ORACLE

Maximise Your Talent with Oracle HCM’s Unified Solution
PeopleSoft Human Capital Management

Linda Hemsworth
Principal HCM Consultant



The following is intended to outline our general
product direction. It is intended for information
purposes only, and may not be incorporated into any
contract. It is not a commitment to deliver any
material, code, or functionality, and should not be
relied upon in making purchasing decisions.

The development, release, and timing of any
features or functionality described for Oracle’s
products remains at the sole discretion of Oracle.
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.Agenda

« Examining Current Trends
* What to Do Now

 Oracle Tools to Help You
« Questions
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Cautious Recovery...

Global markets
continue in the
recession, but some
Indications of a
cautious recovery are
starting to emerge
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. Changing Workforce

Virtual

Diverse
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. Continuing Technology Evolution

Mainframe PCs — Web 1.0 Web 2.0
Computers Client/Server The Internet The Internet
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. Talent Challenges 2011 and Beyond

Retention

Engagement

21

Skills Gap
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Michael | Roth
Chairman and CEO
Interpublic Group

“What you do in this environment is add
to your talent base and reposition your
talent to be more suited for the
challenges that are ahead.”

ORACLE

22 13t Annual Global CEO Survey, PriceWaterhouseCoopers, January 2010



. Take an Active Approach to Talent Management

Tactical Strategic & Visionary

Time to Hire Time to Productivity

Pay for Tenure Pay for Performance

Reactive Training Proactive Training

Certification Tracking Organizational Compliance Tracking

Reactive Promotions Succession & Career Planning

“By excelling in Talent Management, the average Fortune 500
company can generate a nearly 15% improvement on earnings.”

Hackett Book of Numbers
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. Action Plan

Define Your Talent Strategy A
« Align Talent with Organisational Objectives
* Identify Critical Skills
* Define Success Metrics
y
)

Focus on Existing Talent

» Create an Accurate Picture of Your Workforce
* Understand What Motivates Your Employees and Take Action
» Pay Based on Performance Encourages Best Results

J
)
Plan for the Future
* Project Future Talent Needs & Acquire Talent
-~ * Create & Execute Necessary Development Programs
_» « Complete Succession Planning
J
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. What Does a Unified Talent System Look Like?

Security Social and Collaboration Tools Workflow

SCM

GL, Vendor
Purchasing, Management
Budgets,
Expense Portal
Reports Self-Service

Help Desk Recruiting
Communications -
Time/Labor Learning Management
Scheduling Global Performance Management

Absences ) Succession Planning
Core with Compensation

Profiles Etc.

Business Intelligence
Business Intelligence Foundation Tools
Workforce Planning

CRM

B.aCk!og’ Predictive Analytics  Global Core includes: Project
Pipeline, \ Human Resources Payroll Costing,
Customer Benefits Grants,
Satisfaction, - Contracts
Employee
Satisfaction SOA Content Management ETL  Bus. Process Mgt.

ORACLE
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. Manage Talent with an Unified Process

Customer Value

Ensure success and
longevity

Maintain competitive edge
Cut costs

Increase employee
productivity and
engagement

Reward the right people

Improve succession and
leadership development

Improves employee &
customer satisfaction
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. Integration — The Key to a Unified System

Native integration comes explicitly with
a single vendor environment

ORACLE




. Action Plan — Define Your Talent Strategy

] )
Define Your Talent Strategy
« Align Talent with Organisational Objectives
4, * ldentify Critical Skills
. %41 * Define Success Metrics
y
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. Define Your Talent Strategy

 Align Talent with Organisational Objectives
— Performance Management

* |dentify Critical Skills

— Competencies

« Define Success Metrics
— HR Analytics

ORACLE



. Align with Organisational Objectives

Performance Management

Clearly communicate organisational direction
by identifying objectives at all levels of the
organisation

Empower employees to take action where it
counts by publishing business objectives

Ensure key strategies are adequately supported 3

by aligning individual goals to business 3%
objectives
Enable organisational agility with syndicated ’i
business objectives ..
7 &I
Gain visibility of progress toward critical - S)
I 4 <
Initiatives 4%
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ePerformance

Optimally Align, Develop, and Deploy Workforce

Search for Business Objectives

First Name:

I

Last Name:

——

riudnce dng Agmnimmsurduon

Department Title:

LDrepartment: LaUUU

Qwner: Jean Parsens
Title: Senior Vice President-F..

Business Objectives

Employee Access to Pull
In Goals and Objectives

Performance Document

Administration
Department: 14000

Owner: Kathy Wise

Title: Directar-Administraticn

Business Objectives

Corporate Legal

Chwnar: Patrick Seta
Title: Wice President-Corp Leg...

Business Objectives

Corporate Fina

epartment: 1310

Owner: Betty Lochg
Title: Directer-Fing

Business Obill

.orporate Accounting

epartment: 13110
dwner: Rosanna Channing

<

Corporate Consolidations

epartment: 13170

Cwner: Tina Palisco

Identify and Visualise
Organisational Goals

Corporate Cont

epartment: 131350

Owner: Cynthiz 244

Copy from Business Objectives

Betty Locherty, Director-Finance

Performance Document: 01/01/2009 - 12/31/2009

Business Objectives

Managers Push Goals and
Objectives to Employees

Business Objectives:

2009 Objectives for Information Systems

Below are the Business Objectives for your arganization. You can copy any of these Ohjectives into the
document by selecting the checkbox next to the goal and then the copy button or you can search for different
ohjectives by selecting the link Use Different Objectives. To view maore details about each objective, select
the link on the objective name.

Find Different Objectives

Section: ANY

Objectives

[] | Provide Exceptional Customer Service

Section

Customer Layalty

[ |Provide Customers with Dependable High Quality Systems Customer Loyalty

[] |Effectively Manage Department Expense

Frofitability

SelectAll Deselect All

Copy Cancel

Return to Peformance Criteria
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Aligning Individual Goals with Business Objectives

Performance Document - Performance Document

Performance Criteria - Draft

Diane Palmer, Assistant-Administrative
Performance Document: 01/01/2009 - 12/31/2009

Save S =

Return to Document Detail

Expand All Collapse All Expand Sections

~ Section 1 - Employee Goals

Listed below is a set of goals to be rated. You can enter ratings and comments for each goal
listed below Employee Goals will be evaluated by: Employee, Manager

Expand ltems Collapse ltems

+ Goal 1: Increase customer contact

Description : Increase contact with customers via meetings, phone, and
email by atleast 25% & o
Employee Measurement : Assist managers with scheduling meetings,

booking travel, mainting appointments and facilitating finance events.
* Due Date : 12/31/2008

* Status: In Progress I |
* Percent Complete: O |

* Stretch Goal: Mo

* Start Date : 01/01/2008

* End Date : 12/31/2009

icated
rmance

Aligns To Objectives: Always put customers first i ]
@

This Objective was modified on 2005-02-13

Created By:
Last Modified By:

Dian= Palmer 02ME/2008 12:34FM

[
Dian= Palmer 02ME/2008 12:43FM

Clear visibility when organization
objectives are updated or
changed

Add Goal Business Objectives

ORACLE



Identify Critical Skills

Competency Management

Workforce
» Track and evaluate Planning
employee competencies

and accomplishments
Employee
Selection

Succession
Planning

« Get a complete view of
skill needs and gaps

_ ) Profile
through full integration Management
with all critical talent (Competencies)
functions

Training &

) i Development
- Plan and adjust as skill

needs change

Employee
) Development
 Part of Profile

Management

ORACLE



Define Success Metrics
Oracle HR Analytics

'“”m" HR Performance
o _!““I « Correlate financial with key workforce metrics to
|||l” demonstrate HR’s strategic value in the organisation and
s quantify the return of investment on HR and the workforce.

~~ | Operations
¢ - =i -+ Provide better workforce planning with easy visibility to
= global staffing, retention and contingent labor usage;

* Improve workforce performance by focusing on internal
mobility and talent development.

Compensation

* Increase performance of organisation by understanding and
leveraging pay and performance relationship. Decrease
costly compensation errors.

ORACLE
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Define Success Metrics
Oracle HR Analytics

Recruiting

« Better measure quality of hire; optimise candidate sourcing;
* Analyse recruitment pipeline and ‘hire-to-retire’ process

ﬁ i efficiency;

* Monitor vacancies and reduce time to fill.

Learning Management

» Assess HR organisation’s learning offerings and how those
programs affect employee performance and tenure;

* Monitor program enrollment and completion to understand
how activity and completion affect quality of workforce.

Leave & Absence

. * Monitor planned and unexpected absence events to gain

greater insight into lost productivity;

™|« Measure absence events across time periods to highlight
trends and exceptions.

ORACLE




. Action Plan — Focus on Existing Talent

Focus on Existing Talent

» Create an Accurate Picture of Your Workforce
* Understand What Motivates Your Employees and Take Action
» Pay Based on Performance Encourages Best Results

J
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. Focus on Existing Talent

e Create an Accurate Picture of Your Workforce
— Profile Management

- Understand What Motivates Your Employees and Take
Action
— Workforce Communications
— Social Networking & Collaboration

- Pay Based on Performance Encourages
Best Results
— Compensation Management
— Incentive Compensation

ORACLE




. Create An Accurate View of Your Workforce

Profile Management

Skills Knowledge
Profile
Attributes
Ecenses &
Certificates

'
v 4

A

Experiene T T MR Profiles
Company > .9 “ Are
Defined Group Key!

Content Memberships




Learn What Motivates Your Employees & Take Action
Workforce Communications

HR Programs Surveys Reports

- Targeted communication « Targeted surveys * Review, analyse

« Multiple channels * Personalised and q_uantify HR
. 2-way dialogue - Confidential Initiatives

Ebi)'ﬁ* gbi) fit

Live Healthy, Be Happy
Live Healthy, Be Happy

Welcome

Jill Jackson, the HR Club Welcomes You!

The New Year is  time of reflection and when many people resolve to improve their health. We
care about your health and wellness and are announcing a new program, the Fit Club, to help
you achieve your health and wellness goals, and to stick with it

What is the Fit Club?

The Fit Club is an online community and resource purpose-built ta provide you with informative
articles and content to assist you on the road to health and wellness. Fit Club members get

exclusive access to: Promotions and discounts on fitness and health-oriented products and
senices

+ Fit Club Communities, bringing you together with other Fit Club members that have T R TS P
similar health and wellness interests, providing you the exercise partner, the sports team

or smaking cessation support that you need

Fit Club outings and events

« Personalized Fit Club newsletters and alerts to keep you informed of programs. events.
community updates and promoations on health and wellness topics that are important to
you

s dpines

-

Depansen

Communicate Gather Important
Carefully Feedback Understand & Act

Integrated and Secure




Define Social Networking Objectives

Internal External
Usage Usage

- Knowledge capture  Recruiting
and sharing « Branding
- Informal learning . Customer contact

Formal and informal
collaboration

Communication
Engagement

Connect, Communicate and Collaborate

ORACLE



. Pay for Performance for Best Results

Compensation

Allow managers to plan and allocate all
compensation types based on budget and

performance

Delegate authority and approvals to manager
compensation processes

Provide managers with tools to help make the
best compensation decisions for their teams

Leverage grid-like user interface for ease of use
and greater flexibility

ORACLE




Embedded Analytics Help Ensure Accuracy

eCompensation

> Compensation Chart Preview
Update Compensatlon Proposals p
John Sear
1400 — - S
Empl ID and Record: HXCMPMSS01_000 Currency Cg 1200 — = s -==
| Name: John Sear
- 4]
Status: Calculated -E 1000 — — i ————— S
m ............ -—
G
W
7 T . EEE—— E——
Submite| |PushBacks| |[Ganfim E | .
=
E G0 ————[ .
= T - e _
T am——- .| ]
=
s Total Eligible Total Eligible e (N N B
[Employees {Salaries {Amoun| 200 ———— [ ————— ]
Focal Hike 1 35,000.00 7000Qf 009 L__S e . =
| Adjustments 1 35,000.00 3,500.4 o
' Bonus 2 70,000.00 400.00) 1 2 a 1 c
Mumeric Rating
Fotil SIUCH | Adjustment | Bonus
I Focal Hike
‘"ame O IS Pagelet: | Salary Increase by Performance ﬂ )
Corrrea, Jennifer HXCMPMSS27
Amounts by Salary Type
Dsouza.Michael HXCMPMSS28 Counts by Group Status
Counts by Job Code
Return to Message & Alerts Counts by Midpoint
Counts by Range
Salary Increase by Performance
Salary Increase by Points
Salary Increase by Rating
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End-to-End Incentive Compensation
Moving Beyond Administration to Strategic

GLOBAL COMPLEXITY | SALES EFFECTIVENSS § ALIGNMENT
To Lower Cost & ] To Be More Competitive B To Drive Desired Sales
Reduced Risk ' i Behavior
Manage globally and Optimise plan Motivate with
reduce TCO effectiveness incentive insight
Retro Sales Crediting OBIEE Sales Enhanced operational Bl
Shared service center support Performance analytics Publisher reports
Copy plans via XML between Scenario management Web 2.0 gadgets for sales
environments reps

: “What if” plan modeling
Telco & Fin Serv templates with greater financial Commission Estimates
PeopleSoft & Siebel integration predictability

Archive & Purge

ORACLE



Incentive Insight ..a Day in the Life...
Empowering Sales & Motivating Behavior

Accurate s R . e
- Calculations,
01/25 Out Jesse sssiass asmsoscr s §enre s Recent
el o b 1o Transactions 4 Am | going to
o [ pamen e Gadgets be paid
. correctly?
When am |
going to get
paid? _
Compensation Plan

> N Acceptance

Reporting How am | ﬁ What's m
& doing so far? A gm
Analytics How can | do “ :
L Jov | rewarded?
-
Tell me what |
2 ‘ = K next? Sell to What If
= L. - whom & Compens_atlon === _
e T what? Scenarios — [l
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. Action Plan — Plan for the Future

[
@g | TiaE

N
Plan for the Future
* Project Future Talent Needs & Acquire Talent
-+ Create & Execute Necessary Development Programs
¥ « Complete Succession Planning
J

ORACLE




. Plan for the Future

 Project Future Talent Needs & Acquire Talent
— HR Analytics
— Recruiting

» Create & Execute Necessary Development Programs

— Career Planning
— Learning Management

« Complete Succession Planning
— Succession Planning

ORACLE



. Project Future Talent Needs

Human Resources Analytics

« Get visibility into the Workforce
« Make better informed decisions

* Recelive early warning of potential
problems that could impact their
ability to meet business objectives

- Leverage Oracle’s Market-leading
Bl Platform

S - Integrated to PeopleSoft

ORACLE



Human Resources Analytics

Business
Objectives/
Issues

Ensure needed skills

are available

v

Project Future Talent Needs

Turnover KPY
Titne run: H282009 9:47:15 P

Turrowver Current Prior

Tumower KPI

Ratio FPeriod Feriod Feriod
Voluntary Terminations 92% 40 32 ° 25.00%
Involuntary
Terminations 1.1% 3 © Q (L2
All Terminations 10.9% 46 £ Q sz

%% Change fram Prior

Is turnover within
manageable limits?

/V

v

Is voluntary turnover
increasing?

v

Why are people leaving?

v

Which groups are
Affected?

w Voluntary Turnover Reason
)

—>

v

Proactively Manage

At-Risk Top Performers

'elsg o1 ||ud

ﬂ At Risk Top Performers
L L Time ran: 232009 10:43:29 PM

Employee Location
Hame

Boston Mfg Plart
2uzedin
Operations SoB
Chicago
Subassembly
Flarit 1 used in
Cperations SoB

Supervisar Hame | Clark, Ms. Teresa -

Employee
Hame Job Deseription
Dominguez,

i MGRS00 Manager

Mymmean, Mrs.

e ANA400.AnEyst

Job
Level

Performance
Band

0 Percent

and Above

Unepecified

C
R

ompa Hof o <
stio  Promotions [Years)

095 1} 23

0.60 1} 0z

Copyright © 2008, Oracle and/or its affiliates. All rights reserved.
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. Acquire Talent

Recruiting Solutions

Integrations

— Microsoft Outlook Calendar

— PeopleSoft Profile Manager

- PeopleSoft Services Procurement
Online Job Offers

— Candidates View and Accept Job Offers via Candidate Portal
Screening and Questionnaire Enhancements

— Knock-out Questions

- Default Question Sets
Better Usability

= Improvements for Both Candidates and Recruiters

= Print Job Openings and Resumes

For Better and More Efficient Recruiting



Streamlined Recruiter Activities
Improved Job Offer Process

Careers Home Job Search My Saved Jobs My Saved Searches My Career Tools Logout
Job Offer

Posting Title: Event Coordinator-NC o S o er 0
Job Opening ID: 300076 Can d | d ate PO rtal
Offer Date: 02/10/2009

Offer Expiration Date: 02/20/2009

Congratulations! We are delighted to extend this offer of employment to you

Please review each of the documents carefully before responding to this offer. The documents marked with 2 B must be completed and

returned to your recruiter. You may scan the completed forms and upload them below. You may also fax the completed forms and bring them
with you on your first day of work

d 0 C u m en tS If you have any questions, contact your recruiter for assistance
online
Job Offer Documents JRGIEICHERTE Notes
Document Description Attached File View
Offer Letter 2009-02-10-17.07.28.0000001010HRS_OFF _LET tf &
\Proof of Citizenship Form Proof_of_Citizenship.doc [&}
Acknowledgments

&1 acknowledge that | have reviewed and understand the job offer details for the position listed

Select All Deselect All Upload Document | Send Document Delete Document

ORACLE



Create & Execute Necessary Development Programs
Career Planning

Create career paths & plans

Improve retention
« Conduct employee career data

reviews

Improve morale and job satisfaction

- Review career progression
interactively Quantify Engagement plans

» Career planning self service for Effectively manage training needs
employees & managers

- Integrated with Succession Improve organisation brand
Planning

ORACLE




Create & Execute Necessary Development Programs

eDevelopment

 Single self-service source to
identify and track career
aspirations and
accomplishments

« Match jobs to skills and
gualifications

« ldentify and compare
positions of interest

- Determine career steps,
development goals and
targeted learning into
personal plans

Compare Results

“fiew Section: | Miew All Sections ﬂ

* Competencies * Competencies * Competencies * Competencies
Ability o priorlize tasks Hp% L Lk Ll

Target Proficiency: 3-Good - - -

Critical: Yes = = =

Crganize people and goaltasks W% 0% Ll

Target Proficiency: 3-Good -

Critical: Yes e @ =
Resource Planning : V89% V89% L lIE
Target Proficiency: 3-Good a-Expert a-Expert -
Critical: Yes es Yes =
Persuzsive . Vo5% V5% LIk
Target Proficiency: 3-Good 4-Very Good 4-Very Good -
Critical: Mo No Mo -
Strategically influences H0% LIk How
Target Proficiency: 3-Good - - -
Critical: Mo - - -
Influences : HD% Moy mow
Target Proficiency: 3-Good - - -
Critical: Mo =

* Degrees * Degrees * Degrees * Degrees
Bachelorof Ants . H0% Moy Va0%
Country: Ur,

Home

* Languag Faviortes © Main Menu s Self Service > Learning and Developrment > Training Surnrmary
English : T - - h
Spanish: 0 Mew WWindo g Customize Page [ hitp
* Members

associatior Training Summary
Bethy | rty

Selectthe Internal Training Course Mame to view Details.

Internal Training )

Course Hame Course Start Date Course End Date Status

Time Manage 1002212010 100222010 Enralied

Other Professional Training |

Course Hame Courge Start Date  Course End Date  Status Facility/School
Crganizational hehaviour 0552002 05052002 Completed Sargam Prof School
Go To: Self Serice

Learning and Development
Professional Training

Internal Training Enrollment




. Create & Execute Necessary Development Programs

Learning Management

 Enhanced Talent Management Integrations
« ePerformance
« Career and Succession Planning

« Administrative Enhancements
* New Configurable Surveys
« Notification Enhancements
« Search for Instructors by Availability
* ... and many more!

» Better Usability
* New Calendar Views
* Multiple, Distinct Learning Plans
« Learning Request User Enhancements

ORACLE




Integration with Other Talent Applications Ensures
an Accurate Learning Experience

Completed and current
Iearning viewable

Section 4 - Learning Section
Leammg

Learning Seminar Supplemental Enrolled 0512512006
Supplemental Learning Course |l Supplemental Enrolled 06/08/2006
QA seminar Supplemental Enralled 05/04/20086
The Negotiation Process Activity Enrolled 05/08/2003
. Crafting A Deal Activi Completed 05/04/2006
Search for Learning E— ._b’ H
Coping With Stress Activity Completed 05/04/2006
from ePerformance — —
Communication Etiguette Activity Enrolled 06/08/2006

earch for Learning

Learning Section Summary
Rating: | 'I F[%
Summary Weight: 10 % \

Learning Section
can be part of
scoring

Check Language l

Calculate All Ratings |

Cancel Evaluation |

ORACLE



. Complete Succession Planning

Impact Business Results with the Right Talent

Create hierarchical succession plans to identify, track
and manage key employees

Real-time visualisation of incumbents, successors and
relevant profile data with configurable X-Y rating box grids

‘ ‘ Integration with Profile Manager to support matching,
ranking and skill gap identification

Ability to search internal and external candidate pools

Intuitive, graphical user interface with drag and drop
capabilities, deployed via manager self service

Provide employees career planning resources including
career change, career choice and career advancement




Succession Planning
Talent Pools

SEEHGEE | Ratings Box || Learning

Talent Pool ID: KUSPTPO1

Talent Pool Details Find | View A1 First K} 4 of 1 I3 Last
*Effective Date: 10M6/2008 [ =
Status: Position Number: @,

Category: [Key People for Finance L Business Unit: GBlBU . Global Business Institute BU
*Description: [Key People in FIN Job Code: A

Short Description: |Define Key Peaple in Job Family: .

[Jused for SP Candidate Searches Department: [ &

Company: %
Member Selection

Search Method: | =Select From List= | Find Members |

First Kl 4-50f 5 1Y Last

Members Customize | Find | E

EF I E ST Performance and Career | JobData | Salary Plan |

Select  Person D Hame Member Type  Status ey Impact of Loss E‘:a’;i‘::g Notes
0 |Kuooo? Betty Locherty Person Active | | High High 0l
0 Kuoo3s Steve Religioso Person Active | | High Medium 0
O Kuoo44 Daryl Reese Person | Active | | High High W
| KLUO046 Rosanna Channing FPerson | |High High m
O  kuotod Cynthia Adams Person Active | | High Medium 0

ORACLE
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MultiChannel

Home

ORACLE

Fawvorites Main Menu > ©Organizational Development > Succession 360
- b -

Succession 360

Seatch for: Person | ¥ | First Marme: Lazt Marne: Ermnpl ID: Search Return to Advanced Search
@ * Incumbent Details - Ken Wills |Sp ay elecle
@an l1-z wrs dS-Sws A Ernergency gl Retirernent ey Person Employee,s PrOfiIe
. Person Details Compare to Role Career
Email : Years of Service:
Douglas Jones kernwills@oracle.corn 5
Org anlsatlonal Finance E:clrect-:ur h Location: Cost Center:
Impact of Loss: Hig Car te H
. porate HO L41
Rizk of Leaving: Low Ke
HlerarC hy g y ; il L Telephone: Talent Group:
\ Persons Ken Wills - 303 943 3021 High Performer 9 9 #r 9
Finance . .
| Manager v Address: In.'lpact of Loss:
[ [ / | 1200 Cracle Way, High
John Smith Ken wills =" Pat diller Reston , VA 201390 Risk of Leaving:
Finance Manager IV Finance Manager W Finance Manager VW Go To: I_ P e T 'J Low

Irnpact of Lozs: High
Rizk of Leaving: Low

Impact of Lozs: High
Risk of Leaving: Low

M Successors (3

Impact of Lozs: High
Risk of Leaving: Low

Plan ID: 55 ,
EFF. DATE: 171,07

Melissa Mayer
Sk Wice President
Readiness:

entify Slate o
Potential Successors

Adam Thomas -

Financial Analyst
Irnpact of Loss: High
Risk of Leaving: Low

A Successors (2

Irnpact of Loss: High
Fiszk of Leaving: Low

M Buccessors (4

Emily Thomas
Wice President
Readiness: | |

Irnpact of Loss: High
Risk of Leaving: Low

M Buccessors (2

S5tephen Glass
Wice Preszident
Readiness: )

Irnpact of Loss: High
Risk of Leaving: Low

M Successors [2

Sections As Needed

w Successor Details - Ken Wills

Successors Compare to Incumbent Rating Box

Succession Plan ID: 55 Effective Date: 17172007

Succession Plan Type: Ermploves Plan Status: Proposed
Total Successors: 4
Candidate

Order | Marme Slate Status Readiness Irnpact of Loss| Risk of Leaving

1 Melisza Mayer Inactive .
) \ %
o Emily Thormas | active -

High Low

Low Med

] Stephen Glazs  pActive v | @ Low Low



9-Box” Ratings Make Planning Quick and Easy!

«a drop candidates in the chart below to update ratings
~ the Save button below the chart to save your changes \

’ﬂbDaryl Reese
/> Mei Lee

Drag & Drop Capabilities

i 1Derek Holsinger

User Defined Criteria
for X and Y axis -
w

7 View Potential Successors in a
R Configurable “Rating Box” (i.e.
/ 9 Box)

Low
MEDIUM
HIGH

’L'."'OREady Now ¢° P -
v §h1-2Y rs IU-":’ 3.5 Yrs

IL;‘EmefgenC), ——




Maximise Your Investment
In Talent Management

ORACLE



. Reduce IT Costs with PeopleSoft Delivered
Integrations

* PeopleSoft HCM to HCM
— Recruiting Solutions with Profiles

— Enterprise Learning Management to Profiles, ePerformance,
Succession Planning and Career Development

* PeopleSoft HCM to PeopleSoft Applications

— Greater Synchronisation and Integration between HCM
and Financials with full Project ChartField Integrations

— Recruiting Solutions with eProcurement

« PeopleSoft to Oracle and/or 3 Party
— Microsoft Outlook Recruiting Solutions
— PeopleSoft HCM to Oracle Workforce Scheduling ...

ORACLE



. Deploy New Solutions without Upgrading

Talent Management 9.1

Delivery of Greater Capabilities with More Flexibility and Less Disruption

oo
-1 Talent Management 9.1 r----------------- .
/2 Career & \
HR Succession HelpDesk
Analytics ePerformance Planning for HR 9.1

Enterprise Compensation Recruiting

_m

: Learning Solutions
+ Management .

N e e e e o e e e e e e e e e M M me e M M m e R M M e M M me e M M e e e e e

'i. #I HCM R
8.9& 9.0

_ Core HR Time & Pay.
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. Questions and Answers
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Hardware and Software
Engineered to Work Together

ORACLE
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