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UPS is one of the world’s largest employers in the private sector. 
Our human resource strategy is to employ talented people  
regardless of their race, gender, gender identity, or sexual  
preference, and then invest substantially in training, educating  
and promoting them to increase their capabilities even further.  
This is critically important to UPS because our workplace is as 
diverse as the world itself, and only a small proportion of our 
people work in a typical office building. Approximately 82 percent 
of UPS workers are involved in freight and package handling,  
driving motor vehicles, or both. 

This means that our workplace includes the roads, streets and  
highways of the world as well as hundreds of warehouses and  
vast, complex air hubs. We expect our people to operate vehicles, 
equipment and information technology tools on deadline with  
minimal supervision; to be fully committed to safety; and to  
maintain a positive attitude toward customers and co-workers at all 
times. We have great respect for people who can deliver this level 
of performance day in and day out, at every level of the company. 
This in turn has produced a strong commitment to value individuals 
and develop them as workers and people. That is why we offer fair 
compensation, high-quality training, opportunities for education, 
open doors for promotion, and encouragement to become 
shareowners of UPS. All these are matters of policy and tradition  
at UPS, and are discussed as such in the relevant paragraphs below.

Organizational responsibility for executing our human resource  
policies and management approach as outlined above rests with 
Allen E. Hill, Senior Vice President, Human Resources. Mr. Hill is  
a member of the Management Committee, which is responsible  
for setting and executing all UPS policy. 

Workplace

Occupational Health And Safety

Training for Safety on the Job. 
UPS conducts one of the private sector’s most extensive  
employee training programs and also provides substantial support 
for employee education. In 2010, we spent US$325 million on  
training and education. Our non-management employees received 
an average of 10.5 hours of training during the year, and our  
management employees received an average of 27.1 hours.  
UPS provides skills and leadership training for the continued  
development of its management employees using both internal and 
external resources. Examples of internal programs include “UPS 
Management Onboarding: Our Culture, Our Heritage, Our Vision,” 
“Develop Yourself, Deliver Results,” and “Manage Your Team  
with Integrity and Excellence.” The UPS Community Internship  
Program also provides development for upper management.  
External programs for continued development include access  
to online management and job-specific courses delivered via  
the UPS Learning Center, our UPS Education Assistance Program, 
and our support for professional certifications and attendance  
at seminars and conferences.

We spent US$175 million (about 50 percent of our training budget) 
on teaching 90 formal safety training courses in 2010. Our  
employees devoted approximately 3.8 million hours to safety  
training during the year. In 2010, we significantly improved the  
data collection processes for international safety training hours  
and courses. It allowed us to capture what we believe to be all 
material global safety training data. Additionally, we changed the 
methodology for calculating the spend on safety training to reflect 
actual costs incurred throughout the year versus our previous 
approach of reporting on budgeted amounts. As in past years,  
this effort generated positive results as measured in our Key  
Performance Indicator (KPI) for DART injury rate (days away from 
work, with restricted activity or transferred to another job due 
to on-the-job injury). Results for this KPI are shown to the left. In 
2010, we expanded the definition of our 2011 goal to include our 
entire global workforce; previously the goal was defined for the 
United States. The DART rate has declined steadily over the past 
five years, and we are on track to reach our global goal for 2011.

With a fleet of well over 99,000 delivery vehicles, safe driving is  
a major focus for UPS. Our KPI for auto accident frequency is shown 
on the following page. In 2010, we expanded the definition of our 
2011 goal to include our entire global workforce; previously the 
goal was defined for the United States. As with the DART injury 
rate, we have made significant progress in improving safe driving 
around the world, and are on track to meet our global goal for 2011.

In 2010, we honored 1,135 drivers with entry into the UPS “Circle 
of Honor” in recognition of driving 25 years without an avoidable 
accident. The Circle of Honor now includes 5,289 drivers who have 
achieved this remarkable record. Unfortunately, we also deeply 
regret the fatal auto accidents that claimed the lives of four  
UPS ground employees and 2 pilots in 2010. Whenever an  
accident occurs, we invest significant management attention  
in investigating the cause and improving our procedures and  
safety training if possible.

KEY PERFORMANCE INDICATOR 
DART Injury Rate per 200,000 Hours—Global Operations

Injury rate continues to drop.

2009—4.2

2007—6.8

2010—4.1

2008—5.0

2011—3.9*

Actual Data Goals

Days away from work, restricted activity, or transferred to another job due to an  
on-the-job injury. This number represents the number of occurrences per 200,000 
hours worked. 
* Revised goal: Global Operations

Steady 
Gains



KEY PERFORMANCE INDICATOR 
Auto Accident Frequency

Continued progress towards 2011 goal.

Total number of vehicular accidents (regardless of severity) per 100,000 driver hours. 
†Revised goal: Global Operations.

Actual Data

Goals

2011†— 9.72010—10.32009—10.92008 —13.32007 —15.1

Steady
Gains
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We continually increase the safety of our facilities and equipment. 
Many of the ideas for these improvements and upgrades come  
from our Comprehensive Health and Safety Process (CHSP)  
members. There are more than 4,000 CHSP committees in UPS 
facilities worldwide. They are run primarily by hourly employees 
with management support. The CHSP committee framework is 
designed to include approximately 10 percent of the workforce. 
In addition to the CHSP process, more than 450 employees at UPS 
work full time to protect the health and safety of UPS employees. 

Programs for Whole-Person Health.  
In 2010, UPS provided health benefits for more than 780,000 
employees, retirees, and their dependents. Our benefits programs 
provide medical, dental, and vision care as well as education 
programs and tools regarding healthcare and proactive wellness 
programs. Some of our topics include smoking cessation, health 
assessments, drug counseling, management of diabetes and high 
blood pressure among many others. The goal of these programs  
and tools is getting our people to take wellness personally,  
by making informed choices in how they live and respond to  
wellness challenges. One of our strategies for achieving this is  
to match employees with people—including peers on the job— 
who can help them.

•	Our “health coaches” program gives eligible UPS employees  
access to registered nurses who provide confidential assistance  
in understanding healthcare issues and navigating the healthcare 
system; health coaches helped more than 10,000 UPS employees 
and family members in 2010.

•	Our “Wellness Champions” program supports members of the  
CHSP committees mentioned above. The program provides  
CHSP committee members with tools and resources that inform  
co-workers about health risks and encourage them to adopt  
healthy lifestyles to prevent or offset their health risks.

Our Employee Assistance Program (EAP) provides practical  
information, referrals to trained professionals and support for  
a wide-range of work/life issues from financial concerns and  
childcare to substance abuse and bereavement. Since its inception 
in 2006, 424,274 UPS employees and/or household members  
have benefited from the EAP.
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Diversity, Development and  
Employee Ownership

Diversity and Equal Opportunity.  
Diversity is an integral part of our global strategy, just as it is  
part of the social fabric for a company operating in more than 220 
countries and territories. In 2010, 31 percent of our officers and 
managers came from diverse backgrounds. Within the U.S., our 
workforce was 17 percent African-American, 9 percent Hispanic,  
4 percent Asian-American and 1 percent Native American or other. 

We understand that diversity encompasses more than race and 
gender. It extends to the full myriad of issues ranging from ethnicity 
to sexual orientation to physical ability to gender identity. Inclu-
siveness, respect and cooperation are core values that help drive 
the way we do business with our customers and suppliers—and 
strengthen our bonds with a multi-cultural community of friends 
and neighbors. 

We work hard to ensure that diversity is a positive for everyone  
at UPS, such as with our Professional Conduct and Anti-Harassment  
Policy. This policy prohibits harassment based on race, sex, gender 
identity, national origin, disability, sexual orientation, age or  
religion. New employees receive a detailed orientation on the 
policy and regular refreshers throughout their UPS careers.  
Furthermore, many of our basic workforce policies strongly  
support our diversity policies. These include:

•	operating on a personal basis founded on teamwork  
and first-name relationships;

•	promoting from within;

•	practicing objective, careful hiring methods;

•	encouraging and assisting employee development  
by communicating regularly with employees;

•	providing training opportunities and recognizing accomplishments

•	compensating employees fairly and maintaining a safe work  
environment;

•	shunning favoritism; and

•	respecting each employee’s point of view.

To further demonstrate our commitment in all areas pertaining to 
human rights, we adjusted our Code of Business Conduct and our 
Policy Book. We previously adopted a Human Rights Statement  
as part of our Code of Business Conduct. For more information  
see “Human Rights,” page 72.

Opportunities for Education.  
Tuition assistance is available to all full-time employees and to  
a substantial number of part-time employees. In particular, college 
students are an important source of part-time workers for UPS. 
They constituted 45 percent of our newly hired part-time  
employees in 2010. To help them balance work and school,  
we offer an “Earn and Learn” program at 90 locations in the United 
States. The program provides tuition assistance while students  
work part-time at UPS. In 2010, we provided US$24 million  
in tuition support to approximately 14,000 students. Since the  
program began in 1999, we have invested US$187 million in  
tuition assistance for approximately 113,000 college students.

We also encourage all management employees to continue their 
career development and job-related education, in part during 
annual career development discussions. Approximately 57 percent  
of UPS management employees received such reviews in 2010, 
compared to 96 percent in 2009. The difference is due to two major 
changes in our business in 2010. First, we launched a new career 
development program for managers, and performance reviews 
under the new program did not begin until after its launch in  
May of 2010. Second, we reorganized the management of our  
largest business segment, U.S. Domestic Package, as described in 
“Marketplace,” page 36. Thousands of management employees  
and management relationships were affected by the reorganization, 
resulting in postponement of performance reviews for many of the 
managers involved. Employees whose positions were eliminated in 
the reorganization received transition support on an individualized 
basis. Support service included job placement, severance  
payments, financial planning, additional training, and counseling.

Promotion from Within.  
UPS has promoted from within for generations. This includes: 

•	part-time workers moving into full-time positions; 

•	non-management employees moving into management  
positions; and 

•	supervisors and managers moving into positions  
of greater responsibility. 

Approximately 56 percent of our current full-time drivers were  
once part-time employees, and more than 73 percent of our  
full-time managers (including most vice presidents) were once  
non-management employees. Our part-time workforce totaled 
180,000 people at the end of 2010. During the year 2,642 part- 
time employees advanced to full-time work. Our management 
ranks at the end of the year included 1,174 employees who  
moved into management for the first time. 

We also strive to recruit, train and develop people from the local 
community, both in the U.S. and in our international locations. 
Among employees overall, less than half of one percent come from 
outside the country where they worked in 2010 (214 expatriates 
out of 70,838 employees). The majority of our senior international 
managers are working for UPS in their home countries. Available 
positions are posted on www.upsjobs.com, and we also promote 
from within as described above. 

www.upsjobs.com
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Women’s Leadership Development.  
Entry-level positions in our business, such as for drivers and  
package loaders, have traditionally attracted more men than 
women. Coupled with our focus on promoting from within, this  
has created a particular need for UPS to develop and retain women 
for supervisory and management positions. In 2010, 29 percent  
of our officers and managers were women. To encourage our 
existing women in management to remain with the company 
and develop their careers within UPS, we continue to expand our 
Women’s Leadership Development program. The main activities  
of the program include:

•	Creating meaningful dialogues between women and men regarding 
workplace issues.

•	Opening avenues for women to build their leadership skills through 
community service.

•	Providing opportunities for women to expand and strengthen their 
career networks.

Following the success of the program within the Americas and 
expansion into Europe in recent years, we commenced the first 
Women’s Leadership Development activities in Singapore in 2010. 
Future locations within the Asia Pacific Region include Australia 
and Malaysia. In 2010, we also launched the Diversity Leadership 
Development Pilot for Asians, Hispanics and African Americans. 
This program was modeled after the Women's Leadership  
Development program and was piloted in 13 districts.

Employee Ownership.  
Our employees began sharing the benefits of stock ownership  
in the 1920s. UPS became a public company in 1999. Today we  
offer multiple stock ownership programs for employees, including,  
in some countries, a discounted stock purchase plan. In 2010,  
approximately 92,678 employees were shareholders. 

Labor/Management Relations

Employee Satisfaction. 
We devote two KPIs to measurements of employee engagement. 
The first KPI, shown below, measures full-time employee turnover. 
Our goal was 14 percent in 2010, and actual turnover was 8.1 
percent (see chart). The data for our second employee engagement 
KPI, shown below, measures the percentage of employees who 
consider UPS an employer of choice. The data used for the KPI are 
taken from our annual Employee Opinion Survey (see page 72, 
“Monitoring and Follow-Up”). The data from 2010 indicated that  
66 percent of UPS employees consider the company an employer  
of choice. 

Training and Awareness About Workplace Issues. 
A strong majority of UPS managers began their careers in non-
management jobs with the company and have worked in multiple 
organizations within the company. This includes members of our 
Management Committee, the most senior management body at 
UPS. To reach the Management Committee, an employee must 
work at multiple levels in multiple departments and facilities 
throughout the company. Our company leaders are thus aware of 
the full range of issues related to fair employment and human rights 
on the job. We supplement this experience with systematic training 
of our management employees, and we provide all employees 
worldwide with a 24-hour “Help Line” that enables them to 
anonymously report their concerns about on-the-job issues. 

KEY PERFORMANCE INDICATOR 
Employee Turnover—Global Workforce

Turnover goal achieved.

Percent of all full-time employees who left our company in 2010.

Retention

1 .99 %

Turnover

0 8 %.1
.0

★
Goal 

Exceeded

KEY PERFORMANCE INDICATOR 
Employer of Choice Index—Global Operations

A subset of 20 questions from the Employee Opinion Survey that assess employees’ 
opinions of how UPS attracts, retains, and motivates employees.

Actual Data Goal

2010—66.0%2007—75.0% 2008

Did Not  

Conduct

Below 
Goal

2011—70.0%2009—70.0%
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Working Relationships with Organized Labor. 
One of the most striking qualities of the UPS workforce is that 74 
percent of our United States employees are in non-management 
jobs represented by collective bargaining organizations, and 73 
percent of our managers started in those same non-management 
positions. We believe this is a primary reason for our successful, 
stable relationships with the unions to which our people belong, 
such as the International Brotherhood of Teamsters in the U.S. We 
employed 238,566 Teamsters in 2010, more than any other com-
pany in the world. The International Association of Machinists and 
Aerospace Workers represented 3,285 employees at UPS in 2010, 
and the Independent Pilots Association represented 2,782 pilots 
of UPS Airlines. We maintain open communication with all our 
unions, and bargain in good faith on all matters that involve them. 
All of our collective bargaining agreements contain provisions that 
address the health and safety of our union employees. These agree-
ments include but are not limited to the following topics: health 
and safety committees, hazardous materials handling, vehicle and 
personal safety equipment, accidents and reports, and others.

In 2010, as in most years, we were engaged in contract negotiations 
with one or more unions and concluded a number of negotiations 
successfully and on schedule. A dispute arose during the year  
in Turkey, where a subcontractor that provides workers for UPS  
dismissed some employees after they joined a local organization 
which has an affiliation with an international association of 
transportation workers. The employees sought reinstatement by  
UPS and engaged the workers association on their behalf. We were 
able to determine, however, that the local organization had not 
applied to Turkish authorities for recognition as a union and did  
not meet the country’s requirements to become a collective  
bargaining organization at UPS. To protect the integrity of our  
successful business and labor relationships in Turkey, we decided to 
settle the dispute with the affected employees of the subcontractor 
on a confidential basis and put the matter to rest.

In the history of the United States, organized labor and the  
environmental movement have different pasts, but they’re  
going to share the same future. The environmental challenges  
we face as a country can be the next great driver of innovation 
and economic health. That’s why the BlueGreen Alliance was 
formed. We capture the attention of policy-makers by joining 
people who once didn’t speak to each other by habit: people  
who care about the environment and people who care about 
 jobs for American workers.

Times change and we have to change with them. We quickly 
found, though, that advocating new policy proposals to create 
jobs and protect the environment isn’t enough. We needed the 
support of private enterprise. We need successful companies 
that understand and embrace new ideas instead of following 
policy-makers down the same path we’re on now. One of  
those new ideas is that environmental sustainability can be an 
economic advantage. Another is that working with organized 
labor is smarter than working against it.

UPS stood out to us as a company that innovates to address its 
environmental impacts, works successfully with its unions, and 
understands how business and public policy can work hand in 
hand. That’s a powerful combination. Bringing companies like that 
to the table changes the conversation for policy-makers. They are 
more willing to listen and more able to understand that building 
sustainability into the economy is not necessarily a burden of 
regulation or stifling to innovation. It’s a way to focus our energy 
and unleash innovation.

The transition from a fossil fuel economy to a green economy  
is going to take time, but some of the broad outlines are clear.  
We need to advance and integrate technologies that are separate 
now. UPS’s use of information technology to increase transporta-
tion efficiency is a great example of this. We also have to start 
thinking of transportation infrastructure issues in a much more 
unified way, not piecemeal. Corporate leaders in transportation 
and logistics already see this. We need those companies,  
including UPS, to share their experience and expertise. We  
need them to lead, because in some ways they are already  
operating in a future the rest of us need to get to.

—David Foster 
Executive Director, BlueGreen Alliance

Stakeholder Statement

BlueGreen Alliance
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Monitoring and Follow-Up 

We conduct regular internal monitoring of how our employment 
policies and practices are followed around the world. One of our 
primary monitoring programs is our employee opinion survey  
(EOS), which is a systematic survey of employees at all levels and  
locations of the company. Most business units gathered their survey 
results from a representative subset of their employees. The EOS is 
reported back to all employees and also to management, up to and 
including the UPS Management Committee. We use a subset of the 
EOS for our annual KPI on employee engagement (see previous, 
“Employee Satisfaction”).

UPS is externally monitored by numerous outside stakeholder 
groups. In 2010, for example, UPS was positively recognized for its 
performance regarding equal opportunity, diversity, human rights, 
and other employment issues by:

•	Publications and publishers including Bloomberg BusinessWeek; 
Black Enterprise magazine; Hispanic Business magazine; Human 
Resource Executive magazine; and The Career Communications 
Group, publisher of US Black Engineer & Information Technology, 
Hispanic Engineer & Information Technology and Women of Color 
magazines.

•	Interest groups including Human Rights Campaign (HRC) and  
Marriott Foundation Bridges program. 

Human Rights

UPS’s high regard for human rights is essential to the kind of people 
we hire, our strong culture of developing them as workers and 
individuals, and our dedication to serving all kinds of people and 
businesses, all over the world. In the last few years, we have been 
taking steps to formalize our commitment to human rights, for two 
reasons. First, we understand that society benefits when respected 
organizations recognize human rights as a business issue. Second, 
our international expansion means we are engaging with new  
suppliers in many countries around the world, and it helps both  
us and them to refer to explicit human rights language in our  
contracts, policies and other corporate communications. 

Organizational responsibility for our human rights policies rests with 
Allen E. Hill, Senior Vice President, Human Resources. Mr. Hill is a 
member of the Management Committee, which is responsible for 
setting and executing all UPS policy. Our Human Rights Statement 
is incorporated into our Code of Business Conduct, which is 
available online with our other governance documents. In 2010, we 
made a number of adjustments to our Code of Business Conduct, 
Policy Book and other documents to align with the new language 
recognizing the importance of human rights. 

Investment and Procurement Practices.  
We do not currently report the percentage and total number  
of significant investment agreements that include human rights 
clauses or that have undergone human rights screening. All  
existing employees of UPS receive annual training on the Code  
of Business Conduct. All new employees receive this training  
when they are hired. The Code of Business Conduct is available  

on our employee website in 15 languages, including two new  
languages added in 2010 (Turkish and Korean). In addition, our  
key suppliers are expected to comply with the tenets of the  
Code of Business conduct.

Non-Discrimination. We do not currently report publicly on incidents 
of discrimination and actions taken. Our management receives 
reports on such incidents, if any, and takes immediate actions to 
discipline, train and counsel the parties involved.

Freedom of Association and Collective Bargaining. We support the 
rights of our employees to become members of a union, and 76 
percent of our United States employees have exercised that right. In 
addition, we encourage positive relationships with our employees 
and unions by adhering to the principles outlined in our Policy Book 
and our collective bargaining agreements. In 2010, we identified 
no operations in which the right to freedom of association and 
collective bargaining was at significant risk.

Child Labor; Forced and Compulsory Labor. We are not aware of any 
incidents, violations, complaints, or concerns in our operations 
involving the use of child labor or forced or compulsory labor in 
2010. We manage our business in compliance with all applicable 
laws and regulations of the countries in which we operate, and in 
accordance with our own Code of Business Conduct.

Security Practices. 100 percent of UPS’s security personnel receive 
training on human rights issues relevant to our operations. We  
are not aware of any incidents of significant harm to persons or 
property related to UPS security personnel in 2010.

Indigenous Rights. We are not aware of any incidents of violations 
involving the rights of indigenous people in 2010.




