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I, Balaji Bashyam, declare as follows:  

1. I make this declaration in connection with Oracle America, Inc.’s (“Oracle”) 

motion for summary judgment or, in the alternative, for partial summary judgment.  This 

declaration is based on my personal knowledge.  If called as a witness, I could and would testify 

competently as to its contents.  Before signing this declaration, I read it carefully to make sure it 

was accurate, and it is.  I was not pressured or required to sign this declaration, and am providing 

this declaration voluntarily. 

2. I am the Senior Vice President, Global Customer Support, Cloud Services at 

Oracle.  I am responsible for leading the “Software as a Service” (“SaaS”) group.  I report to 

Charles Rozwat, who leads Customer Services for Oracle, which offers customer-facing support 

for Oracle’s portfolio of products.  I have held this specific title since March of 2018, but have 

been in my current role for approximately five years. 

3. I have been employed by Oracle since 1997.  I have worked in Customer Services 

since coming to Oracle.  I began as an individual contributor, then, before assuming my current 

role, moved on to run technical support (focusing on, for instance, database and middleware). 

4. On a high level, Customer Services provides client-facing services related to a 

wide variety of applications that can be grouped into two very broad categories.  There are 

cloud-based products, meaning applications in the cloud, and there are “on-premise” products, 

which have both hardware and software components and come in different types.  Within the 

cloud-based organization, there are currently two basic groups of applications—my group 

(“SaaS”) and Platform as a Service (“PaaS”), which is led by Richard Sarwal (who also leads the 

on-premise portfolio of products).  Each of these groups focuses on a different set of products.  

There was previously a third grouping, Infrastructure as a Service (“IaaS”), but this group has 

since moved to reporting alongside various development roles up to Don Johnson.  SaaS is 

bigger in terms of revenue and headcount, and it continues to grow rapidly.  
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5. As the leader of SaaS Support, I am familiar with the wide variety of cloud-based 

products for which employees in my group provide customer-facing support.  I am also familiar 

with PaaS and on-premise products and how they compare to the products in my group.  My 

familiarity with PaaS and the on-premise group comes from my many discussions with my 

colleagues, including Richard Sarwal, and also from the fact that I have been working within the 

Customer Services line of business for 22 years in various roles. 

6. Prior to 2015, all the support sub-groups of Oracle’s applications and services 

used to operate under a single organization.  In 2015, the SaaS group split from the IaaS and 

PaaS groups because the products had different customers and required employees to deliver 

different levels and types of support.  As discussed above, IaaS is now a part of Don Johnson’s 

organization.  Because of the split in 2015, SaaS now uses a different support model and works 

very closely with the development teams that report up to Steve Miranda.  

7. Because of the differences in the customer base for certain products, and in the 

services we offer for those products, different products often require a different skill set, level of 

experience, and training.  So while on a high level, all support personnel help customers solve 

problems, two individuals who share the same job title but who work on different products will 

generally have different responsibilities and will also need to have different training and 

experience.  This is particularly apparent when comparing two engineers who share the same job 

title and level, but one engineer works on a cloud-based product and the other works on an on-

premise product.  In the on-premise service world, any time a customer logs a service request, or 

a “ticket,” there is a lot of responsibility on the customer to show us the diagnostics.  In the cloud 

service world, we can run the diagnostics if the customer permits it, so a SaaS engineer would 

need to know how to run those diagnostics.  Moreover, in the on-premise world, customers may 

upgrade their applications every 2 to 3 years, or even 5 to 6 years, depending on the application.  

In the cloud world, upgrades happen every quarter, or every 3 months, so there is a lot more 

responsibility on the support team to keep everything refreshed and up to date.  In addition, the 
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support for cloud-based products often requires a greater degree of automation and efficiency 

than on-premise products, so an engineer who works on cloud-based products may need to be 

knowledgeable in automation (whereas an engineer who works on on-premise products may 

require these skills to a lesser extent).   

8. Even within SaaS, which is all cloud-based, there is a wide range of products that 

require different duties and skill sets.  For example, our products Taleo and Fusion are at 

different life cycles and require different support models.  Taleo is a product used for the hiring 

process.  Oracle acquired Taleo through an acquisition in 2012.  Taleo is extremely stable, which 

means it is not going to go through a lot of change.  It is comparatively easy to find someone 

with the level of expertise required to provide service for a mature product like Taleo. 

9. Fusion, by contrast, is a fairly new product that is growing approximately 50-60% 

every quarter.  Fusion is a cloud-based digital business platform.  When a product is not very 

mature, like Fusion, support engineers have to do much more complex work to diagnose 

problems.  Fusion engineers often need to interface with our core development team.  With a 

new product, new releases and new features are common.  When there is a new release of 

Fusion, it is packed with numerous new features, and customers ask numerous questions when 

they are attempting to try different combinations of the features, and there could be defects they 

run into.  To resolve these issues, a support engineer working on Fusion is going to play a much 

more active role than an engineer working on Taleo.   

10. Because of the difference between the level of training and expertise required for 

servicing cloud-based products versus on-premise products, I am looking for job candidates with 

skill sets that differ.  SaaS is one of the Customer Services groups that is growing, so I am 

constantly looking for new hires with cutting edge experience in supporting cloud-based 

products.  In contrast, it is much easier to find candidates for the on-premise products because a 

lot of people in the market have experience with on-premise products.  For SaaS, we are looking 

for different candidates: those who know the new generation of cloud products and have Fusion 
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knowledge.  There are fewer of these second kind of candidates, and they are in high demand. 

We have consistently faced strong competition for talent from other players in the cloud area, 

including large companies such Amazon and Microsoft as well as small start-ups.  Because of 

this, sometimes, if I cannot find a candidate who is knowledgeable about cloud-based products 

and has the right level of expertise, I will look for candidates with some domain knowledge and 

then provide training to them.  Some of our hires are internal transfers from on-premise, but we 

have to take time to train those people because they do not have the necessary skill and 

experience we require, nor are they knowledgeable about specific cloud-based support 

methodologies. 

11. Whether it is a current employee or outside hire, a candidate with cloud-based 

experience may command a higher salary than another candidate who is lacking in that 

experience.  Cloud-based products require modern techniques, and the market is extremely 

competitive for those individuals.  For example, if we find an extraordinary candidate from 

another company who did a lot of great implementations, we would pay a premium for that 

candidate.  

12. SaaS engineers also differ in terms of their productivity, which is one of the many 

factors we look at when determining compensation.  For example, an engineer’s productivity can 

be related to the complexity of the product.  An analyst working on a less complex product may 

be able to handle a higher number of tickets per day, whereas if an analyst is working on a more 

complex product, which could also require more expertise and training, that analyst may be able 

to handle a fewer number of tickets per day.  A strict numeric count of “tickets processed” would 

not adequately reflect the skill or effort of different individuals, given that some tickets are very 

complex or require niche knowledge while others may be simpler to resolve, such that a broader 

group of employees with more general skill sets could assist. 

13. When an employee rises to the manager level, product type and the location 

where the manager is based can influence compensation.  If a Product Support Senior Manager 
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leads a team focused on a product that is highly strategic, that manager will have additional job 

duties that will be considered when setting their compensation.   For example, currently there is a 

female Product Support Senior Manager on my team  a male 

Product Support Senior Manager.  The female Product Support Senior Manager works on 

financial products   The male Product Support 

Senior Manager is focused on a product called CRM on demand, by contrast.  The  

 

 

 

 

 

14. There are meaningful differences in job duties for employees at different career 

levels within the SaaS group.  For instance, there are differences in their level of participation in 

critical and complicated customer issue resolutions, the extent to which they are mentoring 

others, and their level of knowledge of the products they support.  As a result, there are different 

expectations for a Technical Analyst 4 role (IC4 career level) versus a Technical Analyst 2 role 

(IC2 career level), for example.  Among other job duties, my organization relies on Technical 

Analyst 4s to take the lead on resolving complex customer escalations according to their areas of 

expertise, such as helping a customer try different combinations of newly-released features 

within Fusion.  Employees in a Technical Analyst 4 position generally have a high level of 

knowledge regarding the product(s) they work on—such as Taleo or Fusion—because, in most 

cases, they have worked on the same product for several years.  In addition, these employees also 

have a mentoring role by training and overseeing the work of more junior employees.  In 

contrast, Technical Analyst 2s generally do not have in-depth knowledge of their respective 

products and work under the direction of higher level employees.  Technical Analyst 2s usually 
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I, Janet Chan, declare as follows: 

1. I make this declaration in support of Oracle America Inc.’s (“Oracle”) motion for 

summary judgment or, in the alternative, for partial summary judgment.  I have personal 

knowledge of the matters contained in this declaration.  If called to testify to the information in 

this declaration, I could do so competently.   

2. I know that I am one of the employees whose compensation is at issue in this 

lawsuit.  I understand that the attorneys who interviewed me and assisted in preparing this 

declaration for me represent Oracle and do not represent me.  Before signing this declaration, I 

read it carefully to make sure it was accurate, and it is.  I was not pressured or required to sign 

this declaration.  I am providing this declaration voluntarily. 

3. I am an Asian female and a current Oracle employee.  I work in the Product 

Development job function and my system job title is Program Mgmt Sr Director-ProdDev.  My 

job code is 66689 and my career level is M5.  I report to Meeten Bhavsar, a Product 

Development Senior Vice President, and I work in the line of business led by Steven Miranda, 

Executive Vice President of Oracle Applications Product Development.  I am based in Redwood 

Shores, California.  

4. Prior to joining Oracle, I worked at AT&T.  In 1996, I applied and was hired for 

the Software Developer 3 position on the Oracle Database product development team, and 

worked my way to a Software Developer 5 in just over a year.  Oracle Database is a type of 

database server that stores and retrieves large amounts of information, primarily for large 

enterprise companies.  As a Software Developer, I supported and coordinated the implementation 

of updates, called “releases,” to the Oracle Database.  My role was to ensure that the updates 

worked properly under a set of technical production criteria before the release was delivered to 
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customers.  In 2003, I moved to Oracle Enterprise Manager (EM) Team, which was an offshoot 

from my database team and fell under the same umbrella of a larger team formerly known as 

Server Technologies.  EM is a set of web-based tools aimed at managing software and hardware 

produced by Oracle and other technology companies.  I moved to the EM team because I saw it 

as an opportunity to expand my program management skills.  Indeed, on that team, I was 

promoted to a Software Development Snr Manager.  The EM team was and is still led by Vinita 

Pauniker.  One of Vinita’s peers on the EM team, Meeten Bhavsar, then managed a product 

called MyOracleSupport, an application that allowed Oracle customers to open service requests.  

Meeten’s team maintained and built features for this application, which were used exclusively by 

Oracle’s internal technical support teams.  In 2011, I joined Meeten’s MyOracleSupport team, 

and my job title changed to Program Manager 5, which was a non-managerial role at the IC5 

career level.  Two years later, in 2013, I moved back to a managerial role as a Program Mgmt. 

Director.  

5. In approximately 2015, Meeten moved from the MyOracleSupport team to the 

Fusion Applications team and he asked me to join him.  This new team was built to create 

applications with similar functionalities as MyOracleSupport, but for external clients.  On 

Meeten’s new Fusion Applications team, I was promoted to my current title, Program 

Management Sr. Director, for one of the many pillars under Fusion Applications, called the 

Oracle Customer Experience (CX) (initially known as Customer Relationship Management).  

Examples of other pillars include Financials, Supply Chain Management, Human Capital 

Management (HCM), and Higher Education.  As I moved up Oracle’s chain of command, I 

expanded the scope of my skills and responsibilities.  For example, I slowly increased my role in 

the coordination of product releases and took ownership of more products, including the CX 
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product suite.  CX is a compilation of products and applications that intertwines marketing, 

commerce, sales, and service to ensure that users optimize the experience of their customers 

through the entire customer “life cycle.”  These tools are offered “on-premise” (meaning, on 

machines at the customer’s location) and in the cloud. 

6. My team is comprised of approximately thirty people and is called the Fusion CX 

Program Release Management and Quality Assurance (QA) Team.  At a high level, we are 

responsible for ensuring that releases—changes in a product’s code—are carried out accurately 

and efficiently.  Generally, my team manages the process end-to-end, from the product proposal, 

to the coding, to the testing of the product, and ultimately to its actual delivery on the market.   

7. My team is divided into two main parts: project management and quality 

assurance.  Project management refers to seeing the progression of the product from start to 

finish.  For instance, part of my team works on product integration, which refers to the process of 

making sure a change to the underlying code of the product works well with all the other 

components within the product and upholds the product’s high quality.  There are over 1,000 

developers who code for various products within CX, and my team must confirm that the 

functionality of the products does not regress with any coding changes.  On the other hand, 

quality assurance refers to testing the product to ensure that it is functioning as intended under 

different circumstances.  If my team discovers a problem, my team is responsible for either 

cleaning up the code or connecting with the right Oracle teams to resolve the issue.  Another 

smaller part of my team handles product delivery, which involves working with the broader 

development team for a certain product and ensuring that a well-functioning product is delivered 

to the market on time and as intended.  Overall, my team’s goal is to work together to keep up 
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with a rigorous product delivery cadence to ensure that Oracle offers the highest quality CX 

products to the market. 

8. Even among employees on my team, sharing a system job title and job code does 

not mean employees perform similar work.  For example, I share a system job title and job code 

with another member of my team named , but my role and scope of 

responsibilities are much broader.   manages the product delivery process, which is just 

one portion of the overall product management, release, and QA scheme that I manage, as 

described above.  Product delivery entails putting together programs that enable our broader 

team to deliver products and features that meet the highest quality.   oversees a team that 

proposes new product features and manages their architecture and design alongside the 

development team.  She does not cover other aspects of the process, including integration and 

testing, which fall under my purview.  Because my role is significantly wider in scope than 

, our positions are not interchangeable.  

9. As a manager, I participate in allocating compensation increases to my direct 

reports in the form of focals (merit-based salary increases, typically given on an annual basis), 

bonuses (one-time merit-based increases), and equity distributions.  My approach is to set 

objectives for my direct reports that relate to Oracle’s executive-level objectives communicated 

to me by my manager, which include producing high-quality products, having high customer 

retention, and being a differentiator in the market.  One of my current objectives is to improve 

the quality of our product by reducing the number of bugs at various milestones in the product’s 

development. 

10. Each of my direct reports contributes to those objectives in different ways because 

they work on different parts of the CX production process.  For focal increases, for example, I 
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consider how each individual applied the objectives to his or her role in that year, in addition to 

evaluating creativity, initiative, and generally going above and beyond my expectations.  I 

evaluate how well each of my direct reports embodies these goals.  I stack rank each of my direct 

reports and also rate each of them from 1 to 5.  I view a 3 rating as solid performance, a 4 rating 

as exceeding expectations, and a 5 rating as a rare superstar with unique skills and motivation.   

11. I use a similar approach for awarding bonuses, which are not as common on my 

team as focal and equity distributions.  I try to reward the superstars on my team who really 

captured my attention and added value to the team.  I evaluate which of my direct reports has 

excelled in a project or taken leadership initiative, and I award a bonus to someone whom I view 

as the top-ranking performer on my team.   

12. I view equity as a way to encourage retention because it takes four years to vest. 

When equity distributions are available for my direct reports, I evaluate each of them and ask 

myself what would happen if that person left.  The  who are most 

indispensable to me receive equity. 

13. My compensation decisions have never been overturned.  Meeten and I have open 

discussions about my decisions and we always come to an agreement.  I apply a similar approach 

in reviewing the compensation decisions of my direct reports.  I give them a budget and they 

allocate it to their direct reports as they see fit.  I try to ensure consistency in ratings for 

individuals at the same career level with similar roles and responsibilities, so if I have a question 

or concern about an inconsistency or a rating, I will initiate a discussion about it and offer my 

opinion.  To the extent I have questions about my direct reports’ compensation decisions, we 

have a conversation and come to a mutual agreement. 
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I, Jon Tyler Eckard, hereby declare as follows: 

1. I make this declaration in support of Oracle America, Inc. (“Oracle”)’s motion for 

summary judgment or, in the alternative, for partial summary judgment.  I have personal 

knowledge of the matters contained in this declaration.  If called to testify to the information in 

this declaration, I could do so competently. 

2. Before signing this declaration, I read it carefully to make sure it was accurate, 

and it is.  I was not pressured or required to sign this declaration.  I am providing this declaration 

voluntarily. 

3. I am a Caucasian male and a current Oracle employee.  I work in the Support job 

function and my system job title is Technical Account Manager (TAM) Director.  However, my 

role is better described by my discretionary title, Director, ACS Global Delivery North America 

Applications.  My job code is 86240 and my career level is M4.  I report to Sachin Shah, a 

Technical Account Manager (TAM) Sr. Director, and work in the line of business led by Charles 

Rozwat, Executive Vice President of Customer Support Services.  I am based in Charlotte, NC 

but work from home near Ellenboro, NC.  I have supervised employees based in Oracle’s 

California headquarters since 2013. 

4. Prior to joining Oracle, I worked for five years at CACI, Inc.—a professional 

services and information technology company—where I was a programmer for technology-

related projects involving the Navy.  I joined Oracle in January 1990 and worked my way up 

through the company.  I was hired into an entry-level systems administrator role, Staff Sales 

Consultant, within Oracle’s internal IT department.  In approximately 1993, I moved into 

Oracle’s government sales organization (then called “Oracle Government”) based in Bethesda, 

MD, where I was a pre-sales consultant.  As a pre-sales consultant, I talked to customers about 

Oracle’s database technology and performed “proofs of concept,” which involved going onsite to 

customers’ data centers and installing and configuring their systems with Oracle software to 

illustrate how it worked, with the intention that my demonstration would make them want to 

purchase the software.  Then, in 1997, I moved to North Carolina and joined the team called 
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“Field Support” that evolved into my current team.  In approximately 2006, I was promoted to a 

regional management position covering certain products for the Southeast region of the U.S.  As 

a manager, I gained direct reports and started managing their projects, hiring new engineers, 

conducting performance reviews, and ensuring that my team stayed on track in terms of 

efficiency and budget.  Then, in approximately 2014, I was promoted to my current role.  

5. At Oracle, my team works within Advanced Customer Support (ACS) for 

Applications (“ACS Applications”).  ACS is an umbrella organization that provides support for 

other Oracle pillars in addition to Applications, such as Oracle Database, Fusion Middleware, 

Oracle Cloud, and other Oracle offerings.  When I first joined this team in 1997, it consisted of a 

handful of support engineers who went onsite and helped customers resolve their technical 

problems with various Oracle products.  Since then, the team has grown drastically in size and 

scope.  Today, ACS provides the highest level of customer support that Oracle offers.  Through 

annualized contracts, ACS provides Oracle customers a dedicated team of engineers that works 

proactively with the customer’s internal technical teams to resolve problems and optimize the 

functionality of the customer’s Oracle products.  Unlike standard customer support, ACS also 

provides customers with a dedicated account manager and direct access to their support 

engineers via email and a personalized toll-free number.  My team’s role is to create business 

relationships with our customers and develop partnerships, in contrast to other teams within 

Oracle’s support organization that answer customer questions on an ad hoc basis. 

6. As a manager, my role is to manage schedules for customer engagement, work 

with Oracle’s sales teams to generate new business, and assist my direct reports in identifying 

solutions to customer problems by leveraging the appropriate resources within Oracle.  Oracle 

has talent all over the globe, and I help my team identify the right talent in the right place and the 

right time to address a particular customer’s issue.  I also work with my peers across the country 

and internationally to create and improve applications support for customers.  

7. My ACS Applications team primarily focuses on two products:  Enterprise 

Business Suite (EBS) and PeopleSoft Enterprise (PeopleSoft).  EBS is a set of business 
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applications for operating and automating multiple aspects of a company’s business, such as 

supply chain management, project planning, e-commerce, internet procurement, transportation 

management (e.g., shipping products and ensuring they ship on time), manufacturing (e.g., 

building and custom-configuring new products and existing parts), and various other features.   

The customer base for EBS primarily consists of large Fortune 500 and Fortune 1000 companies.  

PeopleSoft performs functions similar to EBS, but typically for smaller customers.  For instance, 

some state universities use PeopleSoft to manage student grants and class registration, as well as 

their finances and other functions related to operating the university. 

8. I have 10 direct reports, four of whom are Systems Analyst 4-Support (IC4 career 

level; job code 90244) and six of whom are Systems Analyst 5-Support (IC5 career level; job 

code 85550).  One of my direct reports, , is an Asian female who works at 

Oracle’s headquarters as a Systems Analyst 4-Support.  My other direct reports include 

employees of different genders and races and are primarily located in Dallas, Texas.  The broader 

ACS Applications team offers support around the clock with staggered shifts on teams in the 

U.S. and India, and my direct reports generally work standard business hours in their respective 

time zones, typically from 8:00 a.m. until 5:00 p.m. 

9. My direct reports are highly specialized, such that even those that share the same 

job code or career level often have very different duties and responsibilities on our team.  Each 

individual has a unique skillset; seven of my reports are skilled in various aspects of EBS, while 

the three others are experts in aspects of PeopleSoft.  The skills and experience needed to support 

EBS and PeopleSoft are very different.  For instance,  is a PeopleSoft expert with a sub-

specialty in two particular applications, Payroll and Human Capital Management (HCM).  She 

can investigate and resolve customer issues with these applications because she understands their 

technical functionality.  As one example, PeopleSoft technology allows users to define payroll 

groups according to various criteria (such as an employee’s level within a company), such that 

multiple groups of payroll can be processed simultaneously.  recently used her specialized 

knowledge to assist a customer with configuring the Payroll application in this way and 
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significantly simplified the customer’s payroll processes.   

10. Another member of my team, , has the same system job title and job 

code as , but he specializes in PeopleSoft from a different, more technical perspective.  He 

has only a basic understanding of Payroll and HCM.  Instead, he is a technical architect who 

helps customers identify and design the applications they need for their businesses.  He is adept 

at analyzing a customer’s environment (meaning all of the customer’s machines, systems, and 

programs) from top to bottom, including advising the customer on the size of the backend 

database server needed for their business, analyzing the number of users that can connect to the 

customer’s programs and what methods will be used to connect, and recommending technical 

improvements to optimize the functionality of Oracle’s PeopleSoft applications.  In the example 

above, whereas  would help customers configure the PeopleSoft Payroll application to a 

customer’s specific needs,  would determine the needed hardware architecture and how to 

properly install the application on the customer’s systems.   and  have 

complementary (rather than fungible) skills, such that together they provide a more robust 

solution for our customers.  Still others on my team utilize different skills to perform different 

work on various EBS products, which neither  nor  support. 

11. I have not hired externally as a manager, as I have inherited my direct reports 

from various internal re-organizations within Oracle.  However, I participate in awarding 

compensation increases in the form of focals, which are salary increases that occur periodically 

(often but not always on an annual basis).  My direct reports are not eligible for bonus awards or 

equity distributions.  For focal increases, I typically receive a budget from my manager and 

general guidelines on how to distribute it, including to take into account merit and performance.  

At the end of the day, I am empowered to allocate focal increases as I see fit.  In my particular 

process, I stack-rank all of my direct reports from one to ten based on each individual’s 

performance, and also rate their performance on a scale of one to five, with five being the top 

level of performance.  A rating of five is rare and is typically tied to a combination of leadership 

and technical skills.  To award a five rating, I look for advanced technical skills, recognition as 
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I, Barbara Fox, hereby declare as follows: 

1. I make this declaration in support of Oracle America, Inc.’s (“Oracle”) motion for 

summary judgment or, in the alternative, for partial summary judgment.  I have personal 

knowledge of the matters contained in this declaration.  If called to testify to the information in 

this declaration, I could do so competently. 

2. I know that I am one of the employees whose compensation is at issue in this 

lawsuit.  I understand that the attorneys who interviewed me and assisted in preparing this 

declaration for me represent Oracle and do not represent me.  Before signing this declaration, I 

read it carefully to make sure it was accurate, and it is.  I was not pressured or required to sign 

this declaration.  I am providing this declaration voluntarily. 

3. I am a female and a current Oracle employee.  I work in the Product Development 

job function and my system job title is Product Mgmt/Strategy Snr Director-ProdDev.  However, 

my role is better described by my discretionary title, Senior Director, Fusion HCM Product 

Management.  My job code is 17250 and my career level is M5.  I report to Ognjen Pavlovic, the 

Product Mgmt/Strategy VP-ProdDev, and I work in the line of business led by Steven Miranda, 

Executive Vice President of Oracle Applications Product Development.  I am based in Cocoa 

Beach, Florida, but I worked in Oracle’s California headquarters from July 2014 until November 

2017. 

4. I have worked at Oracle for almost twenty-four years.  Prior to joining Oracle, I 

worked in the IT department of a company called Autoliv, an automobile supplier that makes 

airbags.  Autoliv used Oracle software to manage its financials, and my role was to implement 

and configure it to meet the company’s business needs.  This Oracle software is a suite of 

applications called Oracle Financials and includes applications to help customers with all their 

financial needs, such as general ledger and accounts payable and receivable.  I eventually 

decided to join Oracle because I had experience with Oracle software and thought it was a 

beneficial career move to work for a large tech company. 

5. I was hired into the Senior Consultant position I applied for in Oracle’s Salt Lake 
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City offices in October 1995.  My job code was 20400 and my career level was IC2.  This role 

was similar to my role at Autoliv – I helped companies implement Oracle Financials by traveling 

onsite and ensuring that the software was able to function efficiently on the customers’ systems.  

In approximately 1999, I wanted to limit my travel for personal reasons, and I requested a 

transfer into a different role.  My management was very supportive of me and allowed me to 

move into a customer support role, where I worked from home on customer escalations.  An 

escalation is where a customer petitions for additional assistance beyond Oracle’ general support 

services, either because the customer requires a quicker response, more nuanced technical skills, 

or other reasons.  My role was to assist the customer with finding the right resources within 

Oracle to solve their issue as quickly as possible.  I found the support role did not suit my 

lifestyle because it required me to be on call around the clock, including on weekends.  In the 

early 2000s, I again requested a transfer and assumed a new role within the Product 

Development job function.  From my role in customer support, I had numerous contacts within 

the product development teams who assisted me with my transition.  To my knowledge, I was the 

first person in Oracle’s product development group in Salt Lake City who was permitted to work 

remotely, because I had proven my skills and dedication as a support engineer and my manager 

trusted me.  

6. Within the product development organization, I worked on E-Business Suite 

(EBS), a product with which I had experience through my support role.  EBS is a comprehensive 

set of business applications that allows customers to operate all aspects of their business, 

including customer relationship management (CRM), enterprise resource planning (ERP), supply 

chain management (SCM), Financials, and other components.  I received on-the-job training for 

my new role and progressed through the organization with the mentorship of my manager.  

Within EBS, I worked on the Oracle Project Management Team as a manager, senior manager, 

and director.  This team developed a suite of project management applications used primarily for 

large-scale construction projects.  My role and responsibilities involved interacting with 

engineering and construction customers and understanding their requirements (meaning, their 
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expectations of the EBS software and how they planned to use it), translating those business 

requirements into technical designs, and then negotiating with Oracle’s engineering teams to 

build the software in a way that meets and even exceeds the customer’s expectations.  In 

approximately 2008, I moved to Florida to care for elderly parents, and Oracle continued to 

allow me to work on the EBS Project Management Team remotely. 

7. In July 2014, I transferred onto a new team in Oracle’s headquarters office, called 

Human Capital Management (HCM).  Like my EBS team, my HCM team works with customers 

to figure out how and what functions they need our software to perform, and then we design the 

software accordingly and work with our engineering team to build it.  However, the products 

have different functionalities and require different expertise.  HCM is a cloud software 

application suite for global Human Resources (HR), talent, and workforce management.  It is 

used primarily by HR companies for managing promotions, performance reviews, employee 

transfers, and other HR-related tasks.  Within HCM, I am responsible for workforce 

management, which is the all-encompassing name for three different sets of applications: Time 

and Labor, Scheduling, and Absence Management.  For example, the HCM software has a 

feature called “Attestation,” which allows employers to request a verification from employees 

when there is a variance in their normal schedule.  If an employee works overtime, skips a meal 

break, reports time on non-scheduled work day, or records any other variance in his or her 

normal schedule, the feature will ask the employee to verify that he or she received authorization 

to do so from a manager when submitting his or her time card.  My title of Product 

Mgmt/Strategy Snr Director-ProdDev. and my career level (M5) did not change when I switched 

to this team. 

8. My transition from the EBS to the HCM teams took approximately six months 

due to the differences in the products and the skills required to manage their products.  I received 

significant on-the-job training and used these several months to familiarize myself with HCM.  I 

needed to acquire an in-depth understanding of workforce management and its applications so 

that I could advise my team on how to design the software to meet the appropriate customer 
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requirements.  Additionally, I attended two formal training courses through Oracle University in 

Dallas, Texas regarding how to implement and use workforce management and all of its 

applications.  It was important for me to understand how the applications work with and affect 

one another so that I could lead my team efficiently.  For example, a customer using HCM could 

be a hospital that uses the scheduling software within workforce management to generate shift 

schedules for nurses, doctors, and other hospital staff.  Then, the time and labor applications 

within workforce management must reap information from those schedules to automatically 

generate time cards, which may need to be adjusted for various reasons, such as if a nurse works 

overtime during surgery or misses a shift.  Finally, the payroll applications within workforce 

management must adjust the pay accordingly in line with these time sheets.  To advise on the 

proper designs for molding this software to customer requirements, I needed to understand all 

these elements of workforce management and how they work together.  

9. My role as a senior director on the HCM team involves reviewing how end users 

interact with the HCM software from start to finish to ensure it works smoothly.  To do so, I look 

at the functional and the technical design of the applications.  The functional design refers to 

whether the software will meet the customer’s requirements (e.g. if the customer needs the 

software to track overtime attestations versus missed meal break attestations, or both).  The 

technical design (which is not necessarily code, but similar) refers to the underlying schematics 

of the software.  My technical background in programming allows me to determine how a 

technical design will interact with other applications and data, ensure that the technical design is 

engineered properly, and that it is not more complicated than it needs to be.  When I confirm that 

the technical and functional aspects of the design are complete, I approve the design.  I also 

spend a significant portion of my time helping our customers implement the HCM software and 

in design meetings reviewing all the technical designs.  Approximately a year and a half ago, I 

moved to my home in Cocoa Beach, Florida where I remain in the same role.  

10. I have nine direct reports, four of whom are based in Oracle’s headquarters:  

 and  are Caucasian and have the job title Product 
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Manager/Strategy 5-ProdDev, the job code 17150, and the career level of IC5.   is an 

Asian male with the job title Product Manager/Strategy 4-ProdDev, job code 17140, and career 

level IC4.  , my most recent college hire, is an Asian female whose job title is 

Product Manager/Strategy 2-ProdDev, job code is 17120, and career level is IC2.   

11. There are differences in skill level and expertise among the career levels of my 

direct reports.  For instance,  an IC4, has one of the  on my team 

because of his extensive engineering background,  with 

communicating with customers (particularly customer executives) and other product 

management skills that are essential to my team, to  

.   focuses primarily on the Time and Labor applications within HCM,  

 of the overall 

architecture and component of workforce management as a whole (which includes Time and 

Labor, Scheduling, and Absence Management).  I expect my IC5 reports to know all three sets of 

applications and how they are architected to work together, how customers use them in 

conjunction with each other, and how a change in one set of applications impacts the others.  

Generally, my IC5 reports have more depth and breadth of knowledge than my IC4 reports. 

12. My direct reports have different roles and responsibilities, even those that share 

the same job title.  For example,  share a job title but have different expertise and 

perform very different tasks.   is adept in the architecture of HCM, which means he knows 

how its parts fit together.  Every customer may use the attestation feature mentioned above for a 

different purpose:  one customer might want to ask attestation for overtime, and another for a 

missed a meal break.  Generally, the benefit of this feature, and the HCM software, is that it is 

customizable to customers’ business needs and requirements.  The HCM product must be 

configured to these requests, and  can realize how these new features will function within 

the existing product.  His responsibilities and tasks include helping to design the underlying 

technical setup of all new features by scheming out how customers will make use of the features 

within their customized HCM product.  For example, as it relates to the attestation feature, his 
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duties would be designing the particular feature to reflect which employees must attest to which 

questions and in what circumstances.  He configures many other features of HCM in this manner 

according to customer needs.   

13. On the other hand,  is much more skilled in program management, which 

means she ensures that the features of the product are completed in the right order and on time.  

She tracks the development of the software and the features each customer requests, and she 

signs off that features were built appropriately by Oracle’s engineering teams.  This requires her 

to track the progress of the engineering teams, manage the resolution of any bugs within the 

application, and any other issues.  She also maps out how the product will generally interact with 

end users, such as designing the user interface that the end user will see.   roles 

are both critical to my team, but they are not interchangeable. 

14. I have not hired externally for my team since 2013, but as a manager, I participate 

in allocating compensation increases to my direct reports in the form of focals (salary increases 

that typically occur on an annual basis), bonuses (one-time merit increases), and equity 

distributions.  I focus on evaluating performance for all three types of compensation rewards, 

with an emphasis on different factors.  For instance, for focal increases, I prioritize performance 

and pay equity.  In terms of performance, I look for someone who can independently solve 

problems efficiently with minimal involvement from me, volunteers to take on extra 

responsibilities, leads big projects, and takes initiative.  In terms of pay equity, I evaluate 

whether any of my direct reports are on the lower end of the pay scale for their role in relation to 

their peers.   

15. One of my direct reports, ,   

  – his current job title is  

 and his job code is  joined my team in Oracle’s 

headquarters, but .  When he first joined my team,  
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I, Sachin Shah, declare as follows: 

1. I make this declaration in support of Oracle America, Inc. (“Oracle”)’s motion for 

summary judgment or, in the alternative, partial summary judgment.  I have personal knowledge 

of the matters contained in this declaration.  If called to testify to the information in this 

declaration, I could do so competently. 

2. Before signing this declaration, I read it carefully to make sure it was accurate, 

and it is.  I was not pressured or required to sign this declaration.  I am providing this declaration 

voluntarily. 

3. I am an Asian male and a current Oracle employee.  I work in the Support job 

function and my system job title is Technical Account Manager (TAM) Sr. Director, but my role 

is better described using my discretionary title, Sr. Director ACS Global Delivery Applications. 

My job code is 86250 and my career level is M5.  I report to Tony Gray, the Group Vice 

President for Cloud Service Business Development and Customer Management, and I work in 

the line of business led by Charles Rozwat, Executive Vice President of Customer Support 

Services.  I am based in Pleasanton, California, but I supervised employees based in Oracle’s 

California headquarters during the time period at issue in this case. 

4. I joined Oracle in 2006 after Oracle acquired my former employer, Siebel 

Systems.  I began my Oracle career as Technical Analyst 3-Support, then became a manager in 

2008 and worked my way up the ranks.  As a manager, my role expanded to focusing on people 

and customer management, creating new services, meeting with customers, creating sales 

opportunities, and related tasks.  I was promoted to my current title approximately one year ago. 

5. At Oracle, I manage all of Oracle’s applications customers across North America 

(and a few in Latin America) that annually contract with Oracle for Advanced Customer Services 
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(ACS).  Oracle offers many applications that perform functions to help customers operate their 

businesses, such as products for Enterprise Resource Planning (ERP).  ERP has various modules 

like financials, Human Capital Management (HCM), manufacturing, supply chain management, 

Siebel (name of software for Customer Relationship Management (CRM)), employee 

management (e.g. PeopleSoft), and countless related business operations.  ACS is an add-on 

service that offers targeted, personalized technical support that is above and beyond the 

capabilities of Oracle’s general support team.  My team handles the entire spectrum of Oracle’s 

applications offerings.  My peer managers handle ACS for other major Oracle technologies, such 

as Oracle Database, Oracle Infrastructure, and Oracle Cloud offerings.  

6. Typically, customers who contract for ACS services receive their own toll-free 

number and an identification number that routes their service tickets to a dedicated team of 

engineers who offer around-the-clock support and work closely with the customer’s technical 

support teams.  Due to this customization, my team’s troubleshooting starts at a higher level than 

Oracle’s general support.  Because my team’s engineers are intimately familiar with the 

customer’s products and systems, they skip the rudimentary support questions and reach the 

heart of the problem faster.  ACS helps customers significantly reduce resolution times, so their 

business can get back on track in a shorter time.   

7. At a high level, my team must ensure that our customers are satisfied with our 

services so that we continue to grow the business.  I also work with internal stakeholders at 

Oracle to identify and develop new services for our customers based on changing trends in 

technology and ensure that the ACS offerings are in line with customer and market expectations.  

8. I oversee a team of approximately forty engineers who support ACS customers in 

different capacities.  Most of them are flex workers, which means they work remotely from 
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home, and they are scattered all around the country.  I have fourteen direct reports, three of 

whom are females based in Oracle’s headquarters.  These three women include two in the job 

code 85550 (Systems Analyst 5-Support),  and  and one in the job 

code 90244 (Systems Analyst 4-Support),  

9. Every engineer on my team is specialized and caters to an application or set of 

applications, including those that share the same job code.  For instance,  share a 

job code but have different roles and responsibilities.  Both support customers with E-Business 

Suite (EBS), a type of ERP software that is one of Oracle’s major product lines.  EBS is 

comprised of a set of business applications for automating various modules like financials, 

HCM, manufacturing, and supply chain management.  However,  focuses on the functional 

side of EBS applications, and  expertise lies on the technical side.  Functional knowledge 

refers to how the application and its software works, while technical knowledge refers to 

familiarity with installing the product and ensuring that it works as intended, applying patches 

(fixes to security threats and other improvements to the applications so that the software reaches 

peak functionality), and ensuring that the application communicates efficiently with the 

underlying database on which it is built.   

10. For example, Oracle Financials is one of the applications within EBS, and it has 

multiple submodules dealing with general ledger, project accounting, and related functions.  

 needs accounting knowledge to help customers with questions as to what the application 

does and how it should perform to help the customer meet their needs.  Conversely,  must be 

able to talk customers through how to install the product, update the software with the latest 

patches, and other technical components.  Additionally, they interact with different members of a 

customer’s staff.  For instance,  supports a customer’s technical teams, such as database 
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administrators, but  works with a customer’s employees who use the application to perform 

certain tasks, such as monthly/yearly closing of the books of accounts (through Oracle 

Financials).  Because  handle different aspects of the EBS technology, their roles 

are not interchangeable.

11. As a manager, I am involved in hiring for my team.  After I open a requisition, I 

work with my assigned recruiter, who conducts initial screenings and assists me with narrowing 

down candidates.  My practice is to hire for the position I advertised.  If I open a requisition for a 

Systems Analyst 5-Support, candidates without the proper qualifications for that title and career 

level will not filter through the selection process. 

12. In screening candidates, I review the depth of a candidate’s knowledge and 

experience. Experience with EBS and its applications, or with other large Oracle product suites, 

such as Seibel and PeopleSoft, is a top priority because my team is so technically focused.  

However, I also look for candidates who are well-rounded in that they are hungry to learn new 

skills, have excellent communication, writing, and speaking skills, and prioritize the success of 

the team over individual success.  My direct reports must work closely with technical staff and 

often high-level executives at large companies, and their ability to add value to our customers’ 

business and represent Oracle in a positive light is very important to me.

13. Typically, candidates are interviewed by three or four members of my team who 

specialize in the area for which the candidate applied.  Once I decide to hire a candidate, I work 

with my HR Business Partner to help me determine the appropriate starting salary based on a 

combination of market-driven factors, like a candidate’s geographic location and the candidate’s 

qualifications.  My practice is to discuss the candidate with my supervisor to ensure that we are 

on the same page about his or her qualifications before making a final offer.  I recall receiving 
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training regarding Oracle’s policy of not asking candidates for prior salary information, although 

even before this policy, I have never asked for a candidate’s prior pay and it has not factored into 

my starting pay decisions.  Instead, I focus primarily on the candidate’s technical experience and 

how that candidate will contribute to my team in the short run and in the long run.   

14. My salary recommendation has never been questioned or changed.  I work closely 

with the HR Business Partner assigned to my ACS team and ensure that the candidate’s proposed 

salary matches Oracle’s salary ranges and the candidate’s qualifications.  Race and gender have 

never factored into my hiring process or starting salary decisions. 

15. I also participate in determining compensation increases for my direct reports in 

the form of focals, bonuses, and equity distributions.  The term “focal” refers to a salary increase 

that typically, but not always, occurs annually, whereas a bonus is usually a one-time monetary 

award.  In deciding how to allocate a focal budget from my manager, I evaluate the performance 

of my direct reports by looking at the satisfaction rankings they receive from our customers and 

the scope of their work in the last year.  For example, I consider if they drafted any white papers, 

created technical presentations for customers, won any awards, completed any technical 

certifications, or generally represented Oracle in a positive light on any platform.   

16. For awarding bonuses, I consider similar performance-based criteria, but I try to 

reward a direct report who really went above and beyond and stood out, either by completing a 

difficult technical task or project for a client or by going the extra mile in some other way on my 

team.  As for equity, I contemplate my team’s long-term goals and I reward individuals that I 

feel are most indispensable in terms of their skills and contribution to my team. 

17. Several of my direct reports, including  are exceptional engineers 

who are always at the top of my ranking because they go above and beyond in supporting their 
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customers.  I have never received any negative feedback about them from our customers.  They 

contribute significantly to my team and I value their integrity, honesty, and diligence that also 

keeps our customers satisfied.  Race and gender have never played a role in my compensation 

decisions. 

18. Due to   

, I promoted her from a Systems Analyst 4-Support to a Systems Analyst 5-Support several 

years ago.  I have also promoted my third female direct report in Oracle’s headquarters,  

 to her current position of Systems Analyst 4-Support for similar reasons.  Race and 

gender have never played a role in my promotions decisions.  The primary factors I consider are 

a person’s value to the team, quality of his or her work, honesty, and communication.  If my 

direct report meets these criteria, I push to promote them.  I try to facilitate growth on my team 

by maintaining an open-door policy, good communication, and making myself readily available 

for questions, so that my reports stay motivated. 

19. As a manager, I participate in Oracle’s mandatory trainings.  I recall that these 

trainings cover a variety of topics, like racial and gender-based discrimination, ethics, sexual 

harassment privacy, and other areas.  I listen carefully to these trainings, which are typically 

presented in a webinar format, so that I can answer the questions at the end.  I also ensure that 

my direct reports complete Oracle’s required trainings on time. 

// 

// 

// 

// 

// 
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I, Harmohan Suri, declare as follows: 

1. I make this declaration in support of Oracle America Inc. (“Oracle”)’s motion for 

summary judgment or, in the alternative, for partial summary judgment.  I have personal 

knowledge of the matters contained in this declaration.  If called to testify to the information in 

this declaration, I could do so competently.   

2. Before signing this declaration, I read it carefully to make sure it was accurate, 

and it is.  I was not pressured or required to sign this declaration.  I am providing this declaration 

voluntarily. 

3. I am an Asian male and a current Oracle employee.  I work in the Support job 

function and my system job title is Product Support Senior Director.  My job code is 90252 and 

my career level is M5.  I report to Lauren Verno, the Vice President for Database and Enterprise 

Manager Support, and I work in the line of business led by Charles Rozwat, Executive Vice 

President of Customer Support Services.  I am based in Orlando, Florida, but I supervised 

employees based in Oracle’s California headquarters in 2001, 2012, and 2015 through 2017. 

4. I joined Oracle in 1995 as a Technical Analyst 3-Support (IC3 career level).  

Within a year, I became a manager, and my job title changed to Technical Support Manager 3 

Applications.  I then moved from manager to director, and then to my current position as senior 

director in 2001.  Prior to joining Oracle, I worked in other technology companies as a 

consultant.  Right before joining Oracle, I worked at Encore Systems Corp., a company involved 

in developing Enterprise Resource Planning (“ERP”) software, which is a set of software tools 

used to run a business, including financials, human resources, manufacturing, and other business 

components.  There, I wrote code for and supported the company’s financial reporting systems.  I 
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moved to Oracle because it was a leading ERP company in the market at that time, and I 

continued working with ERP at Oracle.  

5. At Oracle, I am primarily responsible for managing a part of Oracle Database’s 

global support teams as well as the global support team for a product called Enterprise Manager 

(“EM”).  Oracle Database allows customers to save, store, retrieve, extract, update, and 

manipulate all their data for various business components such as HR, sales, inventory, 

financials, customer relations, and any other data they may have.  Generally, customers build 

applications on top of Oracle Database to present their data in different formats, so they can do 

financial reporting, customer relationship data management, and other tasks required to operate 

their business.  Within Oracle Database, I support the manageability product area, which deals 

with memory management of the Database, internal errors, and utilities (e.g. uploading data).   

6. EM is a product that enables customers to monitor the health of their computer 

systems, including their hardware and software.  Mainly, EM allows customers to define and set 

rules for their systems, and then EM alerts customers when their systems’ health deviates from 

those defined rules.   

7. My team, which consists of 193 people, primarily assists customers who call in 

with issues about the manageability of Oracle Database and EM.   For example, the 

manageability portion of my team handles customer issues related to usage (when a customer 

tries to access data but the process malfunctions or is too slow), memory utilization of the 

Database, and related issues.  For EM, customers could call in with questions about defining, 

deploying, or monitoring the rules they set for their systems, or how to interpret an error display.   

8. Of the 193 people on my team, fifteen people focus on critical customer 

“escalations.”  An escalation is when a customer feels that Oracle’s support team has not 
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adequately handled a question or has not responded in the customer’s preferred time frame.  

When issues with the Oracle Database (not just with manageability, but any Oracle Database 

issue) or with EM escalate in their level of urgency, such as when the customer threatens to 

cancel our service or asks for a refund (causing financial loss to Oracle), my escalation team gets 

involved.  This team regularly handles these types of escalations and ensures that customer 

problems are resolved promptly, but they do not generally handle line support issues, meaning 

those answered by Oracle’s general first-line-of-defense support teams.  I assist my escalation 

team with engaging resources across different Oracle organizations to evaluate the customer’s 

problem and take corrective action as soon as possible.   

9. I have seventeen direct reports, eight of whom are female.  I also have Asian and 

African American direct reports.  My direct reports are primarily skilled in support operations 

management (meaning, they are skilled in managing the operations of our support team, 

including how service requests are triaged and how they get processed) and in customer 

escalations.  I assign top accounts to all my direct reports and expect them to develop 

relationships with customers and expertise in the customers’ products over time. 

10. My direct reports have different skills and responsibilities that complement one 

another to make my team function smoothly.  Even the roles of my direct reports who share a job 

code differ significantly.  For instance, two of my female direct reports are  

and .  They, along with several of my other direct reports, share the same job title 

(Technical Analyst 4-Support) and job code (90023).  

11.  and  have different backgrounds that led them to my team.   

primarily worked as a support engineer on what is called “main frame technology,” another term 

for hardware (a desktop machine is an example of hardware).  This kind of technology refers to 
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the machines used by companies to store large amounts of data using Oracle Database or other 

database brands.  On the other hand,  background was supporting the applications system 

side (applications, like email, are the tools built on top of Oracle Database).  Her expertise was in 

supporting an Oracle product called Enterprise Business Suite (EBS), which is a set of 

applications that helps businesses automate various processes including supply chain 

management and customer relations programs.   and  skills are complementary, but 

not interchangeable.  

12. The skills needed for supporting the database side are different than for 

supporting the applications side.   skills are more geared toward finding solutions for 

problems with hardware, and her expertise lies in what are considered more traditional (i.e. not 

autonomous) methods of computing in my industry.  For example, a common issue with 

hardware is called disk failure, which is the error that occurs when a customer is unable to save 

data (i.e. when data is saved, it gets written on a disk, and if that process fails, the customer 

receives error messages).   is skilled at correcting such an issue by asking for a part 

replacement or scheduling a code change to update the software (called a patch). 

13. On the other hand,  skills are more geared toward modern, cutting edge 

technology that involves autonomous processing and the cloud.  For instance, a part of her 

skillset is focused on a feature called Online Transaction Processing (“OLTP”), which refers to 

the technology behind real-time processing of data (e.g. when ordering a product online, 

customers enter their payment information and the purchase occurs instantaneously).  Currently, 

 has a certification from Oracle called the “Oracle Certified Associate (OCA)” for Oracle 

Database, which certifies her as an expert on Oracle Database and particularly on autonomous 

transaction processing, where the Oracle Database can run autonomously, self-diagnose 
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problems, and then self-correct those problems without human involvement.   is also 

preparing to receive another certification called the “Oracle Cloud Certification” which would 

certify her as an expert in the cloud space.  These certifications, coupled with her focus on more 

modern, autonomous technologies, differentiate  technical skillset from    

14. Another reason that  and  are not interchangeable is because they 

support different customers, which also requires different skills.  Customers who call in for 

support with Oracle Database are typically technically competent and have worked with complex 

Oracle Database technology.  They require a significantly more technical level of 

communication, which  can offer.  Conversely, customers needing support with 

applications could include a line clerk at a department store with no technical expertise 

whatsoever who is using the application to make a sale.   can communicate with these types 

of customers much more seamlessly than .  Therefore, if I am assigning an escalation for 

a customer using EBS or another application that runs on Oracle Database, I would first turn to 

.  Alternatively, I would assign  to customers having issues with the database side, 

such as running Oracle Database on Exadata (the name of a popular Oracle server that optimizes 

the use of the Oracle Database and all its applications for customers). 

15. Although I may reassign customers among my direct reports from time to time to 

manage work load and availability, there is a learning curve.  , and each of my other 

direct reports have an expertise in their customers’ products and have developed relationships 

with developers and other key players who are critically important to offer the highest level of 

support.  Their knowledge takes a long time to acquire.  They can pick up each other’s skills, but 

that transition will require training and time, which is expensive to Oracle because it involves 
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training classes, various technical certifications, and other training components.  For that reason, 

my direct reports are not easily interchangeable.  

16. I have not hired any of my direct reports from outside of Oracle.  They either 

joined my team as transfers through a reorganization or have had a very long tenure at Oracle.  

However, I participate in determining compensation increases for my direct reports when they’re 

available, including focals (merit-based salary increases, typically given on an annual basis), 

bonuses (one-time merit-based increases), and equity distributions. 

17. A focal process typically occurs once a year, although it does not always occur 

annually.  I receive a certain budget from my manager, who instructs me to apportion it among 

the top performers on my team.  In deciding how to allocate this budget, I consider a variety of 

merit-based factors.  Generally, I look at who is indispensable to the database support business 

and how they fit with the strategy of the company.  This requires me to look at the day-to-day 

contributions of my direct reports and assess how critical they are to the organization, how they 

have managed their customers, and their participation internally on improving the infrastructure 

for our team.  For example, in evaluating members of my escalation team, I review the type and 

difficulty level of the escalations my team received from certain product areas, and at the product 

footprint.  By “footprint,” I mean the product’s infrastructure and the stability of its components 

(like its operating system, middleware (the software that is the middle layer between the 

operating system and the applications built on top of it), etc.).  The footprint indicates the 

difficulty in supporting the product.  For example, my team supports certain products which are 

stable and secure with limited bugs, and these products will generally cause less customer 

escalations and will not be as challenging to support as less-stable products, such as those that 

have been recently released or got new features that result in bugs (and consequently more 
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frequent escalations from customers).  I take that footprint into account when evaluating the 

diligence of my direct reports for purposes of focal compensation increases.  

18. Another characteristic that stands out to me is the individual’s reliability.  If I 

assign a task, I am very dependent on my direct report to complete the task on time.  Individuals 

with a 100% track record for reliability are typically at the top of my list when I am making focal 

decisions. 

19. I also consider location and aim to invest my merit increases in someone who fits 

my understanding of the general direction of corporate strategy.  Major Oracle support locations 

move the company forward because they contain teams of engineers of varying levels who can 

help and train one another, which benefits Oracle’s customers by increasing my team’s skills and 

efficiency.  My focus is on retaining and growing my employee pool in these major locations and 

I try to incentivize people to stay there instead of in remote locations.  As such, I would have a 

harder time awarding a salary increase to an individual in Alaska, for example. 

20. Finally, I consider the individual’s compensation ratio, which is where an 

individual’s salary falls within Oracle’s predetermined range for each career level.  Today, most 

of my direct reports generally  and I try to balance out 

my team when possible.  

21. I employ the same underlying principles for the bonus and equity processes, with 

minor modifications.  For bonus awards, I also look to reward a direct report for something 

critical they performed during a 6-month or 1-year cycle.  For equity distributions, I consider a 

long-term perspective and look for people who innovate and add value from a technical support 

perspective.  I do not typically decide the amount of equity distributions because  

.  In those cases, I provide 
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I, Chandna Talluri, hereby declare as follows: 

1. I make this declaration in support of Oracle America, Inc. (“Oracle”)’s motion for 

summary judgment or, in the alternative, for partial summary judgment.  I have personal 

knowledge of the matters contained in this declaration.  If called to testify to the information in 

this declaration, I could do so competently. 

2. I know that I am one of the employees whose compensation is at issue in this 

lawsuit.  I understand that the attorneys who interviewed me and assisted in preparing this 

declaration for me represent Oracle and do not represent me.  Before signing this declaration, I 

read it carefully to make sure it was accurate, and it is.  I was not pressured or required to sign 

this declaration.  I am providing this declaration voluntarily. 

3. I am a female and a current Oracle employee.  I work in the Information 

Technology job function and my system job title is IT Director.  However, my role is better 

described under my discretionary job title, which is Director, OALQA.  OALQA stands for 

Oracle Applications Lab, Quality Assurance.  My job code is 75040 and my career level is M4.  I 

work in the line of business led by Steven Miranda, Executive Vice President of Oracle 

Applications Product Development.  I am based in Oracle’s California headquarters. 

4. I joined Oracle in February 2017 as a Senior Manager of OALQA.  I was 

promoted to Director approximately one year ago.  Prior to joining Oracle, I worked at a 

financial services company, CashEdge, now called Fiserv.  I joined Oracle because the 

application I was working with at CashEdge was not faring well in the market, I did not feel 

challenged in my role, and I saw more opportunities at Oracle. 

5. Since I joined Oracle, I have been primarily responsible for a product called 

Oracle Configure, Price, and Quote Cloud, or CPQ.  This product is part of a cloud-based 

technology called Oracle Application Labs that implements, maintains, and upgrades various 

products used internally within Oracle.  CPQ is an application that offers a comprehensive tool 

for Oracle’s sales representatives and business teams to perform and track their work.  It allows 

the sales team to look for potential buyers, generate and track potential sales opportunities, create 
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quotes for customers with pricing and other information, follow-up with customers, and has 

many other functionalities related to sales.  The version of CPQ that my team handles is used 

primarily by Oracle’s internal sales and business teams.  A separate Oracle team handles the 

version of CPQ that is available externally to customers.  

6. My team is comprised of approximately twenty-one people and is spread across 

the U.S., India, and Mexico.  I have seven direct reports, two of whom are based in Oracle’s 

California headquarters.  My team is called the CPQ Center of Excellence for Testing (COE).  

We conduct testing and quality assurance, which means that we test technical changes and 

updates to CPQ before they are put into production, and ensure that all changes function 

properly.   

7. This process involves functional testing and automation testing, and I manage two 

teams dedicated to each type of testing.   Functional testing refers to manual testing, which 

requires a deep understanding of the application and how it works.  CPQ is an application that 

uses and interacts with many other products and systems to do its job, such as customer 

management and validation systems, order management systems, and others.  Functional 

engineers must understand how CPQ interacts with these systems and find ways to test and 

improve its functionality.  To do so, they login as the end users and test CPQ for processes like 

creating ordering documents, price quotations, customer validation, proper calibration of taxes 

based on the customer’s location, and many other aspects of CPQ’s functionality.  They use their 

knowledge of the application’s ins and outs to generate comprehensive test cases and ensure that 

the application is tested thoroughly enough before it is released to customers.  To do so, 

functional engineers do not need extensive coding expertise.  

8. On the other hand, automation engineers are coding experts.  Automation refers to 

the process of automating certain testing so that multiple scenarios can be tested faster (or even 

simultaneously), at any time of day or night, and more efficiently without the need for human 

oversight.  To this end, the automation teams works closely with developers, who assist with 

coding and developing scripts.  My expectations for automation engineers are that they know and 
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understand automation tools, such as Java, Python, or Selenium, so that they can develop scripts 

(i.e. write code) which properly mimics the end user.  Using the above example, an automation 

engineer would write code that automatically tests an improper login and whether tax is 

calibrated correctly based on the customer’s location.  The automation engineers do not need 

extensive knowledge of the application’s functionality because they need to write code according 

to a test case, which identifies all the steps that must be coded (e.g., Step 1: login; Step 2: make 

sure login is successful, etc.).  They must also determine the timing and scope of automation for 

every given step.  Finally, they need to capture the results and present them in a coherent way, 

such as which tests failed and which were successful and why.  To perform these tasks for CPQ, 

automation engineers need significant coding expertise.  

9. My role is to manage my functional and automation teams to ensure that CPQ’s 

monthly releases occur on time.  A release refers to new code that gets added to the application 

either to fix, enhance, or improve its functionality.  My position in quality assurance requires me 

and my team to fully understand the changes and the new functionality for the product.  For the 

functional team, a big part of my role is determining the type and scope of testing and ensuring 

that my team has enough resources to complete it in a timely manner.  For the automation team, 

my role includes generating and managing the roadmap for automation and developing priorities 

for which testing should be automated first. 

10. Some of the engineers I manage on these teams have overlapping job codes, but 

their roles are entirely different depending on whether they perform functional or automation 

testing.  For example, I supervise two IT Managers (job code 75020), one on the functional team 

and the other on the automation team, who have completely different skillsets.  One of the 

managers supervises the functional team for manual testing activities.  Her expertise is in the 

functionality of the product and how the application behaves, and she understands the ins and 

outs of the CPQ application better than anyone else.  However, she does not perform automation 

testing and does not know the coding behind the application.  The other IT Manager I supervise 

works on the automation testing team for CPQ.  He has sound knowledge in coding and comes 
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up with the frameworks needed to automate test cases, but he is not functionally strong because 

his role is not centered on understanding the functionality of the application.  Their roles are 

complementary in the sense that they are two sides of the same coin, and both are needed to 

ensure that CPQ operates at the highest level for our customers.  However, their skillsets are not 

interchangeable. 

11. Similarly, I have four colleagues at my director level within OALQA—three in 

Oracle’s headquarters office and one in India—who share my job code but have different roles 

and responsibilities.  Whereas I manage the functional and automation teams for CPQ, my 

colleagues manage Oracle’s Cloud Framework and Oracle Fusion Applications, such as 

Enterprise Resource Planning (ERP), Sales Cloud, and Supply Chain.  These applications are 

functionality different.  Since we have a mix of expertise and manage different products, I do not 

believe that we can step into each other’s roles without a significant amount of training and on-

the-job experience. 

12. For example,  has the same system job title as me and also works at 

Oracle’s California headquarters.  We are in the same QA organization, but  works on 

Fusion Applications like ERP, Sales Cloud, and Supply Chain.  Like me,  and her team also 

perform release testing, but the components and functionalities of our applications are very 

different, so their testing requires different technical knowledge and skills.  For instance, CPQ 

allows Oracle’s sales teams to maximize deal profitability by optimizing pricing and creating 

dynamic proposals, contracts, and other sales items, while Fusion Applications have a broader 

scope and use different systems to function.  Fusion Applications could be used by human 

resources or individual employees to create expense reports, offer human capital management, 

financial management, and other functions.   

13.  I know which points of integration require testing in CPQ, but these points are 

different in Fusion Applications.  Integration refers to systems that must work together to 

perform a single role.  For example, a customer’s contact information lives in one application, 

and the tax that customer must pay based on their geographic location is stored on another 
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system.  These applications must be integrated in order to generate a customer’s price quote or 

receipt within CPQ.  The systems that must be integrated for Fusion Applications are completely 

different than for CPQ.  For example, if human resources is creating an expense report, the 

system must determine the category of the reports (e.g. meal versus travel reimbursement), the 

approval hierarchy for the expense, and the employee’s bank account for receiving the 

reimbursement.  I do not know which systems must work together to make those applications 

perform properly because our underlying technical knowledge for our respective products does 

not translate to one another.  For these reasons, if I had to step into  shoes, I would require 

extensive training to obtain her level of expertise in Fusion Applications and vice versa. 

14. As a manager, I am involved in hiring.  Typically, my team aims to hire at the IC3 

career level, but on rare occasions we may hire an IC2 or IC4, depending on the candidate’s 

particular experience.  I work closely with Oracle’s recruiting agent, who advertises the position 

and conducts the initial screening based on my needs for the position.  Then, candidates go 

through a formal interview process, with approximately four interviews per candidate.  I discuss 

the finalists with my manager and we evaluate the candidate’s potential contribution and our 

team’s overall needs.  Once I select a candidate, I work with an HR Business Partner dedicated 

to OAL to determine the market rate for the position based on the candidate’s background.  I 

determine starting salary mainly by looking at prior experience.  I have never relied on prior pay 

as part of the decision-making process – I focus exclusively on a candidate’s merits.  I also have 

never considered race or gender in my hiring or compensation decisions.  My hiring decisions 

and starting pay determinations have never been overturned.   

15. Several factors make a candidate’s resume stand out to me, depending on whether 

I am hiring for my functional or automation teams.  For the functional team, any background in 

Oracle applications stands out because it makes the candidate’s transition to my team more 

seamless because he or she should be able to quickly learn CPQ’s functionality.  A testing 

background is also useful, and I evaluate how readily a candidate can test applications, their 

depth of understanding of how applications function in the cloud, and their knowledge of the 
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database.  For the automation team, I look for more technical skills, such as experience with 

Java, the candidate’s coding proficiency, whether the candidate ever developed automated 

testing for an application, and the like.  Finally, I consider non-technical factors for both teams, 

such as a candidate’s attitude, the type of challenges I think they can take on, and how well they 

work with the other members of my team.   

16. I participate in determining compensation increases, including focal, bonus, and 

equity distributions.  Although I do not determine the percentage allotted to each person, I rank 

my direct reports and provide recommendations to my supervisor.  I base my ranking decisions 

on my direct reports’ quality of work and how it comports with the overall expectations of their 

roles.  I always consider whether someone has gone the extra mile and reward the individuals 

who are consistently reliable in their performance.  For example, during the last focal process, I 

evaluated all of my direct reports.  For my direct reports on the automation team, I considered 

the quality of the coding frameworks they developed and how well they used that framework on 

the team – meaning, whether they were available to the team to provide training and answer 

questions.  For my direct reports on the functional team, I evaluated how well they knew the 

application.  Those that knew that application inside and out stood out to me; for example, if 

someone came up with good test cases and was proactive in identifying issues for a release early 

on.  I also consider pay equity for my direct reports.  My ranking decisions have never been 

overturned, but on occasion my supervisor has asked me to provide justifications for the 

rankings.  I have transparent conversations with my supervisor on this subject and I feel that he 

values my recommendations.  Race and gender have never played a role in the ranking of my 

direct reports. 

// 

// 

// 

// 

// 





 
 
 
 

EXHIBIT I 
 



YAKKUNDI DECLARATION ISO ORACLE’S MOTION FOR SUMMARY JUDGMENT

CASE NO. 2017-OFC-00006 

UNITED STATES DEPARTMENT OF LABOR 
OFFICE OF ADMINISTRATIVE LAW JUDGES 

OFFICE OF FEDERAL CONTRACT 
COMPLIANCE PROGRAMS, UNITED 
STATES DEPARTMENT OF LABOR, 

Plaintiff, 

v. 

ORACLE AMERICA, INC., 

Defendant. 

OALJ Case No. 2017-OFC-00006 

OFCCP No. R00192699 

DECLARATION OF 
NACHIKETA YAKKUNDI IN 
SUPPORT OF DEFENDANT 
ORACLE AMERICA, INC.’S 
MOTION FOR SUMMARY 
JUDGMENT OR, IN THE 
ALTERNATIVE, FOR PARTIAL 
SUMMARY JUDGMENT 



YAKKUNDI DECLARATION ISO ORACLE’S MOTION FOR SUMMARY JUDGMENT

-1-
CASE NO. 2017-OFC-00006 

I, Nachiketa Yakkundi, hereby declare as follows: 

1. I make this declaration in support of Oracle America, Inc. (“Oracle”)’s motion for 

summary judgment or, in the alternative, for partial summary judgment.  I have personal 

knowledge of the matters contained in this declaration.  If called to testify to the information in 

this declaration, I could do so competently. 

2. Before signing this declaration, I read it carefully to make sure it was accurate, 

and it is.  I was not pressured or required to sign this declaration.  I am providing this declaration 

voluntarily. 

3. I am an Asian male and a current Oracle employee.  I work in the Support job 

function and my system job title is Product Support Senior Manager.  My job code is 90248 and 

my career level is M3.  I report to Frederick McFall (Senior Director, Customer Support, 

Middleware – Identity Management) and work in the line of business led by Charles Rozwat, 

Executive Vice President of Customer Support Services.  I am based in Belmont, California.  I 

supervised four female employees based at Oracle’s headquarters between 2013 and mid-2017. 

4. I joined Oracle in a Technical Support Analyst 1 (IC1 career level) role in June 

1994 and worked in various junior-level support roles until February 2000.  During that time 

period, Oracle and other technology companies engineered their database products differently for 

each operating system, such as Windows, Unix, IBM, and others.  Oracle maintained separate 

product support teams based on the operating system.  I initially worked on the team that 

supported the Oracle Database product for the Unix operating system for approximately three 

years.  In 1997, I moved to a worldwide support services group known as the “Emerging 

Technologies” group, which supported Oracle’s niche products and developing technologies that 

had not yet yielded a significant market footprint.  One example of such a niche product was 

Oracle Internet Directory (OID), the first technology to utilize a novel user-authentication system 

called the Lightweight Directory Access Protocol (LDAP).  Using LDAP, OID served as a user 

repository that allowed Oracle customers to more easily administer their users and resources, and 

it was cheaper and more convenient compared to other database products.  
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5. In approximately February 2000, I left Oracle and joined a company called 

Ventro, where I worked as an applications specialist.  This role was technically distinct from my 

previous roles at Oracle because it dealt with applications rather than the back-end databases on 

which those applications are built, but I saw this move as an expansion of my support skills.  At 

Ventro, I supported internal engineers who used various e-commerce applications, a budding 

field at that time.  To support these applications, I had to understand the functionality of the 

applications and learn to deal with the product developers.  After my first 4-6 months at Ventro, I 

was promoted to manager and held that position until April 2001, when the company dissolved.  

6. In May 2001, I joined another technology company called Oblix, a supplier of 

identity and web services management software.  There, I switched to providing customer-facing 

support for Oblix products (as opposed to supporting internal engineers at Ventro).  Oblix made 

products using a system called Single Sign On (SSO).  SSO refers to the authentication process 

that occurs once a user signs on to an application and receives permissions to access certain 

content based on their role and authority within a company (similar to an employee logging into 

a company’s portal and accessing various applications, such as their HR records and email, 

without additional login prompts).  One of Oblix’s main SSO products was called COREid.  

Oracle acquired Oblix in March 2005.  Prior to re-joining Oracle as part of the acquisition, I was 

a manager at Oblix from 2001 to approximately 2003, and then a Product Support Senior 

Manager.  After the acquisition, I continued to provide customer-facing support for Oblix 

products, primarily COREid, which Oracle rebranded as “Oracle COREid” and eventually 

renamed Oracle Access Manager (OAM).

7. Since that time, OAM and its underlying systems have expanded significantly and 

now include myriad products.  Today, I am part of the OAM support team, which supports a suite 

of ten to twelve on-premise products that provide web access management and user identity 

administration.  “On-premise” refers to software that runs on computers at the physical location 

of the person or organization using the software, rather than at a remote facility or in the cloud.  

8. OAM allows companies to customize access to their systems and files in many 
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ways, including delegating who can access what information based on their title or authorization.  

It provides security based on the user’s profile, so that different employees can access different 

levels of applications (a level is how far a user can go in the system) or access applications only 

for a certain duration.  This process of delegating systems and files according to a customer’s 

preference is called access management.  Generally, OAM is used by organizations that need 

security infrastructure to protect their digital resources.   

9. The way that OAM intertwines select functionalities from different technologies 

makes it a unique offering in the market.  For instance, it includes an LDAP directory component 

(repository of user and application data), a web server component, an authorization component 

(authorizing users to access certain systems), and an authentication component (proving a 

person’s ownership of an electronic identity).  Each of these components functions 

independently outside of OAM, but their combination is distinctive and makes OAM a central 

feature of customers’ software organization (i.e. LDAP is its own product, but OAM does not use 

its entire scope of functionality, just its repository portion to store critical data).  However, the 

fusion of these technologies also makes OAM a very complex product to support, because it 

requires an in-depth understanding of each technology and how it operates, as well as how it 

affects and is affected by other non-Oracle products and systems.  The technical analysts on my 

team are highly experienced in OAM and understand its nuances better than any other support 

team at Oracle. 

10. My team assists customers with access management by setting up test cases for 

quality control, creating performance statistics, and interacting with and advising different 

groups within Oracle that develop and improve the products we support.  My team must also be 

competent in non-Oracle products that frequently interact with the products we support.  For 

example, Oracle’s operating system is called Oracle Linux, but we must also know other 

operating systems on which OAM runs, including IBM’s “AIX” operating system, Microsoft 

Windows, and others.  When a customer files a service request, we cannot always tell whether 

the problem is with OAM or with a supporting or tangential system, so knowledge of other 
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systems with which OAM interacts allows us to isolate the problem quickly and either resolve it 

or connect with the right team to assist the customer.   

11. Supporting OAM is complex in part because it requires an understanding of 

OAM’s different versions, as each version affects the functionality of the product itself and may 

interact differently with other Oracle systems and even non-Oracle components.   Not all OAM 

customers share the same version of OAM, and not all customers necessarily have the most 

recent version.  Knowledge of previous, current, and even future versions of OAM (i.e. knowing 

about upcoming features of OAM that may be included in upcoming versions) is essential to 

supporting our customers.  The knowledge required to support OAM takes a long time to acquire 

and can only be mastered with hands-on experience with the product and its customers.  

Additionally, my team must understand scripts (a script is a way of automating manual steps), 

which is particularly essential to OAM because automating OAM and eliminating human error is 

extremely useful due to the many systems OAM impacts.  Hands-on experience is key.  The 

expertise in many other technologies makes dealing with OAM and supporting it a very complex 

process.   

12. There are two other teams located elsewhere in the U.S. that roll up to my 

supervisor and provide support for the access management suite of products, and OAM in 

particular.  My team also has counterparts in Romania and India.  However, my team is unique 

because it provides support exclusively for the access management suite of products, and the 

other teams provide support for other suites such as the directory suite, which includes products 

like the Oracle Identity Governance (OIG).  The OIG support team analysts (who also roll up to 

my supervisor) do not have in-depth knowledge of OAM because their product fits into a 

different part of the authentication cycle.  Both the OIG and OAM are under Oracle’s Identity 

Management suite of products and there is an inherent integration between them, but their 

underlying technology and the functions they perform are qualitatively different.  OIG is simpler 

because it is used in the user creation process, when the user has not yet begun using the 

customer’s systems.  For example, it is used to give access to certain systems for new employees, 
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and set up their demographics like work address, office number, etc.  Conversely, OAM is used 

when an employee actually begins work.  Then, the employee may have issues with accessing 

certain privileges (e.g. a managerial employee should have access to information for his or her 

direct reports, but the system is not allowing the manager to login), or using certain passwords.  

These issues involve and impact a different set of technologies than OIG.  For this reason, my 

team’s expertise specifically in OAM makes them unique from other teams under Oracle’s 

Identity Management umbrella.  

13. As a manager, I manage the workload for my team, conduct performance reviews, 

allocate projects, and handle escalations of different issues.  Prior to becoming a manager, I was 

a Technical Specialist-Support (job code 90022), so I know how to perform technical work like 

testing product functionality and interacting with customers on a technical level.  My role and 

expertise are different from my colleagues, even those that share my job code and system job 

title.  For example, there is a senior manager based at Oracle’s headquarters who shares my job 

code, but our similarities begin and end there.  She and her team provide software support for 

Oracle’s software application server and the Java suite of products.  Java is a coding language 

that provides a platform for writing code for many different products, whereas OAM is a unique 

product used for a specific task: data access management.  OAM requires an extensive amount of 

“talking” and connecting between OAM and non-OAM components, and troubleshooting 

problems with OAM requires an intimate understanding of the non-Oracle components it 

interacts with, such as the Linux, Windows, or other operating system on which it is built, as 

described above.  Although I have working knowledge of Java, I am unable to troubleshoot a 

Java program or even recognize that a problem might be related to Java.  This is because Java 

and OAM use different technologies and require completely different sets of skills.   

14. I have fifteen direct reports, five of whom are female.  My direct reports span 

three career levels, including Technical Analyst 3, 4, and 5.  One of my direct reports in Oracle’s 

headquarters, , is a Technical Analyst 4-Support (job code 90023), and she has the 

same job title as , who works under my peer manager.  The same differences that apply 
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to me and my peer manager apply to our direct reports.   

15.  is not interchangeable with  because  does not have the same 

experience with the different non-Oracle technologies with which OAM interacts, such as web 

servers and operating systems like Windows.  This familiarity is crucial for supporting customers 

who use OAM.  For example,  must know how to utilize a heavily-used protocol called 

Light Directory Access Protocol (LDAP) upon which directory products are built.  A directory 

product captures a company’s directory, and OAM requires an initial setup of a directory 

structure to assign access management to groups and individuals within the company based on 

their position in the directory.  There are various directory structures, all of which involve the use 

of the LDAP protocol.   must have intimate knowledge of LDAP and directory products, 

because even a small glitch in the LDAP protocol can have severe repercussions on OAM.  Re-

directing the customer to our counterpart teams that support directory products would be 

inefficient because, like , they do not know the OAM product.  As a support engineer on the 

Java team,  does not need to understand other products that must be in place before OAM 

installation can occur, such as web servers like Apache, IBM, and others.  If a web server is not 

accepting requests and not functioning properly, OAM’s functionality will also fail.  

16. Additionally, there are differences in skill level and expertise among the career 

levels of my direct reports.  The biggest difference between an employee working at the IC3 

career level and the IC4 career level is the ability to mentor and double-check the work of less 

experienced peers.  An IC4’s breadth of knowledge about OAM’s versions would generally be 

much wider.  For example, IC4s are generally familiar with older versions of OAM because they 

have worked in the field longer than a less experienced IC3.  The ability to differentiate and 

compare the functionality of OAM among its many versions enables better customer support 

because that knowledge allows an IC4 to diagnose problems more efficiently. 

17. I participate in hiring and compensation decisions for my team.  When I select a 

candidate to hire, I work with my team’s designated Human Resources Business Partner to 

discuss the appropriate salary for that candidate based on the market and other factors.  In hiring 
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for my team, I look for candidates with experience with access management products like OAM 

and will offer a pay premium if needed to hire a candidate with that specific background, but I 

also value experience with products and systems on which OAM depends (such as directory 

services), and proficiency with systems administration, configuration, and performance tuning of 

various web servers and operating systems.  Exposure to and expertise in other Oracle products 

is also a plus because Oracle products have a consistent installation module, and experience with 

installing one Oracle product yields familiarity that can be helpful in installing OAM.  If a 

candidate has worked with Oracle products, I look to see whether they have experience handling 

failures in the product, as recovering from product failure is a crucial aspect of my team’s daily 

work.  The specifics of a candidate’s prior experience and work are thus critical in my hiring 

decisions.  Although I sometimes considered an applicant’s prior pay prior to October 2017, it 

was never the sole or even primary factor – I used it more as a reference point than as a basis for 

my staring pay decision.   

18. I recall hiring one of my direct reports, .  Her current job title is 

Technical Analyst 4 – Support (IC4) and her job code is 90023, and I initially hired her as a 

Technical Analyst 3 – Support (IC3) under the job code 90122.   had valuable experience 

at another tech company, Synopsys, and she was extremely familiar with various directory 

products and the LDAP and SSO technologies that are crucial for supporting OAM.  During her 

interview, I recall asking many questions about the Unix operating system on which OAM runs.  

As a former Unix engineer, I wanted to test the depth of her knowledge on this system, and her 

answers impressed me.  Although  had limited experience with Oracle products, her 

understanding of the underlying technology of OAM was excellent and she at that time matched 

the skills and proficiency needed for the Technical Analyst 3 – Support (IC3) position.  

19. As a manager, I also determine compensation increases for my team in the form 

of focal increases (salary raises that occur periodically, generally annually, if and when there is a 

budget allocated to me by my manager).  My process for determining focal increases involves 

looking to the performance ratings of each of my direct reports, on a scale from one to five (five 
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I, Kate Waggoner, declare as follows: 

1. I make this declaration in support of Oracle America Inc.’s (“Oracle”) motion for 

summary judgment or, in the alternative, for partial summary judgment.  I have personal 

knowledge of the matters contained in this declaration.  If called to testify to the information in 

this declaration, I could do so competently.   

2. Before signing this declaration, I read it carefully to make sure it was accurate, 

and it is.  I was not pressured or required to sign this declaration.  I am providing this declaration 

voluntarily. 

Background 

3. I am currently Senior Director, Global Compensation at Oracle, and have been 

since approximately January 2018.  Prior to that I worked at Oracle as Director, Compensation 

(from approximately November 2014 to December 2017); Senior Manager, Compensation (from 

approximately March 2012 to October 2014); and Compensation Analyst (from approximately 

March 2005 to February 2012).  I joined Oracle following its acquisition of PeopleSoft, Inc. in 

2005; previously I had worked at Time Warner Telecom, J.D. Edwards, and PeopleSoft, all in 

compensation-related roles.  I hold a B.A. in psychology with a minor in statistics from the 

University of Northern Colorado and an M.A. in human resources and industrial relations from 

the University of Minnesota-Twin Cities. 

4. In my current role, I am responsible for Oracle’s global compensation programs; 

the administration, setup, and rollout of annual focal review, corporate bonus, and equity 

programs (when offered); overseeing maintenance of and updates to Oracle’s global job table; 

and supervising merger and acquisition (M&A) activities related to compensation, which 
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involves the transition of acquired employees into Oracle’s jobs, pay programs and plans.  I 

report to Phil Jenish, Oracle’s VP of Compensation and Workforce Intelligence.   

5. Given my current and former roles and long history with Oracle, I am familiar 

with the breadth of products and services that Oracle develops and offers to customers.  I am also 

familiar, given my role, with Oracle’s history of acquisitions. 

Oracle’s Products, Services, and Workforce 

6. Oracle is a leading global technology company that provides cutting-edge 

software and hardware products and related services to customers worldwide.  Oracle’s more 

than 800 products and services are designed for customers of any size, from small business to 

large global corporations.   

7. Our products vary widely in the technologies they power and the functions they 

support.  For example, Oracle’s products include everything from cloud computing solutions to 

middleware to industry-focused software to hardware to network solutions and more.  Oracle’s 

application, platform, and infrastructure technologies enable enterprise information technology 

environments worldwide.  More broadly, Oracle products assist customers with an array of 

objectives, including enterprise resource planning, customer experience and customer 

relationship management, procurement and supply chain management, human capital and talent 

management, business analytics, financial management, and governance, risk, and compliance.  

8. Oracle provides comprehensive services to supplement and support its products.  

Those services include providing security assessments and pushing software enhancements and 

upgrades, as well as providing excellent customer support and education.  
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9. One of the primary ways Oracle has grown its uniquely diverse business is by 

acquisition.  Acquisitions enable Oracle to innovate faster and provide an unparalleled breadth 

and depth of technology products and services. 

10. Oracle has acquired top companies like PeopleSoft, Sun Microsystems, NetSuite, 

and others that focus on specialized technologies and services, many of which differ in important 

ways from Oracle’s legacy product offerings.  Together these acquisitions have added hundreds 

of new products to Oracle’s portfolio. 

11. I have reviewed extracts from Oracle’s centralized data systems which are kept in 

Oracle’s regular course of business and contain our system of record regarding the employment 

records of Oracle employees.  Those extracts reflect that, as of January 1, 2019, Oracle employed 

more than 48,000 employees nationwide.  As of that date more than 11,000 employees worked at 

its headquarters location in Redwood Shores, California.   

Oracle’s Lines of Business/Functional Hierarchy 

12. Oracle is organized functionally into lines of business (“LOBs”), each of which is 

generally focused on a distinct part of Oracle’s business or operations.  Although others at Oracle 

may use the term “LOB” in different ways, from the perspective of the Compensation team, each 

of these LOBs is defined by its particular leader or head, who in turn reports directly to one of 

Oracle’s CEOs (Safra Catz or Mark Hurd) or its CTO (Larry Ellison). 

13. At the highest levels, LOBs encompass entire segments of Oracles’ business or 

operations.  Additional layers divide employees into narrower sub-organizations and teams that 

reflect increasingly specialized areas of the company.  These specialized teams differ in terms of 

their import to the company and their role in the company’s strategic vision.  
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14. Managers within these LOBs fan out through a reporting hierarchy that ultimately 

ends with “first-level” (or “direct”) managers who supervise individual contributors.  This 

managerial hierarchy is in a near-constant state of flux, to reflect Oracle’s evolving technologies 

and portfolio structures. 

15. Budgeting decisions and allocations for bonuses and/or salary raises are made 

within the framework of this LOB hierarchical structure, and can reflect differing allocations to 

different teams and units based on (among other things) the importance of retaining and 

motivating employees on that team.  Accordingly, the particular team an employee works within, 

and where that team is situated within Oracle’s LOB structure, may impact individual 

compensation.  The budget allocated to a particular LOB (or subset thereof) may also be 

impacted by the composition of that LOB in terms of the country or countries where employees 

in that LOB work, as different per-country weights are applied when determining how much 

budget to allocate to account for differences in market conditions, among other factors. 

16. Attached as Exhibit A is a true and correct copy of a training presentation entitled 

“Annual Focal Program (Sales & Non-sales) and Workforce Compensation” that was prepared 

by the Compensation team for presentation to HR business partners at Oracle 

(ORACLE_HQCA_0000380438).  As noted in the speaker notes accompanying slide 6:  

“Budgets are published to the top executive level of the organization based on eligible salaries 

for eligible employees on September 1.  Each LOB leader is then able to determine the method 

of cascading budgets in their organization.”  Because of my responsibility for the administration, 

setup, and rollout of Oracle’s global compensation programs, I am familiar with how the budget 

allocation process works, and believe this to be a true and accurate statement. 
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Oracle’s Global Job Table and Classification System 

17. Job functions are a different way that Oracle organizes its employees for different 

purposes, and are the highest level classification in the global job table that my team maintains 

and updates.  Job functions describe, in broad strokes, the general kind of work an employee 

performs – for example, Legal, Administrative, or Product Development.  Job functions sweep in 

huge numbers of employees with vastly different skills, duties, and responsibilities, and do not 

capture or reflect any particular employee’s day-to-day-job duties.  Employees in the Product 

Development job function, for example, work on differing components of all manner of 

applications, platform, and infrastructure products.  Employees within the IT job function work 

in areas including business implementation and planning, data center services, network services, 

and risk management.  And employees within the Support job function provide services related 

to products ranging from legacy on-premise solutions to cloud-based solutions and other 

emerging technologies.  

18. I have reviewed copies of data files produced to the government in this case, 

which I understand contain extracts from Oracle’s centralized data systems which contain data 

recorded and maintained in the regular course of business by Oracle.  That data shows that 

approximately 7,521 individuals were employed in the Product Development job function at 

Oracle’s headquarters at some point from January 1, 2013 forward (which is the time period that 

I understand to be at issue in this case), approximately 1,044 individuals were employed in the IT 

job function during that time period at Oracle’s headquarters, and approximately 349 individuals 

were employed in the Support job function at Oracle’s headquarters during that time period. 

19. Unlike LOBs, job functions do not have a single head or leader.  The individuals 

who work within a given job function work across different LOBs and report to many different 
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leaders, who in turn oversee many different products and teams.  For example, an employee 

within the Product Development job function does not necessarily work within the LOB 

previously led by Thomas Kurian, the President of Product Development at Oracle, during the 

relevant time period; employees within the Product Development job function are spread across 

various LOBs. 

20. Employees within each of these sweeping job functions are organized into more 

narrow groupings called specialty areas, and, within each specialty area, job families (e.g., 

applications developers).  Each job family is comprised of multiple system job titles.  System job 

titles generally reflect a progression of development within a job family (e.g., Applications 

Developer 1, Applications Developer 2, and so on).  Each of these system job titles corresponds 

to a unique job code. 

21. Because I am responsible for overseeing the maintenance of and updates to 

Oracle’s global job table (which contains Oracle’s system job titles), I am familiar with Oracle’s 

system job titles, including those used by Oracle in its headquarters offices.  Examples of system 

job titles in use at headquarters during what I understand to be the relevant period (as reflected in 

the data files produced to Plaintiff in this case) in the Product Development job function include 

HW Development Technician 3, Product Mgmt/Strategy SVP – Prodev, QA Analyst 1-5, 

Software Developer – Architect, and Technical Writer 1-5 – Prodev.  Examples of system job 

titles in use during the relevant period in the IT job function at headquarters include Database 

Administrator 1-5, IT Security Analyst 3-5, IT VP, and Project Mgmt Snr Director.  Examples of 

system job titles in use during the relevant period in the Support job function at headquarters 

include Business Services Snr Director-Support, Customer Service Analyst 2-3– Support, Field 

Support Specialist 3, and Product Support VP. 
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22. Each level of grouping within the job table that my team maintains and updates—

job function, specialty area, job family, and system job title—provides a high-level description of 

the work performed by employees with that label.  Even the most granular label in this 

taxonomy—system job title—does not account for differences in individual job duties among the 

employees with that label, and there are indeed many differences.  Employees with the same 

system job title may work on different tools and use different programming languages.  Their 

jobs may require them to work different numbers of hours or attend a different number or type of 

training.  Some employees spend much more time in meetings than others with the same system 

job title, whereas others do much more coding.  Some work on more complex products than 

others.  Some work on many components or sub-areas within the product at a given time (or over 

the course of time), whereas others work on only one or two.  

23. Because I am responsible for overseeing the maintenance of and updates to 

Oracle’s global job table, I also am familiar with the salary ranges that accompany Oracle’s 

system job titles.  Each system job title at Oracle is associated with a broad salary range.  There 

is a set of salary ranges that apply to employees who work in zip codes we define for this 

purpose to encompass the San Francisco Bay Area (sometimes referred to on the Compensation 

team as the “HQ Salary Range”).  My colleague, Kris Edwards—Senior Director, Compensation 

at Oracle—and her team reviews each set of ranges for each system job title each year and 

recommends range adjustments if and as we deem appropriate based on, among other things, 

market research of compensation benchmarks in use at other technology companies with whom 

Oracle competes for talent.  These salary ranges generally span .  For 

example, in FY2018, the salary range for an Applications Developer 3 at HQ spanned nearly 
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24. System job title reflects an individual’s career level.  The global career level 

structure has two paths: Management (corresponding to codes M1-M10) for those whose primary 

responsibility is management of two or more regular employees, and Individual Contributor 

(corresponding to codes IC0-IC6) for all other roles.  There is no correlation between a given 

“step” in those two tracks—in other words, one cannot assume that an individual contributor in 

an IC3-level role is any more or less experienced than a manager in an M3-level role. 

25. To my knowledge and understanding, the majority of employees are hired into the 

job and career level for which they applied.  On occasion, however, an employee may be hired at 

one career level above or below the level listed in the job posting, depending upon the 

individual’s specific experience and expertise and consistent with Oracle’s business needs.  On 

such occasions, individual front-line managers are the primary decision-makers regarding 

adjustments to level at hire.  For example, the job requisition may be for a Software Developer 3, 

but the best qualified candidate’s skills and expertise are a bit more advanced, such that the 

candidate is qualified to be a Software Developer 4.  In such an instance, the hiring manager may 

determine that the candidate should be brought in at a higher level and will explain this on the 

justification form to HR listing the candidate’s qualifications that warrant the job at a higher 

level.     

26. Some employees (but not all) have a discretionary job title as well as a system job 

title, which in many cases is more descriptive and specific than the system job title.  As with 

system job title, the details of the work performed by two individuals with the same discretionary 

job title may vary significantly.  Among many other factors, such individuals may work on 

different products; supervise or serve as a lead for a different number of employees; and work a 

different number of hours. 
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Oracle’s Compensation Framework, Training, and Processes 

27. In my directorial and managerial roles at Oracle, I am familiar with Oracle’s 

compensation framework and its goals.  The aim of that compensation framework is to achieve 

the overarching goals of equity within teams and recognition of each employee’s particular 

knowledge, skills, abilities, performance, experience, and contributions to the company.  

28. Oracle’s compensation system is highly decentralized in order to further its 

business need to recognize individual skills and contributions.  An employee’s direct manager—

who knows individual employees’ work and how their work compares to that of others—

typically plays the most significant role in setting that employee’s compensation.  First-line 

managers, for example, determine the starting compensation to offer to new hires.  Similarly, 

most salary increases occur during the annual focal review process (in years when there is a focal 

review process).   Although these individual salary increases ultimately are subject to an 

approval process by more senior management to ensure alignment with budget, senior managers 

generally defer to and rarely change the decisions of the lower-level managers.   

29. Compensation budgets are managed through a computerized compensation tool 

called Workforce Compensation.  Different LOBs (and sub-organizations within each LOB) 

cascade compensation (salary, bonus, and equity) budgets down through their organizations to 

different levels.  In other words, in one organization an employee’s second-level manager may 

control the budget for her compensation, whereas in another organization the budget may be held 

at a higher level.  Even within a single LOB, budgetary authority may be cascaded to different 

levels in different parts of the LOB.  And the level to which budget is “pushed down” may also 

vary for different compensation programs; for example, a given LOB (or sub-part of an LOB) 
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may push down bonus award approval authority in a given year or cycle to one managerial level, 

but focal salary increase approval authority to a different level. 

30. Whatever manager is the last recipient of budget allocation determines how to 

distribute the budget in the form of compensation awards to individual employees.  The 

managers responsible for recording those decisions in the compensation tool may exercise their 

own judgment or consult other managers (for example, if they do not directly supervise the 

employees at issue) for their views.  Usually, first- or second-line managers play a primary role 

in the allocation decision.  From there, in the vast majority of cases, the approval process simply 

acts as a check to review whether managers stay within allotted budgets. 

31. In the training that members of the Compensation team prepare and provide to 

managers, managers are advised to take a comprehensive view in making compensation 

recommendations.  For instance, managers may award greater compensation—particularly 

bonuses or incentive stock awards—to those employees who work on more complex products.  

Likewise, managers may provide additional compensation as incentive to employees who work 

on products that require skills for which the labor market is particularly competitive. 

32. Through trainings provided by the Compensation team, individual managers are 

encouraged to consider the relative pay among employees on their particular teams when making 

compensation decisions, including awarding bonuses and salary increases through the focal 

review process, and to strive for pay equity while accounting for all relevant factors.  Managers 

are expressly instructed to make compensation decisions without regard to employees’ gender or 

any other protected characteristic. 
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This is the Managing Pay module for compensation training.  There are 8 other modules that have been developed to provide you a basic overview of 
many topics you should be aware of when managing employees at Oracle.  Most compensation information applies globally; however, there are some 
topics that vary by country and/or region, so the global compensation team developed region-specific modules to cover topics that aren’t relevant 
worldwide.  Please review the modules for each region in which you have employees.  

Keep in mind that this is simply an overview and it is not designed to teach you everything there is to know about compensation. It is important to work 
with your local compensation team representative and HR manager on employee compensation issues.
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Topics

• Introduction
• General Principles
• Setting pay for:

– Recruitment
– Promotions
– In-country transfers to a new role
– Voluntary employee transfers from one country to another (not

international assignments)
• Off cycle reviews

In this module, we will discuss the general principles of managing pay for your employees.  We will go through examples of how to set pay when 
recruiting, promoting and transferring employees, and we will also discuss the topic of off-cycle reviews.  
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Introduction

• In this module we consider pay management issues when:
– Recruiting prospective employees
– Employees are being promoted
– Employees are transferring to a new role
– Employees are voluntarily making a cross border transfer – not on assignment

• These activities may involve:
– Setting the rate for the job
– Changes in split (base/annual target variable[ATV])
– Change from commission/variable pay to bonus & vice versa
– Lateral transfers with and without changes in salary range
– Transfers between individual contributor IC and M management roles

Discussions about how to manage pay at Oracle come up in many situations.  These discussions will occur during the recruitment of an employee, 
when giving a promotion to an employee, and when transferring an employee to a new role, or to a new country.  

When faced with these situations, most compensation related discussions will be about how to set the base salary for an employee, whether it is a new 
recruit, a promoted employee, or a transferring employee.

The transfer of an employee to a new role could give rise to more potential compensation adjustments if the move includes a change in variable pay, 
for example an employee moving from a Consulting role into a Sales Role. What should happen with the base salary?  What should happen with the 
variable in case of such a move?

The intention of this module is to educate you and to give you guidelines on how to handle each of these scenarios.
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General Principles

• Compensation and benefits must be in line with the standard for the job
• Employee’s salary should take into account:

– Comparisons with others in group (peers) - equity
– Relevant knowledge, skills, abilities and experience

• A promotion does not necessarily require a simultaneous salary increase. This would
normally be taken care of during the salary increase process.

• Employees must not undertake a new role until the compensation has been fully
approved and the appropriate terms and conditions have been accepted.

Managing pay at Oracle is an art, not a science, and there are various factors at play.  Compensation and benefits offered to employees should be in 
line with the Oracle local standard for the job, but managers should also take into account internal equity, as well as the relevant knowledge, skills, 
abilities and experience of the employee.

A promotion does not necessarily require a salary increase at the same time, although you should take into consideration the compa-ratio of the 
employee in the new role if you do promote without an increase.  While it is perfectly appropriate for a newly promoted employee to fall in the first 
quartile of the new range, the compensation team discourages dry promotions where the employee would fall below the range, because eventually 
getting the employee appropriately positioned in the range following a promotion without an increase can be quite difficult.

It is important to note that employees must not undertake a new role until the compensation elements have been approved and the appropriate terms 
and conditions have been accepted.
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General Principles (2)

• Balance external and internal equity considerations
• Differentiate rewards by performance
• Manage your budget – you will never have enough!

– Base salaries should be reviewed in a business context, taking account of what
the business can afford

• Be honest and open with communications on rewards and performance
• These principles apply globally, but pay rates differ by country

Setting pay for an employee is not a simple exercise.  To make the best decision, it is important that you consider all the relevant pieces of the puzzle; 
namely, balancing internal and external equity, individual performance levels of your employees, and your overall budget.  

Internal equity is considering how much you pay your employees relative to one another.  In addition to salary, variable compensation and stock 
options are other tools you can use to differentiate pay to give more to your “stars”.  When you are making pay decisions consider internal equity, and 
be as fair as possible. Differences need to be based on fair, justifiable and non-discriminatory criteria.  Focus on results, which is not always the same 
as effort.  Some employees try really hard, but for whatever reason, do not come through with the desired results.  It is important to coach these 
employees to turn effort into results, where possible, so that they will be rewarded in the future.

Once again, it is important that your employees know the factors that you consider when making pay decisions if you want these factors to shape 
individual behaviors.  If an employee believes he or she will get the average salary increase regardless of his or her performance, there is no motivation 
from a monetary perspective for him or her to expend extra effort to improve performance.  You SHOULD NOT MAKE SPECIFIC PROMISES HERE, 
rather it is important to communicate that if an employee achieves all of his or her objectives, he or she will be rewarded more than an employee who 
does not.  As a manager, you can give examples of possible rewards, such as getting promoted faster, getting a larger share of the bonus pool relative 
to lower performers at the same level, or getting a better than average salary increase when salary increase budgets become available.  

It is important for managers to be open and honest with their employees when it comes to rewards and performance.  However, it is equally important 
that employees know that there are no guarantees.
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Other Observations

• There is no data to support a direct link between compensation alone and attrition.
• Some short term internal equity distortions, caused, for example, by acquisitions, 

cannot be always be rectified immediately.

Be careful when analyzing pay and attrition. It is natural for employees to leave the company for more money, and for them to provide this as the 
reason for leaving, but other factors generally prompted them to look outside in the first place. Examples of such factors may include, lack of career 
development, poor management, and working environment - for instance excessive amounts of travel and/or overtime. 

It is important to note that sometimes acquired employees have higher salaries than the legacy Oracle groups, and we are not able to rectify the 
inequity immediately.  In Europe and many other parts of the world, legislation requires the company to retain the salaries of the acquired employees. 
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Recruitment

• Each job is assigned a salary range that is unique to the country
– The midpoint of the salary range represents the base salary a fully competent

employee performing as expected
• When recruiting you should consider the value of the “total reward” rather than salary

alone, both tangible and intangible:
• Value of base salary, annual target variable (ATV)/bonus, Benefits (retirement

plan, medical, life and disability insurance, car/car allowance, etc)
• Oracle experience, training, career development, long term opportunities,

location etc

If you seek to recruit externally a person already in a similar role, who is fully competent, you may have to pay a salary higher than average to attract 
him or her.  If you consider offering a higher base salary, don’t forget to account for the other elements that Oracle has to offer, including great benefits, 
employee training, career development and long term opportunities. If the candidate would have potential gains in variable pay or in the value of the 
benefits package, this should not be overlooked when setting the base salary for a new recruit.

Selecting the correct global career level for the individual’s skill level is key, and please beware of recruiting at an artificially low salary, particularly 
where a candidate comes from a lower paid sector, as this may give rise to equity issues in the future.
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Recruitment (2)

• Example Scenario:
– Range (from CWB or IWB) 49,000 - 68,000  - 86,000
– Average salary on team: 65,000
– Candidates doing the job are earning 63,000 – 75,000

• Recruitment dilemma:
– Qualified candidates are earning as much or more than existing team members
– A premium will be required to attract these candidates:

• say 68,000 (midpoint) x , higher than midpoint
and Oracle average)

– Would increase costs and pay pressures within the group
– But could still recruit as pay requirement is still within range

In this scenario, we are looking to recruit someone to fill a role with a range of 49,000 to 86,000, and a range midpoint of 68,000.  The average 
salary of the peers on the team is 65,000, but the qualified candidates doing the same job are earning 63,000 to 75,000.

Oftentimes, a premium of  will be required to lure a candidate away from his or her current job.  In this case, we would probably have to 
pay above the midpoint, and above the peer average just to get the candidate to join Oracle.

While it is possible to make an offer that is above the midpoint, please keep in mind the following when making a premium offer:
1. The high offer may cause pay pressure within the team, and longer tenured employees may be disgruntled because the new hire has a higher

salary.
2. The performance of the candidate has not been tested – you may be employing an average performing employee at an above average salary.
3. There may be some potential for equal pay claims, employee relations issues and attrition among the peers.
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Recruitment – Alternative Strategy

• External applicant has minimum qualifications for the position, may be from non tech 
company:
– Applicants at this level currently earning 54,000
– Ready for promotion/stretch
– Oracle average 65,000
– An attractive offer can be made at a salary lower than 65,000
– Below grade midpoint of 68,000

• Advantages:
– Hiring salary, say, between 56,500 – 60,000 depending upon assessed performance potential, 

background etc
– Keeps costs down  
– No equity issues
– Recruit motivated – career progression, Industry experience 
– Scope to progress salary as employee progresses

If we take a different approach to hiring into the same job mentioned in the previous slide, with a midpoint of 68,00 and Oracle average of 65,000, we 
could hire a qualified applicant who may be from a non-technical company and we may be able to offer a lower salary.  In this situation, we could offer 
a salary between 56,500 and 60,000, and this would still be within the range, which is 49,000 to 86,000, but it wouldn’t cause equity issues among the 
team.  The recruit may be motivated by the opportunity for career progression and the industry experience, and we do not have to pay a premium to get 
him or her to join the team.
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Changing Roles

• Example Scenario: Move from low paid to higher paid role
– Current mid point: 49,400   
– New  mid point: 49,400
– Individual’s base salary 57,000 
– Current split 70/30: OTE 81,000 
– New split 50/50: OTE 114,000 (if moved with no change to base)
– New role average base salary  61,500  (from dept data)

• Recommendation:
– Base 53,000 + ATV 53,000 = OTE 106,000
– Overall increase on current package – 30% 
– OTE 15% less than existing job holders
– 8% reduction in base:

• In addition it may also be necessary to move to lower career level if employee does not 
have the skills for the level in the new role.

Internal transfers are a daily occurrence at Oracle, and while a pay adjustment isn’t always necessary, it should be standard practice to review the 
compensation of an employee transferring from one role to another.

In this scenario, the employee is transferring from one role to another with the same career level, salary grade, and benefits. At first glance, it would 
seem acceptable to just move the employee to the new role without changing base salary. However, the new role has a different pay mix, so the 
annual target variable (ATV) is increased by 237% and the on target earnings (OTE) are increased by over 40% if salary is not reduced.

In this situation, the compensation recommendation would be to reduce the base slightly in order to position the employee more appropriately on the 
team in terms of experience and role within the team.  Even though we have suggested to reduce the base salary, the employee’s total earnings 
potential still increases by over 30%, and this recommendation ensures that we don’t cause internal equity concerns because we have positioned the 
new employee a bit lower than existing incumbents.



12 Copyright © 2011, Oracle and/or its affiliates. All rights 
reserved.

Confidential – Oracle Internal

Changing Roles (2)

• Example Scenario: current and new role in same salary band but new role has lower 
annual target variable:
– Salary range midpoint for both jobs: 57,900
– Employee’s current salary 54,600
– Employee’s current OTE (50:50 Split) 109,200
– Split for new role: 70/30 
– Average salaries of both jobs 56,000

• Recommendation: 
– Salary: 56,000
– OTE: 80,000

There are also internal transfer situations where the on target earnings will be reduced dramatically upon transfer.  This is a difficult sell but the new 
role has less risk and the employee has the choice not to take it.  In this scenario, the new OTE has a standard 70:30 split and we’ve included a small 
increase in base salary, from 54,600 to 56,000, which is the average base of the incumbents already in the job.  It is important to remember that the 
employee must be paid the appropriate rate for the new job, regardless of earning potential in his or her prior role.  You should not be tempted to 
maintain the earnings of an employee who has a desire to change roles.    

Alternatives to this scenario may include the following:
If the new peer group average salary was higher, say 63,000, the employee’s base salary could have been enhanced by a small amount, assuming 
there is no material difference in skills and experience.  This would put him or her closer to peers, and the employee would also be better positioned for 
future promotions.
On the other hand, if the new peer group average salary was lower, say 52,000, the employee’s base salary may need to be reduced in order to 
maintain internal equity.  While reducing base salary is very difficult, it is not impossible when done for the right reasons.  In this situation, the 
employee’s base salary could stay as it is but you would need to carefully consider internal equity and whether the salary level can be justified on the 
grounds of a genuine material difference.  



13 Copyright © 2011, Oracle and/or its affiliates. All rights 
reserved.

Confidential – Oracle Internal

Promotions

• A promotion is a move from a job in one career level to a job in a higher 
career level with greater responsibility and impact on the Company's 
business.

• Promotions are not always accompanied by a salary increase but:
– Benefits may increase
– Incentive earnings may be different, higher leverage, and lead to 

increased earnings potential

• Pay does and should vary between individuals, but variations must be due 
to a genuine material difference 
– Experience, knowledge, skills, performance, etc.

As defined, a promotion is a move from a job in one career level to a job in a higher career level with greater responsibility and impact on the 
company’s business.  Promotions are not always accompanied by a base salary increase,  but benefits and incentive earnings may increase for the 
employee.

If an employee is positioned very low in his or her current range, or has a salary that is not in line with the peer group in the new role, a promotion 
without a salary increase could cause internal equity issues, and may even cause the employee to fall below the minimum of the new range.

Therefore, it is strongly recommended that promotions without salary increases do not take place unless the individual's pay is appropriately positioned 
in the new range and peer group.  In Canada, employees are required to be paid within the range, so a promotion without an increase that would put 
the employee below the new range is strictly prohibited.
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Promotions – More Difficult Issues

Situation 1:

– Employee’s current salary is very high in the current salary range and 
without an increase would also be high in the range for the new position:

– Consider
• Promotion without pay increase
• Total pay – does the total compensation/incentive opportunity 

increase?

In this first scenario, a promotion without an increase would probably not cause issues.  While most employees would prefer an increase in salary to go 
along with the increased responsibility that comes with getting promoted, this employee would be positioned high in the new range, so there is little risk 
involved in terms of the new group of peers.  If the promotion leads to an increase in annual target variable, or if the benefits increase with this 
promotion, these would be good selling points for the employee without having to increase his or her base salary. 
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Promotions – More Difficult Issues

Situation 2: 

– Employee is to be promoted from IC to M level job
– Consider

• No link between IC level and M level roles
• Has the employee to be promoted had management experience?

– Total pay – does the overall package improve?
• Base pay: how does the current base pay compare to the new peer group? 

What level of salary increase should be given in recognition of additional 
responsibilities

• While it is good practice to increase salaries for significant promotions such as a 
promotion to management, it may not be necessary in all cases.

The last scenario we will describe is the promotion from an individual contributor level to a management position.

The first decision to be made is to determine which M-level should be used.  Remember, there is no direct link in our career paths between IC-levels 
and M-levels. In determining the level, you would factor in the size of the team, the scope and complexity of the position, and whether or not the 
employee has previous management experience.

Once you have determined the appropriate management level, and what specific job code will be applicable, you need to look at the overall package of 
the new position, including base salary, variable or bonus pay, and benefits eligibility.  While it is good practice to increase base salary in recognition of 
a promotion to management, in some cases, the overall compensation package will improve, even without an increase in base salary.

As mentioned previously, it is recommended that promotions without salary increases do not take place unless the individual's pay is appropriately 
positioned in the new range or peer group.
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Cross-Border Transfers

• A cross border transfer is a permanent move from one country to another. It is NOT 
an assignment.

• Pay levels for the same job differ markedly from country to country even where 
currency is the same, eg. in Europe several countries use the Euro but have different 
salary ranges

• You should pay appropriately in the new country. Do NOT simply transfer at the same 
salary level converted to the new currency. 

• If the employee’s job code is not changing in the transfer, use the employee’s current 
compa-ratio as a starting point to determine the base salary in the new location, 
provided that will not place the employee below or above the new range. 

• If the move is a promotion you should consider adopting the principles outlined earlier 
in this module.

• The new country benefits apply.

For cross-border, or international transfers, you will need to use the ranges in both the current and future country in order to determine the appropriate 
base salary for the employee in the new country. In most circumstances, the methodology to determine salaries for international transfers is to use 
the employee’s current compa-ratio, and keep it constant upon transfer, provided that the employee is not changing job codes.  

It is important to note that even though many countries share a common currency - the Euro in Europe, for example - the ranges that are appropriate 
in each country are going to be based on the local labor market, so they will not be the same.  

To further explain, an employee transferring from Germany to Slovakia will be paid in Euro in both locations.  However, the midpoint for the job in 
Germany is 60,500 and the midpoint for the same job in Slovakia is 31,600.  This is almost a 50% differential.  If the employee is paid 58,000 in 
Germany, his or her compa-ratio is 95%.  Therefore, we should adjust the employee’s base salary so that he or she is paid 95% of the midpoint in 
Slovakia, which is 30,270.  While this may seem like a huge pay cut, the employee will be in the exact same position within the Slovakia market as he 
or she was in the German market.

In cases where the employee’s current compa-ratio is extremely high, or extremely low, we look to the new peer group, while keeping in mind the 
employee’s current position.  For example, if an employee has a compa-ratio that would put him or her below the new range minimum, we look to the 
new peer group average and then take into account the low current compa-ratio.  In this case, the employee would transfer at the low end of the peer 
group, but never below range.  The same applies for employees who would be over range maximum.  The employee would transfer at the high end of 
the peer group, but never above range.

In the case of a cross border transfer, the move is generally a lateral one with no change in the job level or compa-ratio. However, occasionally, the 
move also involves a complete change in job family and/or level. In this case, the salary is established in the same way as a new hire.
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Salary Increase Reviews

• Use the salary increase review for:
– Promotions
– Promotions that were not accompanied by a salary increase
– Rewarding performance
– Addressing equity issues where differentials are not justified on the 

grounds of 
• Knowledge
• Skills 
• Experience
• Some other measurable non-discriminatory factor

The salary increase process is the most common time for promoting and giving base salary increases to employees.  You should use your salary 
increase budget wisely and first recognize your top performers and those employees who were promoted without an increase at some other point 
during the year.  You should also use the salary increase process to address issues where differences in salary are not justified on the grounds of 
knowledge, skills, experience or some other measurable, non-discriminatory factor.  A measurable non-descriminatory factor could include size of quota 
or target, size or complexity of a project, or span of control.
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Off-cycle Reviews

• An off cycle review may be required for:
– Promotion
– Competitive counter offer
– A change between commission and bonus based compensation
– A change of job to a different on-target earnings (OTE) split

Off-cycle reviews are not very common at Oracle, but they do occur.  An off-cycle increase may be necessary to accompany a promotion with a 
significant increase in responsibility, to counter an offer from a competitor, or to fill a gap that may be left if an employee job change involves a change 
in variable earnings.
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Business Justification

• Business justification should include, as appropriate: 
– Impact on the business if the employee leaves 

• quantify the impact, potential loss of revenue, impact on leadership (manager), 
unique skills

– Flight Risk 
• assessment of the risk of the employee leaving company and impact

– Internal equity concerns
– Track record 

• performance record, talent review board recommendations (if appropriate), 
sales performance compared to peers, delivery against targets, variable 
earnings history etc

– Pay details 
• comparison with peers, splits, OTE and historical variable/bonus earnings

A business justification will need to accompany any request for an off-cycle increase.  The justification should include the flight risk of the employee if 
we don’t give an increase, the impact on the business if the employee leaves, any internal equity concerns, and the employee’s performance record.
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More Complex Issues

• Contact your Compensation Analyst any time you need assistance.  For 
example, in the following instances:
– No range(s) associated with a job(s)
– A new job that has not existed in country before
– Difficulty in deciding what to recommend when an employee transfers 

between roles with different compensation splits or types eg variable vs
base

– Cross-border transfers

Please work directly with the appropriate compensation contact if you have any questions regarding a compensation-related topic. These situations 
may involve:
Needing assistance if there is not a range listed for a specific job in a certain location
A job that has not existed in a country before, or 
Making a recommendation for an employee transfer.  

The list of compensation and HR contacts can be found on the Global HR Website under the CONTACTS link.  The contacts are listed by Region.
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Remember...
• There are no absolute right or wrong or “one size fits all” answers 
• Each situation should be reviewed on a case-by-case basis but the principles should 

be applied as consistently as possible
• Reasons for the decision should be recorded 
• Look at the whole picture, not just the position in the salary grade.

– Differentials between employees
– Average salaries and ATV’s and OTE’s
– Internal equity
– Skills, Knowledge, Competencies etc

• The salary and benefits should be set correctly for the new position. Do not try and 
protect the earnings of the current job 

• The increase/change in status should not be backdated
• Where the change is voluntary the employee has the choice not to accept.

In conclusion, it is important to remember that compensation decisions are made on a case-by-case basis and the circumstances need to be reviewed 
in each instance.  There is not a “one size fits all” solution for managing pay.  As we have reviewed, you should look at the whole picture when making 
a pay decision, including internal equity, average salaries, ATVs and OTEs within the group, as well as the knowledge, skills and competencies of the 
employee.

Always keep in mind that the salary and benefits should be set appropriately for the new role, regardless of the employee’s potential earnings in a 
previous role.
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Tools and Resources

• Your manager
• The local Compensation/HR department

– the HR Global Website lists compensation contacts & you will find your HR Rep & 
Manager by checking your ARIA page

• Internal Websites
• MEE
• DBI
• CWB – used for bonus, stock & salary increase processes
• IWB – shows salary information and history for all employees within your 

organization
• HR Global Website, global HR policies

In a self service organization like Oracle, there are many resources available to educate you on making compensation decisions.

Your manager should be your number 1 resource for compensation-related discussions. He or she can give you direction about compensation 
decisions made at the line-of-business level.  For example, during the salary increase, bonus and stock processes, some LOBs may implement specific 
strategies on how they want to allocate their budget pools.

Another important resource for you is the local Compensation manager or HR manager for the country in which the employee works. He or she will be 
able to provide expertise on local practices, processes and requirements for that country.  In addition to providing advice on day-to-day comp decisions, 
the compensation team and HR team can also provide advice for some of the more difficult compensation-related challenges that you may face.  You 
can find your HR Contact and HR Manager by checking your ARIA page.  The appropriate compensation contact can be found on the HR Global 
website.

In addition to personal resources, Oracle has plenty of online resources available to you.  There is a wealth of information available through the global 
HR website and through HRMS applications like Manager Self Service (often referred to as MEE), Compensation Workbench -or CWB- and Information 
Workbench (often referred to as IWB).

On the HR Global Website you will find the country HR sites, global compensation information, employee handbooks and global policies such as code 
of ethics and Business Conduct.

Compensation Workbench is used for comp processes such as the Global Corporate Bonus and the Salary Increase Review and on IWB you will find 
job and salary information and history for all employees within your organization.

22
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Information Workbench (IWB)

• Main View options:
– Salary 
– Job Information 
– Sales Salary 
– Total Compensation (summarized - Rolling 12 months) 
– US hours worked - great tool to track overtime hours 

• Filters: 
– All employees
– Direct employees
– By team 
– Per country 

• There is also a training video available under:  Information and Links / Trainings.

Information Workbench is accessed via your Compensation Workbench responsibility.  IWB is a tool available to assist you in monitoring all 
compensation related information pertaining to your employees. In addition to base salary history, bonus history, job history and salary range data, 
IWB enables you to track overtime and exception pay history for US employees in your hierarchy. The data is refreshed every month.  

The main view options that you will find on Information Workbench are salary, job information, and sales salary. But you will also be able to find a 
summarized total compensation overview of your employees. The overview will show what base and variable compensation your employees have 
received in the last 12 months.

If you want to view specific sections of your organization, there are filters available in Information Workbench.  You may filter by country or direct report 
team, or you may choose to view just your direct employees or all employees who report up to you.

If you have little experience with Information Workbench, you can use the training video that is available in Compensation Workbench under 
Information and Links and then Training.
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This is the Job Classification and Global Job Table module for compensation training.  There are 8 other modules that have been developed to provide 
you a basic overview of many topics you should be aware of when managing employees at Oracle.  Most compensation information applies globally; 
however, there are some topics that vary by country and/or region, so the global compensation team developed region-specific modules to cover topics 
that aren’t relevant worldwide.  Please review the modules for each region in which you have employees.  

Keep in mind that this is simply an overview and it is not designed to teach you everything there is to know about compensation. It is important to work 
with your local compensation team representative and HR manager on employee compensation issues.

































On the HR Global Website you will find the country HR sites, global compensation information, employee handbooks and global policies such 
as code of ethics and Business Conduct.

Compensation Workbench is used for comp processes such as the Global Corporate Bonus and the Salary Increase Review and on IWB you 
will find job and salary information and history for all employees within your organization.
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1 Q. Okay.

2 MS. CONNELL: For the record, Counsel, you

3 have the errata for the transcripts, so . . .

4 MR. SONG: I just wanted to see what the

5 witness remembered.

6 Q. (By Mr. Song) How are compensation rules

7 set at Oracle?

8 MS. CONNELL: Objection. Assumes facts.

9 Vague and ambiguous. Lacks foundation.

10 A. What do you mean by "compensation rules"?

11 Q. (By Mr. Song) Okay. How about

12 compensation policies?

13 MS. CONNELL: Objection. Assumes facts.

14 Vague and ambiguous. Lacks foundation.

15 A. We don't really have compensation

16 policies. Our one policy related to compensation is the

17 prior pay policy.

18 Q. (By Mr. Song) Uh-huh.

19 A. Other than that, we do not have policies

20 at Oracle about compensation.

21 Q. Okay. So the one policy -- one

22 compensation policy you have at Oracle is regarding prior

23 pay. So can we talk about that?

24 A. Sure.

25 Q. Can you tell me what that policy is,
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1 please.

2 A. Effective October of 2017, managers may no

3 longer ask prior pay of a candidate for Oracle's -- for

4 an Oracle job application.

5 Q. Okay. And why is that?

6 MS. CONNELL: Objection. Calls for

7 speculation.

8 But you can answer.

9 A. It was a policy change that -- I know that

10 there was a change in the law in 2018, and we got ahead

11 of what the law was -- was going to mandate in 2018.

12 Q. (By Mr. Song) Okay. And who decided that?

13 A. I don't know.

14 Q. You -- so you --

15 A. I did not --

16 Q. It was not --

17 A. -- decide that.

18 Q. -- your decision?

19 A. No.

20 Q. Well, who -- did somebody tell you to

21 change this policy?

22 MS. CONNELL: Objection. Assumes facts.

23 Lacks foundation.

24 A. I wasn't part of the change in the policy.

25 My role at that time had moved on, already, to being
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1 salary is warranted.

2 Q. Okay. And who -- who would decide on

3 these exceptions? Who would make the decision?

4 A. The manager.

5 Q. Manager?

6 A. In consultation with HR. They would --

7 and potentially their comp consultant, to say, "This is a

8 situation that warrants an increase."

9 Q. Okay. And which situations would warrant

10 an increase?

11 A. Oh, goodness.

12 MS. CONNELL: Objection. Calls for

13 speculation. Compound. Calls for -- incomplete

14 hypothetical.

15 A. I -- I mean, I can't speak to every --

16 I -- what I could think of is, you know, if there's an

17 internal equity. If there's an internal peer group

18 comparison that has it be an exception.

19 If -- if somebody has been in a group

20 where potentially they were overlooked for a raise during

21 focal for a couple of years, and they're transferring to

22 a team and the manager notices, "Wow, they've had the

23 same base salary for two years, I would like to do

24 something for them." That might be another situation.

25 Q. (By Mr. Song) Uh-huh. And how would
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1 internal -- how would -- in a situation like this, where

2 there's a lateral changing, how would the internal equity

3 of that person's salary be analyzed to determine whether

4 they should be given a raise or not?

5 MS. CONNELL: Objection. Incomplete

6 hypothetical and calls for speculation.

7 A. So a -- say a manager is managing five

8 people that do what this new person is going to do.

9 Q. (By Mr. Song) Okay.

10 A. They would determine who on their team --

11 you know, maybe two of them come with similar background,

12 going to be in the same location, same knowledge skills,

13 abilities, everything they bring to the table, are

14 considered peers. That manager is familiar with the pay

15 of their own team.

16 Q. Okay.

17 A. And so they might say, "Oh, the peers over

18 here make" -- I don't know -- "110- and 112-," and so

19 that would -- that would be their way to say -- I

20 wouldn't say there's -- that they analyze --

21 Q. Uh-huh.

22 A. -- but that they're familiar with the

23 handful of people who do some -- do the same, and so they

24 know what -- what the salaries are of the people who are

25 going -- are performing the same role.
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1 Q. Other than salaries, are they also

2 looking -- are they looking at anything else to determine

3 whether a lateral or transfer should get a raise?

4 MS. CONNELL: Objection. Incomplete

5 hypothetical and calls for speculation.

6 A. I -- I don't know.

7 Q. (By Mr. Song) Are they only looking at

8 salary to determine whether the -- that person should get

9 a raise?

10 MS. CONNELL: Same objections.

11 A. I -- I don't know.

12 Q. (By Mr. Song) Okay.

13 A. I mean, going down to individual managers,

14 again, thousands of them, there are cases -- they might

15 look at equity grant history, maybe.

16 Q. Okay.

17 A. Or -- or -- and position and range. There

18 are all sorts of things to consider when determining

19 that.

20 Q. Yeah. Those are the things that I'm

21 looking for.

22 A. Yeah.

23 Q. Like, what else? Would they be looking at

24 job code, job title, GCL, things like that?

25 MS. CONNELL: Objection. Incomplete
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1 consider.

2 Q. Okay. And when a manager is comparing

3 this employee, this potential -- this hypothetical

4 transfer or lateral to his or her peers, what is that

5 manager looking at? Are they looking at job code, job

6 title, things -- how are they determining who are the

7 peers of this lateral?

8 MS. CONNELL: Objection. Incomplete

9 hypothetical. Calls for speculation. Asked and

10 answered.

11 A. Yeah, I -- I think I talked about that a

12 little bit. They would appear as same location, same

13 duties, you know, working on the same product.

14 Q. (By Mr. Song) Uh-huh.

15 A. Same level of experience coming in.

16 Their -- their -- maybe their job history, their

17 education history, those kinds of things. So they might

18 look to determine who's -- who's working on the same

19 product. Job code doesn't really tell them much unless

20 you get down to: What product are they working on and

21 what are the duties and their role.

22 So generally, I would say a manager -- you

23 know, in some cases, there's -- the manager might only

24 have one person doing that kind of job, so then you might

25 have to go up to the next level to figure out who the
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1 peers are. You might have to get a little bit higher to

2 get a group of people who do the same duties, but what

3 their job code is doesn't necessarily tell you that

4 they're doing the same thing. So you have to get into

5 the individuals and knowing what the individuals are

6 doing and what they bring to the table or brought to the

7 table and where they're located.

8 Q. Okay.

9 MS. CONNELL: And I'll just also insert an

10 objection that I think this line of questioning has gone

11 beyond the scope of the PMK topics.

12 Q. (By Mr. Song) Okay. Who gives the

13 training on the compensation guidelines?

14 A. When it was first rolled out in 2011, so

15 prior to this case even, we did some live -- some live

16 sessions with compensation and HR representing. But

17 since we have moved it to an On Demand, and so all of the

18 modules themselves are available to managers in their

19 time at their -- basically, on -- when they need it, and

20 so we don't have a person behind it.

21 There were -- there were audio recordings

22 of those 2011 versions, and they could listen to it at

23 any time, anyplace. So it's not a -- it's not live.

24 Q. Okay. Have you ever done any live

25 trainings?
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1 Q. And have you seen a picture of this slide

2 before?

3 A. Oh, yes.

4 Q. Okay. And I think I forgot to ask you,

5 were you involved in drafting or developing this

6 training?

7 A. This particular training, I was not.

8 Q. Okay. Do you need a second to review it,

9 or --

10 A. No.

11 Q. No? Okay.

12 A. Very familiar.

13 Q. Okay. And this -- this slide -- can you

14 just describe it for me?

15 A. So this slide gives an example of what our

16 global job table would look like. It explains to

17 managers that we have unique job codes. And then from

18 there, there is a system job title, a function that

19 explains the type of work being performed, a specialty

20 area that gets a little bit more specific about the type

21 of work being performed, and then the global career level

22 that represents where in our broad hierarchical structure

23 that job code falls.

24 Q. Okay. Can you explain each global career

25 level a little bit more in detail, please.
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1 A. Yes. So there are two tracks: We have

2 the individual contributor track, and we have the manager

3 track. And the individual contributor track, entry level

4 would be -- it goes IC -- it actually starts at IC-0.

5 The IC-0s are more administrative-type roles.

6 So within IC-0, we would have

7 Administrative-1, Administrative-2, A-1, A-2, A-3, A-4.

8 And that's for, like, admin assistants and some of our --

9 I believe, like, our -- some of our help desk and more --

10 just more junior administrative-type roles sit in that

11 IC-0.

12 Q. Uh-huh.

13 A. IC-1 is entry level. Like fresh out of

14 college, you don't have any experience, but it's on the

15 professional ranks, like our developers or our programmer

16 analysts or whoever that might be.

17 So it goes IC-4, all the way up -- IC's

18 actually go all the way up to I- -- we have an IC-7 in

19 product development, but that's a guru, and I think we've

20 only ever had one or two people in that job code in the

21 history of Oracle, so that we --

22 Q. Okay.

23 A. -- in that level in the history of Oracle,

24 so I don't -- we don't really talk about having IC-7.

25 Q. Okay.
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1 A. For most jobs, it goes IC-1 through IC-6.

2 And IC-6 is the highest-level individual contributor we

3 have in our table.

4 For managers, it starts at M-1, which is

5 entry-level supervisory, and goes all the way up to M-10,

6 and our M-10 are our CEOs. Most of our employees fall in

7 the M-2 to M-6. And M-6 would represent, like, the VP

8 level; M-2 is, like, first-line manager.

9 Q. Okay.

10 A. And there is no -- you'll see on one of

11 these other -- on the next page, there is no correlation.

12 Like just because you're an IC-4, if you move to manager,

13 it doesn't mean you'll be a specific level of manager.

14 Every case is evaluated on its own merit, every

15 individual is evaluated on its own merit. So we really

16 view it as two completely independent tracks.

17 Q. Okay. And what about job code?

18 A. What about it?

19 Q. Can you explain what that is and how it's

20 used?

21 A. Okay. It's --

22 MS. CONNELL: Objection. Compound.

23 But you can answer.

24 A. Okay. It is a -- just a unique identifier

25 for a very general bucket of overarching responsibilities
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1 at a specific career level. So it is -- it is -- it

2 tells us, like a -- like the software developer 3, this

3 10530 is the unique identifier for software developer 3.

4 That tells us at the IC-3 level, which is five to eight

5 years of experience, know -- know what you're doing, but

6 not super-seasoned in your career, but not fresh, either.

7 Kind of right in the middle.

8 Q. (By Mr. Song) Uh-huh.

9 A. And the -- the software developer

10 responsibility, the -- the duties under that are very

11 broad and overarching. It just means they work on

12 developing our products. Which product or what kind of

13 work they do in developing those products, you don't know

14 by the job code.

15 Q. Okay. And how -- does job code factor

16 into compensation at all?

17 MS. CONNELL: Objection. Vague.

18 A. Each job code is assigned a very broad

19 range, so we have an idea of where compensation may fall

20 for that code.

21 Q. (By Mr. Song) Uh-huh.

22 A. But the code itself doesn't really tell

23 you a whole lot.

24 Q. Okay. What about the IC level?

25 A. Again, each code can only have one IC
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1 And then from there, the minimum,

2 midpoint, and maximum is derived. So every job that has

3 E.09 as their grade --

4 Q. Okay.

5 A. -- has the same range, as long as -- I

6 need to clarify that -- as long as it's the same

7 location. So we have E.09 HQ, E.09 non-HQ. E.09 -- so

8 you might have a different range depending on your

9 location as well.

10 Q. Okay. So using the job code, salary

11 grade, and salary range, how is it decided where an

12 employee is going to fall within that range?

13 MS. CONNELL: Objection. Vague.

14 Compound. Calls for speculation.

15 A. So I think as the slide says --

16 Q. (By Mr. Song) Uh-huh.

17 A. -- that you account for experience,

18 skills, competencies, your performance, your location.

19 There's all sorts of things that come into that.

20 Q. Okay.

21 A. So it depends on what the employee brings

22 to the table.

23 Q. Okay. And who is making that

24 determination?

25 A. On where the employee will fall?
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1 Q. Yeah.

2 A. The managers generally decide the comp

3 package for their employee.

4 Q. Okay. And is there any overview of the

5 manager's decision on where the employee falls in the

6 salary range?

7 MS. CONNELL: Objection. Vague.

8 A. Could you be more specific as to, like,

9 when in the employees stage? Like, what are we --

10 Q. (By Mr. Song) Well, so, for example,

11 the -- a manager says, "Okay, this employee falls at the

12 midpoint, 50 percent."

13 A. Uh-huh.

14 Q. That's what I -- based on the job code and

15 salary grade and range and experience, because all these

16 things, I decide myself, "50 percentile on this" --

17 A. Uh-huh.

18 Q. -- totally --

19 A. Okay.

20 Q. -- average or -- I don't know what that

21 means, the 50 percent there. Does that mean they're

22 fully competent, or average? Is it below average?

23 MS. CONNELL: Objection. Incomplete

24 hypothetical. Calls for speculation. Compound. Vague

25 and ambiguous.
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1 A. The 50th percentile of the range

2 generally means they come in with the skills required to

3 do the job at that level.

4 Q. (By Mr. Song) Okay.

5 A. So that's at that level.

6 Q. Okay.

7 A. If you are asking about how manager -- so

8 are we talking about new hires? Are we talking about

9 people all throughout the year? Are we talking about --

10 what do you mean with --

11 Q. Well -- well --

12 A. -- the managers and the oversight question

13 that you had?

14 Q. Well, let's start with new hires.

15 If it's -- if it differs between new hires

16 and current or existing employees, et cetera -- well,

17 let's start with new hires.

18 A. Okay.

19 Q. So --

20 A. So the salary range -- or the salary

21 that's determined by a manager in -- for a new hire --

22 Q. Uh-huh.

23 A. -- the employee -- the candidates

24 generally come to us with -- I mean, they have

25 their -- their resume they've reviewed, the manager
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1 decides they are the right candidate.

2 Q. Uh-huh.

3 A. Maybe they bring something a little more

4 to the table than your average person at, say, an IC-3,

5 and so they want to place that person in the third

6 quartile.

7 The manager can make that decision.

8 There's -- they may have consulted with their business

9 partner or -- or included the compensation analyst, their

10 compensation consultant in it. But the manager makes

11 that decision and then would submit that offer into that

12 iRecruitment work form.

13 Q. Right.

14 A. But then works its way up the approvals.

15 In the end, the -- the top approver is

16 really doing more of a sanity check, like -- to make sure

17 somebody didn't enter, like, a million dollars for an

18 IC-3, just more of a sanity: Does this make sense within

19 the range?

20 But in general, the -- the manager makes

21 that decision for where they're going to place their

22 employee based on what they bring to the table, where

23 they are located, what's the internal -- what is the

24 internal peer group paid, all those kind of things.

25 Q. Can they go outside -- can a manager go
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1 level is defined, they don't tend to have that hire/fire,

2 compensation decision type of authority.

3 Q. (By Mr. Song) All right. M-2s would have

4 the compensation authority --

5 MS. CONNELL: Objection --

6 Q. (By Mr. Song) -- or do have the

7 compensation authority?

8 MS. CONNELL: -- incomplete hypothetical.

9 Asked and answered.

10 A. Yes. That's the first-line manager when

11 they're hiring somebody.

12 Q. (By Mr. Song) Okay. If an M- -- so let's

13 say an M-2 makes a compensation decision. How many

14 levels of a review -- review, sorry, does it go up?

15 MS. CONNELL: Objection. Calls for

16 speculation. Incomplete hypothetical.

17 A. The -- anything regarding pay --

18 Q. (By Mr. Song) Uh-huh.

19 A. -- really would -- prior to -- we had the

20 accelerated hiring experience. I don't know if you're

21 familiar with that. That is one of the exhibits that are

22 here.

23 But in 2013, when this started up, until

24 fairly recently with the accelerated hiring experience,

25 it would go up every level. It would first go to an HR
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1 representative, and then it would go to a compensation

2 person, and it would go up the whole chain, up to the

3 very top.

4 But once you reach, you know, the -- once

5 it goes through, like, HR and comp and then maybe one

6 level of manager, it's really -- it goes to the -- the

7 sanity check piece: Like, does this pass the sniff test?

8 They're not doing any real deep diving into anything. It

9 really is what that first-line manager has submitted --

10 Q. Okay.

11 A. -- just continues on up the road.

12 Q. Okay.

13 A. With accelerated hiring, it skips, now,

14 compensation and tends to go all the way up so that the

15 process happens as -- as it indicates, accelerated

16 hiring, everything moves much quicker.

17 Q. Uh-huh.

18 A. And so it goes up, but again, to the -- to

19 the CEO office. But again, it's really that sanity check

20 of making sure -- we've had -- we've had situations, for

21 example, where the CEO office realizes they missed a

22 comma, and then the salary they offered was, like, $2,000

23 instead of 200,000 -- like, just things that --

24 Q. Yeah.

25 A. -- if they look too quickly --
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1 Q. Yeah, dotting your T's?

2 A. -- they miss it.

3 Q. Yeah, dotting -- yeah.

4 A. So it's -- it's the -- in the end, does

5 this look fine? They're not going into any specific

6 detail.

7 Q. And when did accelerated hiring start?

8 A. I believe it was 2018 sometime.

9 Q. Okay. But prior -- so prior to then, HR,

10 comp, and maybe one manager would have more of a

11 substantive review rather than just a sanity check?

12 A. In most cases, I would say --

13 Q. In most cases?

14 A. -- yes. Yeah.

15 Q. Okay. And so what -- what would that

16 entail?

17 MS. CONNELL: Objection. Calls for

18 speculation.

19 A. That would entail, you know, maybe looking

20 at -- looking at a resume to see what kind of experience

21 they bring, making sure -- you know, looking at --

22 glancing at the peer group to say: Does this make -- you

23 know, what does -- what compa-ratio does it give this

24 person? Where does it place them in the range? Does it

25 make sense for what they bring to the table? And, you
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1 know, if we've identified these are the seven peers, does

2 it fall nicely in there?

3 It's just kind of a review to make sure

4 that that -- that that makes sense.

5 Q. (By Mr. Song) Okay. So HR, comp, and the

6 manager directly --

7 A. First-line manager.

8 Q. -- above that manager --

9 First-level manager?

10 A. Yeah.

11 Q. Would do this kind of a review?

12 MS. CONNELL: Objection. Incomplete

13 hyp- --

14 Q. (By Mr. Song) Or maybe they should do one?

15 MS. CONNELL: Incomplete hypothetical and

16 calls for speculation.

17 A. I would -- so the -- the manager the next

18 level up maybe wouldn't go into that -- that's more --

19 first-line manager, HR, and compensation would either

20 review it individually or maybe over the phone to say:

21 This -- you know, this is where we think this person

22 should fall based on the resume and -- and their location

23 and what they bring to the table.

24 And then when the manager submits the

25 Workflow, they would probably put in the justification,
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1 you know: This -- we positioned it here for this reason.

2 And then the next-level manager might look a little bit

3 closer.

4 Q. Okay.

5 A. But if it's not -- I mean, if it's over

6 the range, yes, they're going to dig into it a little bit

7 more.

8 If it seems kind of out of line, really,

9 it -- it -- even that next-line manager, it's likely that

10 the hiring manager probably already had a conversation

11 with his or her direct manager to say, "This is my

12 opening and this is the window of what I'd like to

13 offer." And so there's probably already been, before

14 they even get to that point.

15 So I would say when it reaches that

16 next-level manager, they likely aren't digging in quite

17 as much as HR and comp would have with the manager in

18 that initial setting.

19 Q. (By Mr. Song) Okay. And who at HR would

20 it be that would review these compensation decisions?

21 MS. CONNELL: Objection. Calls for

22 speculation. Compound.

23 A. It would be the -- the business partner

24 assigned to support that particular area of the business

25 would be who the manager would call if they needed
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1 consultation.

2 Q. (By Mr. Song) Okay. Would there be

3 anybody else at HR that would look at that?

4 MS. CONNELL: Objection. Incomplete

5 hypothetical. Calls for speculation.

6 Q. (By Mr. Song) Just primarily the business

7 partner?

8 A. Yeah. Yeah.

9 Q. Okay. And what about at comp --

10 compensation? Sorry.

11 A. Again, there's a compensation consultant

12 assigned to various areas of the business.

13 Q. Uh-huh.

14 A. And the HR business partner assigned to

15 that particular manager would engage comp to say, "We

16 could use your help in -- in developing the compensation

17 package for this person."

18 Q. Okay. Would they also consider gender?

19 A. No.

20 MS. CONNELL: Objection. Vague.

21 Q. (By Mr. Song) No? Okay. Would they

22 consider race?

23 A. No.

24 Q. Okay.

25 A. We're trained not to consider either one
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1 ambiguous. Asked and answered.

2 And for the record, you're asking her in

3 her personal capacity?

4 MR. SONG: Yeah, right now.

5 A. I definitely recommended using them as a

6 point of reference.

7 Q. (By Mr. Song) Okay.

8 A. I don't know what -- what else you --

9 Q. Okay. That's just what I was trying to --

10 A. Yeah.

11 Q. -- figure out.

12 A. It's like point -- yes, it -- point of

13 reference for any manager --

14 Q. Okay.

15 A. -- a good point of reference to be able to

16 compare employees across.

17 Q. Okay. So then, similarly, does Oracle

18 recommend -- does Oracle's compensation guidelines

19 recommend using these compa-ratios to managers?

20 MS. CONNELL: Objection. The guidelines,

21 as she testified, are in writing and have been produced

22 in this case, and they speak for themselves.

23 A. So, I mean, if I read -- the -- the slide

24 says, this is how you use it, tells how to calculate it,

25 and it says: It's helpful when you are managing



CONFIDENTIAL

(310) 859-6677
GRADILLAS COURT REPORTERS

143

1 employees during -- doing different kinds of work.

2 Remember that not everyone has, nor should they have, the

3 same. And the right compa-ratio does depend on

4 individual experience, skills, contribution, and

5 performance.

6 So educating managers on what they can get

7 out of compa-ratio and what it tells them is part of the

8 guidelines. But, you know, whether we say, "You must use

9 this," it's always been used as a point of reference and

10 just educating them on what they can -- what they can

11 glean from that -- that number when they look across

12 their team.

13 Q. (By Mr. Song) Yeah. It's certainly not

14 required. But I was trying to figure out whether it's

15 recommended -- because it doesn't even -- it doesn't even

16 really recommend the use of them. It just kind of

17 explains what they are and how they can be used.

18 But -- but I was just trying to find out

19 if there was -- if Oracle recommends using compa-ratios

20 versus not recommending them or making a

21 nonrecommendation?

22 A. The recommendation --

23 MS. CONNELL: Well, I'll object to the

24 characterization of the document, and it speaks for

25 itself. And the question itself is asked and answered.
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1 A. Yeah, I do.

2 Q. Okay. And can you tell us what it is,

3 very quickly?

4 A. So it just outlines the approval levels

5 required for various kinds of changes submitted in

6 Workflow.

7 Q. Okay. And are approvals required for

8 compensation decisions?

9 A. Well, yes.

10 MS. CONNELL: Objection. Compound,

11 but . . .

12 A. It -- so on here, the -- when it comes to,

13 like, the assignment, one of -- about halfway down the

14 page, the assignment when it comes to some -- like job

15 change, I think in -- in my capacity here, the job codes

16 and the job changes would be part of compensation-ish,

17 and, you can see, it's one level up and then an HR is

18 required.

19 But when it comes to any changes in pay,

20 there's the -- when it -- dollars at the bottom of the

21 page.

22 Q. (By Mr. Song) Uh-huh.

23 A. All of this -- you'll see some of them --

24 so base salary increase goes all the way up through the

25 CEO office. But again, that's a cursory, a sanity
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1 check --

2 Q. Sanity check?

3 A. -- they're not doing anything real . . .

4 And then, like, the addition of annual

5 target variable for the first time, that also goes up to

6 the very top level. Relocation.

7 So yeah, there's -- there's things that

8 are compensation related that -- that go up and it --

9 this documents what level of final approval is required

10 in order for it to get processed.

11 Q. Okay. And is this document still current?

12 A. I am not positive on that, simply because

13 of the accelerated hiring experience.

14 Q. Oh. Well, actually, it would probably be

15 different then, right? Because this is March of 2017?

16 A. 2017.

17 Q. So that was before the accelerated hiring,

18 right?

19 A. I -- yes. I -- I think so. So I -- to

20 what extent this changed for that --

21 Q. Uh-huh.

22 A. -- I'm not positive -- because, like, part

23 of the accelerated hiring experience, they removed

24 compensation, for example, from the review. And this one

25 doesn't have compensation on it anyway.
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1 So when that communication happens is

2 still -- is in those conversations before -- before the

3 formal offer goes. And then once the final -- once that

4 top-level approval is done, then they can say, "Okay,

5 we've got approval. It's going into the system. We got

6 you at this base salary."

7 So -- and similarly, with transfers as

8 well, they would have the conversation to say, "This is

9 what we're going to put in for you."

10 Q. Okay. And the -- the final-level sanity

11 check, is that Mr. Ellison or the board?

12 A. No. That is -- we have a team of three

13 who are considered the CEO office of approvers, and they

14 are lower-level individual contributors that, again, do

15 that sanity check to say, "Does this -- is this -- does

16 this look okay?"

17 But they're handling thousands every month

18 because they do it globally, and it's really just that

19 cursory review to say, "Does this -- does everything look

20 up to . . ."

21 Q. Okay. And that's Mr. Ellison, Ms. Catz,

22 and is it --

23 A. Oh, no. They have nothing to do with it.

24 There is a team of three low-level individual

25 contributors who represent the office of the CEO to
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1 make -- to -- to do that final checkbox that it's

2 approved after their sanity check.

3 Q. Who are the three team members?

4 A. Carolyn Balkenhol; she's mentioned in this

5 document, in fact, in the notes on page 10. It says

6 Carolyn Balkenhol is in there. Carolyn Balkenhol, and

7 then the other two women are Lynn -- I forgot Lynn's last

8 name -- and Yvonne Sieber. I forget -- I forget Lynn's

9 last name, though.

10 But it's three women who monitor that

11 in-box that's considered the CEO office of approvers.

12 But the -- the CEO and executive, that -- they're proxies

13 for them. They -- those guys don't actually see these.

14 Q. And the CEO office, is that Mr. Ellison's

15 office?

16 A. No. Our CEO, the -- well, now it

17 represents all three of them, the CEO office of

18 approvers. Our CEOs are Safra Catz and Mark Hurd.

19 Q. Uh-huh.

20 A. And then Mr. Ellison is the executive

21 chairman and CEO -- or CTO. That's why it says the

22 "CEO(s)" with the "s" in the parentheses and "executive

23 chairman" and CTO." Those are the three M-10s, but it's

24 really, they proxy, they have -- they have proxies that

25 act on their behalf.
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1 A. But, you know, if they, like a couple

2 weeks later, realize something that -- that it didn't

3 quite get to the amount that they were -- like there

4 could be a subsequent change.

5 Q. Uh-huh.

6 A. But changing what was approved in a

7 Workflow, that doesn't happen once it's gone --

8 Q. Okay.

9 A. -- to that level.

10 Q. At what level can changes still be made to

11 the salary decision? All the way to the CEO office?

12 MS. CONNELL: Objection. Vague and

13 ambiguous. Incomplete hypothetical.

14 A. I would say -- I mean, technically

15 speaking, a request for a change could happen at any

16 level. It's pretty rare. I -- it's very rare that stuff

17 gets changed. Because there's so much done by the

18 front-line manager, with HR and with comp and coming --

19 like, they don't -- they don't have any interest in

20 delaying this process. They are not interested in

21 putting something up for -- for the levels of approval,

22 only to have it shot down and come back to them.

23 So the -- the thorough review at the

24 beginning is intended to make its way and pass all the

25 way through. So it's very rare that anything would
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1 change after the manager.

2 Q. (By Mr. Song) Okay. If -- if somebody at,

3 let's say, the -- the next-level manager makes a request

4 for a change to a salary decision?

5 A. Uh-huh.

6 Q. Does it have to go back to the lower-level

7 manager who made the decision, or does it just keep going

8 up?

9 A. No, it goes back.

10 Q. Okay.

11 A. So that if the -- if, say, just -- say,

12 for example, if my manager, if I submitted something and

13 my manager thought I needed to change it, he would return

14 for correction.

15 And then I would make a change, note the

16 change, and then send it back up --

17 Q. Okay.

18 A. -- again.

19 Q. So it has to go back and then all the way

20 back up --

21 A. Yeah.

22 Q. -- again?

23 A. Yeah. Or it would be denied and say, "You

24 know, start over." They'll -- they could just click

25 "Reject" and say, "Will you resubmit that? I didn't like
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1 wish.

2 Q. But there's no box -- I mean, there's no

3 requirement to include comments on why you're rejecting a

4 salary decision?

5 A. Not to my knowledge. I don't believe it's

6 required.

7 Q. Are there guidelines that suggest to do

8 that, or . . .

9 A. Not to my knowledge.

10 Q. All right.

11 MR. SONG: I think that's it. We can --

12 THE WITNESS: For now?

13 MR. SONG: -- take a break.

14 THE WITNESS: Okay.

15 MS. CONNELL: Okay. Great. Thank you.

16 THE VIDEOGRAPHER: Going off the record.

17 Time is 12:32 p.m.

18 (Recess taken from 12:32 p.m. until

19 1:14 p.m.)

20 THE VIDEOGRAPHER: Back on the record.

21 Time is 1:14 p.m.

22 Q. (By Mr. Song) Ms. Waggoner, regarding

23 sanity checks --

24 A. Uh-huh.

25 Q. -- for the top-level reviews, how do you
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1 know that they're only sanity checks at the top?

2 A. I have had numerous conversations. I know

3 Carolyn fairly well. I've had numerous conversations

4 about -- about her and kind of what they're -- what

5 they're looking at, what they're looking for.

6 I also know that because there's only

7 three of them and they handle this responsibility

8 globally --

9 Q. Uh-huh.

10 A. -- there are thousands that come through.

11 So they don't -- there would be no possible way for three

12 of them to do any deep digging into what's going on.

13 Q. Okay. And so did anybody tell you that

14 they're just sanity checks?

15 A. Oh, yes. My -- I mean, Carolyn, when

16 we've talked about what it is she's looking at and what

17 it is she's going -- she's going through, she and I have

18 talked about, before, how this is just making sure

19 nothing crazy is going on.

20 Q. Uh-huh. Okay. And what about at the EVP

21 level, those are sanity checks as well?

22 A. Yes, I believe so.

23 Q. Okay. All right. And how do you know

24 they're only sanity checks there?

25 A. Also because at this level, people are
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1 pretty far removed from the individuals themselves and

2 the -- the data, the actual data.

3 Q. Uh-huh.

4 A. And because they have a lot -- a lot of

5 volume that will come through to them as well and -- they

6 simply don't get into that kind of detail when it come --

7 they have much bigger strategic and visionary work to do

8 than get into the minutiae of an offer.

9 Q. Okay. Then did you hear any -- did you

10 hear from anybody specific about the EVP level only doing

11 sanity checks? So you heard from Carolyn at the CEO

12 level.

13 A. Uh-huh.

14 Q. What about EVP, did anybody tell you that?

15 A. No.

16 Q. No?

17 A. I wouldn't say anybody's told me that --

18 Q. Okay.

19 A. -- specifically.

20 Q. All right. So you're just -- you know,

21 you're just basing that on your knowledge of their

22 workload, the number of requests they get, et cetera?

23 A. Yes.

24 MS. CONNELL: Objection.

25 A. And --
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1 Q. (By Mr. Song) Okay.

2 A. And conversations with HR -- HR that

3 supports them, that kind of -- so not specific

4 individual -- like I couldn't name specific individuals,

5 but just knowing kind of what that process is.

6 Some EVPs, for example, might have one day

7 of the week that they look at transactions because they

8 just get so many, they -- they dedicate and just do a

9 quick sanity check to make sure that nothing is awry.

10 Q. All right. What about SVP, senior vice

11 president?

12 MS. CONNELL: Objection. Vague.

13 A. What about them?

14 Q. (By Mr. Song) What -- do -- they do sanity

15 checks, correct?

16 A. I would -- yes, I would say that theirs is

17 a sanity check, unless the hire is for someone right

18 below them. I mean, it really -- it depends on how far

19 down -- if they're the first level after the submission,

20 then they --

21 Q. Okay.

22 A. -- might look at it a little more closely,

23 but --

24 Q. Okay. And then how do you know those are

25 sanity checks at that level?



CONFIDENTIAL

(310) 859-6677
GRADILLAS COURT REPORTERS

171

1 A. Same answer.

2 Q. Okay. All right. And then if you could

3 look at Exhibit --

4 A. If I could add to that. The other reason

5 I know is because it's -- they're almost never changed.

6 Like, it -- it almost never gets rejected or -- or

7 changed or anything. So it really is -- if this passes

8 the sniff test, if this passes sanity, it's good.

9 Q. Yeah.

10 In your experience, how many have been

11 changed at those levels?

12 A. At that level?

13 Q. Yeah.

14 A. I couldn't even begin to guess, but --

15 Q. Okay.

16 A. -- very small.

17 Q. Okay. Like less than five?

18 A. Over the span of many, many years? I

19 couldn't say a number. I would say well less than

20 5 percent over the span of many years.

21 Q. Okay. And I wanted to -- I forgot to ask

22 you about one page on Exhibit 7, so if you could turn to

23 Exhibit 7, page 29.

24 MS. CONNELL: You mean Bates Label 29 --

25 MR. SONG: Yeah.
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1 maybe they're not contributing at quite the right

2 standard, they might be lower in the range.

3 And that's why when I was saying you can't

4 make any determination about what the right compa-ratio

5 would be for somebody, because there are factors involved

6 in -- in why they may be positioned a certain way in the

7 range.

8 And then similarly, the higher quartiles,

9 if their contribution is exceptionally high or they're

10 ready for promotion, they might be higher in that range

11 because they're ready to go to the next step, and the

12 next range would be higher.

13 Q. Okay. And when it says -- next to

14 "Market," it says, "External equity"?

15 A. Uh-huh.

16 Q. And what's that?

17 A. So those are our salary surveys.

18 Q. Like from Radford and --

19 A. Yeah.

20 Q. Oh, it's -- okay.

21 A. Yeah.

22 Q. And then what about next to "Peers," it

23 says, "Internal equity"?

24 A. Uh-huh.

25 Q. What does that mean?
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1 A. So the internal -- the people on the team

2 who perform the same role, working on the same products,

3 exact same responsibilities, at the same level, in the

4 same location.

5 Q. Okay. And would that be under the same

6 manager, all the --

7 A. Typically.

8 Q. All the peers? Okay.

9 A. It could get a little broader than that.

10 I mean, it -- it could get a little broader; if there's

11 only one or two, we might say, "Let's move up so we have

12 a little bigger sample size," but it's under specific

13 team.

14 Q. Okay. And salaries could be allocated

15 , right?

16 MS. CONNELL: Objection. Asked and

17 answered.

18 A. Yes, we've established there could be

19 people .

20 Q. (By Mr. Song) Okay. And what would you

21 consider to be -- what would you consider to be low, like

22 on this salary range?

23 A. I think we --

24 MS. CONNELL: Objection --

25 A. -- already talked about that.
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1 documents speaks for themselves.

2 A. Yeah.

3 Q. (By Mr. Song) Yeah.

4 A.

5 --

6 Q. Okay.

7 A. -- .

8 Q. Okay.

9

10 MS. CONNELL: Objection. Asked and

11 answered, and the documents speak for them- --

12 A. --

13 Q. (By Mr. Song) Yeah.

14 A. -- as I've said before, and they're meant

15

16 But as I mentioned, you're

17

18 .

19 Q. Okay. Does product factor into pay?

20 A. Product --

21 Q. Like the product that the employee works

22 on?

23 A. Absolutely.

24 Q. Okay. And how -- how does it factor into

25 pay?
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1 A. So it factors into the pay for the

2 individual. It does not factor in for the salary range

3 piece, the range that we assign internally at Oracle. As

4 I said, our ranges are intentionally broad to account for

5 things such as product and location and that.

6 And I believe I went over an example

7 earlier where a product would impact. Say, for example,

8 somebody has an older skill that is not as highly

9 commanded in the market and like -- like the JD Edwards,

10 product development of the JD Edwards product or

11 maintaining the JD Edwards product. That's just not a

12 hot product anymore, and so the market is not dictating

13 that we must pay them in the fourth quartile.

14 Conversely, we've got the hot skills of,

15 like, machine learning or artificial intelligence or some

16 areas of -- of cloud, where the market is incredibly hot,

17 there isn't as much talent out there for it, and a lot of

18 us high-tech companies are competing for that talent.

19 So therefore, their knowledge of that

20 particular product and that particular technology would

21 warrant them higher in the range.

22 Q. Okay. And recommending a salary for an

23 employee who's working on, say, a hot -- a hot product?

24 A. Uh-huh.

25 Q. Do they have to justify that in writing
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1 anywhere?

2 MS. CONNELL: Objection. Asked and

3 answered.

4 A. Generally, in the offer, if it's going to

5 be high in the range -- or -- and really anywhere in the

6 range, the manager does give a little blurb about what it

7 is they bring to the table and what they might -- and

8 their reason for putting the salary where it is.

9 Not required, but in general --

10 Q. Okay.

11 A. -- like I said, they don't -- they're not

12 interested in sending something up that isn't going to

13 get approved, so they will -- they will document their

14 reasons behind the decision to expedite the process of

15 approval.

16 Q. (By Mr. Song) Okay. And is there

17 something in the guidelines about how to consider product

18 in making a pay decision?

19 MS. CONNELL: Objection. The documents

20 speak for themselves.

21 A. Off the top of my head, I don't know if we

22 specifically say "product" in the guidelines.

23 We talk about how the ranges are broad to

24 allow managers to account for difference in experience,

25 skills, competencies, and performance of the candidates
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1 and incumbents. And so I would say what they bring to

2 that product would be their -- some of their skills and

3 competencies would be relevant to what it is they're

4 going to work on because the -- you -- likely, we would

5 be looking for machine learning skills in order to

6 perform the machine learning roles here.

7 So I think it kind of is baked into that,

8 but a specific product name or specific product, we don't

9 call that out as something different here.

10 Q. (By Mr. Song) Okay. Because, yeah, I

11 didn't see anything in here specifically about how to

12 factor into -- factor in product into pay.

13 But I wanted to know if you knew of

14 anything specific?

15 A. Yeah. I don't believe we mention product,

16 but what they can -- in order to get hired into a

17 product, your skills and experience and competencies

18 would be part of that experience.

19 Q. Okay.

20 A. Or would be part of that, kind of how you

21 can contribute to that product.

22 Q. So that's more of an unwritten guideline

23 or guidance?

24 MS. CONNELL: Objection. Misstates her

25 testimony.
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1 A. It's -- it's known that certain --

2 depending on the product you're working on, your skills

3 and experience and competencies will be different, and so

4 what you bring to the table and what -- what you're going

5 to be working on here is what factors in.

6 Q. (By Mr. Song) Okay. Yeah. I think I

7 understand that.

8 But I'm just trying to get to the

9 guidance, of whether there is specific guidance on how to

10 do that or how to factor into, you know, a pay decision

11 what the product is?

12 MS. CONNELL: Objection. Asked and

13 answered.

14 Q. (By Mr. Song) So it doesn't sound like

15 there's anything written --

16 A. You know --

17 Q. -- in the guidelines?

18 A. -- as I said --

19 MS. CONNELL: Objection. Asked and

20 answered. The documents speak for themselves, and

21 mischaracterizes her testimony.

22 A. It doesn't say the word "product," but the

23 experience and the skills and the competencies that

24 people bring is what makes them qualified to work on a

25 certain product. Therefore, it can all be encompassed in
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1 what helps to make their decision on where to position

2 their pay.

3 Q. (By Mr. Song) All right. I think you

4 mentioned compensation committee earlier today?

5 A. Yeah.

6 Q. Yeah. Can you --

7 A. That's duties.

8 Q. Yeah. Can you tell me about the

9 compensation committee?

10 A. So --

11 MS. CONNELL: Objection. Vague.

12 A. -- the compensation committee that I was

13 referring to before is the compensation committee of the

14 board of directors, and they oversee executive

15 compensation matters at Oracle.

16 Q. (By Mr. Song) And that would be from SVP

17 on up, or --

18 A. EVP on up.

19 Q. EVP on up. Okay.

20 And how many members are there of the

21 committee?

22 MS. CONNELL: Just object as this line of

23 questioning being beyond the scope of the topics on which

24 she's been designated to testify.

25 But you can answer in your personal
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1 person, prorated based on their eligibility for the

2 period. If they were -- for example, if our -- if they

3 were only eligible for six months of the period, that

4 focal eligible salary would be one-half of their actual

5 annual salary because they're eligible for only six

6 months.

7 Q. Okay. And then what about the "Focal base

8 amount increase"?

9 A. That would be the base salary increase

10 in -- I can't tell if this was turned on to U.S. dollars

11 or not, but it would be the -- the amount of increase

12 that they're -- the manager has input to give to that

13 person.

14 Q. And is "Focal" just returning to --

15 referring to the focal review?

16 A. Yes.

17 Q. Okay.

18 A. It's like the -- that's the use -- word we

19 use for merit, our merit increase cycle.

20 Q. Okay. And -- and then towards the end of

21 those columns, that includes the compa-ratio that we

22 previously spoke about?

23 A. Yeah.

24 Q. Okay. And it has the quartile.

25 And then towards the end of that, it's a



CONFIDENTIAL

(310) 859-6677
GRADILLAS COURT REPORTERS

190

1 plan.

2 Q. Okay. And then what about stock options,

3 they wouldn't be included on here?

4 A. They were not part of this plan.

5 Q. Oh, okay. And then while we're on -- on

6 the subject of focal reviews, can you tell us a little

7 bit about the focal reviews?

8 MS. CONNELL: Objection. Vague.

9 A. What about them?

10 Q. (By Mr. Song) What are they?

11 A. It's the one time that we review all

12 employees for potential base salary increases or job

13 changes, promotions. It's -- focal is just, it refers to

14 a focal one point in time, instead of -- some companies

15 might do anniversary reviews. We do it one point in

16 time.

17 Q. Okay. And are there guidelines regarding

18 the focal review?

19 MS. CONNELL: Objection. Vague.

20 A. Guidelines? What --

21 Q. (By Mr. Song) Well, you have guidelines on

22 salary range, compa-ratio?

23 A. Uh-huh.

24 Q. Is there -- are there any instructions or

25 any guidance on how to do a focal review --
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1 A. No.

2 Q. No?

3 A. No.

4 Q. When --

5 A. It varies.

6 Q. Okay. And how is it decided what time

7 they're going to happen?

8 A. It has to do with

9

10 Q. Okay. But it is ?

11 A. Not necessarily.

12 Q. Okay. So what's the -- is it typically

13 ?

14 A. No.

15 Q. No?

16 A. It's not.

17 Q. Okay.

18 A. It's not.

19 Q. Then what's the average kind of time frame

20 of when you guys do focals?

21 MS. CONNELL: Objection. Assumes facts

22 and vague.

23 A. I would say in the , maybe.

24 We've had a lot of in the time

25 that I have been here, and we have had where
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1 we have not had anything at all.

2 Q. (By Mr. Song) Okay. And then who decides

3 when to have them?

4 A. Our CEOs.

5 Q. And do you know how they decide?

6 A. It has to do with

7 .

8 Q. Just those -- just those two things?

9 Like --

10 A. I don't know what else goes into their

11 head.

12 Q. Okay.

13 A. But that's what --

14 Q. Okay.

15 A. They are looking at Oracle globally and

16 what is in the best interest of the company.

17 Q. Okay. So once they decide they're going

18 to have a -- Oracle's going to have a focal review, what

19 do they do next? How do they implement it or how do they

20 get it done?

21 A. They let me know that we're going to do

22 it, and we -- we actually are -- we propose to them

23 country budgets, to say: Around the world, this is what

24 the budget should be per country, as a

25 .
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1 to some of their client groups. My team does not

2 personally do that training, but there is training that

3 exists.

4 And -- and we also post training online,

5 on a website for managers to access, and we have links to

6 that training to say: Here -- here's training on how to

7 use workforce compensation and -- and guidelines for this

8 process.

9 Q. And then it's left to the managers to

10 actually conduct the focal reviews?

11 A. Yes. The managers input their

12 recommendations.

13 Q. Okay.

14 A. For the increases, the managers put those

15 in.

16 Q. And that's when those reviews that go up

17 the chain of command -- we talked about earlier --

18 happen, right?

19 A. This -- in this particular -- in -- for

20 focal, so the up-the-chain-of-command thing, that's

21 for -- more for new hires, for individual Workflows. For

22 this particular process, it -- it can go up the chain of

23 command.

24 Q. Uh-huh.

25 A. And, like, a third- or fourth-level
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1 manager can see everything that's been entered for their

2 lower-level managers, but it does not require that every

3 single level click "Approve, Approve, Approve, Approve."

4 It doesn't -- it doesn't really work quite the same way.

5 Q. Okay. And -- but there's still the sanity

6 checks at the top for -- for these focal review

7 approvals?

8 A. At the very top, the -- it's more, it --

9 the -- they confirm that everybody stayed within the

10 budget they were given.

11 So at the end of a program, I present a

12 summary to our CEOs and CT- -- executive vice -- or

13 executive chairman and CTO that shows: This was their

14 eligible head count, this is who -- this is how many got

15 a raise, this was their budget, and this was their spend.

16 And as long as everybody stayed within the

17 budget they were given, we get the green light to post,

18 to process them.

19 Q. Okay. For new hires, you -- you mentioned

20 that there were -- there was the next-level manager, the

21 compensation -- the compensation consultant, and the HR

22 business manager who would do a little bit more of a

23 substantive review of the pay decision.

24 Is that -- is that true here as well for

25 the focal review process?
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1 A. For the -- so I believe -- I believe

2 more -- what I testified to that was that the -- the

3 managers might consult with their business partners, and

4 they would have a conversation about what makes sense for

5 that new hire offer. And if necessary, HR might engage

6 comp if they would like some help. Comp was --

7 compensation consultant was not always involved with

8 those decisions.

9 With a -- when we have a focal program

10 open, the manager may or may not engage with HR. HR may

11 or may not engage with comp.

12 But they -- but HR and compensation do

13 look at the worksheets and run downloads of the

14 worksheets to do some sanity checks to make sure, you

15 know, we -- we might have a case where somebody

16 accidentally -- actually, what happen -- what tends to

17 happen, and I mentioned it here, there is a currency

18 switcher.

19 And so sometimes managers think they're

20 entering all their recommendations in as -- as U.S.

21 dollars, but then when HR goes in to run kind of a -- to

22 run a -- just a spot-check of what's going on and what's

23 been entered and how much progress has been made --

24 Q. Uh-huh.

25 A. -- HR discovers that they put in -- say
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1 they put in for 10,000 and their intention was $10,000,

2 but it actually was only -- they were on the local

3 currency page, so 10- -- it was 10,000 rupees, which

4 comes to like a dollar.

5 And so just those kinds of -- they go in

6 and check to make sure that what they're -- what is being

7 inputted is -- and they'll follow up then with the

8 manager to say, "I don't think you meant to do this."

9 So they'll do a little bit of spot checks

10 on it, but it's not -- I wouldn't say there are real

11 in-depth analyses on things, but they are available to

12 consult with the manager, should the manager need to have

13 some conversation around . . .

14 Q. And what would you say is the primary

15 purpose of the focal review?

16 MS. CONNELL: Objection. Assumes facts.

17 Calls for speculation.

18 A. We say that our primary purpose, it's to

19 keep up with local markets. We have to -- the market

20 moves every single year in every single country, and CPI

21 is a big deal in our employees' buying power.

22 So to be able to keep up with market

23 movement, to be able to -- to give raises to people if

24 they have moved into a higher-level role or -- or are

25 going to be taking on, say, a management role to be --



CONFIDENTIAL

(310) 859-6677
GRADILLAS COURT REPORTERS

203

1 hiring, HR is seeing all of these Workflows. So from

2 that standpoint, HR would be involved because they see it

3 come through. Whether the manager consulted with HR on

4 making that final decision before putting it in the

5 Workflow, I can't -- can't say for certain.

6 Q. (By Mr. Song) Uh-huh.

7 A. But someone in HR would see it when the

8 manager enters it in.

9 Q. Okay. So I wanted to talk a little bit

10 more about prior pay.

11 Oracle does not have a policy regarding

12 prior pay, correct?

13 MS. CONNELL: Objection. Misstates her

14 prior testimony.

15 Q. (By Mr. Song) No. I'm saying it does not?

16 A. We do have a policy. We spent the first

17 hour --

18 Q. Oh, I'm sorry.

19 A. -- of this talking about it.

20 Q. I'm sorry. Yeah, I'm sorry, that is the

21 policy. I'm sorry. I meant prior to -- okay. Let me

22 rephrase that. I think I'm having a lunch moment.

23 Does -- Oracle does not have a policy

24 regarding -- like prior to the change in policy -- or

25 enactment of the policy that you can't use prior pay,
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1 Oracle did not have a policy regarding use of prior pay

2 in setting -- setting compensation, correct?

3 A. We did not have a policy on it, no.

4 Q. Okay. Was there ever a time that -- that

5 Oracle managers were required to use prior -- to --

6 required to consider prior pay in setting a salary?

7 A. I would say no.

8 Q. No? Okay.

9 Were they -- were there guidelines

10 regarding use of prior pay in setting salary?

11 A. I believe, in reviewing some of the

12 documents that have been produced, I've been sort of

13 refreshed that that could be a reference point. But as

14 far as requiring that to be used, I don't believe it was

15 ever required to be used.

16 But it -- it certainly has been mentioned

17 in -- in prior documentation, that prior pay could be

18 a -- either a starting point or a consideration or

19 something, and then we go into skills, experience,

20 location, product, you know, where -- where they would

21 be -- peers, all that stuff.

22 MS. CONNELL: And for the record, those

23 guidelines have been produced and they do speak for

24 themselves.

25 Q. (By Mr. Song) Did -- prior to the
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1 A.

2

3

4 .

5 Q. Okay. And then once that budget is

6 approved, can any changes be made to it?

7 MS. CONNELL: Objection. Vague.

8 A. The very top level budget? I mean, we

9 could -- Safra could say: We're going to spend a little

10 bit more here.

11 Q. (By Mr. Song) Okay.

12 A. But it really -- we start out with that,

13 and nobody has authority to make changes to that top

14 number except for our CEOs.

15 Q. Okay. So once the managers get the budget

16 cascaded down to them -- and so, for example, Safra,

17 under her line of business, would decide how much each

18 manager gets, what their budget is?

19 MS. CONNELL: Objection. Assumes facts.

20 Misstates her testimony.

21 A. It goes one level at a time.

22 Q. (By Mr. Song) Okay.

23 A. So I meet with Safra to ask her how she

24 would like to push down her top number.

25 Q. Okay.
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1 A. Say her top -- her overall percentage

2 globally is 3.8 percent.

3 Q. Okay.

4 A. Depending on the area that we're talking

5 about, she might say -- you know, or actually, what I --

6 what I usually start to do for her is model -- go back

7 into the countries, because she might have a leader who

8 has a much larger population in India where that country

9 percentage was 9 percent, and so maybe she would say,

10 "Give them 5.7 because they've got U.S., they've got

11 India, they've got people all over the world."

12 So she makes the decision for the next

13 level down --

14 Q. Okay.

15 A. -- what their budget would be, and then

16 those reports make their decision for the next level

17 down.

18 Q. Okay.

19 A. It goes, usually, one level at a time.

20 Q. Okay. So if you're at the bottom level,

21 like the M-2 or M-1, you don't have any say in, like

22 changing the budget or anything like that?

23 MS. CONNELL: Objection. Misstates --

24 Q. (By Mr. Song) You're stuck with it?

25 MS. CONNELL: Objection. Misstates her
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1 Q. But if all things were working out well,

2 it's annual, like, if you've got the budget for it?

3 A. Yes, yeah.

4 Q. Okay.

5 A. It would be to recognize performance each

6 fiscal year. If we're going to have one --

7 Q. Okay.

8 A. -- it recognizes the prior completed year.

9 Q. Okay. And is there a specific budget

10 for -- for bonuses?

11 A. Absolutely.

12 Q. Okay.

13 A. Yeah.

14 Q. And -- and is that similar to the fiscal

15 review budget? How does that work?

16 A. No. That one is: Our CEOs with finance

17 accrue, throughout the year, how much they think we will

18 be able to afford. And then if they decide we will be

19 going forward with paying out a bonus, they tell me a

20 dollar amount at the very top level.

21 Q. Okay. And then does it cascade down, the

22 way the other budget did?

23 A. Yes. Same way.

24 Q. Okay. But this is more at the end of the

25 fiscal year, correct?
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1 A. Yes.

2 Q. And then the -- the amount of the -- the

3 budget that's cascaded down, how is that -- how is that

4 figured out? Like, how do they calculate that?

5 MS. CONNELL: Objection. Vague.

6 A. So the very top level pool, as I said, is

7 decided with our CEO in finance.

8 Q. (By Mr. Song) Uh-huh.

9 A. And then that ends up becoming, we -- we

10 calculate from that number the percentage of the eligible

11 salaries that is.

12 Q. Okay.

13 A. So whether it comes out to be

14 of all eligible salaries in the company --

15 Q. Okay.

16 A. -- then the next level cascading,

17 everybody would get , across the board. So then from

18 the

19 And how they cascade from there is up to them.

20 Q. Okay. So would it also be dependent on

21 how many employees are within your line of business?

22 A. That factors into the eligible salary. So

23 yes, you get the percentage of the eligible salaries. If

24 you have more employees, you probably have a higher

25 eligible salary. So your dollar amount to spend would be
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1 more.

2 Q. Okay. And at the -- at the manager level,

3 when they're actually making the bonus decisions, how are

4 they doing that? Is it just up to their discretion?

5 MS. CONNELL: Objection. Calls for

6 speculation.

7 A. The -- the corporate bonus program is a

8 discretionary program. It's manager input.

9 Q. (By Mr. Song) Okay. So the -- the manager

10 gets to decide how much to -- how much and who to give it

11 to?

12 A. Yes.

13 Q. Okay. And are there guidelines for the

14 manager on how to, you know, distribute bonuses?

15 A. In our compensation guidelines and when

16 we've had bonuses, we do speak to being sure --

17 refreshing managers on how they should really focus on

18 the people who had an outstanding year or maybe they

19 contributed to a really critical project that year, but

20 just sort of highlighting -- our guidelines highlight for

21 them, especially in years of lean budget -- which is what

22 we've had for the last many years -- specifying for them,

23 "Remember to focus on the people who are" -- done -- so

24 who contributed in that particular fiscal year to the

25 most important things.
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1 Q. Okay. And are the -- the bonuses that

2 managers decide to give employees reviewed? Is there,

3 like, a supervision of -- or check on --

4 A. So that follows the same as the focal. So

5 it works -- it kind of works its way up within the

6 workforce compensation module.

7 Q. Okay. And are there any systems in place

8 to try to ensure equity or fairness in distributing the

9 bonuses?

10 MS. CONNELL: Objection. Vague. Assumes

11 facts. Beyond the scope of the PMK topics for which

12 she's been designated.

13 A. I don't know. I mean, there's nothing

14 centrally mandated or done.

15 Q. (By Mr. Song) Uh-huh.

16 A. If different HR business partners go in

17 and try to do that, they -- they maybe could. But I

18 don't know of anything centrally done.

19 Q. And so it's the -- the same managers that

20 are making the salary decisions, they're the ones that

21 are also making the bonus decisions?

22 A. Correct.

23 Q. Okay.

24 A. It's the direct managers for the eligible

25 employees.
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1 MS. CONNELL: Objection. Vague.

2 A. It's the same as the Workflow process that

3 come -- that is outlined in our matrix, the Exhibit 8.

4 If it involves money, it goes all the way -- it goes up

5 the chain.

6 If it is just a -- and then the other

7 reviews, it speaks in Exhibit 8, if it's a job change to

8 a position below an M-4, it only has to go up one level.

9 But if it's a job change to a director or senior

10 director, it goes up to a few levels; and then job change

11 to M-6 or above, it goes up to the CEO office.

12 So it depends. But it's -- it's the

13 Workflow process. Kind of like the offer, where it has

14 to go through various stages.

15 Q. (By Mr. Song) All right. And then can you

16 tell me about the dive and save? Is dive and save a

17 policy at Oracle?

18 A. I -- not a policy.

19 Q. Okay.

20 A. Dive and saves happen at Oracle.

21 Q. All right.

22 A. And essentially, that refers to an

23 employee who has an offer to leave Oracle. They have an

24 offer in hand for a higher compensation package than

25 they're earning at Oracle, and they could go to their
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1 manager to say, "I'm resigning. I've gotten an offer at

2 X company," and the manager may say, "I would like to

3 counter."

4 It's essentially a counter to an external

5 offer and then -- and then they could -- if the employee

6 would stay for our counteroffer, then they would initiate

7 a transaction for that counteroffer.

8 Q. Okay. And is that one of the better ways

9 to get a big raise at Oracle?

10 MS. CONNELL: Objection. Assumes facts.

11 Vague and ambiguous. Argumentative.

12 A. I guess I'm not -- I'm not sure what --

13 what you mean by that.

14 Q. (By Mr. Song) Well, if you -- it seems

15 like -- it seems like the dive and save -- I don't know

16 what you want to call it -- program or practice seems to

17 result in larger increases or raises for --

18 MS. CONNELL: There's no question pending.

19 THE WITNESS: Okay.

20 Q. (By Mr. Song) So is -- and so it seems

21 like that's one of the -- one of the better ways or best

22 ways to get a large increase at Oracle, or maybe at any

23 company.

24 But would that be fair to say, that the

25 dive and -- getting an offer from an outside company is
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