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I, Shauna Holman-Harries, declare as follows:

1. I am the Senior Director of Diversity Compliance for Oracle America, Inc.
é“Oracle”). I have held this position since October 2011. 1 have personal knowledge of the facts
in this declaration, except where such facts are stated to be based on information and belief, and
those facts 1 believe to be true.

2. As Senior Director of Diversity Compliance, my responsibilities include overseeing
Oracle’s Office of Federal Contract Compliance Programs (“OFCCP”) compliance efforts, as well
as overseeing Oracle’s OFCCP audits. As the Director of Diversity Compliance, I am not, however,
responsible for developing or implementing compensation practices at Oracle, no;‘ am I involved
in compensation decisions for job positions in Product Development, Information Technology, or
Support.

3. On or about August 12, 2013', I was asked by Oracle’s in-house counsel to perform
certain analjrses of compensation to enable Oracle’s attorneys to provide legal advice. The
following day, I spoke with Oracle’s outside counsel, who provided further guidancé regarding
specific data points to utilize for the generation of these pay analyses. After receiving these
instructions from counsel, my team and 1 began generating the pay analyses. All pay analyses 1
have overseen have been performed at the instruction of either in-house or outside counsel, which
T understeod was for the purpose of providing legal advice and in anticipation of lifigation. These
pay analyses were kept confidential by and among Qracle’s compliance team, and we shared them
only with Oracle’s counsel. ’

q4, On December 30, 2014, Jennifer Yeh, a Compliance Officer from the OFCCP,
contacted me regarding interviewing an Oracle employee in qharge of compensation and personnel
activities. Ms. Yeh’s request was in connection with a compliance review OFCCP was.conducting
of Oracle’s work location in Pleasanton, California. In ;'esponse, I informed Ms. Yeh that Lisa
Gordon, \yho at that time was Oracle’s Director of Compensation, was available to be interviewed.
Subsequently, on January 9 and January 13, 2015, representatives of the OFCCP interviewed Ms.
Gordon via teleconference. I recall attending this meeting via teleconference. I did not take any
notes during this meeting. After .the meeting, the OFCCP representatives sent an interview
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summary for Ms. Gordon’s review and signatur'e. I did not personally review 1:his summary for
accuracy, but understand that it was sent to Ms. Gordon and she signed the interview summary on
or around February 11, 2015. Attached hereto as Exhibit A is a true and correct copy of the
OFCCP’s interview summary,

5. I do not have any independent recollection of the statements made by Ms. Gordon
during the OFCCP interview, and thus cannot verify the accuracy of OFCCP’s interview summary
or whether that summary correctly and fairly reflect the information that Ms. Gordon relayed or the
statements she made.

6. Although I cannot confirm the accuracy of the statements attributed to Ms. Gordon
in OFCCP’s interview summary, I recall that on several occasions during the interview, I provided
responses to certain questions posed to Ms. Gordon. - After reviewing the OFCCP’s interview

summary, I can confirm that, to the best of my knowledge and recollection, the comments attributed

to me in the notes reflect a fairly accurate paraphrase of the statements I made to the OFCCP

representatives, but I do not believe they quote my statements verbatim.

7. On or about April 27, 2015, I received a letter from Hea Jung Atking, the OFCCP
District Director for the San Francisco Bay Area. Aftached hereto as Exhibit B is a true and correct
copy of Ms. Atkins’ letrer addressed to me, dated April 27, 2015. On June 2, 2015, 1 responded to
Ms. Atkins’ letter via email. Attached hereto as Exhibit C is a true and correct copy of the email
correspondence I sent to Ms. Atkins, dated June 2, 2015,
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I declare under penalty of pejury under the laws of the United States of America and the

State of California that the foregoing is true and correct.
*

Executed in Gilbert, Arizona on October, o 2018.

SHAUNA HOLMAN-HARRIES
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. ORACLE {PLEASANTON, CA} COMPENSATION QUESTIONS

" DATE: 1/9/15, 5:00 a.r;‘l, Hawail Time; continued on :1.-/13]15, 4 aqo Haweil Time . -
'Oracle Particlpants: ‘
Lisa Gordo n, Direct.or tompensation
Nefl Bourque, Sr. Compliance Analyst

Lida Danlel, S¢. Compliance Analyst

=T S I g BN Y

Shauna Holman-Harrles, Director Diversity Compliance I .
Deposltion Exhibit /& "
Deponent: A. Dodson

DFCCP Participants: Date: July 17, 2018

O NAME OF PRIMARY INTERVIEWEE:

Brian Mikel, Area Office Director

Jennlfer Yeh, Compliance Officér

Yo person)

GENDER/RACE: Famale/Caucasian
JOBTITLE: Compensation Diractor
DEPARTMENT: Muman Resaurces

DATE OF HIRE: 2/201Q

Repbrier: Jane Groseman, CSR No. 5225 r

r

Lisa Gordon{flas‘been on alot of calls with OFCCP and is the go-

Years In Current Job; Recently prombted to this title. {served In the same function for 3 yeas.

(ocation: § work out of the Broomfield, CO campus of Gracle,

Reports to: S, Director of Campensation and Workforce Intelligence, Phil Jenish.

1. Plaase deseribe your current role and responsibilities? Atso explain your previous pasitionsat
Oracle and prior relative experiencefeducation? What focations.do you have respansibillty over?

-
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| came to-Oracle through Oracle’s Sun Microsystem acquisition. § was aindividuial contributor for 4
year vihen ) firs_t came over. went to befng a manager and now{ dm the:Compensation Director. Pve
been In compensation eklusively for 15 years. ¢

ol

Inmy.role, | wear 2 hatsraclfent-facing hat fos"*prc;duct development organlization. From acorporate

. . . . X 3
ofgahization standpoint: I manage 2 compensation programs: corparate borjus program and nori-sales

salary Increase program. Meylt increases for non-safes falks, | take care of anyond.other thanthose I
sales and pre-sales jobs.

»

2. Who Is an your compensation tesm that might afss report to'Phil Jerish?

{'have 2 folks that report to me.‘{?) I have a_counterpart that haridles compensation for sales and
consdlting, ‘Sherhanages the stock program.arid sales salary increase program, She hag2 folks that
repart to hei{?) Her name s Kate'Waggoner and she reports to Phif justiike 1 do.

3. What role do you havein making compensation decisions at Oracle?

{ support HR manageks so geueraﬂy line fmanagers are responsible for mst.¢ompensatfon deﬂston hukif
they have questions, they go to HR managers and the HR managers will come 16 the compensaﬂon team
it they have quastions. t help the HR managers who support the product developfrient-organizations,

" HR managers come to me, ar accassionally {ire managers will come to me directly,

4, . We have reviswed the pollcy documents submitted, Are personne! and compensation policies

and practices uniform thioughout afl of Gracle’s varlous facilities and locations?

-

Nothmg has changed from the PowerPointt training presentation since 2011, We haven't updated ‘the
prasentation so It Is probably fine.

Wa have very general high levelguidetines, Each organization has a lot of autoriomy about how to _
interpret and implement the guidetines. Curreat market rates may be mole jiiportant for one group
over another group, There are areas where the general list of factors wouid be the sarie, What would

ditfer In the differant aress Is what is happening with the s:tuatlon and acttial:job arwhat is happening -
with that organization.

T|
]
|

iy - il --.:émw'q*""l Aoarp e

k7 R
0
£

~




: LRI S S APPSR BS SN A e e TG RN ST et
‘;"“?‘?‘:2‘:&-:@'%*‘}:"!“"\‘ e nesin = wpdpalaneiien | RGP TR bt g I P A, Sy e TR RVNTT ]
-1 Ao .

t
¢ Y

4
ﬁ ‘

. . Lot

IRy -'1":-535‘.59';‘-;{{\:'3“?'3[

.

r

Shauna Holman-Harrles; We pay by supervisar because-supervisor denotes the business line that the
employee works in. 1t's not that we base compensatioh on supervisor but the supeivisor reprasents the

, husiness line, Busihess iine is related to work unit flow. This Is the explanation of how we pay.

Waorlk unit flow - iot necessasify the best: supefvisor i§ probably the best way to look at the data. Sort
by.supervisor. There are small units, If there are Indicators based on the supervisor code, then ask
guestions. supervisor code could be'afirst level supervisor, Divector, or VP, The supervisor code fsin
the ttem 11 information. supenvisor could be the EVP. 1t is who that persen reports te,

5, Are there any wiitten policies or guidalines that the company uses In making compensation
decisions in addition to what has been provided to us which was the Oracle’s Compensation Guldelines,
Global Compensation Training, and the Compensatioti-Review & Oversight? 1f so, please provide coples
of the policles.

This looks ltke a-complete list of Oracle’s compensation guidelines and poficles.

6. How longhave thesa policies and guidelines been In placé and who is responsible far their
irnplemantation? .

¥'m not aware of any malor changes since | have been here.
/ -
7. Who is responsibia for implementing the tompansation guldelines at PLCA?

it wouldn’t be just one person atthe facility In Pleasanton, For example, Broomfield has 2000 folks.

“There are numerous organizations at the site, {tisn'1justone person. There are several HR folks,

In Pleasanton, employees ara part of numeraus lines of businéss. teaders of lines of business are the

ones who get the budgets and daterming how to cascide those budgets down In the organization, Asa
direct manager, you would get a cascading-instructions or guldelines from the managemeant chain,

Different budgets far different Hines of business, different guldefines even from a first line rmanager -
sitiing next to you. Budget Is sat by tines of business. Budgets start at a high level and gets cascaded
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down. Budgets could look different-based an their linas of business. Exécutive level determmas hudget 0
differences for the various {Inas of businesse’s, - . v -

-

Neil Bourque is develaping a database dictichaty for the comipensation database for the caluimn headers

and wilt submix that. Used to have lrks data thréugh 4-5 different sources but decided not fo use that
anyraore in the submissions to OFCCP. .

Nell Bourgue: Data is spraad across many different’reports,

‘Database Column Headers;

Sglary Grades: Most jobs have a salary-grade. Grade is-determined by market pricng: We feview safiry
survey data and loiok at what the market is paying. We primarily usa the Radford &lobal Tech survey,

HRIS - we use an old Oracle HRIS. system - Internal system that has been around for years, not
PeopleSoft. We call k HRIS or E-buslness suitas, Its.avery 6ld systeri. Managers would be In charge of
managing salary increases. HR folks reviéw transactions. If doing things.during programs, it Is done
through the cormpensation workbench, a modifa of HRIS system. Onlyline managers]Hvaan see the
salary and.grada information In'HRIS, Grades are assigned to Jobs by corporate comp

“Salary Ranges: Lookat the Jjob and see what the market price is and wa.asslgn agrade, Thereis asalaky

range for a grade. We annually review market dataénd ask, "0o we.need to change 6ir-entire structure
siichyas having all grades move up a certain pefcentage or are only certaln job titles changing?” Wecan
move the whole structure or Just some fob titles. Maybe need to changs grade ranges farthe job tite.

‘For salary surveys, we quk at our competitors: HP, IBM, Salesforge, Workday. There isa standard Hst
that wa compare otirselves to. They all participate in the Radfoud survey,

The Radfard Survey has generic jobs and we go through a matching process for our jobs andfind the
best match between our jobs with thd turvey jolis. The survey gives various data points and we typlcally
yyse the 50 percentile of the market for each joh.

sdlary: Stated annual safary thata persan has. itis base salary. Neil will prcwda 2 ¢olunin for total .
compensation.

-Nell Bourque: Safary on database 13 pulled from several different sources, The salary doesn't add up

from the columns that were presented on the spréadsheet. Had-thls same issue coméup-ata dlffamnt 5 -
audit, Netl Is jooking Into itand will provide a total compensation. calumn :

Work Unit Flew: Work Unit Flows are departmentsto help QECCR !denﬂfy different groups 1 don’t use
those in anything | loak at. ’ .
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Shautia Holman-Harries: Acronyms are used to symbolize different departments.

Shauna Holman Harrles will provide anacronym legend, But the work-unit flow code fs as follows:

. Jowast lgval on the Taft and highest’ leve{ on the right. It works From broadest to narfowest department

from right to left.

‘Superyisor code: Symbolize a manager. Itis something that corporite compensation usedfor
compliance. We developed the codis ta identify an Individual supsrilsor. Supervisor codes are
individual ideritiffers: Thare Is ah actual name of someone for each supervisor code, These codeswere

developed for OFCCP compliance evaluations and are not used by the'corpbrate compensation team.

Difect managers are charged with feviewing thelr folks and working with HR to determine compensation
by knowing thelr amployeey’ knowing.skill sets and their performance. That Is the person in charge of
making those decisions.

Department Codes: Department cades are specifically designed for Orade’s OFCCP rompliance

evaluations and are not used by the corporate compensation team. Generally four levels down from the.

top. if avIndividual'works at s départment that is 2 levels down, then itwill gb 2 lavels down, Forthe
‘department codes, Oracle goes down 4 levels and organizes It at the 4th level for the AAP.

‘Work unlt flow - it.goes down 4 le\rels There are upta 7 [eve[s represented inthe werkflow, 4 lavels
down fs what IT could pll up:

%

Physical Locationt No speciflc manager oversees alf of Pleasantan, CA. -

Shauna Hofman-Harrles- Physical focation s Pl’easanton, CA. Al employees in this AAP work atthe
Pleasanton facllity. Noemployees in the AAP are from a facllity outside of Pleasanton. Eve:ythrng 15 by
physicat [ocation.  All reports imo that location- there i a fleld office affirmative action plan. Weare alf
scattered throughout the world. Alot of employees work remotely. Head of HR s in Irvine; Where

there are more than 40 amploygzes for a facility, we have an AAP,

Eligibllity for varlous types-of pay from the spreadsheet depends on what the element fs. Beaper pay

" depends on job and department~ pager weekday and pager weekend. Not everyone Is etigible.

‘Depends on-what the element is and what the job Is. Certain Job titles are eligible. Very vestricied to

business need.

You can tell who the employees eligible for overtlmea are.as thelr grades start with "N “N” Used {0
stand for nan-exempt. We refer internally to these grades as OT ellgible.

Was the Pleasanton location acqulred or was It always Oracle?
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Pleasariton used to be PeapleSoft. Taled, the company that did épplibantt‘r;ac'kfng was.across the street. '
. Oracle purchaséd that and then'merged thi two, .

8. How s starting salary determined?

Several factors come into play and varies based én position, Look atexperience, what the job is. The
skiflset might be special. Logk at the market firice for.that particular skilf set, Depending on the Job,
welght of oné factor over another fnay ehange in déclding starting salary. The direct hiring manager is
the main person thatls invalved n determining new salary for new hires. May pull Inan HR manageras
© wall,

[

Are they golng off of salary ra'rige?'

Onee they look at candldate and what caréar leval makes serse, then we 1uok atthe'salary'rangs

applicable for that. There is.somé flexbility. We post: Jobs forthe levef that we think the Job

requirements are: Howevar, our system atiowsfot the' posﬂ!on to be filted oni level up or one level S :
dawn frorn the caraer leve) fasted. O

<

Can it'be.mora than one level up or oneleve! down? -

My understanding is that yau have to start from scrateh {meaning new posting/recruitment) If wanted
to go mare than one level up or down. '

Any other approvers?

Final appraver would he upthrough the management chialn, ahd‘ﬂnally.'t:he approver at tha CEO office
for a.rtew hire, .Every néw hire-salary request goes through the one apptoverat the GEO office, in total
there are three folks who work-In the gi’oup. » The safary offer goés thraugh the hierarchy; numerous
managers may seé the transacﬂon and are asked to welgh in. ‘For new hira, it goes a!l the waytp CEQ's
-office for approval,

g, Is there a form that s used to determine starting base pay for a new hire or a pramotion?
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befarebut also an Oracle systern. They are asked to provide a justification for thie starting safary. Part of
‘that workflow allows for attachments. | see different things in different grougs. It depends based on
the group, someé groups always put together a written justification with attachments on skills and
experience; other groups may just have a smail justification that is written on the system. There fs no
formal looking form. Usually i's fiyst somehbady in 2 word document justifyiné that they are proposing,
This system managés employee transactions. As big as we are, somethtng not automated would be
pretiy cumnbersome,

0 We have an automated system. It is an old ORACLE system. Not the saime as the system mentioned

10,  Your tralning talks about "total reward” Canyou please describe in more detail sbout the
various components of “total reward”?

. Total rewards include base pay. It may include variable pay hased on your job. Sales.and consulting jobs
have sales incentives such as commissions ard consulting bonuses. Some may be efigible for the
carporate bonus,-overtime, stock program, and other benefits such as medical health plans. The stock
program is Included in the total rewards and beneflt programs.

Is it typical for new hires to get offered stock as starting compensation?

It ts not typlcal for all new hiras fo get stack. We are pretty conservative for who we offer stock.to. New
coflege programs sometimes offer stock. At the VP level, stock gptions orstack are yore typically
offerad.

For an IC2 software developer, It Is not typlcal to offer stock as part of the packaga. -
What is typical for bonusas/variabile pay?

+  Depending on what jab you’re in and what variahle pfan you are eligibie for. Sales folks will have what is
typical for a sales incentive plan. Consulting has their own plan. Most everyone else is under cnrpcrate
bonus, if you meet the eligibllity requirements.

What are the eligibility requirements for the corporate honus?

They are quite detafled, the requirements. 1 like to tell people, you can tell the complexity of the
eligibllity criteria basad on the number of pages in the eligthlity documents,- Eliiglbility depends on the
iype of job you have, All fobs have v comip type and functlon, The functlon is an easy way forus to
fatermine what ty;%e of vatjable plan you m;wbe eligible for, .

Software developers/HR folks are eﬂgfble for corporate banus, To be efiglble, the employee needs to be

a regular emplayee, certain country requirements, neads to have been with campany for minimum of

60 days. There are two corparate bonus eligibliity documents — one {s a systems document and then
another ane is one that we post for managers. it woyld be better to send the Manager allgibility :
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document; Tt Is easigr to {nderstand thian the system ane: Only document that | have a full orie is 'a . O
corporate bonus. Fior sales and tonsulting, T need te go to GIC group 1o request that, (Oracle to prowde o
upon requeést.) Yt .

11, What are the factors vised in'dete‘iminihé starting base gay?

.

a. What-réle does negotiation have ity tha new hire base pay?

Asyou ight expett, Bvery situation Is differeht -casé by tase basis. 1 dp n‘t know how.often ar the Jevel
at which. regotiation -happens: .

* Ever ge above salary range?

Thére can be some &¥amples 'of"gbirfg oVaF the rarige,.not a strict palicy that cannot go outside of due
range, This happens fn.acquisitions. ‘We do have people that come In through acquisitionsthat are-out
ofour range, either below ar abive, Ohialn a while, someone could be brought In above the range.
we look for- special skllls of far naw people, we try to roateh what they made atthe previous company.

b: Prior-Salary?

Yes, this Is a factor. .

¢ Time th'position?

That Is afactor but notas fmportant-as. performance or results. As you go up in career, time inpositioi,

becomes less important. TIP becomes less-and less impottant a8 yourstay longer: Someone-coming i

right out of cllége atiC1 Is at a steap Jearning curve, may become ‘an (C2 more quickly butan ¢4 or IC5
" takes longer to-move up: .

Shauna — Time In.position Is not as impottant as experfence. -If somieone cGuld bring inmore experience,
then we can pay mord. T only important 4s it'related td experience. May be someone Highty skilled
person from anather company anddn greater need and Isthet paid ata htgher amnount. Bulkof
compensatlon Is driven by performance. . .

r
1 . t . *

d Education? : .,
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Fducation s one of the factors. Itis somewhat important. Yes, and more important at the antry level
positions. Locking to see what kind of degree you have but less {mportant as yau maintain {ongerin
company. .

Shauna —in Pleasanton, many of the college hires-may have masters, When looking for engineering and
computer science, schools attended are reaily fmportant There ara different - programs at different
schools. Specific teschers and instiuctional staff dre proven to be bettar. We look atwhat praducts
they were working on while in school. : ) :

The difference bétween appiicants with a Bachelors depres versus a Masters degree may mear highey
pay fnr the applicant with the Master’s degree.

. Shift Differantial’?

Yes, there are several different shifts.[ don’t-have-tha hisimbers off the top of my head: Not avallable to
alf Jobs, depends on working hours, depending on the shift that you’re working, higher percentage for
least desirable shift. The database shows 5-10-20 shift differentials and this refers to the percentage of
salary increase for that shift, +.

£ Job Function?

l We use a field called function. Used for a lot of reporting type things. Also helps determine eligiblity for

_varfable plans. Software development Is underthe function of the product development compensation
jobs are under the HR functlan,

g dob Family?

Job Family is Simliarto function, | think of famlly as the different fevels of software developer, That s
what } would considar a fob farily, Where In function, [twould héve-applications and other job titles In

product development Function’. . '

h. Speclalty?

Shauna — That is ant older fleld that we don’t really use, . o

S b g e 1
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Lisa -4 look at a Job code table, Hitisa function, comp/benefits is a specialty. Some of themare old
' frelds, Mdy or may not help. For softwate developer, that Is a specialty.under product de*;fei‘gﬁment .
finction, There Js:a speclatty.but then riothing else to distinguish-developers from each other, )

T
-

Shauna ‘supervisér code is-really the bestway to afialyze because there are numemus products, Onée.
1noking at'thé superviscr code, you tan see the produr.Hme. Supervisor may have a latger graup overzll
but inay only have a couple at the particular focatian, Supervisor may have 15-20 pebplereportingtoa
‘supervisor.worldwide but.only a cotple at the location, Employees aretypically Included'inthe AAP
wherethey aré physicaily located at, They are consldered an applicant and hire at the phvsica! locatien

: that thiey work at but the dedslen maker-might be somewhere alse, g

At Omcle, allemployees aré.in the AAP of the phys]ca[ lacation but the managek s somewhere alse. For
- those-that are virtual workers_. therels what's-called a Fleld office ‘plen,

4 For persdnnel activity, the hire Is attached to the planthey are hired Into, A job opening may say {US job!
and Isi't attached to & location. Far example, Ihired Lida recently. it was posted as.a.Usob, could ba i
= aniywhere. 1 recruited mostly in Arizona, Califorala and Texas bscause | figured itwould'be eadierfor - O
trafriing purposes to havé he¥logated at HQ, offices In Texas of near me In Arizona.

Aiter bemg hired-and during recruitmant, new hire mlght go Workina physica! office or wark frobm ™ -
home and are addad'to the appiofiriate. AAP. .

-t

i Pay Surveys? N

Use salary surveys to establish salary ranges, We look at salary rangesonce ayear and decide whether
they nged to ba adjustéd. Managérshaye the ranges, but doii't see thé survey data,

Guidelines formdnagers atioyt vsihg the salary ranges?

Managers are giien a gt of discretion - depending on the job they are hiving for, unique skillar fots of
experience, may be higher in the ranga. if managers Have questions, they can go to'HR manager for
guidance, There are.2 sateof salary ranges for the US: HQ, are Zip codes arp und hay.area and non-HG, is
everyone else. )

HQis 10% h‘_fgher. Pleasanton Is part of Hq';_-ange. This Is based on market data for sataries in.those
areas, ‘ : ¢ .

10
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And in Acquisitions, you described before that sametimies acquisitions lead to. emp!oyees being. outside
of the range?

Yes', they may come in below or outslde the ra nge. Every acquisition hasits own challenge. Look at job

at old company; hopefully have a comp/salary Infrastructure. Do sarme mapping to try and determing |

what we think eacﬁ job Is in o world. HR and managers wark together to find the vight fob and to

détermine the right level, Typically, salarles aré not ad]usted.during an atquisition and thet wonld meah
. you could fall outside of our range, above or helow i,

Ja Department;

I don't usually use departmient by Itself when considering compel{sat'ion | would use hierarchy, similar
te Shauna’s point on supervisor. | would ook at function or superv{sor. Department is hiot something
that | would hone inon:

Shauna - department in the database represents four fevels down from the top of the organization,

Lisa-Supervisor would be part ofa department, They could be around 5-6 levels down nan organization
ot lower and depending on lotation, this Is all below the broader department. Many people in same
tepartment.cauld ba raporting to differant suparvisars and working on different projects.

k. Businhass Unit/Line of Business;

Could be pumerous ones- Product Development, Sales, Consulting, Finance could say sales i a fine of
business but thase are really broad graupings. Product deveiopment Is another. These are very broad
lines of business.

r . [P

Supervisor is direct manager to employee. The various supervisors situated In Pleasanton could
represent all of our different lines of business.

The way we are urgén'ized isnothy iscation. When | started years sgo, at Broomfield, but this was under .
Sun, not Oradle, that was supposed to bé a Service HQ location. Those days are gone ahd thare are
peeple from all different lines of husiness, there Is no hierarchical commonality to the folks that are

11
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there. Asupervisor Is'In one jiné of business, mine Is HR.A supervisorgight dowh thehallfrdmme . ' 0
regorts up In product development, .

N Organlzationial Uk

Shauna-We don't really have an crganlz‘atlg;ual chart. Sopervisor code is reallythe way to fodk at It. If
you look at everything for superviser code - we don’t pay according toJobygroug-or job title because it is
bréad ahd.different préducts requlie different skills, Different peoplé.working'dt same job titles,
have/with differentsiills,

Haw tnany Praducts doés Oracle have? .

Numerouss, - can’t éven say howimany. You may see.in the news but-as a businass we buy companies
and aftén acquire other compariies.

. ' . ock pmgrams? Is this an ESOP? ' ’O

ESOP program is d{fferent than what | wasdescribing before, ESOP is-an opportunity for any emplayee
“to have munev w:thc[mwn to buy stock.

.

For the stock pragram, each leader isgiven an annual budget of stotk and they cdstade this to thefr
managers. Similar to a bonus but fts stack,

i

Annuai budgets are given to leaders at a very high fevels [i.e. Saf Catz, Mark Hurd, Edward Screven)
EVP's and Presidents are the leaders’. This is where the hudgets are galngto go. Regiilarly chinging
who is'n the lezdership and'the titles but its EVPs and Presidents, This isa lot simpler- eliglbility than tha
corporate bonus. This Is typlcally éountry related, Somé at: very: !owest lavéls rnay vot be gligible, {OFCCP
will be requesting this stock engmlllty one-pager} ‘

»

.12, ‘Whoiseligible or ineligible for bonus programs? Which benos programs?

Instructar bonus {s ene

12 :
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Spot bonus ~ everyone is eligible buf.this is loosely applied: (?) fs this o true statement nol sure ’

Signing bonuses ~ aré oifered. 1t defiends on the job and the situation. The frequency of sngnmg
bonuses changed biased on market nead. Over career, signing honuses have fluctuated. Recently,
likely increasing the amatint of signihg bonuses. St. Directors for software development thay ba offeréd
a sign an bonus. Slgnitg honus rilght be used to cover something that they may be walking away from
atthelr current-company. ' o )

Any other types of compensation paid?

There [5 also ah incéhtive plan for saies/comp or cansulting.

A3, Do you hdve ah empldyee handbook? {f so, please provide a copy of the handbook,

Yes

14 Do you have written hig‘ing:'polidie.s? if 0, please provide copies of the hiring policles.

! have Umited day to day invalverant of process for hiring and you should talk io re crufting,

15.  Dovyou have wrltten position dp_scrlptuons? if so, please pruwde copies of all position
descriptions at the headquarters and the Pleasanten, CA facility.

Yas we have genefit job descriptions, Thay do differ'between career levels,

.

16. . Does Ofadle conduct sélf-audits of its compensation? If so, please provide writtén feports
regarding the self-audits, ’

a .

Shauna: Compllance does under attorney-ﬁli'ent privilegs.

1

17, Does Oradle conduct pay equlty studles? {f so, please provide coples of the pay equlty studies.

13
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Shauria — compifance does equity studies, Dyiring the Focal review all pesitions avé lockad 8% when ’ @
determining salary adjustments, N

* - ~
-
Y

Lisa- we don't do equity studies regularly hut.may do ad hoc anélises, FOCBI'F'E\iIEW Isdonhe perioditafly,
when we get a budget to give metlt Incréases, Warit t6.da it annuaﬂw but it fepands an market )
conditions. When we do get 2 budget, there Is lots-6f review of Jots of empfoyees by managetsand HR.

18,  Prioritize the factors given for base pay;

All are important, depends-on job too. Wefve-tali@ed abiout skills, educatlan, experiarnice,-andmarket
'rates. Depends on the sltuation; which wauld have a higher weighing for that job and salectiof. Current
or previous salary Is a big facter teo. Long taundry listof what we look atand it depends an the:

situation.
19, Are merit Increases tied to pérfarindiice mtings? ’ O
Seme companies have defined striicture and strict gu[del‘nes based ori rating number and % increase, -

Oracle does not have thit type of structure, Not i} groups,4ré requiréd to have performarice rating.
There Is no formal structure, Supervisor does not have ta conduct performance reviews or give a ratlng '
riumber. May have salary increases without peffornance review-on the buoks Or somfetlmes arating
using’a 1-5 type scale may:be dsed.

We did not have a coproate wide merit budgetin 2013, There is no formal performance review.
Depending on the organization, employees might nothave a performance review but Just 3 rating.

Focal review — budget [s givento managers it the too! and the budget Is cascaded down and then
appmved back up the hlerarchy.

Oracla is divided into two merit revlew progiams: Sales and n.n'n-sa['és_. Bokh programs are global.

Focal raview Is not annual and not'ztthe same time, it varies. it's b'eé‘h In Yy and September-or this last
one In 2014 was in November. ’

The-ones before that wera (n 2012, 2011 and 2010 Prior to 2010, due to the recession, it had haen -
severalyears since 2 focal review wias conduéted and mext Increases were glven,

‘Butside of the focal review, what types of merit Increases can bé given?

Off-cycle reviews are the onfy other Increase.

14
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Base salary [ncrease would only iappen at focal or off-cycle increase,

Eligibllity criteria for merit increase’s -Have to he here for 50 days. Then there are: the Sales Progeam vs,

non-sales program. Afew countries arenot eligihle too.

OTeligible employeaes are not eligible for carpbrate bonus .but gligible for a focal increase.
. !

20.  Isthereaformula for determfn‘ing merft Increases?

Nd real formula for determining meritincreasas. 1tJs kased on how much budget did we get and what is
hest for our organtzation on how to spend it. THere Is not a corporate merkt matrix because avery group

may have a different budget, Always based on budget and each manager can make the decisions based

afi the budget. No corporate merit-matrix saying what a manager neads to do, Budgets drei’'t big 5o it's
hard to go crazy with it. To manage this, we use the same tool that we use for banuses.

Each-managar will make recommendations In the tool, looks ltke spreadsheet and tells.yoli if you are
wlithin budget and then it rolls up'the approval hierarchy. Same approvers for bonus and merlt increase
as would ba for starting safary, gaes up management chaln within that fine of business,

Shauna ~ supervisors do not have to do formal performance reviews, Varles. . o

21.  What documentation is used for these merit Increases? .

Same tool as for'borius that you as a manager - show whoever s eligible. Maka recommendation.
Show iFyou overspent or within budget and submit:

22, Do employees have to apply to be promated? e

N6, We don't post-every promotion: If it is a new joh, we will post those.

Shauna ~ some are'posted as a compatitive prometion others are promated ba;ed-on job evolving and

increased responsibilities, talled ii-Job or nan-compatitive promotions at some of the different facilities.

What are 'examples of when someone wauld be promoted withiout a salary increase?

15
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We look at the cifcurhstances of a prometion, andwhat the currént salary is. Semeone that changes .
from a sales job JHf they are moving inte a job that doasn't have those elements, wia may or may nat N

adjust pay. Case by cdse on whera vnu’re cdmrng fromi and where are you gaing. Thera lsn't a set
furmuia There are 2 lot of these'and we'spend.a Iot oftime on thesa,

Example, software devefoper mandagar- maybe came I through a different job or throtigh an
acquis:tion and ishigh salary In the-range. Then prfomoted to a sr. manager but the em ployee’s salary is
§tili appropriate in sr.-managey range: I that circumstance the employee may not get an increase.

gut if they do 2 good job, thgy are then eligible for hight_ar bohuses-and:higher salary Increases bhecause
of the new salary range, They also have the new title and appartunities which are important,

is Annual targat variable only for sales?
ATV is only for sales’and consulting,

23.  With pay differences between individuals, how do you determine the difference in pay based on
expetlence, knowledge, skills, and performance?” 15 there a numerical value you place-on these
elemants?

No formula, depénds on the jobx Years of experlence can bie important. But if we dce fooking for a very Q
particular skill, we might ke honing In on 4 elément.of someone’s resume, Specific need in an :
organization-and go out igoking.fof a specificskiil. High tech movas se guickly, may have someone with

5 years of experlence but notthe Fight skil:

N

24, For H1B employess, are there interral equrty considerations usad In determining
compensation?

| don’t know if wa have ther at Pleasanton.

H18B folks, depending on the jeb, determines what they are eliglhle for. Based on the job these
employees are ellgible for all the sariie liohuses arid have same salary ranges,

| dow’t even think that there s a flag for these folks in';he system. For starting salaries, they are given
same salary ranges.and placed in 4 job based.on experence and other Tactors.

25.  How is salary deternifned whan someone {s promoted? What faciors are considered? .

Depends'on what the Jah Is. What they are belng promoted-to. Ne defined formula. Evaryone fs going
to be loaked st differently. ] .

15
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26. is there-anything else that we need to kiiow to understand yaur compensatipﬁ-sys'tém?"'

f cari't think of it. I'm sure you'll have more questions.

Training.

27.  Haveyourecelved training ah Oracle’s AAP and EEO policles?

o

Yes, I know 've taken some courses- nizmerats EEO tralnings onfine.

Shatina-AA training and separate EEQ training-onlinetralning. Pefiadically, need to take & refrasher,

Lida—As s’ hew hire | have taken several recently, Thera-are soiné for new hires that fravreto be done
withlh 30 days ahd some are repeated annually/evety two years.

1

28, . 1§ EEOfDriversity an evaluation factor for officars?

Shauna - We-pay bohuses to recruliters for diversity hires. We have goals by Jocation and: recruiters get
paid.bonusesfor dlvers!ty hires for those goals, which how include VETS;'Disabled

28, Hastha company ever adjusted any employee’s compensation based oh Its compensation
analysis for its AAP? ’

I"'m not aware of any specific action.

Shauna — more of a focal, When broken dewn by suparvisorcodes, it Is tightly buttoned up.When you
really take a look at i, loak at stpetvisors and progucts It's justa different way to do-business to stay
competitive,

How nitany employeas are cavered Under Jour-gomp plans as Directar?

17
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Cover non-safes. Roughtly half of the Company - Product development and F & A— 60,000 embloyees.
‘Ahout 48,000 in US. .About 60,000 out of 130,0000racle employees. _ .

.

Muast recent hire date- last timé tHey came on to Oracle’s payroll, o .
Original Hire Datat
Dates of Hire- Oracle Hire Date, Originai Hire Date

i.ength of time In position- at Oracle

-
2

L] b

v

Fer acquisitions, | have a continuous service date, keep vacation but if { left the vacation would be gone.

(f they leave, they come back, then they don’t gat ta keep the benefits, if they leave and come badk for
a higher salary, we dre very careful. What were they balng pald and what they got when they laft.

a

Are thera many tiansfers? ) O

-

Depénds on the group, wiﬂi product El-evelopment it ls much lass, I probably, atleast ancea week; -
speak to HR manager about transfer and looking for an opinion. 4n sales side, there Is lots of movement,
They just keep the same wage, same Htle and just decide they want to move to a.-new location. It
‘depends on the siuation- even from HQ to nan-HQ location.

Ranges are tled to physical lecation.

1 would be put into an HQ range if | moved but my hoss would not autontatically give a salaiv increase or
diecrease. : )

The ahove is {rue to the best of my knowledge and regollection.

4o
sl el gr ‘ o'l(/ il / 5y
Usa Gordon, Director Compensation ) Date

3
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U.S. Depariment of Labor Oﬂlca of Fudsrsl Conimet Compienos Programs
ef San Frangiseo/Bay Distin) Offlce
997 Biveal, Siha 1400,
Han Franclsco. Callomta 94308
‘-JIEE Eﬂ.ﬂ;a;! ?. . t

Apri} 27, 2015 '
Shauna Hojman-Harries
blyachor Diversity Complianice .

Oracle Amerlcs, Inc. *

Dear Mg, Holman-Harsles:

Thaik you for your coopesation and asslstance durlqg our, March 2427 onsite. It Is our desire

to complete this compllayicd Fevaluatldn in #n efﬂc[ent and effective franner: In orderto

complete the on-site phase G the -cormpliance evaluatlon, wa will pead to conguct a follow-up
ansite to interview se!er.t ﬂrst Teval managers coltegs recruiter(s), and ojaclg 3in house cauisel

Juana Schurman In her capa:lty asVice Pres!dent a&d%ogagg General Counsek We would also

iike to conduct a ‘brief follow-up intervlaw wlth ﬁsa GarHon. Piease.a vlse gghathervou tiave

avallability for approyimatély threa té four days from May4t3 Mé"v? far 3 fo{luw-up ansite, 1§
th week &F May 2 does not work, please letine know i the week of Mav Yaor qu 26 aré
feasible. A list of the Intervlawee namis wil be| sankt shortly,

&5t

Indion,lease proud the following nformaton,soma of which ﬁﬁ?ﬁﬁiréaéy i.ié.e.nn
retuestad, by May 8, 2015; T v

1. Ascreénshotof a sifiware developer employee’s page on gach of Dr;cle (3 lgternal wel?s!teg

{1} Compensation wOrkhencb {cwB) and (2 Information WokbiEheh (WB): ?re’”"tgié CWB,
please also provide 3 screenshot ofthe pageused bv amanager when plaklriﬁ‘i? Stattinig
safary reccmmendaﬂon for a new hire and a wase increase recammendaﬁen fnr aﬁ'ﬁfacle
arnployee. {origially requested on, February 10 2045h . 5 FIE

E3hach:

2. Emp!ayee persurmel acttonsmirnm‘lnlng fob and salary] Inforimation aitd h%s‘torv forall’

employess and sluﬁent Interns. This lnfun‘natlsn should IncIude, but not be Iimlted to, |
starting wages, wige incieases, banus awardﬁ, ,[ohttitle hiréd intg, startjﬁg 56 'kfeual ]oh title
afid shpepisci‘ chag_ggs, m:li gi cl]anges, proinoticn Fistory perfofriice i evaluatfcns,
ranking informatlon, etc. with ¢ ates associated foreach acttan. (the sa!arv hEsf,ery was
crlglna!!v {equestedFebruaw 10, 2015)

8 Datesafany Interqal pay equity apalysis conducted during the past three aars, as required
undér 60-2:17, FoF each analysls, nclude: .

Deposition Exhibit 60
Deponent: K. Waggoner

Date: July 27,.2018
Reporter: Jane Grossman, CSR No. 5225

Exhibit 8
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& Dataset used for that arialysis
= Actions taken, If any, #s & resilt of the analysls

HQCA March 2015 submisslen of number of protected Veterans included only. 19 individuals, @ ’

VETS 100-Areport stated a total of 137 veterans, . Plesse provide a detalled explandtion of
this discraparcy.

Pleass ;'J[O\i'[d& a datalled explariation of why the total workforce I the AAP onily had 7.421
employees butthe 2014 EEG-1 report showed 16,015 employees:

For all employeas who were hired during the reuiew period 01/01/2013~ us;so;zm,
Includa the following I sebhrate columns:
e Visastatus {yes/tio)

¢ Iftheyare on visa status, includé the speciic visa {not fimitéd to H15) they were helding

Please resubmit the compensation datahaisa (snapshot as.of 01/01/2p14) to Inclicle each of
the following, some of wh;ch haﬂa a?ready baen requested In separate colimns:
Stariing wageﬁfsaiary
Schogt attehded ¥
' Educatlonq! degree . . _
- Prigr saIary immedlatalv heforelolnlns Oracle
Perl'orman:e wa!uaﬂon raj:!ng
Rank {by perfunnanue] . .1
Wiré daté/Acquisition date s

v -

Number ofhours wmked .

Yearsof experlence béfore Jolning Oracle

Stock fevel

Hirlng mgnaggr{s) o
Amount ofs!gnlng bonus . - . T
\’!‘ESEEHJS e m N o -

Typa of visa Including but ml: Ilmited to HiB

The date (mmldtf[ww) that the visa was Initially pracessed
Curtient status of visa

The date tmm/ddfvwy) tﬁat green card[permanent res!dent tard was processed

Please resubmilt the Resume Files that were sent: an mursdav, March 26, 2015, ln an aasy fo
tead farmat. The ptcmre—farmat respmas pasted on MS Wcard could notha easlly read.

Forall appifcanm and tatal hires in the folfowlrig jols titles fiom fanitary 1, 2013 te Juna 30,
2014, please provide the foliowing: '

re  Coples of each requisitien, kichiding coples 6f each [ob posting and sach job description

£

DOLO00001238

Sy -
Hourly wages .
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Coples of all appilcations, resumesand any and all supplemental informétion snhmitteq

by eath app!lcant

Narne srd job fitle of the h!ling manager(s) for each requlsiion
Dats ot hire foreath’ requis!tlan

Naine angd Job title of tnciividual hired for each requlsition

e

e ™
K
T -
..‘:.,g-,
i
&

[ -2

By

=

. Softwaie Daveloper 1477 applicants; 11 hiras)
Software Beveloper 2{1328 appl!cants, 167 Kires)
Software] Developer.3 (798 applicants; 87 hires)
SUﬁware DaVelopeM (572 applicarits; 104 hires)

-'Soﬁwarq Deveiapers {367 applicants; 56 hires}
: Student Iiterns {orJo‘b Group 1) (1022 applications; 85 hires) ’

YTy

10) For all promations imhe following ]ab Hitlesfrom January 1, 2013 to Juna 30, 2014, please”
provide thi following:
" » Coples ‘of relsvarit dotumientation refated to the promotion, including But-hot imited  tG,.
Jab pasting, Job destidption and any and all information submitted l;n'.reach appllcantfur -
promoton
For each.prometion, name; race, gander, date of promotion, job title. promoted fom, job

tit promoted into, type of promotlnn {competitive or non-competitive), ctiangein silary,
change Irvstock level”

»  Description of Oratle’s promotion process

..
.

Talesnles Busiiass Development Matager
Ta!esales!lﬁtemat Sales Menagar
Maﬂ(etlng Comm}‘Pa Speciallst4

11) Suppowng docuinentation of ernployes termlnattnns far the fa![owlhg job titles¥rou dafuany
1, 20131«: June 30, N4

¢ Softm:e De\.'elnpar— Asdhiftact {53 total; 3 terminations)

Senlor Internet Sales Consultant (47 total; 4 terminations)
Associate!nternet Sales Representative {6 total; 7 termihations)
Prinelpal salss Consuftant, {85 tatal; 5 terminations)

Intérnet Sales Reprasentative l! {155 totdl; 3 terminations)

~ v o ®

Finally, please confirm that Oracle has provided complete and accurate- hfarmation for all of
jts data subrnissians to tHe OFCCP to date, Incliding all relavant compensation informatlcm
and factors affecting pay as submiltted by Oracle. In arder to facilitate the most efficlent and

effective feviaw) weTequest that Oracle affirmatively state in 2 witten response: that all ’
Tnformation subrmitted to date I complete.and accurate,
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For the follow-up onsité, we regquest that yoy .pfé;vii!'e’z titeriew réoms ko that we iay
conduet 2 simultafieous Interlews while-8fislte, We anticipats that éach interview ntay take

srp
up to.2 hotrs, We will work ivgethes’ ovar the coming days to é!ei,reiqp a1 interview scihedufe. @ .

Additlonal data énd/i:r infarfhation may be Idefitifled snd r‘éques‘téd_ Eri"'di: to and during the
on-site evaluation. If you haveanyquestions, please contact me at {415) 625.7829,

Sincerely, .

A@ M ' : i : . .
Healungm’zg ' : .

District Divector

DOLOC0001240
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From: shaung Helmah Hamles”
To: K ki =
(o' Lignd, Hoan= OFCER; Nall Bowrmue: mmﬂmmmmm Vickln Thrashee
Suhjeet: Bpr) 27RF item’3
Pates ’Msday, Jung 07, 2015 hlLimr 47 AM

-

Helle Hed Jung. 1 am sending, this emall in response: to  your réguest #3Jn your-Apri
27 latter fegarding mtemal pay equity snalysis during: Tor answér your question, |
réfer yout to the 1engthy interviaw conductad with L.isa Gordon by Briar Mikel over two
days.on January 8 and 13, 2015. Mr. Mikel was also providad with en axplaniation of
pay and the pay revisw process on Jaruaiy 9. In sum, pay'squity at Oracle, and
ensuring fairmess and consisiency amang or-betwéen cohorts, is an going. process;
and an Integral pait of Oracle’s evaluahbn of ts coimpensatioh systems. -

During her interview with Mr. Mikel, Ms Gordon was asked eXtensively what Oracle
“has In place {o assess émployes pay and to ensure faimess and:consislency-relative
"o s jobs.and the Tegltimate non-discriminatory factorsuised by Oracle. In supi, she
noted the role of MR or Gompensaﬂon. gndfor & managesf, In- rev:ewmgWhere & hew
hire's pay falls relative lo-incumbent cohoris. She:also referret fo the Company'’s
compensation policies end tralning. materlals we previously provided to OFCCP. She

also identified the process of Tocal reviews as.ancther 100! o asgess relalive pay. She

ajso identified the role played by Carolyri Batkenof and fier. team in essenﬂa{fy
providing a further politt of process quality control,

As. you will also recall, Ms Balkanol was inferviéwad during the.on:sits. Although the
QFGCP never provided-any notes of her intesview, which took place Thursday, March
26, Nell Bourque was present, As Ms Bailienol Bxplained during this interview, she
doas not conducl any substantive review of pay decigions. Rather she does quahly
control” of the hiing paperworlk and procass: She also wae asked whether; at her

level, the conversation Is on raising or lowering salary. Bhe sald "ne"and:thatin any
such instance she would sénd it to "Corpensation.”

With regard to pay audits to aseess legal compllance with Oracle’s non-d:scnmmatton
obligations avid fo further eristre Oracle’s compensation palicies and practices are
carried out, those are Gonducled hy bur outside EEO compllance counse! & Orrick.

Best Regards,
Shauna Helman-Harrles

DORACLE

Shaura Holman-iHandes - Director Diversity. Compliance )
Phone: +1 602 333 9112 | Pau: +1 502 333 9112 | Mobfle; +1 480689 1B5R

Worldng o oresbe an mduesive, divEve cotiure That drives Innovatian and buisiness sberges,
The infarmation in this emali 1s confldentia! and may be legally pmrlleged It 15 Intended salely far the
sddressee, Accass to this email by anyone else s unauthorized. IFyau are not the intended vecipient,

Bxhibit 7

1

Deposition Exhibit _ Ié /

SR No. 5225
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any disclosure, capying, distribution, or any action taken or omitted to be taken nreliance-on it s
profibited and'may be unlawful, Ko laternal Oracle emall, except that clearly intended for public
distibution {e.g. Oracle Press Releases), should b sent to any party oulside Orarle.

N g‘}, + Orade is conimithed to devaloping practices and protiichs that.help protect the environment

T T ERmAR
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