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I, Shauna Holman-Harries, declare as follows:

1. I am the Senior Director of Diversity Compliance for Oracle America, Tnc.
é“Oracle”). I have held this position since October 2011. T 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.r 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 anal'yses 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 I
have overseen have been performed at the instruction of either in-house or outside counsel, which
I understeod was for the purpose of providing legal advice and in anticipation of litigation. These
pay analyses were kept confidential by and among Oracle’s compliance team, and we shared them
only with Oracle’s counsel. ) :

4, 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, Wha at that time was Qracle’s Director of C_ompensation, 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 t'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 herete 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 sumunary 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, 1 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 atiributed

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, 2013, 1 received a letter from Hea Jung Atking, the OFCCP
District Director for the San Francisco Bay Area. Attached 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 petjury under the laws of the United States of America and the

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

Executed in Gilbert, Arizona on Octobexjé(_, 2018.

SHAUNA HOLMAN-HARRIES

4.

HOLMAN-HARRIES DECLARATION




EXHIBIT A




1mmatus

ORACLE {PLEASANTON, CA} COMPENSATIO‘N TUESTIONS

" DATE: 1/9/15, 9:00 a.m. Hawaii Tims; continued on 1/13715,6 a.m, Hawail Time -

"Oracle Particlpants:

Lisa Gordon, Director Corpensation
Neil Bourque, Sr. Campliance Analyst

Lida Danlel, Sr. Compliance Analyst

ABas ) mrme W YRS AN

Shauna Holman-Harries, Director Diversity CompHance I
Deposition Exhibit __ | § 1
Deponent: A. Dodson

DFCCP Participants: Date: July 17, 2018

Brlan Mikel, Area Office Director ’

‘Jennlfer Yeh, Compliance Officér

NAME OF PRIMARY INTERVIEWEE:
to person)

GENDER/RACE: Female/Caucasian
JOBTITLE: Compensation Director
DEPARTMENT: Human Resaurces

DATE OF HIRE: 2/2010

Years in Current fob: Recently promoted to this ;Itle. { sarved in the same funcilon for 3 vears.
Location: {work out of the Broomfield, CO campus of Oracle.

Reporis to: S Director of Compensation and Workforce Intelligence, Phil Jenish.

1. Plaase describe your current role and responsibilitles? Also explaln your pravious positionsat

Oracle and priof relative expérience/education? What locatlons.do you have respansihillty over?

Exhibit 9

Lisa Gordon{has'been on alot of calis with OFCCP and is the go-

Reparier: Jane Grossman, CSR No, 5226 e
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I came 'to-Oracle throtigh Oracle’s Sun Microsystem acquisition. | was ahindiViddal contributor for L
yaarwhen firs; came over. wint to befng a manager and nowt dm the:Compensatlon Director. I've
been in compensation aktlusively for 15 years. 8

oA

In my.role, | wear 2 hats:'a.client-facing hat for‘pro.duct development organlzation. From acorporate

ofgahization standpolnt: | manage 2 compensation programs: corparata borius program-and noti-sales '

salary increase grogram. Meyit increases for non-sajes folks, | take care of anyone other than thaose Iy
sales and pré-salas jobs.

Il

2. Who is an yaur compelisation tedrn that might also report to'Phil Jefilsh? '

{'have 2 folks that report to me.‘{?) I have a.counterpart that haddles compensation for sales and
consdlting, Sherianages the stock program.and sales salary increase program. Shie hag2 folks that.
repart to her(?) Her nameis Kate Waggoner and she reports to Phif justitke 1do.

3. What ro'le do you have'in making coripensation decisiahs at Oracle?

| suppurt HR manageisso generallv line managers are responsible for mast compensatfon declston huk if
they have questions, they go ta HR managers and e HR managers will come 1o the compensation team
i3 they have guestions. i help the HR managers who supportthe product developitent-organizations,

" HR managers conie to me, ar accassionally line managers will come to me directly,

4, . We have reviewsd the pollcy documents submitted, Are personnel and compensation policies

and practices uniform thioughout afl of Giacle’s various facilities and lacations?

- .

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

We have vary general high levelguidelines. Eachiorganization has a lot of autoriomy about how to )
intarpret arid implement the guldetines, Current market rates may be moie jwiportant for one group
over ancther group. Thereare areas where the genera] list of factors would ha the sare. What would

differ in the differant aress is what is happening with the s:tuat[on and actialjch orwhat Is happening -

with that organization.
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Shauna Holman-Harries: We pay by supervisor because supervisor denctes the businass line that the
employee works in. it's not that we base compensatioh on supervisor but the supetvisor represents the

, husiness line, Businessline Is related to work untt flow. Thisis the explanation of how we pay.

Work unit flow - viot necassatily the best: supeivisor is prubably the best way to look at the data. Sort
by.supervisar. There are small units. If there are Indicators hased on the supervisor code, then ask
questions. supsrvisor code could be'a first level superisor, Divector, or VP, The supervisor code Isin
the ttem 11 information. supervisor cauld be the EVP. 1t Is who that person reports to.,

5. Ave there any written policies-or guidelines that the company uses in making compensatlon
decisions in addition to what has baen provided to us which was the Oracele’s Compensation Guldelines,
Global Compensation Training, and the Compensation:Review & Oversight?  If so, please provide cogles
of the policles.

This looks like a-complete list of Oracle’s co’mpe_nsatii.m guidelines and policies,

6. How longhave these policies and guidelines been In placeé ant wha is responsible for their
implemantation? -

¥'m not aware of aiy mafor changes since | have been here,
/ - -
7. Who Is rasponslbie for implementing the compansation guldelines at PLCA?

it wouldn’t be Just one gerson atthe Faciliy in Pleasanton. For example, Broomeld has 2000 folks,

"There are numarous organizations atthe site, it Isn't Just one person. There are several HR folks,

In Pleasanton, employees are part of numerous lines of businéss. Leaders of lines of businass are the
ones who get the budgats and determine how to cascade thosa budgets down in the orgenization. Asa
direct menager, you Would get a castading-instructions or guldelines from the management chain,
bifferent budgets for diiferent Hines of business, different guldelines even from a first ltne managsr
sitting next to you. Budget Is sat by lines of business. Budgass start at a high level and gets cascaded

——
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down. Budgets could look different-based on thelr iines of business, Executive lavel determme_s huilget @
differences for the varlous lines of businesses, . LT .

-

Neﬂ Bourque is developing a database dictiohary for the compansation database for the daluins headers
and will submit that. Used to have links data thréugh 4-5 different source$ but decidad not fo use that
anymare in the submissions to OFCCR.

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

-Database Column Headers:

Salary Grades: Most jobs have a salary grade. Grade is determined biy marketpriclhg: We feview salary
survey data and loiok at what the market is paying. We primiarlly nsa the Radford Globaf Tech survey,

HRIS - we use an old Orade HRIS system - Internal system that has been aroundfor years, not
Peoplesoft, We call it HRIS or E-business suites. IWs.gvery old systani, Managers would be In charge of
mmanagtng salary increases, HR folks revidw tronsactions. If doing things.during arograms, It Is done
through:the compensation workbench, a modufe of HRIS system. Onlyilne managersIHR-can see the
salary and.gradta Infarmation in'HRIS, Grades are assigned to Jobs by corporate comp

“Salary Ranges: Lookat the job and see what the market prica is and we.asslgn a grade. Thereisa salaky
range fora grade. We anniaily review market dataand sk, "0o we.need to change ¢ir. e'ntire structure
siichras having all grades move up a certain percentage or are only certain foh titles changlng?" Wecan
move the whole structure or Just some job titles. Mavhe need to change grade ranges farthe job title.

‘For salary surveys, we quk at our competitors: HP, IBM, Salesforce, Workday. Th;ere isa standard Hst
that we compare otirselves to. They all participate in the Radfoud survey, -

: The Radfard Survey has generic jobs and we ga through a matching process for our jobs and find the
best match kebtwaen our jobs with thd survey jolis. Thea survey gives varfous data polnts and we typlcally
Lyse the 50 percentile of the market for each job.

salary: Stated annual salary thata pe.rsan has, 1t is base salary. Neil will pm\nde 2 colunin for total .
compensation.

-Nell Bourque: Salafy 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 issuk comeé up-ata diffarent - -
audft. Nell Ts Jooking into Ttand will provide a total campensation. calumn '

Work Unit Flaw: Wark Unit Flows are’ departmentsto help QECTP ldentlfy different grcups | Hon't use
those in anything | look at: ) -
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Shautia Holman-Harrles: Acronyms are used to symibolize different departments,

Shauna Holman Harias will providé anacronym legend, But the workunit flow code Is as follows:

. Jowest léval on the feft and highast’ levei on the right. It works from broadest to narrowest department

from right to left.

Supervisar code: Symbolize a mahager. Itls something that corpordte compensation used for
compliance. We developad the codes ta identify an Individual supervisor. Supervisor codes are
indwidual identiffers: There fs ah actual name of someone for each supervisor code. These codes were

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

Direct managers are charged with Feviewing thelrfolks and worklng with HR 1o detenmine compensation
by knowing thelr employees’ knowing skill sets and their performance. That Is the person In charge of
making those decisions.

Department Codes: Department cades are specificafly desighed for Oracle's GFCCP compl[énce

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

top. i anindividual works at 8 départment that is 2 levels down, then it will gb 2 levels down, Forthe
department codes,Oratle goes fown 4 levels and organtzes It at the 4th lavel for the AAR,

‘Work unit flow - it goes down 4 levals. Thera are upta 7 Ievels represented Inthe workflow, 4 lavels
«down fs what IT could pull'up:

¢

Phyalcal Locatlont No specific manager oversees all of Pleasantan, CA. y

Shauna Ho!manwﬂames- Physical location is Pfeasanton, CA. Al employees in this AAP work atthe
Pleasanton faclliity. Neemployees in the AAP are from a facility outside of Pleasanton. Everythmg 15 by
physicat location. Al teports into that [ocation- there is 2 field office affirmative action plan. We are alf
scattered throughout the world, Alotof.emplovees work remotefy. Head of HR Isin Irvine: Whare
there are more than 40 employges for a fatility, we have an AAP.

Eligihility for varlous types-of pay from the spreadsheet depends on what the elementJs. Beeper pay

" depends on job and department- pager weekday and pager weekend. Noteveryane Is eligible.

‘Depends'oh-what the element Js and what the job is. Certain job titles are eliglble. ifery restricted to

business need.

You can tell who the employees eligible for ovartima are.as thelr grades start with "N.” “N” Used o
stand for non-exempt. We refer intermally to these grades as OT ellgible.

\Was the Pleasanton focation acqulred or was [t always Oracle?
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Pleasariton used o he FeapleSoft, Taled, the campany that did applicanttfackmg was-across the street. ‘
. Oracle purchased that and then'merged the twa -

8, How is starting salary determined?

Several factors come into play and varies hased dnposition, Look atexperlence, what the job is. The
skillset might be speclal. Logk at the market price for.that particularskiif set, Dapending on the Job,
weight of oné factor overanather fnay ehiange in déciding starting salary. The direct hirlng manager is
the maln persan thatds involved In determining new salarv for new hires, May pulfin an HR manageras
" well,

Are they golng off of salary ra'ﬁge?'

Orice they look at candidateand what caréer leval makes sensa,then we luok atthe-salary'range

applicable for that. There is 506 flexiblity, We post: Jobs forite !eve! thatwe think the Job

requlretments are: Hawever, our system allowWsfor the posii!an tobe filted ona level up or one fevel o :
dawn from the carger leve! pdsted. 0

<
Can it’be.more than one tevel up of ofe level down'? r

My understanding is that you have to start from scratch {meaning new posﬂng/racruitment} If wanted
to go mare than one level up or down

Any other approvers?

Final approver would he upthrough the management chaln, ahd-*flnally.'t:he approver at tha CEO office
for a.new hire, Every new hire-salary request goes throughthe one approverat the GEO bffice, in total
there are thrae folks who woricIn the gi’oug. . The safary offer goés thraugh the hierarchy; numerous
managers may seé He frai nsatﬂon and are askid t& walgh in. For new hire, it goes aiI the wayto CEQ's
-office for approval.

g, Is there a Torm that |5 used to determine starting hase pay for a new hire or a promotion?

11
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We have an automated system. It is an old ORACLE system. Not the samie a5 the system mentioned .
befarebut alse an Oracle system. They ave asked to proyide a justification. for the starting salary. Pdrt of
‘that workftow allows for attachments. | sed different things in different groups. It depetids based on
the group, someé groups always put together a written justification with attachments on skills and
experience; other groups may just have a small justification that is written on the system. There Is no
formal looking form. Usually i's Just somehndy in 2 word document justifying that they are proposing.
This system managés employee transactions. As big s we are, something not automated would be
pretiy cumbersome,

10.  Your tralning talks about “total reward” Canyou please describe in mare detail bout the
variots components of “total reward®?

Total rewards include base pay. It may Includevariable pey hased pn your job. Sales.and consulting jobs
have sales incentives such as commissions and consulting bonuses, Some may be eligible far the
corporate bonus,-overtime, stock program, and other benefits such as medfcal health plans. The stock
program Is Included in the total rewards and beneflt programs,

is it typlcal for new hires to get offered stock as starting compensation?

It fs not typica! for all new hires fo get stack. We are pretty conservative for who we offer stack.to, New
collage programs sometimes offer stock. At the VP level, stock opilons orstock sre yhare typically
offerad.

For an IC2 software developer, It Is not typlcal to'offer stock as part of the package. v
What is typical for bonuses/variable pay?

Depending on what Jab you're in and what variable pfan you are eligible far. Sales folks will have what is
typical for a sales incentive plan. Consulting has their own plan. Most everyone elsg is wider corporate
bonus, if you meet the eligibility requirements.

What are the eligibility requiremants for the carporate bonus?

They are quité detaled, the requirements. 1 like to tell people, you can teli the complexity ofthe
gligibllity criterta based on the number of pages in the eliglhility documents,- Eigibility depends on the
type of job you have. All fobs have a comip type and funciion. The function is an easy way forus to
determine what type of variable plan you mavyhe eligible for,

Software developers/HR folks are eligible for corporate anus, To be eligible, the employee needs to be

a regular etplayee, certain country requirements, needs to have been with company for minimum of

60 days. There dre two corparate banhus eligibliity documents - one is a systarms dociiment and then
another ane is ore that we post for managers. It would he better ta send the Manager ellgibility *
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document; R Js gasier to (nderstand thian the system ane: Only document that 1 have a full orig s 'a
r:orporate honus. For sales and consufting, T need ta go to GIC group $o request that. (Uracle to prnwde
upon requeést.) Wt

13. What are the factors used In-det‘e_e‘;:m,inih.g starting hase pay?
.

.

a. What-role does negotiation have Iy the new hire base pay?

Asyou might expedt, Bvery situation Is differeft - -case: by tase basis, | dnn’t know hotw.often ar the Tevel
at which.rlegoifation happens: ,

.

Thére can be some eXamples 'of"gclrfg oVér the rarige, niot a strict palicy that c'annét,gu outside of gue
rapge. This happens in acquisitions. We da have People that come in through acquisitions-that are-out
ofour range, either below or abtive, Gnea’ln a while, sormeone cauld be brought In above the range.
we logk for: sp&ciaf skills'of far new people, we try to match what they made atthe previous.compainy.

b PHorSalary?

Yes, this s a factor,

& Time lhvposliion?

That Is a Tactor but notas importantas performance or resulis. As you go up In career, time In positian,
bacomes lass Important. TIP becomes less-and lgss important as you'stay longer: Someone comingih

right out of:collége-atiClisata staep learnlng curve, may become an (C2 more quickly butan IC4 op tCS

takes longer to-move up: .

Shauna— Time In position Is not as linpoftant as-experence. If sorrieone coutd bring inmore experience,
then we can pay mora. TH only Important 4s Wrelated to experience. May be someone kighly skited
petson from anather company and in greater need and Is thet} paid ata hagher afnount, Bulkaf
r:ompensation Is driven by perforimance. . o

d, Ed'u'caﬁnn? : ’ .
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Fducation is one of the factors. [t is somewhat important, Yes, and more important at the entry level
* positions. Looking to see what kind of degree you have but less important as you malntaln longerin
company. .

Shauna —in Pleasanton, many of the college hifes-may have iasters, When looking for engineering and
computer science, schools attended are reaily fmportant There are different _programs at different
schools. Specific tepchers and insttuctional staff dre proven to be bett&r. We look atwhat praducts
they were working on while in scheol. . t

The difference bétweean appiicants with a Bachelors degree versus a Masters degree may mean highey
pay fur the applicant with the Master's degree.

. Shiit Differentfal?

Yes, there are several different shifts.| don’t have-the hilinbers off the top of my head: Not avallable to
all Johs, depends arr working bours, depending on the shift that yot’re working, higher percantage for
least desirable shift. The database shows 5-10-20 shift differentials and this refers to the percentage of
salaryincrease for that shift, .

£ Jok Function?

' We use a field calied function. Used for a lot of reporting type things. Alsc helps datermine eligibflisy for

o

_wvariable plans. Software development Is under the function of the product development compensation
" jobs are under the HR function.

g dob Family?

Johi Family is Simllarto functior, | think-of famlly as the different Jevels of software developer, That s
what | would considera fob famfly. Where In function, ft-would héve-appiications and other job titles In

product development Function”. . '

h. Specialty?

Shauna - That is an older field that we don’t really use,

14
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Lisa - Jook at & job code table, Hi:is:a function, comp/benefits Is a spectalty. Some of themare old

" fields. tvidy or may not help. For software developer, that is a spesialty unter product deve‘l'gp'mept .
function, There js:a speclatty.but then riothing efse to distinguish-developers Yrom each other,

-

t
"y

Shaunz —supervisér code is-really the bestway to-analyze because there are numerous groducts, One-
tooking at'thé supervisdr code, you £an see the productfine. Supervisor may have a largar graup averall
but inay ohly have a couple at the particular lacation, Supervisor may have 35-20 people-reportingto a
‘supervisor.worldwide kiut.only 2 couple at the location, Emplovees are typicalli Intiudedin the AAP
wherg they aré physicaily located at, They are constdered an applicant and hire at the phys!cai location
that thiey work at but the declslen maker-might be somewhere alge, -

At Qracle, sllemployees aré In the AAP of the physical location but thé manageb [s somew!iars alse. For

- thiosethat are virtual wortkers, there'is what's-called a Fleld office ‘plan,

»

For persdnnel actwltv, the hire ls attached to the planthey aje hired Into, & job opening may say 1US job' .
and lsri't attachedto n !ocat]on. Fareéample, Ihired Lida recently. It was posted as.a.UsJoh, could be O

ariywhere. 1 recruited mostly in Arizona, Callfornla and Texas becduse [ figured itwouldibe easierfor - ;
trairing purposes to havé herlogated at HQ, offices In Texas of near me In Arizona,

After bemghlred and durfhg recruitment, new hire might go warkina physlca! ofﬂce or work frobw ™
homa and- are addedto the | appiofirfate AAP.

o

i Pay Surveys? N

Use salary surveys 1o establish salary ranges, We look at salary rangesonce a-year and decide whether
they nged to be adjustéd. Managérshaye the ranges, but dori't see tha survey data,

Guidellnes formanadgers afayt using the salary tanges?

‘Managers are given a lot of discretion - depending on the job they are hiving for, unfqus skill-or lots of
experience, may be higher in the range. f managers liave questions, they can go to'HR fanager for
guidance. There are.2 sats.of salary ranges for the US: HQ, are Zip codes arp o bay.area and non-HQ, Is
everyone else. )

HQ s 10% h‘_fgher, Pleasanton is part of Hq'range. Thisis based on market data for salarias in.those
areas. ‘ : : -

10
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And In Acquisitions, vou described before that saimetimies atquisitions lead to.erployees belng.outside '
of the range? : ) B

Ye5', they may come in below or outside the range. Every acqulsition has its own challenge. Loak at job
at old company; hopefully have a comp/salary infrastructure. Do sorme mapping to try and determing |
what we think eacﬁ job Is in olur world, HR and managers wark together to find the right job and to
détarmine the right level. Typically, salarios are notadiusted during an acquisition and that would mean

_ you could fall outslde of our range, above or below it.

IR Department;

[ don’t usually use departmient by itself when considering compeﬁsat'ion. 1 would use hierarchy, similar
to Shauna’s point on supervisor. | would look at function or supervisor. Department Is niot something
that§ would hone in on: )

Shauna - department in the database represents four lavels down from the top of the organization.

Lisa-Supervisor wolld be part ofa deparfment, They could be around 5-6 levels down nan orgatization
o lower and dependlng on location, this Is all below the broader department. Many people In same
department.cauld ba reporting to differant supervisors and warking on different projects.

k. Busingss Unit/Line of Business;

Could be numerous ones- Product Development, Sales, Consulting, Finance could say sales s a line of
business but these are really broad groupings. Product d,evelopmenjc Is another. These are very broad
lines of business,

. -

Supervisor is direct manager to employee. The various supervisors situated in Plessanton could
represent all of our different fines of business.

The way we are orgén?zed lenotby Istation. When | started years 3o, at Broomfield, but this was under
Sun, not Oracle, that was supposed to he & Serviee HQ location. Those days are gone ahd there are
peaple from all different lines of husinkss, there Is no hierarchical coramanallty to the folks that are

1
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there. A superyisor isin one finé of buslness, mine Is HR. A supervisordght dowh the hallfromme . 0
regorts up In product development, .

b Ofganlzationial At ..

Shauna-We doh’t reaily have an organlz"atlg;n_al chart. Sopervisoreade is really the way to lodk at It If
you look at everything for supervisor code - wa don’t pay according toJob groug-or job title because it 1s
braad and different products requiie different skifls. Different peopld.warking'sit same job titles,
have/with differaitskills,

Haw many Praducts doés Gracle have? .

Numerois, - can’t @in say howmany. You may see.in the pews butas a ‘businass we buy companies
and oftén acquire other companies.

m Stock pmgrams? Is this an ESOP? . )Q

ESOP program ] dlfferent than what | wasdesciibing before. ESOP is-an opportunity for anyemplayes
“to have monev withdrawn to buy stock.

.

for the stock prggram, each leader js-given an annual budges of 'stoi:[c- and they cdstade this to their
managers. Similar to a boaus but fis stéck.

Annual budgets are given to eaders at a very high fevels (i.e. Safr Catz, Mark Hurd, Edward Screven)
EV'Pjs and Presidents are the Teaders’. This is where the budgets ara going to go. Regilarly changing
who IsIn the leadership and the fitles but its £vPs and Presidents, This isa lot simpler-eligibilky than the
corporate bonus. This Is typlcally country related. Some at-very: lowest lavels may vot be eligible. {oFCCP
will be requesting this stock eﬁgmlllty one-pager) .

.12, ‘Whao is eligible or ineligible for bonus programs? Which benus programs?

Instructar honus s one

17
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Snot bonus - everyone is eligible but.this is loosely applied: {?} is this o true statement not sure '

&

Signing honuses — are offered. 1t degiends on the Job and the situation. The frequency of s:gmng
bonuses changed based on marketnead. Over carger, signing bonuses have fluctusted. Recenily,
likely ingreasing the amidunt of signihg bonuses. St. Directors for software development may be offeréd
a slgn an bonus, Signing honus might be used 10.covar something that they may be watking away from
atthelr current company. ' . )

Any other types of compensatiot pald?

There [5 also an incéhtlve pian for salesfcomp or consulting.

-13. Do you hdve an employee handbool? If so, please provide a copy of the handhaok,

Yes

14. Do you have written hirjng:’puli&!e.s? If éo, please provide copies of the hiring policies.

1 have limited day to dai Involverent of process for hiring and you should talk to re eryiting,

15.  Doyou have written paosition dﬁcrlptmns? If so, please provrde coples of all position
descriptions at the headquarters and the Pleasanton, CA facility.

Yes we have generit job descriptions. They do differ'between career levels,

)

16. Dods Ofacle copduct sélf-audits of its comipensation? I so, please provide writtén reports
regarding the self-audits, ’

A

shauna: Compllance does under attornay-client privilege.

t

17 Does Oracle conduct pay 2qulty studies? If so, please provide coples of the pay equlty studies.

13
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Shauria — compliance does equity studies, Diiing the Focal review all positions aré locked st when . @

. . -~
.
ta8

Lisa- we don't do equity studles regulariy_hutmay d6 ad hoganaly yses Fncal review isdone pertodscally,
when we geta budget to give merlt Inciéases, Warit to.do it anuuaﬂy, but it epends on market ’
conditions. When we do get 2 budget, thera Is fots:6f reylev of jots of emproyees by managers-and HR.

18, Priofitize the factors given for base pay;

All are important, depends-on job too. WE.'ve-talﬁed atiout skills, educatlan, experierice, ancmarket

'rates, Depends on the sltuation; which wolld have a higher iveighing for that job and selection, Current
or previous safary Is 2 blg factor tep. Lonig taumdry listof whatwe lookatand It diepends on the:
sitation.

19.  Are meritincreases tied to pérforinaice ratings? ' O
Some companies have defined stricture and stric guldel‘nes based orirating number ang % increase, T
Oracie does not kave that typa af strycture, Not 3l groups.aré requlred to have performarice rating.

There Is no formal structure. Supervisor does aot have to conduct performance reviews or give a ratlng '

number. May have salary increases without pefformhance reviev.on the bnoks Or sonfetimes 3 rating

ushng’a 1-5 type scale mayde vsed.

We did not have  coprozte wide merit hudgetin 2083, There §s noformyaf performande review,
Depending on the organization, employees might not have 2 performance review bt fust 3irating.

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

Oracla is divided into two meyit review programs: Sales and n.o'n-sal'és.. Both programs are global.

Focal raview Is not annual and notat the same time; It varies. it's b'eé‘h in July and September-or thislast
one In 2014 was In November. o

The-ones before that were fn 2012, 2011 and 201 Prior to 2010, die tothe recessian, ithad haen “
severalyears since a focal review was cond yéted and mert Increases were given.

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

Oif-cyele reviews are'the onfy other Increase,

14
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Base satary Increase would only hiappen at focal er off-cycle increase,

Eligibllity criteria for merit increases -Have to he here for 60 days. Then there are: the Sales program vs,’

non-sales program. Afew countries arenot eligible too.

OTeligitle emiployees are not eligible for co rpbrate bonus .but eligible for a focal increasé.
. t

20.  Isthereaformula for determfning metft Increases?

No real formula for determining meritincreases. It js basad ah how muth budget did we getand what Is
‘hest for our organlzation onhow to spend it. THere is nat a corporate merit matrix betause every group

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

afi the budget. No corporgte meritmatrix saying what @ manager needs ta do, Budgets drei’t big 56 It's
hard to go crazy with it. To manage this, we use.the same tool that we use for bonuses.

Each-manager will make recommendations In the toal, looks ke spreadshest and tellsyoli If you are
within budget and then ik rolls up the approval hiefarchy. Same approvers for bonus and merlt intrease
as would be for starting salary, gaés up management chaln within that fine of business

Shauna — supervisors do not have 1o do formal performance reviews. Varles. . ‘

21. What docurantation fs used for these merit Increases? .

Same too! as for'borius that you as a manager —show whoever s eligibla. Maka recommendation.
Show if you ovarspent ar within budgetand submit.

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

3

N6. We don’t postevery promotion: Ifit is a new joh, we will postthose.

Shatina ~ some are'posted as a competitive promotion others are promoted ba;ed ‘on job evolving and

Increased responsibiifties, called fi--Job or non-competitive prometlons at some.of the différent facilities.

What are examples of when someone would be promoted without a salary increase?

15
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We look at the circumstances of a promotian, andwhat the currént salary Is. Someone that changes Q
from a sales job .. they are moving inte 2 jobs that doesn't have those elements, wemay or maynot = '
adjust pay. Case by cdse nn whera vou‘ra cdmmg Freima and whete are you galng. Thera Isn't a set

formutfa. Thera are a lot of these'and we'spend.a kit of time on these,

Example, software devéfgper manager'- maybe. came: I through a different job or throtigh an .
acquisition aod is*igh salary in the-range. Then pfomoted o a sr: manager but the employes’s salary is
stilf appropriate in sr.manager range: In that clrcumstaince the employee may not get an increase.

gut if they do 2 good job, they are then eHgIbIe for highar honuses and hlgher salary Increases because
of the new salary range, They also have the naw title-and opportunities which ere Impdriant.

Is Annual target 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
experience, knowledge, skills, and performance? Isthere a numerical value you place-on these
elements?

No formula, depénds on the job. Year's of experlence can bie important. But if we ace fooking for avery 0
particutar skill, we might be. honing In on ik elément.of someone’s resume, Specific need in an

organization-and go out lgoking-fof a specific skt High tech moves so quickly, may have someone with

5 years of experlence but not the Fight $kHl:

"

24, For H1B employess, are there intermal equtty considerations usad in determining
compensation?

1 don’t know if we have thesh at Pleasantor.

H1B folks, depending on the job, determlines what they are eilgible for. Based on the joh these
employees are eligible for all the satite Hohuses arid have same salary ranges,

[ don't even think that there Isa flag for these folks in'the system. For starting salaries, they are given
same salary ranges.and placed in a job based.on experience and other factors,

25, How is salary deterntined whan someone fs promoted? What faciors are considered? .

Depends'on what the joh is. What they arg being promotad-to. No defined formule. Everyone Is going
10 be inaked at diiferently. _ ‘s

16
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26. Is there-anything else that we need to kaowto understand your compensatipﬁ-sys’tem?"

{ gan't think 'of it. 'mi sure you'll have more questions,

Training

1

27.  Have yourecelved training oh Oracle’s AAP and EEQ policies?

"

¥es, Hknow Fve taken some cotrses- numeratis EEQ trainings online.

Shatna-AA training and separate £EQ training-onlinetralning. Petiadicatly, need to take a refresher,

Lida ~As a'new hire 1 have taken several racently. Tharaare soié far new hires that have'to ba done
withii 30 days shd some are repeated annually/evety two years. .

¢

28, . 1§ EEO/Diversity an evaluation factor for officérs?

Shauna - We-pay bohuses to recrultersfor diversity hires. We hava goals by Jocation and: recruiters get
pald. bonuses-for dlversity hires for those goals, which how Include VETS;‘DIsabled

25,  Hastha company ever adjusted any erployee’s compensation based on lts compensation
analysis for its AAPT ‘

"m not aware of any specific action.

Shauna — more of a focal, When broken down by suparviser'codes, it Is tightly buttened up.When you
raally take a look at #t, loak at supetvisors and progucts it's Just a different way to do-business to stay
competttive,

1

How niany employeas are covered Under your-comp plans as Divectar?

17
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Cover non-sales. Roughtly half of the Company - Product development and F & A— 60,600 employees.
‘Ahout 48,000 in US. -About-60,000 ot of 130,0000racle employees. _ .

Most recent hire date- last timé tHey came en to Cracle’s payroll. o
v Original Hire Date:
Dates of Hire- Oracle Hire-Date, Original Hira Date

i.ength of time In position- at Oracle

23
a »

v

Fer acquisitions, | have & continuous service date, keep vacation but if t laft the vacation wou'd be gons,

(f they lzave, they come back, then they don’t gat td keep the benefits, If they Jeave and come back for
a highier salary, we dre very careful. What were they belng paid arid what they'got when they left,

s

Are there many tansfers? ' O

-

Depénds on the group, witli product El-evelopment itis much lass, | probably, atleast ance a; wesk; -
speak to HR manager about transfer and looking for an opinion, in sales side, there is lots of movement,
They just keep the same wage, same Htle and Just decide they want ta move to a-new location. It
‘depends on the stiuation- even from HQ to non-HQ location.

fanges are tied to physical location.

f would be put intoan HQ ranga if | moved but my boss would not automatically give # salaiy increase or
dacrease. : ’

The above is true to the best of my knowledge and regoliection.

ol g, ‘ &/ i / is
Lisa Gorden, Director Compensatlon : Date

+
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.3, Denariment of Labory Oﬂlca of Fuderal Conimet Compiance Programs

ar San Francisoofiay Diatrin) Offjce
gu:r Sirsel, Silg 11100,
Ean Franclsco, Salforia 54303

Apsil 27, 2015

Shauna Holman-Harrles

Diractor Dlverslty ‘Compliafce
Oracdle Amerlcs, Inc. *

Dear Ms. Holman-Harrles:

Tharik you fof your cpoperation and assistance duﬂqg our, Mmh 2427 onsite. It is our dasire
to compieta this cumpilance evaiuatlun ln an efm:lent and eﬁecﬂve fmanper:In orderto
complete the on-site phase ofthe compllance evaluatlnn, wewill peed to gon:junt a follow-up
anshte to interview select first laval. managers; coliega recrutterls), and Oracle’sin house ¢ounsel

Juana Schurman i her capa:lty as\lce President aqggfsodam Gonaral Counsel We would also

like to canduct a brlef faliow-up lnterulaw wlth i}sa G’Erd?u?."ﬁease@ vlse aghethervou hiave

avallability for approximataly thiea té four days from May 80 M§v7 for 3 fo{luw-up opsite, if
this week &f May 2 does not work, please letine know i the week of May 180r, Mqv ;6 are
feasible. & fist of tha Interilawee names wil be santshortly,

P

inaddition, please provide the fallowlng lnformat!nn. sorme of whtgty' fidve ql;éagy :&;;_,
retquested, by Mavs, ani5: O SRRl

1. Ascreénshotef a sifiware developer employes's page on each of Dracle (3 _@ternal wel?s!tﬂs:
{1} Compensation Workhencb {cws) and {2 Information Woskbsneh | (IWB) :squ Cwe,
please also provide 3 scresnshot ofthe page used bv amanager w wheﬂ akln a s’:é" i ng
safary recommendatton for anew hire andg 3 Wage | incréase recammendaﬂon fnr"aﬁ' Omle
employee. (origlnaliy requested gn, Feb[uaw 10 2048} F P

Empinyee psrsunnel actionscnntajning {oh 2nd, salary Inforination aind his‘turv forall’
amployeds; and sbﬁent Interns. This Infgrmation should include, but not be Ilmltad te, |
startjng wages, | gg Ingy q‘ses, bors awards, ,[ob\tltle hqud Intg,; start;ﬁg s'tbék feua! ]nb title
and shpe;visot‘ chaages, ke lg! ,cl}anges, Promation hlstory, perfoFmakica eva!uatlcns,
ranklng informatlon, etc. With btes assuciated forguch actlon. (tha sa!ary hls:ory was
orlgtna!lv ;eques:ed Febiyary 10 2018}

& Datesofany [nternat pay equlty analysis conducted durlngthe past three {fears, as raquired
under 60-2:17. For edch analyils, Includer

Deposition Exhibit 60
Deponent: K. Waggoner

Date: July 27,2018
Reporteri Jane Orossman, CSR No. 5225

Exhibit 8
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a Datasetused for that arialysts
& Actons taken, if any, #5 & reshlt of the analysis

HOCA March 2015 subm[ssIon of nunber of protected Veterans Included only 19 individuals,

VETS 100-Areport stated a total of 137 vaterans, . Plesse provide a detalled explanitlon of
this discreparicy.

Please ;':urovlda & detalled explatiation ofwhy the total workioree I the AAP only had 7,421
employeesbut the 2014 EEO-1 report showed 16,015 employees:

For all employees who were hired during the- reulew ‘period 010172013~ osfsolzom,
Includa the following In sebarate columns:

e Visastatus {yes/tio)
¢ I theyare en vlsa status, inefude the spedfic visa {not fimitéd tor Hls) they were helding

Please resubmit the compensation datshase (snapshot 35.0f 01/61/2014) to Intlucle each of
the follgwing, someé of' which haﬂe a?ready been requested In separate colimns:
Stariing Wages;‘saiary -

Schop! attehq!ed .
: Educatlonq! degree ) A )
- Prlée: salaw immedlatulv hefore]olnhg Oracle

Perfurmance esraluatlon ratlng

Rank fbyr perfumanoe]

Hiré date) Acquisition d date

Haurly wages

Number of hours w?rked .

Years of experlence béfore jolning Oracle

Sock fevel

Hirlng mgnage]r{s)

Ameunt ofslgnlna bonus . . T
”I‘sa Séatus - :

Typa of vha including but mt mmte;: to m

The date [mm/dd!ww) that the visa was Iitially pracessed
Curfent status of visa

Tha date tmm/ddfywyy) that green mr&[permanenr residem: tard was processed

¥ LR

Please rasubmlt the Resume Flles thet were sent an 'mursdav, March 26, 2015, ln an easyto
read fcrmat. The p!cture—fnrmat respmes pasted on MS Wde could ok be easlly read,

Forall appllcana and tatal hiresin the followlrig job ttles fiom faniary 1, 2013 ta June 30,
2014, please provide the follewing:

re  Coples of eacti requisition, irchiding coptes of sach [ob posting and 2ach job description

. . - s . R T L RONCNUS g VS X
wephea g T, - —.— Su e P, B [CERIY, . ol b
T it (I Ul R TR R Ny N B t

-

e
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Coples of all appllcatinns, restimesand any and all supplemental information snhm!tted
by eath appllcant
Name anﬁ jobt ﬂtle of the hiﬁng manager(s) for each requisition
DALE of hire fareaih’ requis!t!on
Naime and job title of intlividual hired for each requlsition

Fe

'l’_*h,
o, .
L
o i
2
@

[ -3

. Software Davetoper 1 {77 applicants; 11 hiras)
Software Heveloper 21328 applicants; 167 hires)
Software] Developer3 {798 appicants; 87 hives)
SGﬁware De\ieloper 4 (B74 applicants; 204 hires)

‘Sofbwarg, Deveiapers {367 opplicants; 56 hires}
: Student Iiterns {or.lab Grouip £1) (1022app}lca'dons* 85 hiras} ’

10) For a1l promotions Imhe following job titles from January 1, 2013 to June 30, 2014, please

provide thi following:

" s Coples ‘of relevaiit dotusientation refstad to the promeotion, including buthot limited | £,
Job picsting, Job desciption and any and all Inforination submdtted by each applicaht for

promotion

for each.promotion, namg; race, gender, date of promotion, Job title.prototad from, jobi

itk promoted into, type of promotlnn {compatitive or non-competitive), chianzeiin sifary,
change Irsttick Jevel”

o Déschption of Oraclé’s promotion grocess

. G
.

Toleszles Business Davelopment Manager
Tekesales!lﬁtemet Sales Monagar
larketng Commf?ﬂ Spedallst4

11) Supporling dacumentatinn of eraployes te;minatlnns far thie faﬂowli'ie job tittesfrom fasuary
1, 7613 to June 20, 20345

s Soﬂm:e Deuelnpar—- Architect {63 total; 3 terminations)

Senlor Internet Sales Consuliant (47 total; 4 terminations)
Associatelnternet Sa!es ﬁepresentative {56 total; 7 termlnatlons}
Prinelpal Salss Consuftant. {35 total; 5 terminations)

Intérnet Seles Reprasentative )t {155 total; 3 terminations)

Flnally, please.confirm that Oratle has provided complate and accufate thfarmatfon far all of

jts dats subrlssians to the OFCCP ta date, Incliging afl relavant compensation Infcrmation

and factors affecting pay as submitted by Dradle. In order to facilitate the mast efficlent and

effective faviaw, we request that Oracle affirmatively state In 2 written response that all i
information submitted to date Iz complete and accurate.
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For the follow-up onsits, we tequest that you .pfévi&b? lﬁt;'ﬂﬂew rooms 5o that we 'm‘ay
conduct 2 simultarieous lntendews while-drisite, We anticipats that ¢ach interview riay take i
up to.2 hotrs, We will work {ogether over the coming days todevelop i interview schedule. ﬁ .

Additional data and/or Inforfiation may e ldentified snd r‘éques‘téd‘ prior to and during the
on-site evaluation. i you have anyquestions, please conitact me at {415) 6257829,

Sincerely, .

Hea Jung A i : .
District Director
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Framz Shauna Hotmah Harleg:

o K =,

ca bignd, Hoan - OFCER; Nal Houfpue; Chades Svakund); B Souch; meﬂa. Vickin Thraise
Subjects Aprl| 27.RFT tem 3

Diter 'n.wsday, Fung 07, 2[)‘}5 1027 47 AM

s

Helio Hed Jung. I em sending this emall In response- to  your réguest #3 in yourApii
27 latter regardlng mternal pay equity snalysis during: Tor answar your question, |

réfer you fo the lengthy intervigw conducted with Lisa Gordon by Brian Mikal over two
days-on January 8 and 43, 2045, Mr. Mikel vas also providad with an axplanation of
pay and the pay review process on Jaruary 9, In sum, pay'squity at Oracle, and

ensuring fairess and consisiancy ‘amang orbelwsen ocharts, is an: going. process;
and an Integral pait of Cracle's evaluaimn of its Coimpensation systems, -

Durlng har interview with Mr. Mikel, Ms Sordon was asked edensively what Oracls
“has In place to assess émployes pay and to ensure faimess and:consistencyrelailve
"to #s jobs.and the Iegmmaie non-discriminatory factorsigad by Oraelg. In suiv, she

- ri————arey
noted the role of HR or Compensation, dndfor & manager, In- ‘reviéwingwhere a new .

hire's pay falls relative lo-incumbent cohorts, She:also referred to tha Company's
eompensation’ policies end training. materials wa previgusly provided to OFCCP. She -
also Identified the process of focal reviews as another 1oo! to asgess relative pay. She

also idéntified the role played by Carolyn Batkifiof and fier. team in essent!alry
providing 2 furthér poliit of § process quality contfal,

As you will also recall, Ms Balkanol was Interviéwed during the.on:site. Athough the
OFCCP never provided-any notes-of her interview, which took place Thursday, March
26, Nelt Bourque was present. As Ms Baikendl! bxplained dufing this interview, she
doas not conduel any substantlVe review of‘pay decigions. Rathier she does quahty
cantrol” of the hiring paperwork and process. She also was askad wheiher, at hier

level, the conversation Ie on raising or lowering salary. She said "ne"-and.thatin any
such instance she would sénd it to "Compensation,”

Deposition Exhibit '[.E /

Deponent:
Date:

With ragard to pay audits to asesss legal complianca with Oracle's nun-dxssnmmahon
obligations afid to flrther erisdre Oracle’s compensahon palicies and practlcas gre
carried out, those are Gondutled by bur outside EEO compllance counseal 3f Orrick.

Best Regards,
Shauna Helman-Harries

. ERACLE

Shauna Holman-Harries - Director Diversity. Cempliance )
Phone: +1 602 333 9112 | Fex: +1 502 333 9112 | Mobile; +3 430-689 1858

Waorldng to oreate an (ndusive, divefee catiure that drives innovatian and business <Deees,
The infarmation in Lhis emalf Is confidential and may be legal ty pnvlfeged it IsIniended salely far the
addressae, Accass ta this emall by anvone else Is unauthocized, IFyou are not the intended yeclplent,
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ahy disclosure, copying, distribution, or any action taken or omitted tobe taken Inveliance-on it, Is T 3
prehibited and may be unlawful, No Internal Oracle emall, except that clearly Intended for pubiic @ * ;
Aistrbution {e.g. Oracle Press Releases), should bi sent to any pariy outside Oracle. e :

o

» {;L\‘g, + Orade is tonimitred to developing practices and protilichs that.hefp protect the enviranment
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