment numbers. When recruiters fail to mest the snroliment
goais set by UOP, the managers made i clear that the recruiters are causing the managers ¥
fal. Many recruiters stated that the managers “tried to meks their ives miserable” when their
enroliment numbers are not high encugh. )

L

A number of recruiters stated that UOP did not hesitats 10 threaten them with loss of their jobs ¥
they failed to mest the numbers. Several recruiters indicated that some managers’ styles are so
oppressive that even though ona may be & top parformer one week and praised as the
‘greatest,” the same person is being thwestened with tenninabion the next week. “You are
constantly threatened ¥ you don't meet the numbers.*

Many recnuiters exprassed concem about iosing their luition benefits if they faled to meet
enroliment numbers. Some recrulters who were students indicated that they only intended to
stay long snough o finish their degrees at UOP, and thet they had to do whatover was
necassary 1o meet the envollment numbers to attain that goal.

At the On Line Campus, sven more harsh methods were used 1o “punish” those who failed to
moet enroliment nurnbers. Most On Line recruiters stated that their managers used heavy-
handed intimidation taclics o humiiate them into improving their numbers. For example, one
admissions director (one supervisory level above the admissions manager) is known fo tell
recrulters, when they fall 1o make the required enrofimeats, that they are “siaaling from Brian
Mueller” (CEO of UOP On Line).

Well imown among the recruiters was the “Red Room™ — a place viewed with fear and dread by
rocruiters with whom the reviewers spoke. Sbaeen of the On-Line recniters who were
interviewed confirmed knowledge of the Red Room, and several were aclually sant fo the Red
Room, as punishment for not meeting the number of enroliments requined and/or expecied by
manapsment.
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The Red Room was a large room in which tables were lined up in the middle of the room. The
room was encased in glass so that all in the area could see who was there. Banks of telephones
were on the table, around which the underperforming recruiters were crowded to make
teléphone calls. Wires hung from the ceiling to provide power fo the computers sitting on the
tables. Sanlor recrulters and managers hovered over the unfortunate recruiters, listening to
their calls and closely moniloring them. Those who were sent fo the Red Room were allowed
no vacation time and were allowed no breaks other than those specifically set for those working
thera. A recrutier sent to the Red Room was required to immediately leave his or her desk and
take his or her computer there. Recruiters were required to work in the Red Room until they
had attained the required number of envoliments. Recrulters indicate that UOP ceased using
the Red Room in late 2002

Al both the On Ground and On Line campuses, a number of recrulters stated that the aflocation
of fresh leads and floor time was both an intimidation ang reward tool 0 maniputate them into
more aggressive and/or unethical tactics. Recruiters viewed leads as the source of obtalning
enroliments and salary “bumps.” When a recruiter was underperforming, managers would
decrease the leads provided to the recruiter. Also, when a recruiter left UOP, the manager
would divide up the former recrulter’s enroliments. The granting of lead< and credit for a former
recruiter’s envoliments was up o each manager. Those who had high enroliment numbers
received more leads, enroliment credits and satary ‘dbumps.” Those with less enroliments had
leads taken away, received no enmoliment credits from former recruiters, received no satary
Increases and could have potentially suffered a pay cul. A number of the recruiters noted that
those who did not “meet the numbers” of envollimeris woukd be deprived of ieads and floor time.
A day of floor time means that the recruiter gets new leads that come in as walk-ins, as intemet
referrals, or calHins. These fresh leads are cherished by recruters.

This was conficed by some of the new recnulters as well. Some recruiters were given very
fittle floor time, which prevented them from meeting the number of enroliments expected by
UOP. As one recruiter said, “UOP will make you successful if they want to-¥f they don't want to
make you successful, they force you out.”

Some Northem Cakfornia recrulters indicated that in 2002, managess became very intimidating
because the enrollment numbers were not up 10 par. San Jose recruiters were told that thelr
“heads would be on a chopping block” if they did not hil their numbers. UOP also expected
recruiters to meet their required enroliment numbers regardiess of whether they had vacations,
honeymoons, a death in the family, liness or other events that interrupled their work schedules.
As one manager stated:

The expectation will be that If you aren'l at your goal by 3/8 {(for March) and 4/5-(for
Apif), you and | will plan what additional time you'll be in the office on weekdays and on
weekends (o get the job done and gel back on track. We need to quit thinking of this as
:wmm,ammmwmmmﬂbummmm
me included).

One recruiter recounted how her manager responded when she told him that she may need to
Qo o New York for her grandmother’s funeral. He said: “You can't afford the time away from
the phone. You can't afford five days bereavement leave. And if you go, you have to prove that
you went to the funeral and that she is dead® -

A recruiter who misses the numbers for any month recelves immediate notification from UOP.
Managers dosely supervise all activities of recruiters, scrutinizing thelr fime as tracked in the
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computer system. Recrulters who do not envofl sufficient numbers receive harsh emalls from
their manager chastising them.

The formal procedure for discipline of recruiters ks set forth in the UOP personnet handbook and
ks commonly called “going on plan.” The employee Is given a written waming, set forth in a
"Warning Letie” or “Discussion Memorandum.” Thesa wamings follow an established UOP
format for recrulters. They begin by staling that the recrulter has falled to mest the expectations
thmdm&MM.“MhmMMthmm
meet in order 10 retain his or her job. Typically the memo sets forth a table such as the
Mmammmmwummmmmammm
period:

Activities Gosis May June Juiy
(Wesldy Results) (Weeldy) {Weekly Avg) | (Weeldy A Mnﬂrmﬂ_‘
Contact to Activity 6% 2.5% ™% 0
Now Enrofiments 3 2 1.25 5

Tnbound Calls 40 63 50 46
Outbound Calls 250 303 36325 © 368

| Referrals 1 0 0 0
Lsad to Gontact 45% 55.5% 47.8% 398% |

Of courss, of these activilies, only enrollments possess any real significance.

if the recruiter fails o mesl these numbers, UOP places him or her on “decisional leave® —one
mmmmmummmm«mwmnmmmmw
m‘mm‘.wmsmmmmhmmmb
required o set forth a pan of performance improvement 1o present to his or her manager. if the
recruiter’s performance fasls 1o “meet” expectations, UOP fired him or her.

5.1.3 Recrulter Evaluation System Reinforces & Ranks the Quantitative

More than 70% of the recruiters reported that they wers unaware of any basls for compensation
other than enroliment numbers and rectuiting activities. R is remarkable that the only recruiters
who said that thesr salary also inchuded quakiative factors, such as customer service, were
recrulters chosen by UOP to be interviewed by the reviewers. Literally every recrulfer
Interviewed randomiy or outside of the work premises said that the number of
envoliments determined their safary. Some reportad that while they were awars that their
evaluation form included some “qualitative, highly subjeclive” factors, thelr managers always
assured them that UOP included these faciors simply 1o deceive the Depariment and that UOP
Mbmdsﬁymb&csdﬂymﬁwmnﬁads&duﬂsamﬁhumlb.

muwmmm.mmmmm
quaniitative factors, particutarly enroliments. The evaluation forms, however, also list certain
qualttative factors at the bottom. Such factors include "Job Performance,” "Working
Relationships,” “Communication” and “Customer Service.” These qualitative factors, acconding
memMWthWMmmm&
deceive the Department.

One recrulter recounted that he had asked his manager how these factors were determined and
was boid: “it's enroments. You know it's enroliments. It wik always be enroliments.” Another
mqwmwmmmmmmdmmmmw



how they are determined. His manager fold him that “Job performance” equates to the number
of new enroliments, “Communication” means the number of conversions, “Customer Service”
means the number of leads 1o contact, "Working Relationships™ means resoMing student lssues
o overcome objections and obstacles and “Judgment” meant getting students in class. This
recruiter wrote his manager’s response on his performance evaluation form. The form was then
signed by both his manager and his manager’s supervisor.

On Line Campus recrulters stated that even though the matrix fists a number of factors, such as
telephone calls, conversions, etc., nona of these faciors actually affect the salary level — only
enroliments. Some of the recrullers consistently exceeded the numbers for all areas except
enrolments, yet received an overall evaluation of “needs improvement,” simply because their
enroliments fafled to hit the expecied number. Thus, if they did exceed expectations in all areas
except encoliments, there would be no promotion. More than one recruiter sald that managers
simply falsified the numbers on the various factors o make the overall evalustion match the
enrollment number, Managers toid them that if the recruiter gets the enroliments, the manager
can make the other numbers match.

Recrulters were generally aware that there was a Department prohibition against incentive
compensation for enroimants. Thus, it was widely known that the evaluation forms kept in the
personnel files wers meaningless, Recruiters told reviewers that during the program review,
prior to interviews with recruiters, some managers coached their employees to say that thelr
evaluations and satary are based on the qualitative factors, not just enroliments. One of these
managers said that it was all “just smoke and mirrors” when referring to the matrix. Mora then
one recruiter sald that “the matrix Is just a smokescreen,” and thal “everyone knows that the
matrix is a joke.” Another recruiter stated that his manager told him that, "Your matrix says that
you have o bring in 100 leads a month. Your pay and pesformancs review ace based on that”
Another recrulter said that her manager told her that, “The matrix doesn’t matter, it’s the Regs
[meaning registrations or enroliments]. We can manipulate the mafrix any way. You get the
Regs and we'll take care of the matrx.” Another recruiter sakd, “The matrix Is a lot of bologna.
The matix tafks about cusiomer service, conwnunications, judgment, but when you tak to your
menager, the manager talls you that it is the enroliments. if you get 50 Regs/quarter, then you
can eam $50K." '

According to one Director of Enroliment (previously a recruiter), the quaiitative annual review 10
discuss professional development Is just the “touchy, feely” review. “Promotions are based on
exceeding numbers only. Other factors hat are considered for the annual review are: rapport
with students; referrals; etic. These are evaluated for the small annual raise.” The following
cominents about tha "gualitative” rewiew were mada by differont recrulters at the various
focations visited by the reviewers: ’

. mmmhmwm\amkmmm My manager told
‘me that evaluations and salary are based only on the matrix, specifically Info. Cards” —
envoliments.

e I you get the regs., the other numbers of phone calis, appointments, etc., magically

e “Reviews are really based on quantitative faclors: They make the things match, but it's
realty the number of enrciiments you have.”
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o “The matrix taks about customer service, communications, judgment; but when you talk
bmmanager.ﬂnmmagahbywﬂulﬂbheermlmﬁsﬂalM‘

e “The amount of money was dependent on how many students | enrolied. Other factors
such as communication are not menbtoned.®

+ One manager i0id a recruiter during an evaluation: “The qualitative has to align with
whatever Is on the first page (the quantitative numbers). . . . We have got to make the
qtaﬂaﬂvopaﬂondmmvwmvdmywitmmmm‘.'

- Some recrulters indicated further that it was widely known that supervisors would simply adjust
the "qualitative factors” to match the numbers. Recruiters overwhelmingly confimned that the
number of enroliments was the "bottom line.” Requiters stated that even though the number of
ensoliments was the actual basis of their salary, managedent was always careful not 1o put this
hm\gdwbmmwﬂnmudwmmmmdm .
enroliments. Recruiters who asked thelr managers to put the enroliment requirements in writing:
were refused. -

One enrollment director, who had also bean an enroliment manager, and was hired in the earty
1990s, recafis that when she was hired, the matrix indluded the number of enroliments. With
this old matrix, svaiuations were very straghtforward, The number of enroliments established
the salary. In the late 1990s, however, the Corporate Director of Enroliment Issued a directive
bmmagefseprhthUOPomMmbthMﬂnnmdeemsmme
MWNWWWWMMWUMWM
ilegal. As a result, UOP introduced “qualitative” factors into the matrix. in addition, UOP began
MMMMmmm;mwasM'Mﬁh.mdmwmmm
second was the Human Resourcelofficial personnel file, kept in headquartors In Phoenbx. The
=official” human resource file contains only qualitative ratings. The quantitative data is kept in
the activity file and fonms the basis for salary evaluations.

This director explained that during performance evaluations, the manager sits down with a
mmmmmmuasmm(mwmmmmedb
be made 1o prospective students, number of appointments required, number of interviews
Mmumwamammwmmmm
oompammembhowmmduamﬂlypufmmdwm\mpedbmmab. Enroliments
mmmmmmmhﬁamiwuﬂm.mamm
mmmmmrmmm-mﬁgumnbmmmmmm
number of calls made s not important. The matrix s a tracking tool that managers and
recrufters use on & weekly basis 1o track actual perfomance o goais. As always, the more
shxdents a recrulter enrolis, the more money he or she eams.

The swilch o including qualitative factors in a performance evaluation was difficult for many
managers. wmmmm.mmmmmmmmm
for a recrulter’s abllity %o communicate well, for instance, when the recrulter was fafling %o meet
his or her enroliment goals. Some managers suggested a pay ralse anyway, based on the fact
that the recrulter “often or always exceeded expectations” in the manager’s opinion in all of the
qualitative categories. Am&gbmw.mmmmaprmmm
mmmmuwmmmam)mmw
the recommendation.
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As a result of this confusion by some managers, in lata 1999 or early 2000, UOP"s Corporate
Director of Enroliment came up with a "key"—a document thet explained to directors of
enrofiment how properly lo convert quantitative factors info qualitative factors. This key was a
ne-by-fine reproduction of the qualitative factors off of UOP’s standard perfonmance evaluation,
the one maintained In the “officlal” personnel file with a translation of how managers should
equate these factors with a recruiler’s quantitalive enroliment numbers. For instance, the key
said that If a recrulter wasn't making enough telephone calls, the manager should check the
*requires improvement” or the “unsatisfactory” box in category V. 4. (IV. "Working
Relationships” 4."Establishes and promoles constructive working relationships”).

514 Salaries Actually Based on Quantity of Recrulting Activities

The evaluation system at UOP, designed 1o obfuscate the fact that salary evaluations for
recruiters is founded solely on the number of students a recruller enrolls and, did, in fact, result
In significant financlal rewards for those who rose to the top of the Stack Rankings. For
example, UOP promised one recruller, hired in April 2000 at $32,000, that her salary would
double in nine months if she enrolled 116 students — a number that fell in the “exceeds
expectations” category on the matrix for the time period. According to UDP’s matrix,
enroliments in excess of 120 for six months rates as "always exceeds.” Under the UOP
Envoliment Counselor Policy Effective Fiscal Year 1999, the “slways exceeds” salary level is
$76,000 - $110,000. This recrulter envolied 148 students in her first nine months, resulting in an
“always exceeds” rating in her first evaluation. UOP increased her salary &o $88,000, a raise of
$58,000 per year, as of February 1, 2002, only ten months afier UOP hired her.

UOP's salary history data substantiates that the above example is no exception. Salanes for
recruiters consistently tracked the matiix / satary guidelines set forth in the UOP Enroliment
Counselor Policles for each year since August 1, 1999. Thus, as in the above example, some
new recruitars, hired at $28,000 - $32,000, recsived phencmenal raises in thelr first year, such
as:

Recruiter | # Enroliments | Salary Before Raise Salary after
in6 mos Prior | Evaluation Evaluation
o Evaluation
#1, hired 136 $28,000 $58,000 $86,000
6/1999 - alo 472000
#2, hired 112 $32,000 $47,700 $79,700
6/1989 alo 372000
#3, hired 151 $28,000 $57,000 $85,000
52000 | afo /2001
#4, hired 4 127 $30,000 $50,000 $80,000
/2000 alo Jan 2001
#5, hirod 100 $34,000 $24,000 $58,000
62001 alo 32002
#5, hired 100 $30,000 $37.000 ~ $67,000
42002 alo 5/2003
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Racruilers who fell lower on the Stack Rankings— those who were in the “meets” range for new
78 — 85 enroliments for six months® recelved no raise or only a small

recruiters—generally
percentage increase (2% - 10%) raise.

Recruter | # Enroliments | Salary Before Raise Salary after
in 6 Mos prior | Evaluation Evaluation
to Evaluation ) e
| #7, hired 98 "$41,300 $1,700 $43.000
4/1999 alo 6/2000
#8, hired 79 32,000 $4,000 $38,000
1111989 ala 8/2000
#9, hired 93 $306,000 $2.000 $40,000
1171099 ] alo W2001
#10, hired 57 $28000 | $1.000 $28,000
1/2000 =
#11, hired 77 $33,000 — $1,600 $34,600
Y2001

As a result of the evaluations UOP performs quarterly, the school reviews recruiters’ salaries
annually * The evaluation form sets forth the vanous faciors of the matrix, rating each factor as
“Unsatisfaclory”, “Requires Improvement”, "Meets Expeciations”, “Often Exceods Expeclabons”
or “Always Exceeds Expectations " Al the bottom of the form, the manager checks an overall
performance level of the recruiter, on a quarterly basts. UOP then eslabiishes the salary of the
recruiter based on this bottorn fine rating (Meets, etc ). If the recruiter meets the parformance
requirements for promotion, the manager completes a Personnel Action Form recommending a
salary increase or promotion  This form must then be approved by those in the chain of
command at the local level before being sent to the Corporate Operations Manager, the person
responsible for maintaining the Stack Rankings, who once again verifies that the enroliments
atfributed to the recruiter are acourate  The Corporats Operations Manager's approval was
oblained on 2 raises and promotions of recruiters reviewed.

A review of the satary history of UOP recruiters, in conjunction with the Stack Rankings,
demonstrates that UOP consistenily grants enonmous salary increases to those with high
enrofiment umbers. Generally, racnuters with over 200 enroliments per year have salaries in
the $80,000 - $100,000 range, regardiess of how long they have worked for UOP. Recruliers
who reach this enroliment target can be assured that UOP will neward them with whatever raise
necessary to reach this salary level. For example, VOP gave recrulter #1 a $58,000 raise,
bringing his salary to $86,000 per year, in 2000 when he envolied 239 students and was #9 out
of 430 in the Stack Rankings. UOP awarded recruiter #3 a $57,000 ralse, Increasing her salary
fo 385,000, in 2001 when she enrofied 280 students and was #6 out of 398 in the Stack
Rankings. UOP provided recrulter #4 a $50,000 raise, Increasing her safary from $30,000 %o
$80,000 in 2001, a fiscal year in which she enrofied 210 students and ranked #33 out of 396 in
the Stack Rankings.

* The matrz enroliment requirements for each category varled sighlly from yesr Io year and betwoon arsas of he
country. Also, the enroliment requls s for ratngs were dferant depanding on whether & recruiter was new of
W(mlnnmm

Currenily, snd as of the 2000 Fiscal Year (year beginning Septsmber 1, 1900), salary svaluations are performed
annuglly sfior the ovaluston following inlliel Yaming. in pror penods, $hoee evalusion and salery roview periads
have vanad from aix months 1 nino months.
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wnmm.mhwmmmmmmmw
maintain their level of enroliments. The salary history data of UOP also confirms this practice.

52 Bonus Incentives Awarded on Basis of Success In Securing Enroliments and
Quantity of Recrulting Activities

521 Speriing Club Trip Awards

Named after the UOP founder, John Sperfing, UOP sponsors “Sperfing Ciub Trip Awards.”
wmmmmmmmmmmuwmxam
location. Sperfing trips cost UOP between $500 -$1,000 per winnes. Under the Sparting Club
Trip Award program, recrulters may win a Sperfing Trip by successfully enrolling a spedific
number of students within a given period of time. For example in ane Speriing Trip promotion,
UOP promised that recruiters who enrolled 71 students dyring the months of June through

2000 would receive a Sperfing tnp. One recrulter who won ihis award enrolled 76
students. She indicated that the ¥rip included wining, dining, awards, kudos, a trip to Universal
Studios, a trophy and a plaque. The tip was all-expenses paid, including the expenses of her
husband. This recrulier also won a Sperling trip to Las Vegas, and since she significantly
exceedod the enroliment goal, UOP also gave her $100 worth of gambling chips.

The majority of recrulters intenviewed confirmed knowledge of the Spering Club Trips. Al
confirmed that the awards are based on sololy on the number of students recruiters enrolied.
UOPmanagethhoai:imcmtSpedhqdestmbasedmaumd
factors, not just enroliments. However, envdliment managers and recrulters alt confirmed that
WMTM&MMWMMmMde.
One envoliment manager stated: “Sperhing is definitely based on enroliments. There is a set
goal and the counselor has to obtain it m order to win.*

smmrmammammmpmmmmmmm.
Fumﬂe,mmimwﬁymxmdﬂmta&pﬂng@bmhgupadwmt
In order to win, a recruiter must get 50 new students 1o snroll and complete the first course.
Several recruiters confirmed that they had won Sperfing Club Trips. Such trips included an ak-
emmmwmmamhummuuwmmo.a.muopm
the costs of accommodations at the Watergate Hotel This recruiter said that her manager
informed her that she had won by sending her the following emalt: °. . ., it's official Every new
enroliment has been confirmed and you have achieved president’s level of the Sperling Trip”

in the recent past, managers have been more careful about snnouncing the nusmber of
anroliments required for a Sperting Club Trip. Aware of the Department’s prohibition against
incentives based on recruiting activies, managers have typically masked the target number
required o win. F«medimdntofmmmﬂmImsmimmM: “You aft
snow that | celebrated my SO™ Hirthday. So seniors, you know how many enroliments are
nesded. You afl know what birthday | celebrated this month.” Recently, however, for the 2003
September Sperfing Trip to San Francisco, the director of enroliment orally announcad the
requirements rather than sending an emait: EC2s and senior ECs would need 34 starts (not
applications) and freshmen and EC1s would need 25. This was announced at an OSIRA
meeting attended by all recrulters at the location.
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522 Prizes, Gifis and Bonuses

In addition to awarding expense-paid trips for enroliments, UOP. provides incentive awards for
securing enroliment applications or numbers of other recrulting actvities. A number of recruiters
confirmed having received gift certificales from their managers for obtaining s certain number of
applications or otherwisa winning a recrulting activity contest within a gven period of ime. Such
incentive awards Included: '

$100 Macy’s or other gift cestificats
. $100 dinner gift certificale
DVD player

$100 Toys R Us gift certificate
Electronic digital camera

Spa packages

Sid tickats

Lottery tickets

A’s Baseball tickets

Cash .
Portable CD Player

UOP ran these contests during months that enroliments were down or numbers were behind.
They generatly focused around quarterly or annual reporting periods.

Enroliment managers and recrufters confirmed that UOP bases these awards solely on the
numbers of certain recruitment activities. '

A typical email for these awards is the followng: -

From: Enroliment Direclor
Sent 1/17/2003

Subject: MAXING PROGRESSICONTEST

Thank you for your commitment this past week. . . You have shown that January is not
out of reach. . . And sitting In my hot little hands is a $100.00 dollar Toys R Us gift
cartificats just walting fo be taken from me and used.

You have from today 1/17 until 5:00 PM on 1/24 1o win il. . . HERE'S HOW
1. Whoever takes the most APPLICATIONS FOR JANUARY from 1/17 to 1/24
WINS.

NOTE: 1T TAKES 7 APPLICATIONS MINIMUM TO WIN

if each of us can add 3 applications between /17 and 1/24 we will be real close 0 our
goal in January which will sat the table for a SUPER February. . . Regards,

At the On Line Campus, cordests were run from time 1o Ume, based on envoliments or
applications within a given period of time, but such contests were far less generous. They
incdluded a free dinner at PF Changs or a sinslar przs. In the quartedy meefting at the end of the
most recent fiscal year, ending August 2003, UOP On Line gave ovemight hotel stays to
recruitess who had 25 enroilments or more
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UOP's On Line Compus also frequently ran contests that awarded Sime off — usually Fridays —
where application targets are met within a specific timeline. On the other hand, where numbers
were not met, recruliers might recelve an emall from their manager informing them that overtime
or weekend bme, without pay, would be required.

5.3 Ramifications / Results of System in Practice
53.1 Pressure to Enroll Unqualified Students

. wmmmbmadwwawwmuwm

by other altemalives, such as a community college.
suggest anything other than UOP. UOP makes #t very clear that recrulters are to do whatever
takas to get the student 10 envoll. Some mangers lold recruiters that if a student drops after the
first five-week courss, i shouid not be their concem, because by then, the recruiter and the
manages will have recelved the enroliment credtt.

Recruiters at both On Ground and On Line stated that they are pressured by management to
eproll students who are not qualified. They indicated that managers chastise them for failing to
mmwm«mhmnmmmwdmmkdﬁmds
resources. UOP makes R clear that recrulters are expected to find a way. 10 “avercome
objecions,” e.g., if the problem was insufficient funds, encourage Title IV funding. if the
wmmmmmwm.mmmwmeekamm.

Some recrulters who were also UOP students expressed concem that UOP kept students in
class even though they were unable to perform. Some mentioned that UOP pressured
Instructors to pass alt students, regardiess of performance.

532 Focus on Obtaining Credit for Enroliment, Not Completing Education

memmmmmm.nhmwwm.b
mwmmmwmhmmmmw
pays them solely on the basis of how many students they enroll, Recruiters recounted how thay
are careful © follow students until they met the crieria that resulted In credit to the recrulter’s
enrolknent count for purpdses of salary” specificaly, that the student must attend three nights of
the first five-week course of a bachelors’ program or, for graduate students, attend two nights of
a graduate class and be scheduled to attend 2 second class. Afer the studer has met these
m.mmwmmumbmmmawwm
mnmwmmmmmmmmmm.

Mwmmwmwmdmuwmnmdmmemmm
enwoliment credit is eamed, underscores UOP’s lack of concem for its students. Those who had
been at UOP for several years all stressed that at one tme, UOP had baen more student and

education onented. After its Wall Street debut, howsver, UOP eliminated the focus on students
and became Increasingly aggressive In iis obsession with numbers: new enroliments, moeting
Wal Streot expectations, mamtaining profit margn. This is especially acule In the case of UOP
On Line, where in quarterty meetings with recruiters, the Chief Operating Officer has stated that
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Capelia™ or other competitors, “fke a grape.”

533 intense use of Tithe IV Funds as Sales Tool / Culture of Duplicity

Recruders at the On Line Campus were aware that many improprieties involving Title IV funding
and the enroliment process occurred in order to receive credit for enroliments. “People do a lot
of sneaky things to get regs (enroliments).” For example, there was onerecruiter who created
an entire FAFSA and completed all the forms for the student. He created the login and
mﬂhmmmmmmunamguhbmmmmwm
have his password, Recrulters also represented that Title IV funds would pay all costs, and that
students would have no out of pocket expense for their UOP education, when, in fact, Title IV
funding does not cover all costs. These recristers all expressed concemn that students recruited
in his manner were beng deceived, because UOP begins vigorous collection efforts as soon as
a student withdraws or compledes a program — an aven! thal catches many students by surprise.
One recruller went so f27 as 1o say that he hears recruters “lie 1 students every day.”

A number of recrutters at the On Line Campus were awara of instances Where other recruiters
Mmu'mmmmmmmmmmbmm
and other enroliment documnents in onder fo get the apphcation or enroliment credit by
announced deadfines. Employees recounted that one recruiter was so good at forging student
signatures, ihat he was dubbed “The Doclor.” One manager expecied his recruiters to compiete
paperwork that the student is required to complete. He went so far as o train new recruiters
how to complete or modify a student's paperwork in order to expedite the credit of an
envoliment.

At the On Line Operalion, recruiters are taught how lo use Title IV funding as an effective tool
for closing a sale. UOP On Line provides Its recruiters with financial ald Instruction on how to
use Title IV & “overcome cbyections.” The training program and sales materiats for recruiters
teaches them how 1o uss financial aks effectively as a sales tool. One of the strategles s to ask
the potential student “You can afford $50 per month for your bachelors, can't you?™ The
recrulier then telts the prospective student that all they really need to complete for now is the
first five-week course. Tile IV funding covers the costs of this course. Students can then
withdraw, work on getting CLEP credits and retum in a year or two at a higher grade and loan

level. Students do not have 1o pay back any loan money untll sbx months after
withdrawal and the loan payments will only be about $50 per month because the loan is only for
the first five-wook course. This way, there is no “out-of-pocket” cost. A number of recruiters
mentioned this strategy as very effeclive In “overconng objechons.”

5.4 Conclusion: UOP Violated incentive Compensation Prohibitions and Breached
its Fiduciary Duty

5.4.1 Deceptive Practices to Mislead The Department

The sales philosophy at UOP and practice Is designed around evasion and relies upon

euphemisms 1o avoid detection by the Department. UOP systemically established lerminology
and procedures 1o hide the fact that UOP pays distinct and significant financial incentives solely
based on recruiters’ success in securing enfoliments. Since evaluations and salaries based on

) ’mm.mnmm.ndetmmhmh
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enroliments would be readily detectable by an auditor or Department reviewer, UOP refers to
ensoliments as “activities or “Jeve! one student information cards.”

Several recruiters foid the reviewers that they had confronted their managers during evaluations
about the fact that they were actually beng evaluated on enroliments. not the “fiufi” factors
printed on the evaluation forms (the subjective factors: Judgment, Customer Service, etc.). Al
were told by UOP that &t will always be aboul enraliments.  One recrultor quoted his manager
as saying: “You know you sre evaluated on the basss of enroliments and we've always taked
about that  You know that. It's never ever been a secret that there is an envoliment number that
you are expected fo hit.” All On Line Campus recruliers who were interviewed, except for those
chosen for interview by UOP, stated that thesr salary was based on the number of students they
enroll, a fact that managers refterate frequently on an oral basis, atthough they never put K in
writing.

Recruiters also told reviewers that whenever “visdors” (govermment visitors, accreditation
viskors) were expected, recruliers are coached by managers on what to say. Typically,
mﬂmbmmmmmmmmwmmmnﬂﬂy
posted on the walts and on desks. When “visitors” are expected, howeviy, these posters and
desk ‘reminders’ are removed until the visitors are gone.

Literally svery current UOP employee who has worked fonger than a year, expraessed andety
over possible retaliation by UOP. Many commented on the fact that in the current economy,
Jobs are very difficult to find, and UOP never hesitates fo replace arryone that it considers o be
other than a loyal “isam player.”

Recruiters consistently mentioned the focus and pressure to increase enroliments o report to
Wall Street. Many expressed that while UOP at one fime focused on the student and stressed
ethical conduct, the culture now s one where the emphasis is on increasing the numbers, the
stock price and meeting Wall Street expectations. UOP's corporate culture, steeped in “smoke
and minors.” creates a facade whene some can suvive, prosper and get rewarded. Often
ethics are set aside.

$.42 Cover Up During Review

UO#P’s behavior during the program review process further substantiates the ethical concems
expressed by both current and former employees.

One of the On Line recrulters saxd that her manager called her and one of her teammates aside
when it was leamed that the Departiment was reviewing the incentive compensation issue and
would visit the On Line opersfion. The manager coached them o say that salaries were based
on a number of factors, not pest enroliments. The manager further instructed them that they
were not fo speak to any former UOP employees about what goes on at UOP.

After the announcement of the program review, UOP informed Rs recruliers that if they were
contactad by sormeone from the Department for an interview, they were first 1o inform
management prior 10 speaking with him or her. Recruiters uniformly stated that they felt very
intimdated by UOP due o this pronouncement.

On the first day of the review, UOP offidals were told that the focus of the review was the
compensation plan for those invoived in admissions activities, and that the review would
encompass both Northem Cafifornia and Phoentx locations and involve intorviews with UOP
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staff. Mwmmwmmmmamm
mmmmmmmumrnmmwmmm.
When contacted by the Department after the site visits, thesa recruiters indicated that they were
absent for interviews because they had reputations for being honest andfrank.

Al the San Francisco location prior 10 the announcement of the program review, UOP was

a confest for recrulters that awarded prizes based on the number of applications. This
contest (for the busiest month of August) was celebrated by placing Monopoly money on a
bulletin board in the office with numbers ( to Applications obtained). Once a
recnuter achieved the requisits number of Appiications, they could Bt the number and find the
prizs undemeath. The lowsr numbess consisted of lottery tickets, but some of the higher prizes
reached into the hundreds of dollars w cash. Upon announcement of the program review,
however, UOP removed the Monopoly game.

nmmmw,wmmwmmmmwm
number of enroliments deared. UOP removed these banners shortly before the arrival of the
reviewers for interviews of On Line personnel. mw:nvadstmhgostedmm'
WWMMNWIM'@*’MMMMMd
the reviewers’ arrival at the On Line Campus.

The actions of UOP and the system it has established cultivates and maintains a corporate

culture in deflance of UOP's fiduciary duty. UOP has creeted an environment that pits the o
strong motivation of individual galn against its fiduciary duty to the Department. It is one that

flaunts the Departmen(’s regulations and the prohibition against Incentive compensation based

on enrofiments

6 REFERENCES
Sections 487(a) and 487(a}(20) of the Higher Education Act require that:

mmbhmmmhmwdmmmmmdﬂ 1
this title an institution . . .shall . . . enter into a program participation agreement with the

Secretary. Thoagreementshalcmdlﬂonmouﬁdandmnﬁmhgaigbﬁilydma

institution to particpate in a program upon compiiance with the following requirsinients:

.. . The Institution will not provide any commission, bonus, or other incentive payment

based direcily or indirectly on success in securing enroliments or financial aid %o any '
mamwhwmmammamm

decisions regarding the award of student financial assistance. . . . -

me1wmmm,uwmmmucﬁn
§m.1mmmmmdmm«wmdmm
enroliments in the section refating to Frogram Participation Agreements, as follows:

wmmmbmmmqwmmmmmam
ndwwﬂe.nmmmmhanymﬂtyhlpmﬁhawm.bmus.mm
mmwauwmmhmmuu
Mdaﬂbavpamamwmaymnmw\gum
activites or in making decisions regarding the awarding of student financial assistance. .
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The Department amended the provision to specify 12 “safe harbor® compensation and payment
plans. Thess “safe harbors” wers designed to aflow institutions to maintain compensation pians
that provide for increases to fixad compensation while remaining in compliance with the HEA
and implementing reguiations. 67 Fed. Reg. 51723 (Aug. 8, 2002). These “safe harbors”
included:

34 CFR §688.14(b)(22)(W)A): Adjustments o fixed employes compansation

34 CFR §888. 14(b)22)i){8): Enroliments in programs that are not eligible for Title IV
34 CFR §668.14(b)22)(@)(C): Contracis with employers

M CFR §668.14(b)(22)H)D): Profit-sharing or bonus payments to all employees

34 CFR §668.14(b)(22)iNE): Compensation based upon program completion

34 CFR §668.14(b}22)(INF). Clerical pro-ersoliment activities

34 CFR §668.14(b)(22)(W}G): Managerial and supervisory employees

34 CFR §668.14(b)}(22)(iXH): Token gifts to studénts or alumni

34 CFR §688.14(b)Z2)#)X1): Profit distribubons based on ownership

34 CFR §668.14(b)}22)i)J): Intemet-based activities

34 CFR §868.14(b)(22)E)(K):. Payments o third parties for non-recruitment acivities
34 CFR §668.14(b){22)(){L): Payments o third parties for recruitment activities

.............

As amended in 2002, the regulation now provides, in relevant parts, that an institution agrees
that

(i) it witl not provide any commission, bonus, or other incentive payment based directly
or indirectly upon success in securing enroliments or finandial aid fo any person or entity
engaged in any student recruiting or admession acbvities or in making decisions
regarding the awarding of title IV, HEA program funds. . . .

(w) Activities and amangements that an institution may camy out without violating the
proviskons of paragraph (DX22)i) of this section include, but are not limited 1o:

{A) The payment of fixed compensation, such as a fixed annual salary or a fixed
hourly wage, as long as that compensation is not adjusted up or down more than
twice during any twelve month period, and any adjustment is not based solely on the
number of students recruited, admitled, enrolled, or awarded financial aid. For this
purpose, an increase in fheed compensation resulting from a cost of living increase
that is paid to afl or substantally all full-time employees s not considered and

(E) Compensation thal is based upon students successfully completing their
educational programs, or one academic year of their educational programs,
whichever is shorter, For this purpose, successful completion of an academic year
means that the student has eamed at least 24 semester or trimester credit hours or
36 quarter credit hours, or has successfully completed at jeast 900 clock hours of
instruction at the institution

(F) Compensation paid to employees who perform clerical “pre-enroliment” activities,
sm::;s inq telephone calls, refering inquiries, or distributing instikitional
ma :
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(G)wwmﬁmbmmialorsmwisayonuoyeesmdomtdiewy
WUWWWmMMhMUM
activities, or the awarding of title IV, HEA program funds.

(H) The awarding of token gifts 1o the institution’s stadents or alumni, provided that
thegiﬂsaemlinﬂnfonndmwy.mmlhmme@ﬂkprwidadmmalyb
an individual, and the cost of the gitt is not more than $100.

34 CF.R §668.14{b)X22).

The first safe harbor, pertaining to salary adjustments, was designed fo creats a “batance
between the need of an institution to bass its employees’ salaries or wages on merk, and
concem that such adjustrnents do not make the statutory prohiblion against the payment of
commissions bonuses, and other incentive payments meaningless.” 67 Fed. Reg. 51723 (Aug.
8, 2002). The Secretary of Education stressed, In the Preamble to the Notice of Proposed
M,mmhmwmmmmmwuwmmm;
salary adjustments based solely on the number of students recruited, admitied, enrolled, or
awarded financial aid do not fall within the safe harbor. 1d. The safe harbor was not intended to
exclude salary adjustments that are “formulated in a way that dircumvents the statutory
prohibition against incentive payments.” id.

VWnenenadjngW?(a}(ZO}dﬂteHEAh1992,ﬂnmfetmrepodindiwtedmmm
did not mean Lo imply that institutions could not base sataries or salary increases on mesit. The
WmmeT{axm}mhmﬂmhﬁuﬂmmm
incentives io its staff to enroll unqualified students. 67 Fed. Reg. 67053 (Nov. 1, 2002). The
reguiation was drafted tn set forth spedific arrangements thal constitute legitimata business
Mmmwswnnedemwmu.y Thus, in discussing the
various safe harbors, the Secretary repeated the thema that a payment praciice will Mt il
within a safe hasbor when K is tied (o studerk recruitment. For example:

) nmmmumwmmhmmmmmm;

« denial of cost of living increases tied to student recruitmernt remiain profwbited,

. ammmmmtmhwmmmammeam
recrultment, admissions, enroliment or financial ald also violates the prohibition

67 Fed. Reg. 87056-87057 (Nov. 1, 2002).
wmmmmswdmsmmmmﬁmmw:

o hires its recruiters with the promise of lucrative compensation for success in secwing
enroliments;

o meintains a recruiter evaluation and salary system that provides incentive payments
based both directly and indirectly on success In securing envollments;

e provides substantial incentives 10 its staff 1o recrult unqualified students and students
who cannat benefit from the training offered;

. memhammmmbmm
Department’s prohibition against incentive compensation while evading detection.

Accordingly, UOP is in direct violation of §487(a)(20) of the Higher Education Act
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7 REQUIREMENTS

The requirements herein apply to all UOP institufions, including University of Phoentx, University
of Phoenix On Line and Westem Intemational University.

In responsae to this Program Review Report, UOP Is required to make substantial and

to the sstary compensation system for its recruiters and thelr direct

comprehensive
supervisors. It must also provide the spedific documents and information spedified below.
UOP’s response must induda:

policies and procedures for notifying and fraining its recruiters, admissions managers
and admissions directors of the Department's rule prohibiting any commission,
bonus, or other incentive payment based directly or indirectly upon success in
securing enroliments or financial ald to any person or entity engaged in any student
recrutting or admission activifies;

polides and progedures for any employee of UOP fo notify thg Department directly
and confidentially, by contaciing the San Francisco Case Management Team of any
plan or program that provides any commission, bonus or other incentive payment
based dicectly or indirectly upon success in securing enroliments or financial aid
any person or entity engaged in any student recruiting or admission activities;

polidies and procedures spedifically providing that no retaliation shall be made
against any such employee who provides the notification outlined above.

Documents and lnformation o Be Provided.

1. Salary History Report. UOP is to conduct a review of its salary records for all employees
{both UOP and WIU) engaged in any student recruiting or admisslon adivities on or after
Septasmber 1, 1998 o the date of s response and prepare a salary history neport for all
such employees, induding admissions counselors and managers. Such report must be
in either Excel or Access format and be provided elecironically, setting forth the following
information with respect to each such employee:

Last Name

First Name

Socal Seauwity Number

Date of hirs and position for which hired

Beginning salary

Date and amount of each salary change

Amount of each salary change

Each position held at UOP and beginning dale for each position
Employee's current status (current employee, terminated, leave of absence)
For terminated employees, the date of termination

—mFpmoapgp

2. Monthly Starts/Envoliments Report for each recrulter employed by UOP or WIU for il

engaged In any student recrulling or admission activities on or after

amployees

September 1, 1998. Such report must be in elther Excel or Access format and be
provided electronically, setting forth the following Information with respect to each such
employse:
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a. Lasl Name

b. First Name

c. Sodal Security Number

d. Month and Year

o. Number of enroliments for each month

3 m‘wmmmmmedmummt

mmmmuwwummmuﬁmw
instruct managers with respec! fo the rating of
form, matrix and/or other document used in employea evaluations.

4. Admissions Counselors and Admissions Managers and Directors’ Matrbxes in effect on
or after September 1, 1998 lo the present.

5. Student Status Report for all students from and after September 1, 1889 to the present.
&mmmmmmmmammmwm:

a. Total enmoliments

b. Total number of students in each status tracked by UOP and WIU, including
students who have the status “temporary drop™

¢ Total number of students enrolied who have nol attended in the sixty days prior
to your response

d. Total number of students who have not attended for 180 days or more prior to
your response

6. C@mdwmwm.MamWIJmhhﬂadmr
m.mmm,mmmmmm
addrasmgmhuusesuimﬁwmwsaﬁmpmﬁadbmmumﬁw
Whmmmwmm.mmmmmh.
Mwmmm.mwmwbmunmmw
2003 and electronic equipmeni

7. wdwmmduwswwmmwm
Sephmbartlssahmwbwpumoraﬂlyengagadhmym
recruiting or admission activibes.

8. Mwmummmmmbum
W.uﬁuhﬁhmmmmisdmw Please also
pmvideampyufhﬁlpummmbanhdhmw:

Recruiter Amount | Date




8. Attached to this report as Appendix B Is a list of UOP empioyees. In your responss,
provide a copy of the full personnel file, all evaluations and matrixes and all documents
individuals’ fles maintained by the Corporate Operations Manager,
Note: all employees identifiad in #3 above are also on Appendix B.

10.A of the Excel spreadsheets maintained by the Corporate Operations Manager,
that sets forth recrulter salary and evaluation data fer each recruiter, from
, 1999 through the date of your resporse. (Copies of two such spreadsheets,
mmdmmemmmmpmoam’mmm
REPCOMP 3.ds" were provided to the reviewers during the site visil)




—

University of Phoenhx Program Review Report
Appendix A: List of Recrulters ldentified in Report




Appendix B: List of Employees for Whom Personnel Records are to be Provided

2l ] 2| o &l &l & 8] o] 2] ol o] 2] 8] ] ] o o] o] o &l o] e s W S R S N o

Name

Location Hire Date | Exit Date

Proc-Uop-Online Campus-3157 0 0

Phoc-Uop-Online Campus-3157 D)(D

[Tuc-Uop-Sw-Tucson
-Apo-All Companies-4605

ISW - Las Rancho

Proc-Uop-Onfine Campus-3157 DB

Proc-Uop-Online Campus-3157

Phx-Apo-All Companies & Scotisdale

Nas-Se-Uop-Nashwille Main

Tem-Uop-Se-Tampa

Phx-Apo-All Compames & On Line

Phx-Uop-Onfine Campus-3157

Phx-Uop-Online Campus-3157

Phx-Uop-Online Campus-3157

Pro-Uop-Onkine Campus-3157 b)(6

Proc-Uop-Oniine Campus-3157

Prx-Uop-Online Campus-3157 D}(b

Phoc-Uop-Online Campus-3157

-Uop-Online Campus-3157

Phx-Uop-Online Campus-3157
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57

FECCECCEE

{
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No.
54
55

Location

Prc-Uop-Online Campus-3157
Vista

[Sal-Uop-Nw-Utah Main

Woo-Uop-Scal-Woodland Hills

Phx-Uop-Oniine Campus-3157

Phx-Uop-Online Campus-3157

Woo-Uop-Scat-Woodiand Hills

~Uop-Online Campus-3157

~Uop-Online Campus-3157

Woodiand Hills

-Uop-Oniline Campus-3157

Uop-Online Campus-3157

-Apo-All Companies & On Line

\

-Uop-Oniine Campus-3157
Main

mond Bar

Nashvillé Main

um-Uop-Sw-Yuma

Uop-Online Campus-3157

-Uop-Online Campus-3157

-Uop-Online Campus-3157

-Uop-Online Campus-3157

“Uop-Online Campus-3157

-Uop-Online Campus-3157

-Apo-All Companies

-Uop-Online Campus-3157

-Uop-Online Campus-3157

-Uop-Online Campus-3157

-Uop-Online Campus-3157

-Uop-Online Campus-3157
Rico

-Uop-Oniine Campus-3157

-Uop-Online (}aupa(ilfa?

-Uop-Online Campus-3157

-Uop-Onfine Campus-3157

-Uop-Ondine Campus-~3157
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No. Name Location Hire Date
96 Fou-Uop-Scal-Fountain Valley
a7 -Uop-Online Campus-3157

| 88 Phoc-Uop-Online Campus-3157
89 Phx-Uop-Online Campus-3157
100 | on-Uop-Cen-Co Main

Phx-Ucp-Onfine Campus-3157

102 A7
103 Proc-Uop-Online Campus-3157
1 Proc-Uop-Online Campus-3157
105 -Uop-Oniine Campus-3157
1 -Uop-Oniine Campus-3157
107 ul-Uop-Cen-Tulsa Main
108 “Uop-Online Campus-3157
108 -Uop-Onkne Campus-3157
110 Campus
111 Tem-Uop-Se-Tampa

{112 Sou-Uop-Mdw-Detrot Main
13 -Apo-All Companies-4605
114 -Uop-Online Campus-3157
115 -Uop-Onhine Campus-3157
116 | ~Uop-Online Campus-3157
17 -Uop-Online Campus-3157
118 Main
119 -Uop-Online Campus-3157
120 Uop-Online Campus-3137
121 ay-Uop-Ne-Philadelphia Campus

1z2 ~ Fountain Valley & Pasadena
123 City Main
124 -Uop-Online Campus-3157
125 Lop-Online Campus-3157
126 -LUop-Onlina Campus-3157
127

128 -Uop-Online Campus-3157

{128 Marcos
130

[131 “Uop-Onlina Campus-3157

| 132 ‘uo-Uop-Sw-Tucson
123 -Uop-Online Campus-3157
134 -Uop-Online Campus-3157
135
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Na. Nama

iEd(b)(6) JlPhx-Uop-Oniine Campus-3157

137 | IPhoc-Uop-Oniine Campus-3157

138 | iPhx-Uop-Online Campus-3157

139 iPhx-Uop-Onfine Campus-3157

140 Phx-Uop-Online Campus-3157

141 Prx-Uop-Online Campus-3157

142 — Sealtle & Sac-Rancho Condova
L. Phuc-Uop-Online Campus-3157

144 Ptoe-Apo-All Companies-4605

145 JPtoc-Uop-Online Campus-3157

(146 Phox-Uop-Onfine Campus-3157

147 ou-Lop-Ce :
148 Phx-Uop-Oriine Campus-3157 . |
149 Phox-Uop-Online Campus-3157
150 Phx-Uop-Online Campus-3157
151 Phx-Uop-Online Campus-3157
152 5 op-MNe-Phiiadelpihia Cﬂﬂﬂﬂ
153 Pho-Uop-Online Campus-3157
154 Pho Campus-3157
155 Phx-Uop-Oniine Campus-3157
(156 Phx-Uop-Online Campus-3157
157 IPhx-Apo-All Companies-4805

158 Phx-Uop-Online Campus-3157
159 al-Uop-Cen-Dallas Maln Campus
160 S p-Mdw-Detroit Main

161 | lPhx-Uop-Online Campus-3157
162 IPhx-Uop-Online Campus-3157
163 Phx-Uop-Online Campus-3157
164 Phoc-Uop-Online Campus-3157
165 Phx-Uop-Online Campus-3157
166 ai-Ulop-Se-Ortando

167 an-Uop-Ncal-San Francisco

168 Phx-Uop-Online Campus-3157 | _
168 Phx-Apo-All Companies-4605 I(b}(@l}
170 = (‘:.mnadﬁ
171 Sea-Lop
172 Pho Campus-3157
173 Campus-3157

175 P Companies-4605
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Name Location Hire Date | EX3t Date
0 Campus-3157 D) DD
{St-Uop-Mdw-St. Louis Main
|Phx-Uop-Online Campus-3157
JPrx-Uop-Online Campus-3157

-Uop-Online Campus-3157

jPhx-Uop-Online Campus-3157

 JPtoc-Uop-Oniine Campus-3157

 Phx-Uop-Onfine Campus-3157
Tuc-Uop-Sw-Tucson D) (D
Tig-Uop-Nw-Portiand Main
-Uop-Online Campus-3157

Main Campus

Ptx-Uop-Oniline Campus-3157

-Uop-Online Campus-3157
[Sal-Uop-Nw-Utah Main Campus

{Phx-Apo-All Companies-4605 0

Tig-Uop-Nw-Portiand Main

-Uop-Onfine Campus-3157

Phx-Uop-Onkine Campus-3157

Hon-Uop-Wes-Hawall Main Campus -
[Fou-Uop-Scal-Fountain Valley

-Uop-Online Campus-3157

JProc-Apo-All Companies-4615

~Uop-Oniline Campus-3157
JPhx-Uop-Online Campus-3157
Hon-Uop-Wes-Hawai Main Campus =

-Uop-Online Campus-3157

-Uop-Online Campus-3157
-Uop-Online Campus-3157
~Uop-Online Campus-3157
-Uop-Ondine Campus-3157
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EEEEEREEEEEEEEEREEEEREEEEEEEEREREER
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Name

Location

-Uop-Online Campus-3157

Tuc-Uop-Sw-Tucson

fPho-Uop-Oniline Campus-3157

-Apo-All Companies-4615

-Apo-All Companies-4615

Campus-3157

Campus-3157

-Uop-Oniline Campus-3157

£

Campus-3157

-Uop-Online Campus-3157

City Main

-Uop-Onlfine Campus-3157

-Uop-Onling Campus-3157

Phx-Uop-Online Campus-3157

Main Campus

Louls Main

Uop-Oniine Campus-3157

-Uop-Oniine C Campus-3157

Valley

Campus-3157

-Uop-Online Campus-3157

Francisco

Uop-Online Campus-3157

Uop-Onlfine Campus-3157

-Uop-Onfine Campus-3157

~Uop-Onfina Campus-3157

Campus

Hire Date | Exit Date
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