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DECLARATION OF ERIN CONNELL IN SUPPORT OF DEFENDANT
ORACLE AMERICA, INC.’S MOTIONS FOR SUMMARY JUDGMENT OR,

IN THE ALTERNATIVE, SUMMARY ADJUDICATION

Exhibit A: Plaintiff Marilyn Clark’s Responses to Defendant Oracle
America, Inc.’s Special Interrogatories to Plaintiff Marilyn Clark (Set One),
dated August 31, 2018 ‘ ‘

Exhibit B: Plaintiff Rdng‘,}ewe*tt’s Amended Responses to Oracle America,
Inc.’s Special Interrogatories to Plaintiff Rong Jewett (Set One), dated
January 22, 2018

Exhibit C: Plaintiff Manjari Kant’s Responses to Defendant Oracle America,
Inc.’s Special Interrogatories to Plaintiff Manjari Kant (Set One), dated
October 9, 2018

Exhibit D: Plaintiff Xlan Murray’s Amended Responses to Defendant Oracle
America, Inc.’s S pemal Interrogatories to Plaintiff Xian Murray (Set One),
dated January 22, 2018

Exhibit E: Plaintiff Elizabeth Sue Petersen’s Amended Responses to
Defendant’s Special Interrogatories to Plaintiff Sue Petersen (Set One), dated -
September 24, 2018

Exhibit F: Plaintiff Sophy Wang’s Amended Responses to Defendant Oracle
America, Inc.’s Special Interrogatories to Plaintiff Sophy Wang (Set One),
dated January 22, 2018

Exhibit G: Excerpts from the transcript of the Deposition of Plaintiff Manlyn
Clark. which took place on September 14, 2018

Exhxbnﬂ. Excerpts from the transcript of the Deposition of Rong Jewett,
which took place on March 23, 2018

Deposition Exhibit 27: Rong Jewett Resume
Deposition Exhibit 28: Rong Jewett Resume

‘Deposition Exhibit 29: Performance Appraisal for Rong Jewett for
period from June 1, 2012 through May 21, 2013

Deposition Exhibit 35: Promotion Tcmplate for Rong Jewett
Deposition Exhibit 36: Rong Jewett Resume

Exhibit I: Excerpts from Volume I of the transcript of the Deposition of
Plaintiff Manjari Kant, which took place on October 19, 2018 ‘

Deposxtmn Exhibit 7. LinkedIn profile for Manjari Kant
Deposition Exhibit 11: Manjari Kant Salary & Assignment History
Deposition Exhibit 20: Performance Appraisal for Manjari Kant for

period from June 1, 2011 through May 31, 2012
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Deposition Exhibit 21: Performance Aﬁprﬂiéai for Manjari Kant for
period from June 1, 2012 through May 31, 2013

Deposition Exhibit 23: Performance Appraisal for Manjari Kant for
period from June 1, 2014 through May 31, 2015

Deposition Exhibit 24: Performance Appraisal for Manjari Kant for
period from June 1, 2015 through May 31, 2016

Exhibit J: Excerpts from Volume II of the transcript of the Deposition of
Plaintiff Manjari Kant, which took place on November 2, 2018

Depasitiﬂn Exhibit 28: Manjari Kant Resume -

Exhibit K: Excerpts from the transcript of the Deposition of Xian Murray,
which took place on May 11,2018

Deposition Exhibit 3: Email from Xian Luo to Sharon Yang, dated Ju%y 1

26,2016, and attached resume of Xxsm Murray
Deposition Exhibit 14: Xian Murray Assignment History

Deposition Exhibit 19: Performance Appraisal for Xian Murray for
period from June 1, 2011 through May 31, 2012

Deposition Exhibit 20: Pmmcmon Template for Xian Luo

Exhibit L: Excerpts from the transcrxpt of the Dep@snmn of Plaintiff
Elizabeth Sue Peter‘scn, whlch took place on September 26,2018

Deposition Exhibit 4: Advertisement placed on LinkedIn by Altshuler
Berzon LLP-

Deposition Exhibit 10: Google Hangout chat log between Elizabeth
Sue Petersen and DeeAnna Muthart, dated March 9, 2018

; Depbsiﬁon Exhibit 13: Google Hangout chat log between Elizabeth Sue

Petersen and DeeAnna Muthart, dated January 16, 2018

Deposition Exhibit 35: Pertformance Appraisal for Elizabeth Petersen
for the period from June 1, 2012 through May 31, 2013

Deposition Exhibit 36: Performance Appraisal for Elizabeth Petersen
for the period from June 1, 2013 through May 31,2014

Deposition Exhibit 37: Performance Appraisal for Elizabeth Petersen
for the period from June 1, 2014 through May 31, 2015

Deposition Exhibit 38: Performance Appraisal for Elizabeth Petersen
for the period from June 1, 2015 through May 31, 2016

Exhibit M: Excerpts from Volume I of the transeript of the Deposition of
Sophy Wang, which took place on March 9, 2018

Deposition Exhibit 13: Sophy (Xiang) Wang Resume
Deposition Exhibit 16: Promotion ’l“emplam for Sophy Wang
Deposition Exhibit 17: Promotion Template for Sophy Wang
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Exhibit N: Excerpts from Volume II of the transcnpt of the Deposmon of
Sophy Wang, which took place on March 30, 201 8 ;

Exhibit O: Excerpts from the transcript of the Deposxtwn of Anje Dodson
which took place on July 17,2018 :

Exhibit P: Excerpts from Volume I of the transcmpt of the Deposmon of Kate |
Waggoner, which took place on July 26, 201 8 : |

Deposition Exhibit 25: PowerPoint Slide Deck titled “Oracle -
Compensation & Mapping”

Deposition Exhibit 26: “Global Job Classiﬁcatiﬂn” Table
Deposition Exhibit 42: Oracle Compensation Guidelines
Deposiﬁon Exhibit 43: Oracle Job Posfing Descripticns

Exhlbxt Q: Excerpts from Velume 11 of the transcript of the Dep031tmn of
Kate Waggoner, which took p}ace on July 27,2018

Deposition Exhibit 47: Oracle Hmnan Resources Websxte, Job Changes
and Discretionary Titles ~

Deposition Exhibit 51: PowerPc)mt Shde Deck m:led “Q4FY15HR
: Webmar”

Exhlblt R: Letter sent by James Fmbexg, counsel for: Plamtlffs, to Kathryn
Mantoan, counsel for Oracle, dated October 10,2018

‘Exhibit S: Letter sent by James Pmberg, counsel for Plaintiffs, to. Erm
Connell, Kathryn Mantoan, and Jessica James, counsel for Oracle, dated
November 5, 2018

Exhibit T: Stlpulatmn in Lieu of Dﬁpomtmn Regarding Plamtlffs Murray and
Jewett’s Chat Messages entered by the Parties and dated December 4, 201 8,
and excerpts from the logs of chat messages produced by Plamﬁffs Rong
Jewett and Xian Murray

Exhibit U: Declaration of Winifred ‘Chang and attached translatxon of Google |
Hangout chat logs :

Exhibit V: Plaintiffs’ Thirteenth Set of Requests for Production of ‘
Documents to Defendant Oracle America, Inc., dated October 1, 201 8

Exhibit W Affidavit of Custodian of Records and excerpts from the busmess
records of Workday, Inc. pertammg to Manj ari Kant
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DECLARATION OF KATE WAGGONER IN SUPPORT OF DEFENDANT
ORACLE AMERICA, INC.’S MOTIONS FOR SUMMARY JUDGMFNT OR
IN THE ALTERNATIVE, SUMMARY ADJUDICATION

Exhibit A: PowerPoint Slide Deck titled “Annual I ocal Program (Sales &
Non-sales) and Workforce Compensation

Exhibit B: PowerPoint Slide Deck titled “Global Compensation Training —
Managing Pay Module”

Exhibit C: PowerPoint Slide Deck txﬂed “Global Compensatmn Training —
Salary Ranges at Oracle” '

Exhibit D: PowerPoint Slide Deck titled “Global Compensatmn Training -
Job Classification and Gl obal Table Module” :

Exhibit E: PowerPoint Slide Deck titled “Managmg Compensauon

DECLARATION OF ANJE DODSON IN SUPPORT OF DEFENDANT

ORACLE AMERICA, INC.’S MOTIONS FOR SUMMARY JUDGMENT OR, ||

IN THE ALTERNATIVE SUMMARY ADJUDICATION
Exhibit A: Oracle U.S. Employee Handbook Excerpts
Exhibit B: Candidate Visit Checklist for Pingping He

Exhibit C: Performance Appraisal for Yao Yao for the pemod from June 1,
2015 through May 31, 2016

Exhibit D: Performance Appraisal for Yao Yao for the period from June 1,
2016 through May 31, 2017 : ‘

Exhibit E: Promotion Template for Yao Yao
Exhibit F: Candidate Offer Information fér Yao Yao

Exhibit G: Performance Appraisal for David Manes for the period from June
1, 2013 through May 31, 2014

Exhibit H: Performance Appraisal for David Manes for the period from June
1,2014 thmugh May 31, 2015

Exhibit I: Performance Appraisal for David Manes for the period from J une
1,2015 th;mugh May-31, 2016

Exhibit K: Performance Appraisal for Owen Richards for the permd from
June 1, 2013 through May 31,2014 :

Exhibit L;: Performance Appraisal for Ray Winther for permd from June 1,
2013 through May 31, 2014

Exhibit M: Performance Appraisal for Ray Wmther for period from June 1,
2014 through May 31, 2015

Exhibit N: Performance Appraisal for Ray Wmther for period from June 1,
2016 through May 31, 2017
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DECLARATION OF STEVEN MIRANDA IN SUPPORT OF DEFENDANT ‘
ORACLE AMERICA, INC.”S MOTIONS FOR SUMMARY JUDGMENT OR,
IN THE ALTERNATIVE, SUMMARY ADJUDICATION

Exhibit A: Oracle Webpage titled “Products A-Z”

Exhibit B: Oracle Webpage titled “Strategic Acquisitions | Oracle”
Exhibit C: Oracle Webpage titled “Acquimd Produces A-Z | Oracle”
Exhibit D: Oracle Webpage titled “What is CRM? | Oracle”

DECLARATION OF CHAD WAYNE KIDDBR IN SUPPORT OF
DEFENDANT ORACLE AMERICA, INC.’S MOTIONS FOR SUMMARY
JUDGMENT OR, IN THE ALTERNATIVE, SUMMARY ADJUDICATION

DECLARATION OF VICKIE THRASHER IN SUPPORT OF DEFENI{)ANT :
ORACLE AMERICA, INC.’S MOTIONS FOR SUMMARY JUDGMENT OR,
IN THE ALTERNATIVE, SUMMARY AD TUDICATION ‘

DECLARATION OF JOSEPH ALBQWICZ IN SUPPORT OF DEF ENDANT
ORACLE AMERICA, INC.”S MOTIONS FOR SUMMARY JUDGMENT OR,
IN THE ALTERNATIVE, SUMMARY ADJUDICATION

DECLARATION OF JAMES PAT CALDWELL IN SUPPORT OF
DEFENDANT ORACLE AMERICA, INC.’S MOTIONS FOR SUMMARY
JUDGMENT OR, IN THE ALTERNATIVE, SUMMARY ADJUDICATION

DECLARATION OF LINDA KOOS IN SUPPORT OF DEFENDANT
ORACLE AMERICA, INC.’S MOTIONS FOR SUMMARY JUDGMENT OR,
IN THE ALTERNATIVE, SUMMARY ADJUDICATION

10.

DECLARATION OF DENISE LEE IN SUPPORT OF DEFENDANT
ORACLE AMERICA, INC.”S MOTIONS FOR SUMMARY JUDGMENT OR,
IN THE ALTERNATIVE, SUMMARY ADJUDICATION

11.

DECLARATION OF ANSHUMAN SHARMTAIN SUPPORT OF
DEFENDANT ORACLE AMERICA, INC.”S MOTIONS FOR SUMMARY
JUDGMENT OR, IN THE ALTERNATIVE, EiUMMARY ADJUDICATION

12.

DECLARATION OF ROCHELLE SUTHERLAND IN SUPPORT OF
DEFENDANT ORACLE AMERICA, INC.”S MOTIONS FOR SUMMARY
JUDGMENT OR, IN THE ALTERNATIVE, SUMMARY ADJUDICATION
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Dated: January (g20}9 ORRICK, HERRINGTON & SUTCLIFFELLP |
5 ¥
- ERIN M. CONNELL
~ Attorneys for Defendant
ORACLE AMERICA, INC.
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I, Kate Waggoner, declare as follows:

1. I make this declaration in‘ support of the motions of Ozfac]e America, Inc.
(“Oracle”) for summary judgment or, in the alternative, summafry adjudication. Ihave personal
knowledge of the matters discussed in this declaration or, where ‘stated, base my statements onmy |
review of records kept in the regular course of business by Oracle. If c&lled to tegtify :to thé :
information in this declaration, I could do so competemly‘. Before signing this declaration, I read
it carefully to make sure it was accurate, and it is. [ was not pressured or required to sign this
declaration. I am providing this declaration voluntari ly.

Background

2. I am currently Senior Director, Giobal‘(ﬁmnpen@ti@n at Oracle, and have been
since approximately January 2018. Prior to that I worked at Oracle as Director, Cumpensati‘bﬁ \
(from appmxi’mate}y Nﬂ#eniber 2014 to December 201 7"}; Senior Méﬂager, Cc‘s‘mpemia\tiﬂn (fmm
approximately March 2012 to October 2014); and Compensation Analyst (from approximately
March 2005 to February 2012). 1 joined Oracle following its acﬁqtﬁsitian of :Pe:ableSth, In@ m
2005; previously Thad worked at Time Wamef Telecom, J.D. Edwarc‘i‘\;a; and PeopleSoft, all in
compensation-related roles. I'hold a B.A. in psychology with a minor in smti:#ics from the ‘
University of Northern Colorado and an M.A. in human reéoumea and inciuafrial relations fmm
the University of Minmez«iota»ffwiri‘dtiess. | |

3. In my current role, I am responsible for Oracle’s global compensation programs;

- the administration, setup, and rollout of annual focal review, corporate bonus, and equity

programs (when offered); overseeing maintenance of and updates to Orac:!e’sglobaljob téb!e; :
and supervising merger and aéqttisitian. (M&A) activities related to compensation, which involves
the transition of acqiiikrecf employees into Oracle’s jobs, pay programs and plans. Ireport to Phil
Jenish, Oracle’s VP of Compén‘satim and Workforce intéﬂigence.

4. Given my current aﬁé former roles and long history with Oracle, 1 am familiar
with the breadth of products andéervices that Oracle develop&i‘and éf‘férs to customers. Iam also

familiar, given my role, with Oracle’s history of acquisitions.
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Oracle’s Products, Services, and Workforce
5. Oracle 1s a leading global technology company that provides cutﬁingqedges,‘oﬁware

and hardware products and related services to customers woric!widf:,k Oracle’s more than 800

products and services are designed for customers of any size, from small business to large global

corporations.

6. Our products vary widely in the technologies they power and the functions they
support, For example, Oracle’s products include everything fmrﬁ cioﬁd éomputing solutions to.
middleware to industry-focused software to hardware to network solutions and more. Oracle’s
application, platform, and infrastructure technologies enable enterprise infbrmation technology

environments worldwide. More broadly, Oracle products assist customers with an array of

objectives, including enterprise resource planning, customer experience and customer relationship |

management, procurement and supply chain management, human capital and talent management,
business analytics, financial management, and governance, risk, and compliance.

7. Oraalie provides comprehensive services to sﬁpplemmt and support its products.
Those services include providing security assessments an& pu,f‘sﬁi‘ng‘ software enhancements and
upgrades, as well as providing excellent customer support and education.

8. One of the primary ways Oracle has grown its uniquely diverse business is by
acqaisitie‘n. Ac‘c:;uisitians‘ enable Oracle to innovate faster and provide an un?amlie}ed breadth
and depth of technology pmdtwts and services.

9. Oracle has acquired top companies like PeapleS‘af‘t‘, Suﬁ ‘Micmsystemks; NetSuite,

and others that foﬁua; on specialized technologies and services, many of which differ in important

ways from Oracle’s legacy product offerings. Together these acquisitions have added hundreds

of new products mOr@cIek’g portfolio,

10. I have reviewed extracts from Oracle’s centralized data systems which are kept in -

Oracle’s regular course of business and contain our system of record regarding the employment

records of Oracle employees. Those extracts reflect ihét, as of Jahuary 1,2019, ‘Qreicie empldyed :

more than 48,000 emplhy;eazs nationwide. As of that date more ‘than} 1,000 employees worked at

its headquanerg locaticn in Redwood Shores, California, and more than 3,000 employees worked :
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in other offices throughout California (including in Irvine, Los Angeles, Oakland, Pleasanton,
Rocklin, San Diego, San Mateo, Santa Cla;m and Santa Monica) or are home office workers who
reside in California. Many of these other California iccafii)ﬁs Were inil:iatéd as Oracle offices
following an acquisition and continue to be staffed largely with former employees of the acquired
company working on iegaey products of that company. The groups of employees who work at
different locations in California thus often work on entirely different product lines and support
wholly different sets of customers.

Oracle’s Lines of Business/Functional Hiemrghg

1. Oracle is organized functionally into lines of business (*LOBs"), each of which is

generally focused ona distinet part of Oracle’s business or operations. Although others at Oracle -

may use the term “LOB” in different ways, from the perspective of the Compensation team, each
of these LOBs is defined by its particular leader or head, who in turn reports directly to one of
Oracle’s CEOs (Safra Catz or Mark Hurd) or its CTO (Larry:Elli‘ﬁon),

12. Atthe hig}wm levels, LOBs encompass entire segments of Oracles” business or
operations, Additional layers divide employees into narrower sub-organizations and teams that
reflect increasingly specialized areas of the company. These specialized teams differ in terms of
their import to the company and their role in the campany"s strategic vision.

13, Managers within these LOBs fan out through a réporting hierarchy that ultimately
ends with “first-level” {or “direct”) managers who mpawi@e individual contributors. This
managerial hierarchy is in a near-constant state of flux, to ‘reﬂkeﬁt Oracle’s evolving technologies
and portfolio structures,

14, Budgeting decisions and allocations for bonuses and/or salary raises are made
within the framework of this LOB hierarchical structure, and can reflect differing allocations to
different teams and units based on (among other things) the importance of retaining and
motivating employees on that team. Accordingly, the particular team an employee works within,
and where that team is situated within Oracle’s LOB stmgml“eﬁ, may impact individual
compensation. The budget allocated to a particular LOB (or subset thereof) may also be impacted
by the composition of that LOB in terms of the country or countries where employees in that
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LOB work, as different per-country weights are applied when determining how much budget to

allocate to account for differences in market conditions, among other factors.

15.  Attached as Exhibit A is a true and correct copy of a training presentation entitled -

“Annual Focal Program (Sales & Non-sales) and Workforce Compensation” that was prepared by
the Compensation team for presentation to HR business partners at Oracle

( (}RACLEJEWE'}"’I;WOOOQS276), Asnoted in the speaker notes az;;c‘:ﬁ‘mpaz‘lyiug slide 6:

“Budgets are published to the‘tcrp executive level of the organization ‘base‘d on‘eligible salaries for
eligible employees on September 1. Each LOB leader is then abié to determine the method of
cascading budgets in their organization.” Because of my responsibility for the administration, ‘
setup, and rollout of Oracle’s gibbal compensation programs, [ am familiar with how the budget :

allocation process works, and believe this to be a true and accurate statement.

Oracle’s Global JﬁbTalﬂe and Classification System

16.  Job functioné are é different way that Oracle Ox‘ganizés its emﬁloye@s for different
purposes, and are the highest level cia,ﬂsiﬁcation in the global job table that my team maintains
and updates. Job functions describe, in broad strokes, the general kind of work an employee
performs — forexample, Legal, Administrative, or Product Development. Job functions sweep in
huge numbers of employees with vastly different skills, duties, and responsibilities, and do not
capture or reflect any particular emptoyee’s day-to-day-job dmiéza, Emplayees in the f’rodgmt
Development job ﬁmcﬁmx, for :exampieﬁ work on differing components of all manner of
applications, platform, and infrastructure products. Employees within the IT job function work in
areas including business impiemamatim and planning, data center services, netwoikt 5¢;rvicc&;; and
risk management. And employees within the Support job function provide services related to
products ranging from legacy mi—-pmmi&e solutions to cloud-based solutions and other emerging
technologies. |

17.  Thave mviw;feci copies of data files produced to Plaintiffs in this case, which I
understand contain extracts from Oracle’s centralized data sys;teméa which contain data recorded |
dnd maintained in the regular course of business by Oracle. Thé%t data shows that approximately
13,600 individuals were employed in-the Product Development job function in one of Oracle’s
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California offices at some point from June 16, 2013 forward (which is the time period that T
understand to be at issue in this case), approximm@‘iy 1,700 individuals were embloyed in the IT
job function during that time period in California, and approximately 1,160 individuals were
employed in the Support job function in California during that time period.

18, Unlike LDBS, job functions do not have a single head or leader. The individuals
who work within a given job function work across different LOBs and report to many different
leaders, who in tufn oversee many different pmduct‘s and teams." For example, an employee
within the Product Development job function does not necessarily work within the LOB
previously led by Thomas Kurian, the President of Product Development at Oracle, during the
relevant time period; employees within the Product Development job function are spread across
various LOBs.

19. Employses within e:acﬁ of these sweeping job functions are organized into more
narrow groupings called specialty areas, and, within each specialty area, job families (e.g.,
applications d&velop&ré}. Each job family is comprised of multiple éyste:m job titles. System job
titles generally reflect a progression of development within a job family (e.g., Appficatiéns‘
Developer 1, Applications Developer 2, and so orz:). Each of these system job titles corresponds
to a unique job code.

20.  Because I am responsible for overseeing the mainwbanm of and updates to
Oracle’s global job table {which contains Oracle’s system : job ‘liiifﬁtﬁ},‘ fam familiar with Oracle’s
system job titles, including those used by Oracle in California. Exampiéé of system job titles in
use in Caiifbmiz& during what [ understand to be the relevant pcric}d (as reflected in the data files
produced to Piéim:i‘f‘fe‘; in this case) in the Product Development job fum‘:tién in California include
HW Deve!opmént Technician 1-3, Layout/Mask Designer 2-3, Product Mgmt/Strategy SVP ~
Prodev, QA Analyst 1-5; Software Developer — Architee::g and Technical Writer 1-5 ~ Prodev.
Examples of system job titles in use during the relevant period in the IT job function in California
include Database Administrator 1-5, IT S’@uritry Analyst 1-5, 1T VP, and Project Mgmt Sor

Director. Examples of system job titles in use during the relevant period in the Support job

-5

WAGGONER DECLARATION

13



a2

function in California include Business Services Director — Support, Customer Service Analyst - -

6 — Support, Field Support Analyst 1-5, and Product Support VP,

21. Each level of grouping within the job table that my team maintains and updates—

job function, specialty area, job family, and system job ‘tiﬂe%prm'id@s a high-level descriptic)n of

the work performed by employees with that label. Even the most granular label in this
taxonomy-—system job title-—does not account for dif’femnc@ in individual job duties among the

employees with that label, and there are indeed many differences. Employees with the same

system job title may work on different tools and use different programming languages. Their jobs

may require them to work different numbers of hours or attend a different number or type of ‘
training. Some employees spend much more time in meetings than others with the same system

job title, whereas others do much more coding. Some work on more complex products than

others. Some work on many components or sub-areas within the produet at a given time (or over

the course of time), whereas others work on only one or two.

22.  Because I am responsible for overseeing the maintenance of and updates to
Oracle’s global job table, I also am familiar with the ~salary~rangm that accompany Oracle’s
system job titles. Eﬁch s;yétém job title at Oracle is associated with a broad salary-range. Wirhin
the state of Cfaiif?:)mia, hdwc:vm", there are two sebarafe s;ét's c)f salary rangés: one that applies to
employees who work in zip codes we define for this purpose to énwmpﬁé& the San Francisco Bay
Area (sometimes referred to {m the Compensation team as the “HQ Salary Range™), anda
separate set of salary ranges that applied to employees who work elsewhere in California
(sometimes referred to on the Compensation team as the “NoanQ Salary Range”)., My team
reviews each set of ranges for each system job title each year and remrmﬁenés range adjustments
if and as we deem appropriate based on, among other things, m&rkat research of (;ompfmﬁaﬁon

benchmarks in use at other techrmic}gy C{)mpames with whom Oracle competes for taiem These

salary ranges generally span — of dollara For e?{ample, in FY2018, the miary
range for an Applications Developer 3 at HQ spanned neatly -«»«ﬁom —‘to
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23.  System job title reflects an individual’s career level. The global carcer level

structure has two paths: Management (corresponding to codes M1-M10) for those whose primary

responsibility is management of two or more regular employees, and Individual Contributor
(corresponding to codes ICO-IC6) for all other roles. There is no correlation between a given
“step” in those two tracks—in other words, one cannot assume that an individual contributor in an
IC3-level role is any more or less experienced than a manager in an M?Ievei role.

24, Some émpioyees (but not ally have a discretionary job title as weli as a system job

title, which in many cases is more descriptive and specific than the system job title. As with

system job title, the details of the work performed by two individuals with the same discretionary -

job title may vary significantly. Among many other factors, such individuals may work on

different produets; supervise or serve as a lead for a different number of employees; and work a

different number of hours.

Oracle’s Compensation Framework, Training, and Processes

25, Inmy directorial and mané;germl roles at Oracle, I am familiar with Oracle’s
compensation framework and its goals. The aim of that compensation framework is to achieve
the overarching goals of equity within teams and recognitiah of each employee’s particular
knowledge, skills, abilities, permmmnce, experience, and contributions to the company.

26.  Oracle’s compensation systen is highly decentralized in order to further its
business need to recégnize individual skills and contributions.. An employee’s dikfect manager—
who knows individual employees” work and how their work czﬁgzpafes to that of others—typically
plays the most significant role in setting that ﬁ::mpmyee’s compensation. Fim!;»liné managers, ftgr
example, determine the étaﬁing compensation to offer to new hires. Similarly, most salary =
increases occur during the annual focal review process (in years Whm there is a focal review
process). Although these individual salary increases ultimately are subjéct to an 3ppl'd‘v’31i
process by more senior management to ensure alignment with budget, 3enior‘managers generally
defer to and rarely change the decisions of the lower-level managers&

27.  Compensation budgets are managed through a‘ computerized ct}mp&nsaﬁﬁn tool
called Workforce Compensation. Different LOBs (and sub-organizations within each LOB)

-7-
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cascade compensation (salary, bonus, and equity) budgets down through their organizations to

different levels. In other words, in one organization an employee’s second-level ‘manager may

control the budget for her compensation, whereas in another organization the budget may be held -

at a higher level. Even within a single LOB, budgetary audmrity may be cascaded to different

Iévels in different parts of the LOB. And the level to Whieﬁ budget is “pushed down” may iﬂks«z)‘ :

vary for different compensation programs; for examplé, a given LOB (or sub-part of an LOB) ‘
may push down bonus award approval authority in a given year or cycle to one managerial level,
but focal salary increase approval authority to a diﬂémﬁt‘leizei.

28. Whatever ;ﬁanagc:r is the last recipient of budget allocation determines how to
distribute the budget in the form of compensation awards to individual employees. The rﬂgﬂagﬁ:‘rﬁ;
responsible for recording those decisions in the compensation tool may exercise thgzir own
juﬂgmmt or consult other managers (for example, if they do not directly supervise the ﬁnlpioyees

at-issue) for their views. Usually, first- or second-line managers play a primary role in the

allocation decision. From there, in the vast majority of cases, the approval process simply acts as |

a check to review whether managers stay within allotted budgets.
29.  In the training that members of the Compensation team prepare and provide to
managers, managers are advised to take a comprehensive view in making compensation

recommendations. For instance, managers may award greater compensation—particularly

bonuses or incentive stock awards—1to those employees who work on more complex products.

Likewise, managers may provide additional compensation as incentive to employees who work
Qn products that require skills for which the labor market is partimlari y-competitive.

30.  Through trainings provided by the Compensation team, individual ménagerﬁ are
encouraged to consider the relative peiy among @mpioyceé on their particular téams when making
compensation decisions, including awarding bonuses and salary increases through the focal
review process, and to strive for pay equity while accautiting for all relevant factors. Managers
are expressly instructed to make compensation decisions wii:hout regard to employees’ gender or

any other protected characteristic,
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31.  Attached as Exhibit B is a true and correct copy of a training presentation entitled

“Global Compensation Training: Managing Pay Module™ that was prepared by the Compensation |

team for presentation to managers at Oracle (ORACLE_“JEWE"YTM{)Q{)OOBZ?%’?Z),

32, Attached as Exhibit C is a true and correct copy of a training presentation entitled

“Global Compensation Training: Salary Ranges at Oracle” that was prepared by the

Compensation team for presentation to managers at Oracle (ORACLE_JEWETT_000003 73406},‘

33.  Attached as Exhibit D is a true and correct copy of a trainingpreseﬁtatim entitled |

“Global Compensation Training: Job Classification and Global Job Table Module” that was
prepared by the Ciqm}némlsatian team for presentation to h}an:&gers ai f}'rac}e
(0RACLE__}EWETT;%QGO@#%G?7).

34, Attached as Exhibit E is a true and correct copy of a training presentation entitled
“Managing Compeﬁs&tiom July 2816” that was prf:pared by the Com;:aéﬁs;atim team for
presentation to managers at Oracle {ORACLF JEWETT _00006577). ‘

35. Oracle fmgages lagal counsel to direct prmlawd pay analyses mdux}m ¢ areview

and evaluation of Oracle’s pay systems; pay dmmom, and pay data ag warramed, for the purpose

of providing legal advice regarding Oracle’s coﬂxﬁkiamc& with aﬁjpli«;éxble state and federal non-
discrimination requirements and to assess legal risk. |
Oracle Data: Nam&d Plaﬁmff
36, A,a a r&guiar part of my job, I have access to Oxacle s centralized data systems and
consult those systems as needed to review and analyze employment data related to Oracle
employees. These data syétems are kept in Oracle’s regular course of business and contain our
system of record regarding the employment records of Oracki émpiayees‘ |
37.  @have reviewed extracts from these data syﬁterﬁs that wérc produced to Plaintiffs
in this case, including the folidwing files:
¢ ORACLE_JEWETT 00001166 (Iewett Merged Assignment History,
Medfcare and Sal Admin.xlsx)
¢ ORACLE JEWETT 00001 180
(Jewett Emp_Personal Experience Qualification Assign Details.xlsx)
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¢ ORACLE JEWETT 00007080 (Print Report Petersen, Sue - Assignment
History.xlsx)
s ORACLE JEWETT 00030955 (Jewett_gsi comp_history.xlsx)

38.  In particular, I have reviewed certain emploﬁ‘m@nt data from the files referenced

above related to Plaintiffs Xian Murray, Sophy Wang, Rong Jewett, Manjari Kant, Marilyn Clark,

and Elizabeth Sue Petersen. I provide this information in more detail below.

Xian Murré,z

39, Xian Murray (PERSON_ID 890795153; EMPLOYEE NUMBER 122600) began -

working for Oracle on March 1, 2011 in an Applications Developer 2 role, associated with

Organization PD98 (Fusion HCM Develobmem ~ORCL USA). Effeétive July 30, 2013, she was

promoted to an Applications Developer 3 role. She terminated her employment on October 21,
2016. Atall times during her employment she was as;smiate}d with Organization PD98 and
assigned to Oracle’s Redwood Shores location (zip code 94065).

40. - Ms. Murray had an‘zmnu‘al salary of $1 15,000 when she joined Oracle. She

received a raise effective January 3, 2014 to $115,294: another mise effective Nommbap 16, 2014

to $118,064; and a third raise effective October 1, 2015 to ‘$i20,425‘28. Shcdid not receive any

other raises during her employment with Oracle.

41. - As part of her starting compensation package, in March 2011 Ms. Murray received

a-one-time sign-on bonus of $6,000 and a one-time stock award of 2,800 \ur‘iité;,

42, Ms. Murray received a one-time cash bonus of $2,300 on August 3 1,2012, and
another one-time Bonus of $1,902.35 on September 15; 2014, She did not receive any ﬂthér cash
bonuses during her ampk;jmmt with Oracle. |

Sophy Wang

43, Xiang (Sophy) Wang (PERSON_ID 889149310; EMPLOYEE NUMBER 94896)

began working for Oracle on October 1, 2008 in an Appiicaﬂtms f)eve’mpef 2 role, associated

with Organization SL64 (Fusion SCM Df:ve}opmem). ‘Effective April 13, 2011, she was

promoted to an Applications Developer 3 role. Effective November 16, 2015, she was promoted E

to an Applications Developer 4 role. She terminated her employment on March 1,2017. Atall
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times during her employment she was associated with Organization SL64 and assigned to

Oracle’s Redwood Shores location (zip code 94065).

44.  Ms. Wang had an annual salary of $95,000 when she joined Oracle. She recéiw:d ‘

a raise effective September 1, 2011 to $99,500, another raise effective October 1, 2013 to
$108,455; and a third raise effective ﬁeptember 26,2014 t0 $114,018; and a fourth raisé effective

October 1, 2015 to $118,018. She did not receive any other raises during her employment with

| Oracle.

45.  Aspart of her starting compensation package, in October 2008 Ms. Wang received

a one-time sign-on bonus of $6,000 and a énefﬁme stock award of 2,800 units.

46. Ms. Wang received a one-time cash bonus of $3,800 on August 31, 2010; another

one-time bonus of $5,750 on August 15, 2011; another one-time bonus of $3,500 on August 31,
2012; and another one-time bonus of $1,900 on September 15, 2014. She did not receive any

other cash bonuses during her employment with Oracle.

Rong Jewett

47, Rong Yang (Sharon) Jewett (PERSON D 891355674; EMPLOYEE NUMBER ‘

131253) began working for Oracle on April 2, 2012 inan Applications Developer 2 role,
associated with Organization SL64 (Fusion SCM Development ~ ORCL USA). Effective May 5,
2014, she became as&oéia&ed with Organization PD98 (Fusion HCM Development — ORCL
USA), while still in an Applications Developer 2 role. Effective November 23, 2015, she was
promoted to an Appﬁcati(ms Developer 3 role. She i‘ﬁf'm‘ina‘t&d her fﬁmpiﬂymem onJuly 14, 201{?}‘_
At all times during her employment she was assigned to Omck:’s Rc:dwood Shores location (zip
code 94065).

48.  Ms. Jewett had an annual salary of $105,000 when she joined Oracle. She
received a raise effea;ti&*& November 16, 2014 to $107,100. ’Shc‘: did not receive kanymhe‘r raiﬁcé
during her employment with Oracle.

49.  As part of her starting compensation package, in April 2012 Ms. Jewett received a

one-time sign-on bonus of $10,000 and a one-time stock award of 2,800 units.
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WAGGONER DECLARATION

19



[

[N S R - I L T T S S

50. Ms. Jewett received a one-time cash 'bz:}ﬁus of $};,575‘ on September 15, 2014. She
did not receive any other cash bonuses during her empie’ymeni with Oracle.

Manjari Kant :

51.  Manjari Kant (PERSON 1D 887019584, EMPLOYEE;NUMBER 63646) became
an Oracle employee effective Marcﬁ 1, 2005, following Oracle’s acquisition of PeopleSoft, Inc -
Ms Kar}t initially joined Oracle in a QA Analyst 2 role, associated with Organization PD22 ‘

(PSFT Quality Assurance — Tools — ORCL USA). Effective September 1, 2005, she was

promoted into a QA Analyst 3 role, Effective July 12,2006, éﬁe was promoted into a QA Anatyst‘

4 role. Effective December 7, 2009, she became associated with Qrgaﬁizatim} PD21 (PSFT

Enterprise Tools — ORCL USA). Effective June 17, 2014 she was promoted into a QA Analyst 5

role. She remained associated with the same Organization and in a QA Analyst 5 role until she

‘ terminated her employment with Oracle on June 9, 2017.

52.  Oracle’s records for Ms. Kant include in the“‘TERMMATIONWCOMMENTS”

field the following note: “Manjari was also unsure of the future of PeopleSoft product, especially |

resources in North America.”

53.  Ms. Kant had an annual wlary of $72,100 when she joined Oracle. She received a

raise effective Scptemhef 1,2005 to $74,984; another raise éfféctive September 1, 2006 to

$7?}500; a third raise effective December 1, 2007 to $83,100; a fourth raise éfféctive July 1, 2010
i:o $87,255;'a‘ﬁf‘t{h raise effective September. 1, 2(”2 to %9,,896; and a sixth raise efﬁ:étive
November 16, 2014 to $94,396. Shedid not receiveany other raises during her employment with
()raéle.

54.  Ms. Kant received nine cash bonuses during her employment with Oracle: $3,1 11
on May 31, 2005; $1,446 on August 31, 2005; $1,875 on March 31, 2006; $3,374 on August 15,
2006; $3,100 on Octo‘b@r‘w, 2007; 96,648 on August 15, 20(3& $1.6620n August 31, 2()(’)9;‘

Il $2,500 on August 31, 2010; and $3,750 on August 15, 2011.

Marilyn Clark
55. Marilyn J. Clark (PERSON_ID 887017850; EMPLOYEE _NUMBER 61933)
became an Oracle employee effective March 1, 2005, following Oracle’s acquisition of
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PeopleSoft, Inc. Ms. Clark initially joined Oracle in an Applications Developer 3 role, associated

“with Organization PD87 (PeopleSoft Infrastructure — P&T Overlay — ORCL USA}). She moved

effective July 15, 2005 into a Software Developer 3 role, and effective September 15, 2006 into a
Database Administrator 3 role. She was promoted effective-March 1, 2007 to a Database

Administrator 4 role. Effective October 23, 2007 she became a‘smciétcd with Organization PD37

(Infrastructure — Enterprise — ORCL USA). Effective May 23, 2008 she became associated with B

Organization SO40 (Hosted Environments — PSFT Enterprise —~ ORCL USA). Effective June 1

2011, she became associated with Organization DV14 (Engineering IT — ORCL USA). She

remained associated with that same D;ﬁganimti(m and in-a Database Administrator 4 role until she
terminated her employment with Oracle on September 30, 2015. At all times during her
employment she was assigned to Oracle’s Pleasanton location {zip code 94588). |

56.  Ms, Clark had an an‘zma!saiafy of $88,150 wﬁen *»h@ joined Oracle. She received a
raise effective Sﬁﬁfeﬁxb@r 1,-2005 to $9i,6?6; another raise effgéﬁve September-1, 2006 to ‘
$93,510; a third raise tf:ffﬁcﬁve December 1, 2007 10 96,3 15; a fourth raise effecti%: November
11,2014 10 $98,815. She did not rémiva any other raises during her emptoymenﬁ with Oracle. -

57.  Ms. Clark received ten cash bonuses during her employment with Oracle: $2;4’?9

on May 31, 2005; $1,657 on August 31, 2005; $1,650 on March 31, 2006; $4,228 on August 31, :

2006: $3,000 on Ocmbc:r 15, 2007; $6,740 on August 15, 2008; $2,000 on August :3!‘, 2010; aﬁd
$4,300 on August 15, 2011; $1,250 on August 3‘1, 2012; zmd $1,800 dn September 15,2014.

Eiiiabeth Sue Petersen v |

58. Eliza&eth Sue Petersen (PERSON _ID 887023865; EMPLOYEE NUMBER
65840) became an Oracle employee éf'f@ctive March 1, 2005, following Oracle’s acquisitiﬁn of
PeopleSoft, Inc. Ms. Petersen initiaﬁy joined Om‘eie ina Techx;icai Analyst 3 role, associated
with Organization PD84 (Enterprise SCM - California - 001; later renamed Suppmﬁ — Enterprise:
SCM - 001, and then Sup — Enterprise MFG —~ ORCL USA) and assigned to Oracle’s Pleas&améh
location (zip code 94538}, Effective April 12, 2011, she became a‘smgia‘ted with Organization

PD74 (Sup — Enterprise FMS — ORCL USA). Effective August 19, 2011, she was reassigned to

Oracle’s Santa Clara location (zip code 95054). Effective Séptfzmber 1, 2011, she-was promoted
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into a Technical Analyst 4 role. Effective January 11, 2012, she re-associated with Organization

PD84. Effective February 1, 2013, she was reassigned to Work fmm home (zip code 94089).

‘Effective April 24, 2013, she was reassigned to Oracle’s Santa ‘Ciam location (zip code 95054).

She remained assigned to that same location, associated with that same Organization, and in a

Technical Analyst 4 mlc until she terminated her employment with Oracle on May 31, 2018

59.  Ms. Petersen became a non-exempt employee on August 16, 2006, and was paid

an hourly wage at Oracle from then forward. Her hourly wage a*; éf August 16, ‘2(}0‘6 was .
$32.45/hour. Shejmwivéd a raise effective September 1, 2011 to i$34.38/h0ur; another raise
effective September 1, 2012 to $37.50/hour; a third raise ef’féeﬁvc November 1 6,2014 to
$38.46/hour; and a fcmri‘h raise efi’ective December 1, 2016 to $39;23/110ur.

60.  Ms. Petersen did not receive any cash bonuses from Oracle at any time from 2013

forward.
61. = Ms. Petersen did not receive any é;mck awards from Oracle at any time from 2013
forward.

62.  lam informed and believe that Plaintiffs and/or their attorneys have identified

certain current or former Oracle employees as alleged comparators for purposes of Plaintiffs’

claims in this action. Icollectively refer to those current or former employees in this declaration

as “Camp&zraimsf’

63.  Ihave also reviewed certain employment data from the files referenced above
related to the akhzgedf omparators. 1 prc)»vide this information in ﬁ}c}fe demii below,

Pingping He

64. 1 amiinﬁ)rmed and believe that both Ms. Mﬁrray and Ms. Jewett have identified
Pingping He (PERSON_ID 891337089; EMPLOYEE N UMBER 1307()2) as an ‘ailg}gezdi |
Comparator. ‘ ‘

65.  Mr. He began working for Oracle on February 28, 2012 in an Applications

Developer 2 role. Effective March 4, 2015, he was promoted to an App]ic;itions Developer 3
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role. He terminated his employment on March 3, 2016. At aﬂ times during his employment he

was associated with Organization PLO1 (Fusion Projects Development — ORCL USA).

o e 1t

Shdmth Poiegall

69.  1aminformed and believe that Ms. Jewett has identified Sharath Polepalli
(PERSON. ID 889596444; EMPLOYEE NUMBER 977 17“}35 an alleged Comparator.

70. M. Polepalli began working for Oracle on June I, 2009 in an Applications
Developer 2 role. Effective February 23, 2(312, he was promoted to an Applications Developer 3

role. He terminated his employment on April 18, 2014.

wr. potepai i [

Yao Yao
74.  Tam informed and believe that Ms. Jewett has identified Yao Yao (PERSON_ID
891240364; EMPLOYEE NUMBER 129690) as an alleged Comparator.

75.  Mr. Yao began working for Oracle on February 15,2012 in an Applications
role, and remained in a role at that level through Ms. Jewett’s termination in July 2016.

- 15.
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Throughout this period Mr. Yao was associated with Organization PLOS (Fusion Financials

Development — ORCL USA).

Raymond Wihm@:

80. Iam informed and believe that Plaintiffs” counsel has identified Raymond Winther
(PERSON 1D 888512008; EMPLOYEE NUMBER 7%)777) as an alleged Comparator for
Manjari Kant.

81. Mr. Winther becaime an Oracle emiployee effective January 1, 2007, following
Oracle’s acquisition of SPL. Mr. Winther initially joined Oracle in a QA Analyst 4 role,
associated with Organization UBO03 (Shared Development — ORCL USA). Effective June 1, 2009
he became associated with Organization UB57 (WAM Development — ORCL USA). He was

promoted effective December 1, 2016 to a QA Analyst 5 role, and remained in a role at that level

through Ms. Kant’s termination in June 2017,

2 wm—
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Kuan Nhut Tran
84. Lam informed and believe that Ms. Clark has identified Xuan Nhut Tran
(PERSON ID 887468915; EMPLOYEE NUMBER 74573 as an alleged Comparator.

85.  Mr. Tran became an Oracle employee effective March 1, 2006, following Oracle’s

acquisition of Siebel Systems, Inc. Mr. Tran initially joined Oracle in a Database Administrator 4

role.

Alejandro Espinosa

86. lam infarmsd and believe that Ms. Clark has identified Alejandro Espinosa
(PERSON_ID 887018854; EMPLOYEE_NUMBER 62933) as an alleged Comparator.

87.  Mr. Espinosa became an Oracle employee effective March 1, 2005, following

Oracle’s acquisition of PeopleSoft, Inc. Mr. Espinosa initially joined Oracle in an Applimtians

Developer 4 role, associated with Organization PD87 (PeopleSoft Infrastructure — P&T Overlay ~

ORCL USA). He moved effective July-15, 2005 into-a Software Developer 4 role, and effective
September 15, 2006 into a Database Administrator 4 role.

Tuan Karsevar

88.  lam informed and believe that Ms. Clark has identified Tuan Karsevar
(PERSON_ID 887017552; EMPLOYEE NUMBER 61642) as an alleged Comparator.

89, Mr. Karsevar became an Oracle employee effective March 1, 2005, following
Oracle’s acquisition of PeopleSoft, Inc. Mr. Kamevar initially joined Oracle in an Applications
Developer 4 role, associated with Organization PD87 (PeopleSoft Infrastructure — P&T Overlay —
ORCL USA). He moved effective July 15, 2005 into a Software Developer 4 role, and @ffeétive
September 15, 2006 into a Database Administrator 4 role.

Michael Burrows
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90.  1am informed and believe that Ms. Clark has identified Michael Burrows
(PERSON _ID 887018601; EMPLOYEE _NUMBER 62682) as an alleged Comparator.

91.  Mr. Burrows became an Oracle employee effecti%/e March 1, 2003, following
Oracle’s acquisition of PeopleSoft, Inc. Mr. Burrows initially joined Oracle in an Applications
Developer 3 role, associated with Organization PD87 (PeopleSoft Infrastructure — P&T Overlay ~
‘ORC,’L USA). He moved effective July 15,2005 into a Software Developer 3 role, and effective
September 15, 2006 into a Database Administrator 4 role.

DeAnna Muthart

92.  Iam informed and believe that Ms. Clark has identified DeAnna Muthart

(PERSON_ID 887017651; EMPLOYEE_NUMBER 61741) as an alleged Comparator.

Victor Cecena
96. I am informed and believe that Ms. Clark ﬁas identified Victor Cecena
(PERSON_ID 887018066, EMPLOYEE NUMBER 62151) as an alleged Comparator.

97. . cecens [
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Michael Manes

100.  Tam informed and believe that Ms. Clark has identified Michael G. Manes
(PERSON_ID 887019405; EMPLOYEE NUMBER 63472) as an alleged Comparator.

101.  Michael Manes became an Oracle employee az;%‘feétive March 1, 2005, ﬁ:}ilawing
Oracle’s acquisition of PeopleSoft, Inc. He initially joined Oracle in a Technical Analyst 3 role,
and was promoted effective September 1, 2005 to a Tci:hnmai Analyst 4 role and effective
September 1, 2011 to a Technical Analyst 5 role.

Owen Richards

102. I am informed and believe that Ms. Clark has identified Owen - Richards
{FERSQNM_ID 887019095; EMPLOYEE NUMBER 63174) as an alleged Comparator. |

103, Mr. Richards became an Oracle employee eff’@ctiw March 1, 2005, following
Oracle’s acquisition of PeopleSoft, kxc. He init?aﬁy joined Oracle in a Technical Analyst 3 role,
and was promoted effective September 1, 2012 to a Technical Analyst 4 role. He texfminatedhis
employment with Oracle on July 16, 2015.

104. At all times during Mr. Richards’ emplbymfmt with Oracle he was aésigned to zip

code 94588,

107, . Richarcs [

David Manes

T

105, wr. Richardts [

106. . Richards [ .
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108. I am informed and believe that Ms. Clark has identified David A. Manes

(PERSON _ID 887018916; EMPLOYEE NUMBER 62995) as zn alleged Comparator.

109.  David Manes became an Oracle employee effective March 1, 2005, following
Oracle’s acquisition of PeopleSoft, Inc. He initially joined Oracle ina Technical Analyst 3 role,
and was promoted effective September 1, 2006 to a Technical Arza{,yfst 4 role. He terminated his

employment with Oracle on November 28, 2016.

110. At all times during David Manes’ employment with Oracle he was assigned to zip .|

code 94588.

12 v s

13, e Richards [

k Oracle Data: Additional Individuals-

114. - Iam informed and believe that Plaimif‘f’s’ attorneys have identified certain other
current or former Oracle employees as potential comparators for purpo:ses of Plaintiffs’ claims in
this action.. @'have reviewed certain emp}mymem data from Oracle’s systems related to what 1
understand to be some of these individuals, and provide details below.

115, Douglas Braxton (PERSON ID 8870%8662; EMPL(}YEEMNUMBER 62742) was

never assigned to work at Oracle in either zip code 94063 or zip code 94588. He started at Oracle

on March 1, 2005 in an Applications Developer 1 role in zip code 91436. He was promoted to an

Applications Developer 2 role effective September 15, 2006 and an Applications Developer 3
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role effective September 1, 2011, — :

116, Ajinkya Manoj Deshpande (PERSON_ ID §93436500; EMPLOYEE. NUMBER
157600) was never assigned to work at Oracle in either zip code 94065 or zip code 94588,

117.  Alex Gantvarg ( PERSON 1D 888883070, EMPLOYEE NUMBER 86829) was
never assigned to work at Oracle in either zip code 94065 or zip code 94588, Mr. Gantvarg
terminated his employment at Oracle on August 15,2014, |

118.  Amey Laxman Gawde (PERSON D 892391492; EMPLOYEE _NUMBER
143392) was never assi gned to work at Oracle in either zip wd& 94065 or zip code 94588,

119. - Karthik Kamarapu (PERSON_1D 893140493; EMPLOYEE. NUMBER 152768)
was never assigned to work at Oracle in either zip code 94065 or zip code 94588.

120. Sandwh Ravindra Kobal (PERSON_ID 893651466; EMPLOYEE NUMBER
161606) was never assigned to work at Oracle in either zip code 94065 or zip code 94588.

121, Harmanmeet Singh Sahni (PERSON_ID 892755‘795; EMPLOYEE NUMBER
147094) was never assigned to work at Oracle in either zip code ‘}4065 or zip code 94588,

122, Amir ali Tahmasebi (PERSDNW}D 893242965; EMPLOYEEWNUMBER 151509)
was never assigned to work at Oracie in either zip code 94065 or zip code 94588, Mr. Talmasebi
terminated his employment at Oracle on April 17, 2015.

123. Lﬁning (Franky) Wang (PERSON_ID 892279176 EMPLOYEEMNUMBER
143944) was never assigned to work at Oracle in either zip code 94065 or zip code 94588.
Luning (Franky) Wang terminated his employment at Oracle on December 18, 2015, ’

124, Yanbo (Kevin) Wang (PERSON_ID 893250086; EMPLOYEE_NUMBER
152580) was never asﬁ&igned to.work at Oraclein either zip-code 9:4065 or zip code 94588.

125, Xiandong Wang (PERSON_ID 888885616; EMPLOYEE_NUMBER 87121) was
never assigned to work at Oracle in either zip code 94065 br zip code 94588, He terminated his
employment at Oracle on November 11, 2013,

126.  Warren Golubski (PERSON_ID 887018820; EMPLOYEE NUMBER 62899)
started at Oracle on March 1, 2005 in an Applications Developer 3 role assigned to zip code

221 -
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hwmke:d in any QA Analyst role.

94588, Effective January 14, 2010, he was re-assigned to zip code 95765. —

127.  Nagasubramanian Narayanan {PERSC)‘NJD 892306543; EMPLOYEE NUMBER. -
140611) started at Oracle on May 6, 2013 in an Applications Developer 3 role assigned to zip

code 94588. He has never been assigned work at Oracle in zip code 94065, nor has he ever

128.  Bhagavan Ramavath (PERSON 1D 892155929, EMPLOYEE NUMBER 139226) | = .

started at Oracle on March 8, 2013 in an Applications Developer 3 role assigned to zip code
94588. He has never been assigned work at Oracle in zip code 94065, nor has he ever worked in
any QA Analyst role.

129. - Ajinkya Lalasaheb Takawale (PERSON_1D 894069131; EMPLOYEE_NUMBER
900214) started at Oracle on June 20, 2016 in-an Applications Developer 3 role assigned to zip
code 94588, He has never been assigned work at Oracle in zip code 94065, nor has he ever
worked in any QA Analyst role.

130.  Sirous N;}mdmi (PERSON _ID 887013168; EMPLOYEE NUMBER 61258)
started at Oracle on March 1, 2005 in a QA Analyst 3 role aswgnad to zip code ‘94588 Effective

September 1, 2011, he was pmmmeti toa QA Analyst4 ml@, at which time he was associated -

with Organization PD31 (P SY‘T Enterprise CRM - (}RCL USA) —
_ Effective May 18,

012, he became qs«;auateci with Organization SL66 (Fusion CRM QA —~ ORCL USA). He
terminated his employment with Oracle on July 30, 2015, '

131.  Sumedha Nalin Perera (PERSON 1D 243100; EM:PLOY‘EE;NUMBER 930493)
started at Oracle oni February 21, 2000 in an Applications Developer 2 role. Effective February
26, 2002, he was promoted to an Applications Developer 3 role. me May:1, 2007 through May
25, 2007, while still in‘an Applications Developer 3 role, he 'was associated with Organization
SL64 (Fusion SCM De::vezlopmem: ~ ORCL USA) and assigned to zip code 94065, He terminated

his employment with Oracle on May 25, 2007. He re-joined Oracle on December 1,2016ina
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Software i)evélﬂper 4 role, associated with Organization 8SM1 (Identity Cloud ~ CASB ( i"a‘imm)

~QRCL USA) and assigned to zip code 95054.

132.  David C. Wang (PERSON_ID 887465908; EMPLOYEE_NUMBER 73573)
worked in an Applications Developer 5 role at Oracle from March 1, 2007 through March 30,
2017, at which point he transferred to a Software mveiép& 5 role. During th‘e course of his
employment with Oracle, he has been associated with three Organizations: SB19 (Siebel CRM -

Development — CJR(L‘L USA), SL65 (Fusion CRM Development ~ {}RCL USA), and OWF1 (CPQ

~Cloud —ORCL U&h}

133. 1 have also reviewed select data from Oracie’si cemralimd data systems on tw;.% :

—non=Oracle Ammca, Inc. employ&es who | and@rsmnd have been zde:rztzf‘ ed inthis case as '

potential comparators for one of the named piamnffﬁ From June 16, 2013 forward, Edwin Chan |

(PERSON_ID 8871 ?3295) has been employed by (,}zaﬁie Catxmia ULC. From June 16,2013 unui
he terminated on March 3, 2017, Ramprasad Ba}aji{PERSQNMK}%%ZBB@} was empiaygé by
Oracle India Private Limited, IDC.

i dm:iare under penalty of perjury under the laws of the United States of America and the

State of ﬁalzmm*a that the foregoing is true and correct.

Executed on January 16,2019 in_[-Zan Jexn . Colorado.

7 ATE AGGC}NEE

w23

WAGGONER DECLARATION

31



32



DucuMENT PRODUCED IN NATIVE FORMA;

 CONFIDENTIAL | ORACLE_JEWETT 00005276

33



Jowonls



General Process Information

Workforce Compensation — HR Validation
How to Access
Eligibliity Revies
Worksheet Manager Ct
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Annual Focal Program
General Information

« Workforce Compensation Tool Down T

- Scheduled Maintenance:
F 441

e
September 30 @ 9PM PT - October 1

Blackout Peri
October 10 @ 12AM PT - Octoher 12 &
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Annual Focal Program
General Information
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Annual Focal Program
General information

Promotions

~ Any promotion to M6 , B Gjuire et f
templates shouid | to corpcomp us@oracle.com by

= Completed

Sales scheduled pay p S
- (0D pay progression increases s e included in the foc
module

Communication
- Do not cammumca
that approval has

- Always check WC before communicating to

recommendatio
been obtained
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Annual Focal Program
General Information
Other (continued)

- International Transfers

* Manual adjustments may be needed if employee not in new country by Sept

¢« Employee must be in the new country in HCM for manual adjustment
T ey o
- transaction Freeze

» Effective immediately the CEO office will push back on all inc
required increases (H1B, etc.)

Ranking Feature
¢« Automatic ranking feature enabled for organizations wanting to use it
-OFSS
but will be in the module
- Delphi

w%é? not be in the module {originally this was communicated that they would be in the module — due

ORACLE

> frew country in HOM we
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Annual Focal Program
General Information
¢ Other (continued)

-~ All employees are required to be assigned a manager
worksheet
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em}m\;@ 5 F
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Annual Focal Program
Guidance for Managers Making ﬁﬁ%‘:ﬁf}"ﬁﬂ’% ndations
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Annual Focal Program
HR Manager Review Recommendations

* HR Managers Review

— Review employee’s with 1 or 2 ratings that are |

Review employees under minimum with ra fimgs;
-~ Review employees rated 4'or 5 with no incr
- Review employees with increases placing the emplovee over the ma
Review all increases over x%
- Review all job changes and promotions
= Complete ICRF for changes from OT eligible
« Complete Vi no template for VP promos

- Review increases less than 1%

ORACLE

s

nHRY

wnend you review

Proposed increases for employess fated

Pay close att

310 4 ‘*m_\’{}ve{x sncler mintmum rab

Review employees rated 4 or 5 with no incredse being proposed

Review incresses ce the empioyes over

Review

Review job changes and prow Have the required forms been comple

Review salaty increds

ool
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Annual Focal Program

Us Compensation Review

» US Comp Team Review
ob changes from OT eligible

— Review all JCRFs for

- Review proposed gms‘ni}tsms to M6 and above’

-- Review for gener

- Job Changes to job codes not used in the US
4

ORACLE

3
&

The US Comp team will review

U FT |
angmangs ~a

increases ~ below minimum emplovees

ral anomalies — too generous, below mins, etc.

as well as for job cha

i4
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Compensation

HE Validation

ORACLE

force Comi

e

48



What is Workforce Compensation?

Workforce Compensation (WC) is an Oracle’ S
managing compensation processes, allowing
- Allocate, model and distribute budgets to subordinat
- Rate employees (Compensation Rating only, not Talent R
- Make, Review and Submit Recommendations for employee
- Review historical compensation information

View and download employee information for offline work or further analysis

X is the preferred browser f

in the nex

B

16
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Workforce
Compensation

How to Access

ORACLE
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Workforce
Compensation

Eligibility Review

Next we will'discuss the steps réquired during HR eligibility validation,

Tt
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bility Validation

Eligibility Review Instructions

* Compare a Global Comp Detail Report to the WC Planning Worksheet, and
note any employees that have eligibility issues

i

— Be sure all eligible employees are listed

- Identify email address for any missing employs

- Note any employees who should be ineligible
- Work with Regional Compensation to make m
* Make sure all employees are assigned a manager
if not assigned to a valid manager, the employee will NOT show on the

Planning Worksheet
ORACLE

Compare 2 global comp detail report to the Planning Works!

Confivm that g

addréss forany mis

ng employees who should be e

ke

Note any employees on the Planning Worksheet who should be

Work with Regio

{ Compensation to make gny manus hanges by exception

Make sure all emplovees are assigned a manager, Otherwise, the emplovee will NOT show on'the M
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CAUTION: Qhangingthé manager during the Bonus or Salary Review
processes WILL change the manager/LOB budget. Budgets will NOT
change for the Equity process.
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Worksheet Manager Cha
Change Worksheet Manager cont.

inthe

~

. Check the managers  worksheetsto ve

i

=

-mg ant

LAl

Pk

65



Workforce
Compensation

Manager Planning

ORACLE
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Workforce
Compensation

Budget Allocation

ORACLE
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Budget Modeling
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Different models can be freated, previews

Budget Modelin
* Models make it easy to see how di
affect your budget

* Who might create Models -
—Managers who intend o pass down budgets t

fferent allocation methods and criteria

RO |

ubordinate managers

- Managers who intend to make the allocations themselves (hold the enti

- Different models can be created, previewed and applied before publishing %éﬂe budget

NOTES:
- Applying a model will overwrite any previously entered recommendation amounts
- Models should never be applied after the budget has been published

ORACLE

ds and criteria:affect yvour-budget distribution,

Maodels make it sasy 16 se€ how different alfocatic
publish & budget

ompleted Belore you

ved and applied. Your modeling should

entered recommendation amounts. More importantly, mod
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Rate Employees

ORACLE
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Workforce
Compensation

Make Recommendations

ORACLE

82



Make Recommendation

¢ If vou do not see your Budget information on yo —

3

B o the d and click the [ 1o the
your budget amounts should now display®

rhe — and click the 3

I
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Make Recommendation

View your Budget: Option 2 ««-

* Another way

o option,
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Make Recommendation

Entering Recommendations; Option 1 m—
En d
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Make Recommendation

Entering Recommendations: Option 2b— —
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in this section wewiill cover how to review, approv

Workforce

Compensation

Review, éég?@yé and Submit

ORACLE
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Review, Approve and Submit
Review: Worksheet Status

‘ -%:3%;3; you can see your Approy
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Review, Approve and Submit
Submit: Warning '

DO NOT submit until your subordinate managers
have completed their submission to you

ORACLE
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Review, Approve and Submit

* On the Worksheet, click the - button in the

- e
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Review, Approve and Submit

_ At this point you are finished with the process

Do not communicate recommendations until you receive notification

from Corporate Compensation that approval has been obtained

Always verify in Workforce Compensation before you communicate to employees
to ensure that the final recommendations have not changed

ion process.

o
fimih
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Workforce
Compensation

Tips and Resources

ORACLE
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Workforce Comp Tips
Browsers

« Firefox is the preferred browser

» Use the latest version of Mozilla Fir

Check yourversion:
From the Menu Bar,

H

select Help > About Firefox

— Download the latest browser version at MyDesktop

* Other Browsers
~ Chrome
~ Internet Explorer

ORACLE

= areferred browser, Be sure to use the latest version of Firefox, which can determined by ol

tructions onthi
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it
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Workforce Comp Resources
Check and Add APS Entitlement

All managers of people must have the

Oracle HCM Talent Line Manager

APS Privilege to use Workforce Compensation

This role is automatically 3ssign§é

if your manager is experiencing aﬁtess issues or getting error messages when trying to perform manager
actions, the auto-assign may have failed.

Check the manager’s APS Entitlement to ensure they have the Oracle HCM Talent Line Manager role.
instructions can be found in the embedded document: “How to Check and Add OIM APS
Entitlements.docx”

APS Entiflerent
instructions

ORACLE

All people managers will be sutomatically assigned the Oracle HCM Talent Line Manager role to use Workforce Compensation. If 8 manager is experiencing access issues, please use the embedded
instructions to check their OIM APS entitlement or download the Workforce Compensation access instructions from the wiki. ¥ the Oracle HCM Talent Line Manager role is not listed, please add it.

66
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Workforce Comp Resources
Useful Websites

Compensation Wiki: For the latest program news, HR Training Materials, Access
Instructions and program Calendars and Information ' :

Workforce Compensation Website: For the Manager Training igé
Gui z:% OTube Videos, Quick Reference Gu ;;‘}&3 and %ﬁ&g}‘ém Hints,
nstructions, Eligibility fﬁ’“’ﬁm 1ent and FAGs :

ORACLE

This tratning and any additional |

The manager iaining, 4 ser guide

o
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‘Annual Focal Process

MNext Steps

ORACLE
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Next Steps

+ Review Eligibility
- Eligibility Exceptions: Work with Regional Compensation to update these employees
manually in the Administer Workers task
-~ Manager Changes: Use the Administer Workers task, Status and Hierarchy'tab to
make changes for missing and incorrect managers

= Review Workforce Compensation functionality

- Review the training and resources available on the Workforce Compensation website,
including OTube videos and reference guides

» Schedule manager training, if necessary

ORACLE
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ORACLE'

Global Compensation Training
Managing Pay Module

CONFIDENTIAL

ORACLE _JEWETT_00000327
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| - Compensation Tra'ining Overview

* The Oracle Cempensatton Traimng for maﬁagers includes the
faﬂswmg modules:

— Introduction
- Job Classrfxcat jon and Globa Job Table
- Salary Ranges
— Managing Pay
— Compensation Processes
— Region speci ific modules
« Americas
« Asia Pacific
. Eumpe ‘Middle East and Afnca
. Latm Amenca

2| Copyright® 2011, Orasie andior ts affistes Al ights | ‘Corfdential - Oracie interal
reseived: ' ; : ’ o

CONFIDENTIAL ; e Lo Lo e ORACLE_JEWETT 00000328
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. Topics

Introduction
General Principles
- Setting pay for:
— Recruitment
— Promotions |
— In-country transfers to a new role
— Voluntary employee transfers from one country to another (not
international assignments)
Off cycle reviews

L

L

. ORACLE

3 | Copyioht @ 2011, Orscle andior s afffates Allsights | Confidential - Oracie ntemat
reserved. ; ;

 CONFIDENTIAL s , i an L | ORACLE JEWETT._00000330
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. Introduction

* In this module we consider pay management issues when

— Recruiting prcspec:tzve emp loyees

- Empleyees are being promoted

— Employees are transfemng toa new role
Employees are voluntari ty making a cross border transfer — not on assignment
+ These activities may involve:

— Setting | the rate for the job

— Changes in spl lit (baseiannua target vaﬂabie{ATV})

i Change fmm commission/variable pay to bnnus & vice versa.

— Lateral transfers with and without chaages in saiary range

- Tfansfers betweeﬂ indivi duai comﬂbuter IC and M managemem roles

—-"

ORACLE

§ ’Ga;:mgta!@ﬁm Gf&“ie andlior its affiiates. i&% ngh*ﬁ 1 wnidaa}za _ tracte intemal
:esemd L : :

GONPIDEMTIAL 0 v el | ORACLE_JEWETT_00000332
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. General Principles

Compensation and benefits must be in line with the standard for the job
Employee’s salary should take into account:
— Comparisons with others in group (peers) - equity
— Relevant knowledge, skills, abilities and experience
A promotion does not necessarily require a simultaneous salary increase. This would
normally be taken care of during the salary increase process.

Employees must not undertake a new role until the compensation has been fully
approved and the appropriate terms and conditions have been accepted.

L

®

»

§ | Copyright © 2017, Drasie andior 16 afifiates. Allights | Confidental - Oracle interial
tesenved. " . ) :

CONFIDENTIAL L , il , ; i e  ORACLE_JEWETT_00000334
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. General Principles (2)

®

Balance external and internal equity considerations
Differentiate rewards by perfermance

Manage your budget - you will never have enaugh*

— Base salaries should be reviewed in a bus iness context, takmg aecc;unt of what
the business can afford

Be honest and open wsth communications on rewards and performan?:e

®

]

E

L

These prinﬁiplés appiy globally, but pay rates differ by country

6| Copyright® 2011, Oracle andjor its affiates Al ights § mnﬁdmﬁa Gracte Internal
feserved. '
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CONFIDENTIAL

Setting pay for an e’mfpk}yee is not a simple exercise. Ta fmake the best decision, it is important that you consider all

the relevant pieces of the puzzle; namely, balancing internal and external equity, individual performance levels of
your employees, and your overall budget. k )

Internal equity is considering how much you fpaa\[’tycur employees relative to one another. In addition to salary,

variable compensation and stock options are other tools you can use to differentiate pay to give more to your “stars”.

When you are making pay decisions consider internal equity, and be as fair as possible. Differences need to be

based on fair, justifiable and non-discriminatory criteria. Focus on results, which is not always the same as effort.

Some employees try really hard, but for whatever reason, do not come through with the desired results. Itis

%mtpurtant' to coach these employees to turn effort into results, where possible, so that they will be rewarded in the
uture. : , : e : , ; : '

Once again, it is important that your employees know the factors that you consider when making pay decisions if you
want these factors to shape individual behaviors. If an employee believes he or she will get the average salary

it
increase regardiess of his or her performance, there is no motivation from a monetary Rpgg ective for him or her to

expend extra effort to improve performance. You SHOULD NOT MAKE SPECIFIC P

¢ fortto im , ; ES HERE, ratheritis
important to communicate that if an employee achieves all of his or her objectives, he or she will be rewarded more
than an employee who does not. As a manager, you can give examples of possible rewards, such as getting -
gremted’fastef, getting a larger share of the bonus pool relative to lower performers at the same level, orgetting a

etter than average salary increase when salary increase budgets become available.

It is important for managers to be open and honest with’their,empiéyees when it comes to rewards and performance.
However, it is equally important that employees know that there are no guarantees.
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. ‘Other Observations

« Thereis no data to suppart a direct link between compensation alone and attritio

« Some short term internal equity distortions, caused, for example, by acqursﬁ ons,
cannot be always be rectified 1mmed;atety
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. Recruitment

« Each job is assigned a salary range that is unique to the country
— The midpoint of the sal ary range represents the base sa!ary a fully competent
empl oyee perfm‘mmg as expec:ted |
» When recruxtmg you should consider the value of the “total reward” rather than salary
alone, both tangible and intangible:
« Value of base salary, annual target variable (ATV)/bonus Benefits (retirement
“plan, medical, life and disability insurance, car/car a llowance, etc)

« Oracle experience, traini ing, career development, long term opportun ities,
location etc

ORACLE
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. Recruitment (2)

* Example Scenario:
— Range (from CWB or WB} 49,000 - 68,000 - 86,000
— Average salary on team: 65,000
— Candidates doing the jOb are earning 63 GOG 75,000

« Recruitment dilemma: ,
— Qualified candidates are earning as much or more than existing team members
— Apremium will be required to attract these candidates:

- say 68,000 (midpoint) x _ h;gher than midpoint

and Oracle average)
— Would i increase cczsts and pay pressures wﬁhm the gmup
— But could stdi recrust as pay requirement is sﬁll within range

9 | Copyright @ 2011, Oracle andlor s affiiates. Al ights - | Confidential - Oracle tnternal
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. ' Recruitment - Altérnatﬂive Strategy

» External applicant has mlmmum quahficatiens for the position, may be from non tech
company: g

- Apphcants at this level current!y earmng 54, {)00

— Ready for promahonlstretch

Oracle average 65,000

An attractive offer can be made at a sa!ary ower than 65,000
— Below grade madpemt of 68,000

. Advantages

— Hiring salary, say, between 56,500 — 60,000 dependmg upon assessed performance potential,
background etc

Keeps costs dawn '

No equ;ty issues

'Recruit motivated — career pregress on, ndust:y expenence
Scnpe tcs pregress saiary as empl eyee pﬁ}gresses '

p—

ORACLE
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. Changing Roles

+ Example Scenario: Move from low paid to higher paid role

— Current mid point: | 49,400

— New mid point: 49,400

- Individual's base salary 57,000

— Current split 70/30: OTE 81,000

— New split 50/50: OTE 114,000 (if moved with no change to base)

— New role average base saiary 61,500 (from dept data)
. Recommendation:

~ Base 53,000 + ATV 53,000 = QTE 106,000

— Overall increase on current package — 30%

— OTE 15% less than existing job holders

- 8% redactst}n in base:

« In addition it may also be necessary te move to iawer career level if employee does not
have the ski!ls for the level i in the new m!e

1] Qa:sgngm@%ﬂ Oriols anior 1 sfistes. A fiahts | ‘Confidential - Orasie tntermal -
Fenenved. ;

CONFIDENTIAL e ' - g  ORACLE_JEWETT_00000346

126



~ CONFIDENTIAL

ik soenavie, B smployes s Sanstertng i \cmmm #d benefits: gane, 8

a»mWWﬁMnmmwwwmwm mm&@mmammm

Hiowavar, de e roie fias s Wiesent pay anis.

i i sltudtan, the Sompansafios neommendiiion m&hummmm&mmwmw Mmhmhm& separience’ wiS ol Witkin the feas. mx.,...,
earminigs potential wiSt Lieroases by over 0%, Bne 1 fesommendation miaren Fuat we Agn celee Wil sty tancems becase we havs postionsd e W‘wmwmw

A

 ORACLE_JEWETT 00000347

127



. Changing Roles (2)

« Example Scenario: current and new role in same salary band but new role has lower
annual target variable: o

— Salary range midpoint for both jobs: 57,900
— Employee’s current salary 54,600
— Employee’s current OTE (50:50 Split) 109,200
~ Split for new role: 70/30
— Average salaries of both jobs 56,000

« Recommendation: =
~ Salary: - P 56,000
~ OTE: L 80,000

12 | Copyright © 2011, Oracle andior s affliates. All ights | Confidential - Oracte Internat
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. Promotions

« A promotion is a move from a job in one career level to a job in a hi gher

career level with greater respanszb ;ty and 1mpact on the Campany S
business.

+ Promotions are not always accampamed by a salary increase but:
— Benefits may increase

— Incentive earnings may be different, higher leverage and lead to
increased eammgs potent al

. Pay does and shauld vary between ndivaduals but variations must be due
to a genuine material difference f

- Expenence knc;w edge sktus performance etc:

g QQ}&UE :
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. Promotions — More Difficult Issues
Situation 1:

- Emplayee S current salary is very high in the current salary range and
without an increase woald also be high in the range for the new position:
— Consider
« Promotion without pay increase
« Total pay — does the total compensation/i ncent ive opportunity
ﬂcrease’?

14| Copyright © 2011, Oracie and/or its affiiaies. Al aghts |- Confidential- Ofadle nternal .
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- Promotions — More Difficult Issues

Situation 2:

— Employee is to be pmmated from IC to M level job
— Consider

« No link between IC level and M levei roles

» Has the employee to be pmmoted had management experience?
— Total pay — does the overall package improve?

« Base pay: how does the current base pay compare to the new peer group'?
‘What level of salary increase sheuld be gwen in recogni ition of addttmnal
respanszbmtxes

« While it is good practice to increase salaries for significant promotxcns such asa
promotion to management it may mt be necessary in all cases

45 | Copyright © 2011, Orsole andior its affliates. Al ights | Confidential < Oracle Intemal
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. Cross-Border Transfers

« Across border transfer is a permanent move from one country to another. t is NOT
an assignment. | |

« Pay levels for the same jOb di ffer markediy from ccuntry to country even where

currency is the same, eg. in Europe several countries use the Euro but have diﬁerent
salary ranges

You should pay apprcpnate y in the new country. Do NOT s:mply transfer at the same
salary level converted to the new currency.

If the empieyee s job code is not changing in the transfer, use the employee’s current
compa-ratio as a starting point to determine the base salary in the new location,
provided that will not place the empioyee below or above the new range

If the move is a promotmn you sheuid consider adoptmg the pnnc ples outlined earher
in this modui

+ The new GQQ,HW bfefneﬁts apply.

ORACLE
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. CONFIDENTIAL

For cross-border, or international transfers, you will need to use the ranges in both the current and future country in
order to determine the appropriate base salary for the employee in the new country. In most circumstances, the
methodology to determine salaries for intermnational transfers is to use the employes sicurrent compa-ratio, and keep
it constant upon transfer, provided that the employee is not changing job codes.

It is important to note that even though many countries share a common currency - the Euro in Europe, for example
- the ranges that are appropriate in each country are going to be based on the local labor market, so they will notbe
the same.

To further explain, an employee transferring from Germany to Slovakia will be paid in Euro in both locations.
However, the midpoint for the job in Germany is 60,500 and the midpoint for the same job in Slovakia is 31,600.
This is almost a 50% differential. If the employee is paid 58,000 in Germany, his or her compa-ratio is 95%.
Therefore, we should adjust the employeée’s base salary so that he or she is paid 95% of the midpoint in Slovakia,
which is 30,270. While this may seem like a huge pay cut, the employee will be in the exact same position within
the Slovakia marketas he or she was in the German market.

I cases where the employee’s current compa-ratio is extremely high, or extremely low, we look to the new peer
group, while keeping in mind the employee’s current position. For example, if an employee has a compa-ratio that
would put him or her below the new range minimum, we look to the new peer group average and then take into
account the low current compa-ratio. In this case, the employee would transfer at the low end of the peer group, but
never below range. The same applies for employees who would be over range maximum. The employee would
transfer at the high end of the peer group, but never above range. :

Inthe case of a cross border transfer, the move is genafaify & lateral one with no change in the ;éb level or compa-
ratio. However, occasionally, the move also involves a complete change in job family and/or level. In this case, the
salary is established in the same way as a new hire. :
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. Salary Increase Reviews

* Use the salary increase review far
— Promotions
— Promotions that were not accompamed by a salary increase
- Rewardmg performance

— Addressing equity issues where differentials are not justmed on the
grounds of

+ Knowledge

- Skills

. Expenence

. Some other measurable nan-dsscr mmatory factor

~ ORACLE
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. Off-cycle Reviews

« An off cycle review may be required for:
- Promotion | e
— Competitive counter offer
— A change between commission and bonus based compensation
— Achange of job to a different on-target earnings (OTE) split

18 '] Copyright @ 2011, Orable androf its affliates. Allvights | Confdential - Oragle Internal
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. Business Justification

. Businessjustif’caﬁan should include, as appropriate:
— Impact on the business if the emplayee leaves
. quanttfy the 1mpact potential loss of revenue impact on eadershlp (manager),
unique skills

— Flight Risk |
- assessment of the risk of the employee leaving company and impact

— Internal equsty concerns

- Track record

+ performance recafd taient review board recommendati OﬁS (if appropriate),
sales performance ccmpared to peers, de ivery against targets, variable
earnings htstory etc ’ ,

- Pay details ' il
. compaﬁson with peers spitts OTE aﬂd h istorical vartabiez’bonus earnings

- ORAcLEe
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. More Complex Issues

« Contact your Compensation Analyst any time you need assistance. For
example, in the following instances:
— No range(s) associated with a job(s)
— Anew job that has not existed in country before
— Difficulty in deciding what to recommend when an employee transfers
between roles with different compensation splits or types eg variable vs
b,a,se ,
— Cross-border transfers

20' | Gopyright © 2011, Oracie andior s afffiates. All ights | Confidential - Otacie Intemal
reseved. )

 CONFIDENTIAL e ot | '  ORACLE_JEWETT 00000384

144



Aol st hes ool sxisted e Mw o

CONTRETS . Tha contpa arm il by Rugio

. cowbenma | ORACLE JEWETT 00000385

145



- Remember...

+ There are no absolute right or wrong or “one size fits all” answers

Each situation should be reviewed on a caSe-by«c%e basis but the principles should
be applied as consistently as possible

« Reasons for the decision should be recorded

Look at the whole picture, not just the posst on in the salary grade.
- thfereﬁttais between employees
— Average saianes and ATV's and OTE ]
~ Internal equety
— Skills, Knc}wiedge Cempetenc;es etc

The salary and benefits should be set correctly for the new position. Do not try and
pr@tect the earnings of the current ij

The sncreasefchamge in status shau!d not be backdated
Where the change is vo luntary the empicyee has the choice not to accapt.
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. Tools and Resources

* Your manager

« The local Compensation/HR department

— the HR Global Website lists compensation contacts & you will find your HR Rep &
Manager by checkmg your ARIA page

¢ |Internal Websites
. MEE

- DBI
« CWB — used for bonus, stock & salary increase processes

iWB shows salary i nfermatscn and hi stery for all emp ayees wzthm yeur
orgamzatscn

* HR Global webs te, glcba I HR poi

" Aasm ,
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CONFIDENTIAL

In @ self service organization like Oracle, there are many resources available to educate you on making compensation decisions.

Your manager should be your number 1 resource for compensation-related discussions. He orshe can give you direction about compensation
decisions made gt the fine-of-business level. Forsxample, during the salary increase, bonusand stock processes, some LOBs may implement
specific strategies on how they want to allocate their budget pools.

Another important resource for you is the local Compensation manager or HR managet for the colintry in which the employee works. Heor she
will be able to provide expertise on local practices, processes and requirements for that country. In addition to providing adyice on day-to-day
comp decisions, the compensation team and HR team can also provide advice for some of the more difficult compensation-related challenges
that you may face. You can find your HR Contact and HR Manager by checking your ARIA page. Theappropriate compensation contact can
be found on'the HR Global website: ) ‘ o

In-addition té'parsmai resources, Oracle has plenty of online resources avallable toyou. Thereis a ywealth of information available through the
global HR websits and through HRMS applications like Manager Self Service {often referred to as MEE), Compensation Workbench -of CWB-
and Information Workbench [often referred to as IWB). Eay

On the HR Global Website you will find the country HR sites, global compensation information, employee handbooks and global policies such as
code of ethics and Business Conduct:

Compensation Workbench is used for comp progesses such as the Global Corporate Bonus and the Salary Increase Review and on IWB you
will find joband salary information and history for all employees within your organization.

 ORACLE_JEWETT_00000369

149



. Information Workbench (IWB)

« Main View options:
— Salary
- Job Information
— Sales Salary ,
— Total Compensation (summarzed Rol !;ng 12 months)
— US hours worked - great tool to track overtime hours

. Filters:
— All employees
— Direct employees

~— Byteam |
- Per countw ,
. There is also a training vi dea avasiab e under lnfermatxon and Links / Trainings.
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ORACLE’
Global Compensation Training
Salary Ranges at Oracle
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- Compensation Training Overview

« The Oracle Compensation Training for managers includes the
following modules:
— Introduction ,
— Job Classification and Global Job Table
— Salary Ranges
— Managing Pay
— Compensation Processes
— Region specific modules
« Americas
« Asia Pacific
« Europe, Middle East and Africa
« Latin America

2 °| ‘Copyright © 2011, Oracle and/or its affiiates. All ights | Confidential - Gtan%e Inteinal
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This is the Salary Ranges module for compensation training.. Thefe are 8 other modules that have been developed to provide you a basic
overview of many topics you should be aware of when managing employees at Oracle. Most compensation information applies globally;

however, there are some topics that vary by country andfor region, so the global compensation team developed regionsspecific modules to
cover topics that aren't relevant worldwide. Please review the modules for each region in which you have am;}ioyees.

Keep in mind that this is simply an nve’miew and itis not cfasigﬁm to teach you everything thete i o know about compensation. 1t is important
1o work with your local compensation team representative and HR manager on employee compensation issues,’
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. Topics

- Salary Ranges
— What are they?
— Why do we have ranges‘?
— How are they created?
— How do we use them to make demsxons”f

ORACLE
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In this session, we are going to review all that an Oracle manager needs to know about our internal salary ranges.
What are they? How are they created and who creates them? And how should managers use the ranges to make
decisions? ' ’

3

. .

158



- What are Salary Ranges?

» Atool to assist managers/HR in making decisions about
base salaries during the recruiting process, salary
increase revlews and job ,changes or prcmotlcns |

» A reflection of the local market for base salaries being
paid by competitor companies.

ORACLE
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Salary ranges assign a minimum and maximum to the,ambun:t ihat,we a?’eﬁ f\;ﬁ!!ihg topayfora speéific job. The'y
reflect the market in the area and allow for much variation in knowledge, skills & abilities that each individual brings
to the company. , e , il SR : S

Salary ranges are country specific. There may be more than dha’set of ranges per country —in the US, there is a set
of ranges for HQ/Bay Area employees and another set of ranges for all other locations.

| | | 4
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. Why do we have Salary Ranges?

« Salary ranges are a toai to 3351st managers in making

decisions about pay. |
- — Broad ranges allow managers to account for d;fferences in
experience, skills, competencies and performance of candidates
and incumbents.
— Ranges help managers wzth employees in multiple countries to pay
according to the local market.

51 c:apﬁiﬁ@ww@sm andlor s affiiates. All ights | Confidential < Oracie Infernal
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Salary ranges are a tool to assist managers in makang decisions about pay They provide managers with a range of
pay that is considered fair and competztwe in the local labor market for a specific job. Oracle’s ranges are
intentionally broad to allow managers to d%ffefent:at& between smgluyees who are new to their roles and still
learning, and those whc are fully qua {fied very experienced and top performers.

Without such tfm s managers wzth employees in multiple countries may thirik of pay rates in terms of ihezr own home
country. This could result in paying too high or too low relative to the local markets.

Salary ranges may be found in the Manager Seif Sew ce tool, or in Campensatson Workbenchand Information
Workbench.

W
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. How are Local Salary Range’s Developed?

- Local compensation teams part ipate in, and use data from,
salary surveys cenducted regularly by extemat ccnsult ing ®
companies. ,

. Ccmpensa’c ion surveys should anly be purchased and
pamcspated m by the G!obaVRegtonal Ccmpensataen Team.

. Salary ranges are ass*gned to Oracle’s global jObS based on
local market salar ies per country

- Jobs that pay sxm:larly in the local !abc;ur market are allecated
) tcthesamerange e . ®

"8} Copynght ©2011 Oracle andier i€ affiates All Aghis
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As a mature, established company, Oracle recognizes the importance of paying competitively relative to the local
market. i , o

The global comp team regularly participates in comp surveys and maintains peer relationships with comp
professionals at our competitor companies to have access to comp data. This is done ata local country level, as
there are clearly market differences from one country to the next, as well as even within-country differences in some
cases. For example, jobs in Silicon Valley are paid higher than those in Orlando, FL, so we have a 10% differential
in the US for non-HQ jobs. There are also 2 sets of ranges for China, because of the market differences between
Beijing and the other Chinese cities in which we operate.

itis IMPERATIVE that only the global /compensaﬁéﬂ team submit compensation data for survey participation and r .
purchase. No one outside of global compensation should be submitting Oracle employee data to 3 parties.

6
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- Creating Salary Ranges

Preferred Competitor Com, ames
* Adobe ,*IBMf | e |
- Apple “intel -Software_l'ndustry

« Applied Materials * Microsoft || ocal Companies

- Cadence o Mcmrola Consulting Separate List
*Lugicomm Sales Separate List

 Cisco RS
- « SAP A e T
- Ebay o w Teas Geographical Differences

. Gacgfe : ~ Instruments | P
« HP f Yahoo, % |

~ ORACLE
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When participating in surveys, Oracle submits data on what we are paying for certain jobs while always ensuring
anonymity of incumbents. Our primary sources of data come from highly reputable 3" party consulting firms who
gather data from participants, and compile it to produce reports that keep individual company data confidential.
Oracle targets to be competitive against a select list of competitor companies chosen by our board of directors.
These are the companies the board feels are our biggest competitors for talent— those that we hire from, and lose
employeesto. It is not an exhaustive list, rather the most prominent companies only, and those that are felt to be the
“premier” high tech market sector. : S AR T

There may be differences in the list by country, depending on the key competitors in that country. The market
maturity in a specific country plays a huge role in determining how much market data we are able to gather. In
relatively new geographies, we use whatever data we can get, because we don't always have direct competitorsin -
those markets. The list may also change for some LOBs, since they may compete for talent elsewhere, for example,
we may benchmark against consuiting firms for the consulting function. ‘ S Ay

through recruiters or peérs in other companies. :

In addition to survey market data, the mmpenséﬁeﬂ teams also get data from more informal sources, such as

' ORACLE_JEWETT_00000385
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. Base Salary_- Salary Ranges

Represent potential pay opportunity for a job

Salary Ranges are
driven by market
conditions and are
reviewed annually to
test for market

| competitiveness

Maximum

Ridpoint

animum

" 81 ‘Copyrght © 2011, Oracle dndlor tis affliates. All ights - | Confidential - Oracle Internal -
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Salary range is the link between internal and externial equity. All jobs that are considered equal i value to Oracle are grouped into thef»ameiecai
grade level, and have the same salary range. The salary range numbers are set based on what the local market is paying for the jobs in that range.
alary ranges are reviewed annually, and the range for a job tould change from year-to-year (up or down) based on the review of market data.

There are multiple jobs in the grade, ;)f,teﬁ across different iab}s»

The Minimum is the entry level satarY forajob. Scme countries have le%ai requirements that emg!oyses cannot be paid below the range minimum
for their job.  In these countries, a salary may be green circled, meamntg hat the employee must be given a salary increase to bring his or her salary
from below the salary range minimum for the job into the salary range for the job

The Midpoint or Job Rate is how much a fully competent employee should earn for the job. Itreflects Oracle’s desired market position relative to
the external market, provided they are fully experienced, fully competent and performing at a completely satisfactory level. The midpoint or %‘:;b rate
15 determined based on the desired t%r et market position for all {?t}s in that grade level. Desired market position afound which the midpointis built
may vary from one country to the next, based on the level of maturity of Oracle wilhin that country. L

The Maximum is the upper end of the salary range. This is the maximum salary level that is set for the highest level of performanceinajob.
Regardiess of how fantastic an individual employee may be, there is an upper limit on what makes sense Tor Oracle to pay fora particular job being

performed. This is represented by the range maximum. Some countries ve legal requirements that employees cannotbe paid above the range

maximum for ih’&i:gab. in these countries, the salary may be red circled, meaning thatt eemﬁkéyee is not eligible for a salary increase until his-or
&eg ,séaé‘aerymfans under the range max, either due to being promoted to a job in a higher range, or due to the salary range moving up based on market

As mentioned previously, there are separate ranges for each country, because ranges are based on the local labor market.

8
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. Example of moving from salary survey to salary ranges

» Local market data is analyzed to
‘create a pay structure thatis
competitive for all Oracle jobs in the
local market; lowest to highest-paid.

B © Each Job is assigned to the salary

Y range that is most closely aligned to

the market pay. This ensures salary
ranges are based on external local
market data, not on Oracle's internal

~structure. '

Where individual jobs are paid
similarly, jobs are assigned to the
same salary range. |

"8 | Gopyrigni @ 2014, Oracle andics s affliates. Al rights | Confidential - Orace Infermal
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This slide demonstrates the process that the regwnai mmpeﬁsamn teams go ihmugh o determine the salary range
that apphes to each 3ob at Oracle. The comp taam in each region goes through a similar process for every country.

A pay structure is built based on the icca marxe: data~ $tartmg w;th the lowest pazd’ job and going through the
highest paid job. Once the structure is buﬁt the market data is reviewed for each individual position, and the salary
grade chosen is the one with the midpoint that is closest to the market data. Each salary grade will have jobs across
various functions, and will also ;m:fude jobs of varying levels. It all depends on the local market data for the position.

The following slide pmvides a visual of how the salary grade assignments may be structured.
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. Exampleof Pay Structure } |
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This graphic shows an example of how the pay structure in a specific country may look. As you can see, there could
be various levels or jobs across various functions assigned to the same salary grade. For example; you will notice
that grade 5 includes Function A&B’s IC3 and M1, as well as Function F&G's and H, | & J's IC2.

You will also notice that Grade 8 has an IC4, 1C5, M2 and M3. This graphic clearly demonstrates that there is no
intentionial correlation between the IC career levels and the MG career levels. Some families may appear to cross
over at a certain IC level, butit is purely coincidental and based on market data and is not consistent across job
families or functions. , : ' o

itis important té; note that depending on %,aeg; market pay ﬁenﬁs which can go up or down, the salary grade
assignments and the ranges themselves may fluctuate from year-to-year. S

10
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- Effectively Uti'lizing Salary Ranges

Managing Base Pay

Quartile 4 = Max

Quartile 3 = (Q2+Q4)/2
Quartile 2 = Mid

Quartite 1= (Min+Q2)/2

11| /Copyright © 2017, Oracle andior its affiiates. A fights | Configential~ Oratls Intemal
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The business climate and focal budgets play the b;ggast role in how managers are able to position employees thhm
their range.

Besides the business climate, a number of factors need to be

cansidered when determining where to position an employee within the

salary range. These factorsinclude;

The employees skills; knawledge and expenenc@

Internal equtiy to othersin tha m‘gamza%wn who have similar skill sets for the same role.
Performance

Previous wmpa—ratm

Tenufa incurrent pasxtion ingeneral, empioyees who have remamed in thesr current role tand {0 be paid higher
~in the salary range . )

SISl
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. Things to Conside‘ras a 'Manager

« Employees at the very top of thetr range:

— Are often highly effective contributors whose prpmot:ona! prospects
" are, for various reasons, limited.

— May have been in the same role for a sxgmﬁcant pencd pf time,
without the possibility for promptson
— May have legacy ccmpensat on issues due to joi nmg as a result of
an acquisition
. Emp!oyees in d:ﬁerent countnes will be paid dlfferently for
doing the same job, even if the currency is the same.

. Employees in the same jOb dc not necessanly eam the
‘same amount , |

12| Copyright © 2011, Oracle andlor is affiiatés. Al ights 7] Gonfidential - Ciscle Internat
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To reiterate, salary ranges are intentionally broad to allow managers to differentiate between employees who are
new to their roles and still learning. and those who are fully qualified, very experienced and top performers. The
ranges are based entirely on the local market and any attempt to do currency conversions to determine appropriate
pay levels will not work. G o / . S '

In general, a majority of the population will fall somewhere between the 1= and 3 quartile of their range. However,
there are individual cases where it is completely justified to use the 4™ quartile up to the maximum of the range. If
you have employees in Canada, it is important to remember that there are legal requirements that employees cannot
be paid over the maximum of the range. The only exception to this law are for acquired employees. In this case, the
employee will be red circled & will not be eligible for a base salary increase until the range shifts up, or the employee
moves to a job in a new range with a higher maximum salary. ' :

12
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. Base Salary — Compa-Ratio

« Compa-Ratio is a way to ascertain the base salary
competitiveness. It is the ratio of an employee’s actual
annualized pay rate (numerator) to the midpoint or some other
control point for the job’s pay range (denominator)

« An example: | |

Employee in Job X has an annual salary of $30,000
The local salary range midpoint for Job X = $28,000
Compa-ratio = Employee salary <+ Range Midpoint x 100
= $30,000 + $28,000 x 100
=107.1 R

yyrié i
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An employee's compa-ratiois the ratio of his or her FTE base salary to the midpoint of his or her assigned range. In
this example, an employee with a base salary of $30,000 who is in a job with a range midpoint of $28,000 has a
compa-ratio of 107.1 This means that the employee is paid at 107% of the midpoint, or 7% over the midpoint of the
range. AR ’ : '

Looking at the compa-ratio of employees in different in’bs helps you get a sense of the fairness of their pay relative to
each other. This is helpful when you are managing employees doing different kinds of work, at differentlevels and in
different countries or regions within a country. R

Once again, it is important to remember that not everyone has, nor should they have, the same compa-ratio. The

right ni.:m;er for each employee depends on his or her individual skills, contributions, performance, etc.

Compa-ratio is a great indicator to compare the base salaries of employees across different levels of jobs or
countries where you cannot compare dollar fordollar. , s '

For example, HR uses compa-ratio as an indicator to help set salaries for employees on international transfer
between different countries. Markets are so different, we cannot just convert the current salary into a new currency
and expect it will be appropriate in the new country. We look to maintain compa-ratio, while also taking into account
internal equity and experience of the employee.

1

Lo

 ORACLE_JEWETT_00000367

178



. Compensation Trends Observed at Oracle

- Base salaries should be reviewed in a business context.
What can the business afford?

* There is no data to support a clear link between
compensation alone and attrition.

e There are short term ntemal equity distortions, for
example those caused by M&A activities, Wh!Ch cannot be

rectlﬂed immediately.

. ORACLE
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It is important to remember that base salaries must be reviewed in a business context, and as a manager, you must
always consider what the business can afford at any pointin time. The business performance and the economic
situation and forecast are key factors in all compensation-related decisions that are made at Oracle. Therefore,
while it is good to know the best practices for how to use salary ranges, you must keep in mind the currentbusiness
climate. ; : '

, 14
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. Key Consu:!eratlons When Estabhshmg Pay

e Balance external and mtemal equi ty cons:derat ons
. anferenttate rewards by perfermance o
. Manage your budget you ‘will never have enough

 Be honest and open with cemmumcattens on rewards and
performance

45 | Copyraht © 2011, Orscle andior ifs afflates Alirights ] Configential - Oracke ntemal
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Se,ttm? pay foran emfpacyee is not a simple exercise. To make the best decision, it is important that you consider all
the relevant pieces of the puzzle: namely, balancing internal and external e&uﬁy} individual performance levels of
your employees and,?nur overall budget’ In addition, there are external factors that weigh into recruitment &
retention, and internal factors, such as morale issues & internal transfers. : :

Internal equity is considering how much you pay your employees relative to one another. In addition to salary, .,
variable compensation and stock options are othér tools you can use 1o d;{ieren&ate‘gsy o gw:a more 10 your "stars”.
When you are making pay decisions consider internal equity, and be as fair as possil le. Differences need to be

based on fair, justifiable and non-discriminatory criteria. Focus on results, which is not always the same as effort.

Some employees try really hard, but for whatever reason, do not come through with the desired results. ltis

%a}p?gant to coach these employees to tumn effort into results, where possible, so that they will be rewarded in the
uture. , ' : , Pt

Once again, it is imp: rtaﬁt'ttaaéy;mr employees know the factors that you consider when making pay decisions if you
want thése factors to shape individual behaviors. If an employee believes he or she will get the average salary. =
increase regardless of his or her performance, there is no motivation from a maneiagf ers‘pectwe,fer imor herto
expend extra effort to improve performance. You SHOULD NOT MAKE SPECIFIC PROMISES HERE, rather it is -
important to communicate that if an employee achieves all of his or her ab%ecﬁvas, he or she will be rewarded more
than an employee who does not. As a mahager, you can give examples of possible rewards, such as getting
grcmated faster, geitmr'g a larger share of the bonus pool relative to lower performers at the same level or getting a
etter than average salary increase when salary increase budgets become available. ' '

it is important for managers to be open and honestwith their employees when itcomes to rewards and performance.

However, it is equally important that employees know that there are no guarantees.

15
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. Tools and Resources

» Your manager
» The local Compensation/HR department

— the HR Global Website lists compensation contacts & you will find your
HR Rep & Manager by checking your ARIA page

* Internal Websi tes
« MEE
- DBI |
« CWB — used for bonus, stock & salary increase processes

* IWB — shows salary information and hzstary for all emp oyees within your
orgamza’ucn

* HR Giaba Webszte glcbal HR pahc:es

ORACLE
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In a self service organization like Oracle; there are many r’éswrws available to educate you on making compensation decisions.

Your manager should be your number 1 resource for compensation-related discussions. He or she can give you direction about
compensation decisions made at the line-of-business level. For example, during the salary increase, bonus and stock
processes, some LOBs may imgiamentspeciﬁs,strateg%&s ‘on how they want to allocate their budget pools.

Another important resource for you is the local Compensation manager or HR manager for the country in which the employee
works, He or she will be able to provide experlise on local practices, processes and requirements for that country. In addition to
providing advice on day-to-day comp decisions, the compensation team and HR team can‘also provide advice for some of the
mote difficult camgsns&ﬁowe%aﬁed challenges that you may face, You can find F{m’sr HR Contact and HR Manager by checking
your ARIA page. ‘The appropriate compensation contact can be found on the HR Global website. :

in,’aﬁtﬁﬁaﬁ to personal resources, Oracle has ﬁenty of online msamés available to you. There iéy a wealth of information
available through the global HR website and reﬁh HRMS applications like Manager Self Service (often referred fo as MEE).
Compensation Workbench -ot CWB- and Information Workbench (often referred to as IWB). , ,

On the HR Global Website you willfind the country HR sites, global compensation information, employee handbooks and global
policies such as code of ethics and Business Conduct. ' SO : '

Compensation Workbench is used for comp processes such as the Global Corporate Bonus and the Salary Increase Review and
on IWB you will find job and satary information and history for all employees within your organization.

16
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. Information Workbench (IWB)

« Main View options:
— Salary ,
— Job Information
— Sales Salary
— Total Compensation (summanzed Rol hng 12 months)
— US hours worked - great tool to track overtime hours

* Filters:
— All employees
— Direct employees
— By team
— Per ccuntry

* There is. also a tra ining vxdeo avai Iabie under: Information and
Links / Trammgs , 3
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Information Workbench is accessed via your Compensation Workbench responsibility. 1WB is a tool
available to assist you in monitoring all compensation related information pertaining to your
employees. In addition to base salary history, bonus history, job history and salary range data, IWB
enables you to track overtime and exception pay history for US employees in your hierarchy. The data is
refreshed every month. R : /

The main view options that you will find on Information Workbench are salary, job information, and sales
salary. But you will also be able to find a summarized total compensation overview of your employees.
The overview will show what base and variable compensation your employees have received in the last
12 months. , R f ' ' :

If you want to view 's;ﬁec;ﬁficéectians of your organization, there are filters avaiiabia in Information
Workbench. You may filter by country or direct report team, or you may choose to view just your direct
employees or all employees who report up o you. ' :

If you have little experience with Information Workbench, you can use the training video that is available
in Compensation Workbench under Information and Links and then Training. '

17
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Global Compensation Training
Job Classification and Global Job Table Module
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. Compensation Training Overview
« The Oracle Compensation Training for managers includes the

following modules:

— Introduction o

— Job Classification and Global Job Table

— Salary Ranges

— Managing Pay

— Compensation Processes

— Region specific modules

* Americas

» Asia Pacific
« Europe, Middle East and Africa
« Latin America |

2 ﬂs;afgém 2014 Orable Andior 1 affiates. Alisghts | Donfidential - Orcle Itsmal
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Thiis is the Job Classiication -and Global Job Table modute for compensation training. There are 8 othier modules that have been developed to
provide you a basic overview .of many topics you should be aware of when managing employees at Oracle. Most compensation information
applies globally; however, there are some topics that vary by country and/or region, so the global ‘compensation team developed region-specific
modules to cover topics that aren't rélevant worldwide. Please review the modules for sach region in which you have employees.

Keép in mindihat this is simply an overview and it is not designed to teach you everything there is to know about mmp&nsaﬁenl It is important
to work with your local compensation team representative and HR manager on employee compensation jssues.
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. Topics
| lntrdducﬁon
Job Classification
Global Job Table
Impact on HR processes
| !fmpa{:t én'non—HR prcceéses
Further infcrmation sources

L

L
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This is the agendawe w;l! be covering tagethez‘ today. After a short ;ntmducmn we will start our presematmn on me
Job Classification Methadotagy that we use globally at Oracle. ,

We will talk about what Job Gtassat“ cation is and show you the various elements of Job Classification. We will also
mention the impact of Job Cl ass;ﬁcaucn on other HR and non-HR proc:asses by selecting the correct job for your
employees.

And finally we will give you some things to consider as a manager in relation to Job Classification, for example
where to find information on the jobs of your employees and how to change a job in the Oracle systems

Lok
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.’ Introduction
+ Job Classification is a consistent global framework for job related information that

suppsrts a number of key HR and non-HR processes as well as management reporting

« The Gl obal Job Table eisa key cempcﬁent of the Job Classrfzc:anén system, but other
data also farms part of the overall system

. Managers are responsible fer ensunng that emp oyees on their teams are in the right
job in HRMS

. Aﬁachmg employee records to the incorrect jOb in HRMS will result in multiple problems
related to HR and other processes

41 Gapgngm 2201 1, Otacle a andlorits affiates. A i r@h&a ' 1 Cconfigental Otaeis Intemal
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Job classification is a consistent global framework for job-related mfarmataan that supparts a number of key HR and
non-HR processes. The global job table is a key component of the job classification system. There are many
system elements that are tied to employees based on the job code to which they are assxgneci and managers are
responsible for ensuring that employees are in the correct job. code

Assigning an incorrect job code to an employee could cause prabiems for various processes down the line, and we
will discuss the potential issues that incorrect job codes may cause throughout this presantatmn
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. Global Job Table

- To facilitate the global job classification process, Oracle uses a Global Job
Table in which each job is ass&gned a unique combmatisn af globally
defined atmbutes

&ttrfbutes Definition

job Title Co msrﬂy known as the “system job title”

oORACleE
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Global Job Classification at Oracle is a process thatis all about ensuring that we assign the correct job code to each
employee. In the next two slides we will first mention the elements of global job classification that are the most
important to managers. We will also give a very short description of the elements.

After this short introduction of the most important elements, we will explain each iopk: in more detail.

ltisvery important'ts mention here that once a job code is selected, all the other elements have been defined for that
job code. This means there will not be a jobcode that has more than one official job title or function or career level,
etc. ' SR

One of the most important topics to remember right now is that the process is a global process, with no country
specific job classification elements included, So if an employee moves from the US to the UK to perform the same
job, &.g. Senior Consultant, then there will be no changes in terms of job ¢elassification and, therefore, no changes in
the elements you have seen on this slide. : ,
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. Job Code

» Every employee with the same Job Code will have the same Job Title,
Function, Specialty Area and Global Career Level
+ Example: L

Job Code Job Title i o | ,
e an;tmn ; Specialty Career Level

81 Qspy:igm%}?{?’ia{smieaﬂdieﬁzé affiiates. Allrights | Confidential - Dragle Internal
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We will now start explaining the mas{rreiévam details of the job ciaééiﬁs:atién;pwses&

On this slide you see ;at:: code 20410, wmch is aniy one cf more than 1,000 unique job codes (and therefore jobs)
thatare mcluded inthe gtoha% g)b tat;te

The global job title is just a bnef description of the job, referring to the official m’tema% title of the job. The internal job
title will be used mostly for system and repartmg purposas

in general the gicbai job title is notthe tﬁie the empluyee maght use to descnbe his or her job ona business cafd or.
when speaking to acﬁssgues chents or relatives. , '

In the next slidas we will d’iscuss the function, spesiaityafea and career level.
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Function

» Function describes the type of work the employee performs
« ltis nc:t necessar ily spec ific to the employee s LOB.

+ The fa lowil ng are the Funct ons recogmzed by Oracle

Administratio Business Practices
Consulting | Development
Facilities Finance
Human Resources IT
Legal | Manufacturing & Distributio
~ Marketing o Pre Sales |
Sales (all LOB’ s) ~ Support
Trammg BT

7 W@zﬁﬂ,mmﬁw&w@wm&m g x}ﬂ&dsqm Orachs intermial ’f
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The function describes the general type of work the e,mpmyeé' performs. 'rhis,s;iide lists all of the global job functions
at Oracle, including IT, {}eveiopment, Eacilities, Legaland ’Sa,ies.

All employees working in a sates posﬁmn will be part of ihe Sales Funetmn regartﬁess of the exact job title or job
code. The same applies, for instance, for all employees in Finance.

If an employeeis working in a financial position for Cmsulfmg, then the job code assigned should be part of the
Fmanca function, des;;sie the fact that the employee is working in the Consulting organization
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. Specualty Area

+ Specialty describes the work performed within the Function
+ Each Function has typ cal y 4 — 8 Specialty Areas

« Ifan empleyae s role covers more than one speci aiist area, then chose the job whose
speciality is most representative ,

Example:

Function: Finance Speciality Areas

' Accounting
Audit :
Budget, Planning & Analysis
Credit & Collections
Contracts Management
Financing
Licence Compliance (LMS)
Payroll/Commissions

- Purchasing

Revenue lﬁte'gkﬁy
Tax ,
Treasury

8 Cesynght@zﬁ% Orale andior its afliates. Al agh%s L Dconidential Oragle intemal
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The specialty area is more specific, and it ﬂescribés thé work the employee performs within the defined function.

in this slide, we clearly show that within the Finance function, not all employees are doing the same type of work.
Employees in the finance function may be working in one of twelve specialty areas, such as accounting, contracts,
purchasing, or tax. The specialty area assignedto a job helps to pinpoint the responsibilities of that job.

For example, when employees send in expenses to be raimbursed, they will be processed by employees in the
Shared Service Center in the Accounting specialty area, but our salaries are processed by local payroll. Both
Accounting & Payrol/Commissions are specialty areas within the Finance function. ;

8
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. Global Career Level

« Global career levels are a set of broad, hi erarchccal categories related to the level at
which a job is perfnrmed

- Responsibilities, individual contributions and Jcb compl exzty increase from one job level
to the next job level in the hierarchy

* The global career level structure has two paths: Management (M1 - M10) and Individual
Contributor (ICO — IC6). There is no correlation between M and IC level

- An employee is consi idered to be a manager if his/her primary responsibility is
management (with hire/fire authority) of two or more regular full time equi ivalent Oracle
employees. All other employees should be considered indivi dual contributors, including
team ieaders

91 cwy@z@mﬁ,msmmsammg At rights | Confidential ~ Oracle Intermal
reserved, [, el

~ CONFIDENTIAL Nt e |  ORACLE JEWETT 00000657

204



A job family is a series of levels where the nature of the work is similar. The distinct levels represent Oracle’s
requirements for increased skill, knowledge, and responsibilities. The higher the career level, the higherthe -
complexity of the job duties. R r P L

This means that if a jab in Finance has the same level of %eswhsibﬁiﬁes and complexity as a job in Sales, the career
level of the two jobs will be the same. , '

There are career levels for Managemant positions (with levels ranging from M1 through M10) and for non-
management positions, the so-called individual contributors (with levels ranging from ICO through IC6). In order to
~ be considered a manager in the US, you must have at least 2 people reporting to you, and your primary
_ responsibility should be that of managing people. For all other countries, only 1 reportis necessary. Forthe
individual contributor career path, assignment to the IC6 level is “gated’, meaning that there is a rigorous
appointment process within groups, most typically development, that use this level. There are very few employees
worldwide in this level.- , . , '

-
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. Management Career Levels

Manager Career Levels

10| Copyrght © 2011, Oracle andior its affliates. All ights~ 1" Confidential ~ Oracle Internal -
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Thns slide gwes an overview of all Managemeni Career Leveis whxah is more or less seif exp%anatafy The
informationis meant to gwe a qu;k mtai overview of all exzstmg Managemem Career Levels at Oracle.

Det“ nitions of the'se !e\z&is are available. The formal deﬁmtmns can be hel pful when recmmng anew emp syae or
when making a demsmn on whether or notto give a promotion to an emptoyee

Please contact your compensation representatwe if you are interested in seeing how each management level is
defined. , .

10
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yutor Career Levels

. Individual Contri

IC Career Levels

ORACLE
11 | Copyrant ©2011, Oraole andior s afistes. Alights | Confidestial -~ Oracie nternal ‘
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This slide gives an overview of all Individual Contributor Career Levels.

Definitions of these levels are also available. Please contact your compensation representative if you are interested
in seeing how each individual contributor level is defined.

It is important to note that there is NO correlation between M-levels and IC-levels. Each career pathis considered
separate from the other, and transfers or job changes across the paths are to be evaluated on a case-by-case basis.

Please also notethat the 2{:‘5 level is exceptional and requires a special promotion process in most LOB.

L1
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- Additional Job Table Information (1)
The following additional mformatlon is alse held agamst individual jobs:

Ccmpensat;on Type
* Broad categenes of commi ssacnibanus p&ans as fei lows

— Consulting Bonus Plan

- SalesiPre-Sates Commissi ion Plan wth Annua Target Variable
— Education Bonus for Trainers

— Recruiters’ Bonus

— Global Bonus

* Empl oyees ‘with the same job code are eligible to partici pate in the same
variable/bonus plan type (for except ions see the Regtcna Compensation Training
Madu es) ' ,

o ORACLE
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 CONFIDENTIAL

In addition to job code, function, specialty area and career level, there éfe other elements in the g!atﬁa& job table that
are held against the individual jobs. g e

One of the critical 'élemeﬂts is 'C,orﬁpensaﬁan type.

Oracle Consultants who are “billable” may be eligible to participate in the Consulting Discretionary Bonus Plan.
Consulting bonuses are administered through Global Incentive Planning. e

Sales commissions are designed to direct, motivate, and reward sales employees for achieving desired business
objectives. Sales commissions are administered through Global Sales Compensation. Oracle Instructors, outside
the U.S., who are “billable” are eligible to receive a quarterly bonus, Instructor bonuses are administered through
Global Incentive Planning. i i -

Only Oracle recruiters are eligible for the Recruitment plan. This plan is based on measurable recruitment goals.

‘The Global Performance Bonus Plan is an annual plan, but the Bonuses are discretionary and there are no

entitlements. i

It is important to note that, in general, employees with the same job code are eligible to participate in the same

" variable or bonus plan, so correctly assigning the job code, and therefore, the compensation type, is critical to

ensuring that your employees are on the right plan.-

12
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. Additional Job Table Information (2)

Salary Grades

— These link to base salary ranges that ass;st managers to make dsc sions about
salaries during the salary increase revxew promm ion or recruitment processes

Consulting Target Bonus

— This may differ from country to country
Consulting Job Level
Billable Flag

— Relevant Consulting jobs only

L]

»
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Other important information that is tied directly to the job table iﬁtmdes salary grades, consulting target bonus levels,
consulting job levels and the billable flag, which is 'reievant to some consulting jobs. '

Salary grades link a range to each job code, and the grades are assigned at the country level. Grades are
determined based on local market analysis, so a grade 8 in the US is not the same as agrade 8 in Australia, or a

grade 8 in France. There is a separate training module on how salary ranges are developed and used at Oracle, so
please check out'that presentation when you have some time. ' :

13
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- Impact on HR Processes

* The classification Gf a jOb has d;rect smpact on:
— Compensation
» Salary range
« Compensation type
— iRecruit/Offer Letter ,
— Employment terms for acquired emplayees
— Benefits (eizg bility/level of benefits coverage)
— Appraisal (individual profile/job campetenmes)

. Ehg;bs !ty for Csmpensatisn Werkbench Processes
— Sales Increase/Salary Review
— Non-Sales Increase/Sal ary Revxew
— Global Bonus ,
— Consulting Bonus {mansged outs de CWB outside US)

- Apprcva autharity levels for HR processes

; Copynght @201, Grasie andirite affiiates. Al ng?as i Confidential - Otacle infernat
reserved. .
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'CONFIDENTIAL

The classification of a job has a direct impact on many processes,

First, if the employee s in the wrong job. it could have a direct impact on the variable compensation of the employee. If you have,
for example, a Consulting Sales Representative on your team, that is mapped to a consulting delivery job, you will have
problems in issuing a comp plan, because the consulting jobis sligible for a consulting bonus plan. In addition, we have 2
salary increase processes at Oracle. One is for the Sales function and the other is for all other functions. If someone is
misciassified, he or she may not be eligible at the appropriate salary increase time for his-or hef role. ‘This again illustrates
how each job code has pre-defined elements that can not be changed. :

Second, in some countries certain benefits are linked directly to the job of the employee, for example the eligibility for a company
car of tar allowance. Correctly assigning a job code impacts the benefits for which the employee is eligible.

Third, access to Manager Self Service and Gomﬁénsaﬁan Workbench is limited — only employees with @ global career level of
M1 through M10 are granted access to these fools.

And ﬁaa%i}g; by incorrectly ciassiﬁ'iﬁg 'an, employee, we are m%srepresenﬁng survey data being :epnﬁed;aﬂd we could be violating
local laws putting the company at risk for litigation. S

These fopics clearly illustrate the importance of having your emiployees in the correct job.

14
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. Impact on non-HR Processes
+ Compensation plan issuance T
« The type of sales compensation plan is linked to the employee’s job

. \Efn*ipig ees with jobs with Function of Sales or Pre-Sales must have an Annual Target
Variable | o

« General Ledger |

« The employee’s job is one of the parameters that generates the Headcount Account for
Headcount Reporting by Finance '

» Projects B
« Billing rates - linked to Consulting Job Level |
« Only employees with a job with Function of Consulting and Billable Flag set to Y can be
charged out with the standard cost rate for the job '
+ Sales Applications Sy o o
- Basic details of Sales applications, such as CRM, are synchronized with employee details
of the HR database. Yet, this is true only for employees having a Job Function of Sales or
Pre-Sales as access to these applications is restricted to these functions -

ORACLE
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In addition to impacting HR processes, the job code saiectedvﬁii impact various non-HR processes.

Some of these processes include: compensation plan issuance, headcount reporting for the general ledger and sales
applications. Project billing rates for consultants are also linked to the job classification of each employee. If an
employeeis mapped too fow, this could have a direct impact on the margin of the business.

“*PLEASE HOLD ON THIS SLIDE FOR A BIT TO GIVE VIEWERS A CHANCE TO READ ALL BULLETS***

15
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. Further Information Sources
« Detailed definitions of the Function, Specialty Area, Global Career Levels can be found
~on the Managers’ Resource Guide (MRG) accessed via manager HR Self Service
+ The MRG also contains cieta led information on: :
— Where to find information on jobs
— How to changa the job of your employees
— How to change the product association and Industry code fer your employees

ORACLE
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Through Manager HR Self Service, also know'n as MEE (Manage Employee Events), managers can view an
employee's assignment, salary and training information and change employee details by processing HR

transactions through a web browser.

An extensive manual is also available to managers, the MEE Handbmk for Managers, in'which the manager can
find a description of all the options that are included in MEE.

The job code assignedto an employee can also be found in Information Workbench and in MyOracle at People
Search. ' , , f
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- Tools and Resources
* Your manager |

- The local Campeﬂsatxon!HR department
— the HR Global Website lists compensation contacts & you will find your HR Rep
& Manager by checking your AR!A page |
« Internal Websztes ,
« MEE
-DBl
« CWB — used fer bonus, stsck & salary increase processes

« IWB — shows salary information and hxstcry for all employees within your
orgamzauon | |

. HR Gl obal Websgte glaba HR pohc
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in a self service organization like Oracle, there are many resources available to educate you on making compensation decisions.

Your manager should be your number 1 resoutce ferpﬁmﬁ&ﬁmﬁsme!ated discussions. He or she can give you direction about
compensation decisions made at the line-of-business level. For example, during the salary increase, bonus and stock
processes, some LOBs may implement specific strategies on how they want to allocate their budget pools.

Ancther important resource for you is the local Compensation manager or HR manager for the country in-which the employee
works. He or she will be able to provide expertise on local practices. processes and requirements for that country. In-addition to
providing advice on day-to-day comp decisions, the compensation team and HR team can also provide advice for some of the
more difficult compensation-related challenges that you may face. You can find your HR Contact and HR Manager by checking
yourARIA page. The appropriate compensation contact can be found on the HR Global website.

In addition to personal resources, Oracle has plenty of online reaw:ées available to ,y'auy‘ T’hefe is ‘a wealth of information
available through the global HR website and through HRMS applications like Manager Self Service (often refefred to as MEE),
Compensation Workbench -or CWB- and Information Workbench (often referred to as 1w5}.

On the HR Global Website you will find the m}ﬁn&w HR sites, global compensation information, employee handbooks and global
policies suich as code of ethics and Business Conduct. : '

Compensation Workbench is used for esmp processes stich as the Global Corporate Bonus and the Salary Increase Review and
on 1WB you will find job and salary information and history for all employees within your organization.

17
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- Information Workbenc‘h (IWB)

* Main View options:
— Salary

— Job Information

— Sales Salary | '

— Total Compensation (summarized - Ra ing 12 months)
— US hours worked - great tool to trac.k overtime hours

. Fnters. |
— All employees
— Direct employees
— By team |
= Per country St
* Thereis also a trammg Vi dee ava ab e under: Information and Links /
' Traxmngs , . ,

ORACLE
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Information Workbench is accessed via your Compensation Workbench responsibility. WB s a tool available to
assist you in monitoring all compensation related information pertaining to your employees. In addition to base
salary history, bonus history, job history and salary range data, IWB enables you to track overtime and exception pay
history for US employees in your hierarchy. The data is refreshed every month.

The g;naih view options thatymz will find on iﬂfc,fmatmnwgfkﬁeﬁch are salary, job information, and sales salary. But
you will also be able to find a summarized total compensation overview of your employees. The overview will show
what base and variable compensation your employees have received in the last 12 months.

If you want to view specific sections of ydufﬁ'éfrgamzatim, ihsre are filters available in Information Workbench. You
may filter by country or direct report team, or you may choose to view just your direct employees or all employees

who report up to you.

If you have little éxp&'ﬁanaaWith Information Workbench, you can use the training video that is available in
Compensation Workbench under Information and Links and then Training.

18
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Every employee with same lob Code will have the same Global Job Title, Function, Specialty Area
and Global Carser Level

ORAC

Jobs at Oracle are classified using a consistent global framework. Each job is assigned 5 core elements.
These elements are!
The Job Code which is the unigie identifier for the job and is one of ‘about 1300 Job Codes included in the global job table.

The job Title which is a brief description of the job— known as the “system title”. In gerieral the global jobtitle is not the title the employee might use to describe his job to colleagues or clients or use
it for a busines card. :

The Function describes the general type of work the employee performs. This isn’t specific to the employee’s LOB.
The Specialty Area s a'subset of the ixmctianyand is intended tb further identify the work performed.

Finally, the Career Levél is a broad category that indicates increased skill, knowledge, and responsibilities and performance expectations, The higher the career level, the higher the complexity pfthe
job duties. :

As shown in our example, the job title, function, speciality and career fevel will be the same globally.
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Giabal Career Levels
¥ Globalcareer levelsare a set a" broad, hi erarchical e;%wg:}gx&a rel aa&é to'the level at which 3 job is performed

* Responsibilities, contribution and iob samg}f&gifm{r&ﬁs& from one job lsvel 1o the next in the hierarchy

* The global career level structure s two paths: Management {M1-M10] and individual Contributor {IC0 ~ IC6}.
There is no correlation between M and i€ level

individual Contributor

ievels M1 to M10 / - ’ o {aveis 31213{3 e

As merstmnecf on the ;mar shide, ginba career eveis area set m‘ broad categ{mes re!ateé tothe level a jobis ;}erfarmed These level s indicate where respon&;bﬂat;es, individual contributions and job
complexity increase fr&m one jab level to the next.

The career level fsr 3 job in one prganization with the same leuei of respms;m!zt:a& and complexity ss ajobin anc)thar organization, will be the same level. This means that if a job in Finance does
have the same; wei of responsibilities and complexity as ajob sayin Sa%es, the career levei of the'two jobs will be the same,

The career level structure has 2 paths. Management positions and ﬂan&amgement positions which are referred to as Individual Contributors. There isno ésrect mapping hetween M-levels ard 1C-
levels. Each career path is cons;dered separate from the other, and transfers or job changes across the paths should be evaluated on a case-by-case basis.
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Career %.evéais, s
Individual Contributor (IC) CareerLevels
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Global Career Levels
Manager (M) Career Levels zor mors arec

; :
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Choosing the Cér;e{:t Job Code

When chmsmg a ;eb code, ysa should select the job that most closely reflects the role, His zmpi;rtant to remember that the jobeode neec} not be ina specxﬁt function just because an employee is in
a‘specific LOB. An axampie of thig'is Admm Assistzms Admins have a function of Admin but can be located across the organization. ;

if the job codeis mr:o:rett there could be an impact to the employee’s ccmpensatasn, including their salary rangé bonus eﬁgwbt ity, overtime ehgabzlity and compenisation plan eligibility.
In some cases an mcarrect e d cede cuuid impactan oﬁer %eﬁe: or employment terms esgec%ally for M&A emp?cvees aad hamper ai:cess 0 manager self service and-compensation umgram tools.

. Please cefstact your ass1gned HR business partner, if you have questions about the job classification of any of your employees.: You may be asked 0 prowde information on'the éatxes of the jobto
determine and ensure the appmpnste job-code assignment is pmwded
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’Chaasingtha Correct Job Code

» The Job code selected should be the}sbwhiah m:},sté;ii}géiy
i“?ﬁéi‘:ig the role in the organization |

When cheosmg a pb cade, you should select the job thai most dasely reflects the role, 1tis zmponant 1o remember that the 3Qb code need riot beina specmc function just because an employee isin
- a'specific LOB. An example of thns is Admin Assistants. Admins have a function of Admin hut carn be located: acmss the organization. )

{f the ;nh c&de is: mcofrett !here ccmid bean mﬁpact ta the employee’s compensation, mtiu&mg thetr salary raage bonus eligibility, overtime a&tgsb hty and compensation plan eligibility.

in somecasesan mmrrect job s:c-:ie could impact an offer letter or emn!oymen! terms especially fer M&A ermployees and hamper access to manager 5&!%‘ sewxce and compensation program tools.

Piease contact your asszgned HR business partner i you have questions about the job classifi catson ofanyof vouf empicryees You may be asked to pmv;d& information on'the duties of the job to
determine and ensure the appropriate job code assignment is provided.
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Choosing the Correct Job Code

» The Job code selected should be the job which most closely

reflects the role in the organization

Why is this so important?

Wheﬁ choesmg @ job code, yeu should selectthe ;ob that most closely reflects the role. itis ;mpartant to remembef that the job code need not be in'a specific function just because an empioyee isin
a specxf c LGB An example of this s Admin Assistants. Admins have a function of Admin but can be ioe:axed across the organ ization.

If t‘he 3&!: code is incorrect there could be animpact to the employee’s compensation, including ﬁaeu' salary range, bonus e?agzbf ity, overtime el 1gxbamv and cc}mperssamn plan eligibility.

I some cascs an mcsrreat ;s&s x:mie could impact an affer tstteer oremployment terms especially for M&A employees and hamper access: tc manager self semx:e and compensation pmgram tools.

Please e:ontact your asssgnesj HR business partner, tf you have questions about’ the joti classification of an‘; of wm employees. You mas; be asked to pmvsde information on'the &mes ofthe jobto
determmé and ensure the appmpnate jobcode assighment js provided.

10
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Chéasmg ’thé Correct Job Code

» The Job code s&iéﬁeé; should be the job which most closely 4

reflects the role in the organization

Whv is thss so 3m§cﬁam‘? What nght be ;mpacteﬁ by
inaccurate ;xsb mappmg?

When cht}osmg a job code, you should selectthe )ob that most closely reflects the role, Itis cmpm'tant ta remember that the job code reed not be in a specific function just because an emp!cyee isin
a specific LOB. An examp?e of thns is Admin Ass%stants Admins have a functacn of Admin bat can be ocaxed across the organization.

i# the jobrodeis mcorrect there could bean impact to the employee’s compensatson; including their salary range bcnus e §gebehw, overtime e!:gabahty and campensatwn plan ehgst)mty

In some cases an incorrect job code could impact an offer letter or empiayment terms especiatly for MEA. em@%nvees and, hamper access to manager self service and compensation program tools.

Please contact your as&:gneé HR busmess ;)artner, if you have questions about the job classification of any of your employees. Youmay beasked to pmwd& information on the dut&es of the job to
determine and ensure the appropriate job code asagnmem is provided.

11
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Choosing the Correct Job Code

» The Job code selected shwld be the job wh‘ich most closely

reflects the role in the organization

Why is this 'sa,iinpartast? What might be impacted by

inaccurate job mapping?
« Salary Range

ORACLE

When choosing a ;ei: cmie vmz shau id seiect the mb that rhost closely reflects the role; §t is important to rememiber that the job mde need notbeina specnﬂc function just becauae ah employeeis in
a specific LOB Aﬂ example of thisis Admin Assistants. Admins have a functmn of Admin but can be located across the organization. - .

i the. ;ab mde is mcoffect there could be an :mpact tothe empic«yee s campensat»an, including their sataw range, h:}nns eligibility, overtime eligibility and compensatwn plan eligibility.
in some cases an incorrect job code could impact an oﬁer ettef or empioymﬁnt terms espemat!y fcf M&;\ emp!eyees anﬁ hamper access to manager self servi ce and compensatmn program tools.

Please contact your assxgned HR business partner, if you have questmns about the ;ob ciasssfz:amm of any ofyour empiayees Youmay be asked to provide | information on the duties of the job to
determine and ensure the ap;}mpnate job code assignment is provided. ;
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Choosing the Correct Job Code

» The Job code selected should be the job which most closely

reflects the role in the organization

Why is this so important? What might be impacted by
inaccurate job mapping?

* Salary Range

» Bonus eligibility

When chaosmg a ;oh code, \fm: should select the job that most c%ase y refiects the role. It is important to remembe{ that the ;eb code need not be in 3 specific function just because an employee isin
a specific LQB An example of this Is Admin Assistants. Admms have a functicm of Admin but can belocated acrass the argamzanan :

if the job ecode ss incorrect there could be an rm:}af:t tothe emp joyee's c&mg«er:sa’tmn mc#utimg theirsalary range, bonus € ;g;bmw, overtime eligibility and compensation plan eligibility.

In some cases an incorrect job code could impact an offer ietter or emptcvmém terms especxaéiy far MEA empioms and bamper 3¢oess to manager self semx:e and camnensatmn program tools,

Please contact your assigned HR business partner, if you have gues‘ﬁons about the job classifi tﬂlii?ﬂ of any of your employees. You may be'asked to {.%f‘{wxde information on the duties of the job to

determine and ensure the appropriate job code assignment is provided.
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Choosing the Correct Jab Code

» The Job code selected should be the job which most closely

reflects the role in the ,{sfgiaaizatém

Whv is this se zmpsrxam‘? W‘hat m;ght be impacted by

macauraie ;nia maﬁpmg?
« Salary Range -
* Bonus eligibility

.

* Overtime eligibility

DRACLE

When chcasmg a ;ab wde, you should select the job that most closely reflects the role. lt is smportaat to remember that the job cade need notbeina spemf" c functron just because an employee isin
a specific LOB. An example of tbis is Admin Assistants. Admms have a function of Admin but can ‘belocated across the orgamzatmn .

If the job code is incorrect there couié bean ;m;:act to the employee’s cempensatmn, including their salary range, honus eisg;bs aty, overtime eligibility and cempensatmn plan e\ig&bchw
Insome cases an incorrect ;ob cade ‘could tmpa(‘:t an offer letteror emp%wmem terms espemaéiy for M&A employees and hamper access to manager self service and campensa’tmﬂ pregram tools.

Please contact v::mr ass;gmd HR business partner, if you have questmns about the job classification of any of your empmyees You may be asked to provide information on the duties of the jobto
: de‘termme and ensure the appropriate. ;ui) code assignment is provided. .
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Choosing the | Correct ,xah Code

> The Job code selected should be the job which most e%éseiy

reflects the role in the organization

Why is tiz;s so im;;artant? What msgh% be tmgacteti by

inaccurate ;ﬁ%} mamamg?
» Salary Range
* Bonus efgihgi;tg
-+ Overtime eligibility
* Visa eligibility, systems access, and more

& spmﬁc LOB. Arr examaia of this i s is Admin Assistants. Mmms have a function of Admin but :an be k;cated across the r;rgamzatwﬁ

Hthejob cmie is incorrect t?se:e could be an impact to the employee’s ccmpem‘a{aon mz:%ucimg their salary range, bonus eiigihsism overtime eligibility and compensation plan eligibility:

in some cases an mwrrer:t iobcode cau%& :mpact sm offer ietter or empiwment terms es;}ec;aiiy for M&A empiwaes and hamgsr dccessto manager selfservice and wm;}en&atsm ;smgram tools.

‘Pléase contact your sssngned HR isusmess partnex ifyou have questions abﬁiﬁt the ;ei: t!ass;ﬁcatcsﬁ of any of vom employees. You may be askedto pmv;de information on the dutses ef thejobto
determine and eﬁsuf& the appropriate job code assignment is provided. . ;

When chaasmg 3 job code, you shcuié select the job that most r:it)seiv reﬂetts the role, itisimportantto remember that the job ccde need notbeina spec;ﬁc furiction just betause an empioyee isin
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Salary Ranges

« Salary ranges are a tool to assist managers in making decisions about pay
~ Broad ranges allow managers to account for differences in experience; skills,
competencies and performance of candidates and incumbents
—Salary ranges are developed at the country level
# Somecountries may %15?& multiple ranges because of within country pay differéntces
| SUS—~HQandNonHQ oo T :
— Salary ranges are developed locally using 3™ party salary survey information
Market dat reviewed relative 1o the particulsrich and it is typical to find 4 variance between
functions. For instance; market data for the sales function differs when compared to market data
for the support function.

ORACLE

Each job code in the global table is assigned to a salary grade t&at refers to'a salary range.

Sa?aw,rénges are & tool designed to assist in making decisions about pay by providing ranges that are considered fair and competitive in the local labor market for a specific job. Oracle’s ranges are
intentionally broad to allow managers to differentiate between employees who are new to their roles and still learning, and those who are fully qualified; very experienced and top performers.
Salary ranges aredeveloped at the local country level, since there are market ;iiﬁarenées from one country to the next, as:well as even within-country differences in some cases. For example, jobs in
Silicon Valley aré paid higher than those in Orlando, FL, so we have a differential in the US for non-HQ jobs. :

Salary survey information from 3rd party éuﬁsu%t%ng cam;sa?ﬁés is used to develop.our salary ranges. Market data is reviewed relative to the particular job and it’s typical to vary between functions.
For instance, market data for the sales function.differs when compared to market data for the support function.
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Understanding Salary Ranges

CEmpiovess w
Barning they
Jeenlabmen s
" teauired Sandard

oORACLE

Gty and assits in maldng pay decisk ing it i W proscess, Tacataevi ahsn far r. dohs that have The s % 2 into the same | eip angd have the sama aslary range. There are

date 3 e i be moved 2 3 whole af individual fobs may change graties from vear-toyesr fup or down).
Eacgsgmdé V%‘Q } i £ ! of 4 3 theif salary g8 i i 2 # bude tay 2 key role ivhow mgvﬁg@rs are abie s thin theh
thes factors i o dteimning 2 i i

Smplored’s sl

Posiion i ine e of ot ’ o Wikt v sHvilar Skil S6ES tor th bame Tole
e the k&
So, specically, lovs eview the ideat Usage b asdlary range
v aring iheir role, 57 o o 4 Below sty i : fif e 1st quartile, We find thatwith some teams, ad in pasticular with Mergers nd Acquisitions, we might have employees perhaps with timited
=&, = e Shy g particular § threfore, might be under o s of the sssighed
2 1 Wil » i ¥ skg!s and A £ ativw, thelr pay can be re-aligned.

Avwe e Tn this sxamiple, using the 1S, selary range for the N

idpaint typlesd 5 wate fof ol i fity comp £ Kng By J & 5. 5ok
The arties deatfy i top who are raady for promotian of for thase whe possess  “hot sk,
The maximum icaily thi highest salary i e paid for ajob:
A5 ¥ manbger, youmay Vﬁ’iégﬁﬂﬂy' o perfer 4 ¥ ot Jted to give you an overdew and understansding of the intended usage of the salary rahgs,
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Base Salary — Compa-Ratio

« Compa-Ratio is the ratio ;ﬁf iﬁ&émgé&'}?ée’g salary to t%“sé midpoint of their §G§3$ salary range.
+ Example; i ’ -

Annual salary ﬂ—

Local salary fa;,xgssi midpoint -

Compa-ratio = i"’m;;%éyée salary = Range Midpoint x 100

x 100 | | .

+  How do we use Compa-Ratio?
Salary benchmarkingof peersinrole
intemational translers between two Tounitnes

Pericdicsalany 1

An employee’s compasratio is the ratio of their full time equivalent base salary to the midpoint of their assigned job’s salary range. With this calculstion, you have an opportunity to lookat

eriployees in different jobs and to gain a sense of their pay relative to each other. Thisis helpful when you sre managing employees doing different kinds of work, at different levels and in different

countries or regions within a country. Of course, it isimportant to remember that not everyone has, nor should they have, the same compa-ratio. The right compa-ratio for each employee depends

on their individual experfence, skills, contributions and performance. i e S : e ; , '

To calculate a comparratio, 4s shown in our example foran we will divide the annual salary of [ NI it - resulting compa-ratio of 104.5 . '
This'means that the emplovee is paid at 104.5% of the midpaint, or midpoint of the range. This data point would indicate that the employee is fully experienced and competent to :
successfully perform the duties of the job and is being paid slightly over the current market of the job. i . ; T
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Sales — Pay Mix

At Oracle, we have yariab!e pay components such as those found within our consulting or corporate plans however, this slideis just speaking specifically about sales plans.

Base pay; as yau know, is what an employee is given for a job.which-may be impacted by the employee with various factors such as thelr performance. The Annual Target Yariable {ATV}) is an earning
apportinity for tha amployes haser nn achisvement of their sales gals. 1t is this equation of base salary and the target variable that.provides the ‘Pay Mix’ ratio of the job.: The overall purpose of
the pay mix is to help establish a motivating risk/reward prcpmitim for those employees with inflience over sales outcomes. Of course, the higher the jobs influence the higher the pay mixshould
be. Adding an employees base pay and their ATV provides their OTE (On-Target Earnings). . S :

So, for instance, an. '{in the USi}is provideé,a standard — mix which indicates the employee is givén -ya'f their éarnings in their base pay and a ]
opportunity. This highly leveraged ‘mix indicates a significant influence over a sale. An example of a lower leveraged job is the pre-sales consultant with a standard pay mix of . This
pay mix indicates their influence for the sale s not as great and therefore most of their dollars {_} is found in their base pay with teveraged in the ATV, ,

Of course, for,sﬂme employees based on attainment of their specific sales goals, they will find that their base pay when combined with their variable pay can be very rewarding.
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. Sales — Pay Mix

«Global Incentive Comp (GIC) Team

vS‘{aﬁéa;é v. Non-Standard Pay Mix

Here's 3 look at & standard pay mixfora sales :izie at Dracle. Inthisinstance, we are looking atan Alliances Consultant role. For this role, the standard pay mix between base salary and target
variable can be as leveraged as base / variable) or less leveraged as & base/ variable). It then shows what the min, mid, and max base salary and target variables for
each sceniario can be. e &

The Giobal Incentive Cané;; Team is responsible for maintaining the sales pay mixes: They also review all sales roles offered to ensure the .

Terms are in liné with the standards. it ié:imp’eria’ﬁt to keep the sales pay mixwithin these standard mixes. This ensures consistency in the roles and teams across Oracle, and avoids pushback from
- our Global Incentive Comp Team and the BoD: e
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Thanks Jana - s : i : .

In the next section of our presentation, | will review several types of pay decisions you may make as & manager,
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General Principles of Managing Pay

. i@m@%&ﬁ&%maniﬁ beﬁe?itﬁ ‘must be in line with the siaﬁéafﬁ for the job
* Balance external and internal equity |
« Consider the relevant knowledge, skills, abilities ané experience of the

employee , Ny
* Differentiate rewards by ;}&ffc}rmaﬁas but manage within your budget .
* Be hsnasi and open with communications on rewards aad ;aez‘?srmame

- These principles apply g {siza

ORACLE

Managing pay is an art, not a science, and there are various factors to consider. )
Here are some of t%ne general ;mncm les of managing pay.
I.ampensatma amd beneﬁts offered to employees should be in line mtzx the Oracle icc:al standard for the job. .

Magagers need to ba ance external and mtemai equity, as weﬁ asthe re%evani imaw edge, skills, ahﬁsﬁas and experience of the employee or candidate.

Rew,arés should be differentisted by gerfsrmance which can bg a chaiiersge when managing within your budget.

it is important for managers to be open-and honest with theiremployees when it comes to rewards and performance. However, itisequally important that you never make specific promises.

Remember these principles apply giahaigy.
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New Hires
* When posting a position

— Choose the correct job family and career level
= Mostciosely reflects the role and level of the work required

* When determining an offer

— Make final determination of correct career level for the candidate — may differ from
é\s&% of gﬁgtmg one level up or down ' .
* gEiS%fﬁ onexperience and skill set of candicate ’

~ Review salary range f for proposed gagmsﬂ and salary range position of existing
;nmmhen{s inwork group. ey

- Understand variable pay plan, if any e ;g;iniésigf

- Review candidate and proposed package with HRBP prior to making candidate offer

When hiring a éev# ampiwée you must first ;ﬁost a pasitmn Choose the job family based on the family that most closely reflects the role. ?he'i:areer level should be chosen based on the level of

work the z:srgemzatma requires not the level that it would be nice to have or the level of the current ‘members of the team. -

When you're making an offer, make the final career level determmsmn bhased on the cand:éate s experience and skill sét, The career level may differ fror the level of the posting ~ one level u;:« or
doiwn is aliowed with no add&wm posting requirements. Also rewaw the current salary range and the ;)ttsmim inthe sa%ary range of existing incumbents in the work group. .

Be sure you undes‘stam if the positionis ai;gft}ie for any variable pay such as the Global Corporate Befws or asales ms;:enﬁ;ve plan.
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Scenario #1

New Hire - Chuasingé Career Level and Saiary

* Position posted as a M4
~ Will have 4 reports—11C3, 21C4s and 11C5

+ Candidate has 10 years ex;}éfieﬁce including 2 years management
experience

. %fiey factors in dgtefmm ing career level
= lob chps '
~ Candidate’s experience
* Key factors in determining starting salary
— Peer salaries with similar skills, experience, and job
— Local market salary data to ensure offer competitiveness

Let’s review a scenam on cifmmng acareer level and sataw foranew hure
‘Here are some ofthe facts

The. pﬁs;t@a is posted as a M4, The gesztmnwm haﬁea& repﬁtﬁ -11C3,2 %Cas and 11C5.

The candidate has 10 veazs expenence *m%uctmg 2years management experience. :
??se  key factors in determining t?\e career 2eve§ are’ the job'scope and the caadxdsie sexperience,
The key factorin éetermmmg the startmg salary is where the peers doing similar work are paid.
Based on the this information what wauid you recommenﬁ? '

The candidates management expenence and the size and ma&eug a¥ the mopos;zé team isn't sm:mg eﬁaugh to qualify forthe M4 ievei When posting a ;ab you are free to hire one §exfe§ up or down,
50 érs this €ase, a potential {eeommenéatxm wauid be’ MS mstea;i . ; ; )

Determine the satang based on the pav of peers with szmdar expenence and skills doing srimilar work in the organization.
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Scenario #2 | |
New Hire - Choosinga Career Level and Salary
« Position posted as a M2
- Will not have any direct reports

« Candidate has 7 years experience including 1 year management experience

« Key factors in determining career level

- Job Scope : .
- Candidate’s experience ' :

-~ Number of direct reports

*Taleo postings may be adjusted up or down one level from what was posted. It must be
within the same IC or M career track. You cannot adjust across career tracks.

Let’s reVi’e& a sier;#ria on choosing a career fevel and salary for a new hire.
Here are some of the facts.
The position is posted as aM2. The §¢&it¥0a is not likely have any ditect reports immediately, but may in the future. This is why the hiring manager posted the role as an M2

The candidate has 7 years éxéeriahce inciuéing 'lyyeayr mgéagemeﬁt éxperieﬁcye, ’ : ' i ' ) .
Thé key ?aciaris in ::’:etéfmiaing tﬁg ca’réé': level are the job scope and the candidate’s experience. It's also important for manager hires {13 consider the size of the team and level of the direct reports.

Based on the this information what wéu?dyyo’u recommend? ’ ' :

Because the new hire will not immediately m'anagé a team consisting of at least 2 direct reports, this hire should notbeina manager role, The role should instead be hired as:an individual
contributor based on the candidate’s ekperience and current expected scope of the role. If or when a team is built under this employee, a promotion to a manager role would be appropriate.

Based on these facts, and the candidates level of applicable experience, 2 more appropriate level to hire'would be an 1C3 or IC4 role.

*itis important to know that once ?ﬂzs’#e posteda T: aleo req as a manager.or individual ca:itﬁtwtar role, you cannot aﬂjﬁs’c the req between the two career tracks. You can adjust up or down one
tevel within the same career track , but not across M or IC tracks {ie. IC to M, M to IC). So in this scenario, the hiring manager would heed to post a new 103 or IC4 level role and hire the candidate
against that req. - g :
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Promotions

= A promotion is typically a move t{:f a new job with greater responsibility
and impact to the company.
- Some promotions are within the same job family and career path and
— Others can be toa new job family or career path

« Promotions are not always accompanied by a salary increase

- Salary should, however, be a;;;;{a;:;ﬁaiéiy positionedin new salary range

** LOBtiming for promotions. ,
Apromotion is typically a move to ‘a new job with greater responisibility and impact to'ihe Company. Some promotions are within the samejéb family and career path and others can be toa new job
family or career path. ‘ ) ‘ ’ S

Promotions aren’t always a]cmmpaﬂied by asalary increase, T he,,satan; should 'be',asgmpr%a'te}v pasitioned in the new salary range. ifanemployee is pesit’mned very low in their current range, or
has a salary that is not in line with the peer group in the new role, a promotion without a salary increase could cause internal equity issues, and may even cause theé employee to fall below the
‘minimum of the new range. : ; S
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Promotions

* Key factors f{}r IC gafﬁgmtians ,
e Si(;iis expwzsm’:e ami performarice of the sem;:iwess
—Scope of tif}éj job.

* For promotions from IC to Manager
- No direct. magpmg between ;zaﬁzs
&ms&ésr §§Q§}E of the ;at} and previous mar‘zagemam experienceto determmsa level
. K&ss facts:zrs f@f‘ Maaagemeni §¥G¥’ﬁi}€§(}ﬂ§
~Scope of ;s::i} aad business need forjob at ﬁew level
-~ Experience, geﬁemaéz@e,émﬁ results of the employee

Key famars o csnsider for | pmmetzons are the skill s experience, and ;«esiarmaﬁce of the emg ioyee and the scope of the job.

For pmmstmfss fmm . te Manager the new career ieve! should be determmed based on th& scope of the new job and the previous maﬂagement ‘experience of the candidate. Yhere is no direct
mappmg hetween the IC and M x:srssr paihs

Key fac&srs far management pmmm:cns an& the scngse of the job ami business need fer #jobat the new level. The empicyee S experseﬂce and resuns are also ampcrtsnt factors.
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Polling Question
Under which situation would you feel a promotion is appropriate?

A, Anemployee has been in the same grade for quite awhile and Is due a promotion

B. I'mconcerned the employee may leave the organization ,

C. The salary of my ssm;s%mg%ﬁ appears to'below and by giving them g promption i geta
chance to increase it | S B i o

D. An employee mentions to you that a colleague next to them is doing the same job

~_ but'has a higher career level. They'veasked 1o be promoted.

E. None of the above '

Read the Sﬁdé’aﬁd dopoll.
Bestanswerisk,

A Promoting someone simply because they have been around for a while and seem “due” for'a promotion, doesn’t mean itis appropriate to promote the emgééyaﬁ, if the person’s role isn't.
changing and you have no need for higher level workto be performed; then a pramétion isn't really 3 good idea, o ;

B, This sitzzatiss’z is a little tougher. wé shouldn’t promote someone just to retain them but we should be'stire that we provide development and growth opportunities for employees. ffthis
emptwse isatop paffa?mer orcritical to-your organization but thereis no business need for the next higher level, discuss other opportunities with your manager and HR manager. if you promote
but there is no change to the job duties, this may be a short-term answer. ;

C. Promoting someone already low in their range will ';mtehﬁaliv lead to bigger problems.

D. Ini'this'situation, you should discﬁss with your HR manager.’

E. When considering whether a promotion s appropriate it is important that you objectively look at the experience, skills and performance of the employee.
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Internal Transfers

* The starting point for transfers should be lateral - salary and career level
- Internal transfers should not be used as means to increase salaries

— However, if the new role has a change in pay mix or there is a change to job family,
some adjustment may be appropriate

ORACLE

The s!artéﬁg point forintérnal transfers should typically %:é lateral for both salary and career level. Transfers should not be used as a means to increase salaries or give promotions.
However, if the new role has a change in the mix of base and variable pay, an adjustment may be apprapria{e‘

Typically we don’t adjust the career level for'a transfer. However, if the transfer involves a change in job family, sometimes an adjustment is appropriate.
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Scenario - Internal ‘f‘raasfer

have anin‘{erna tiaﬁﬁ}ﬁate | wzssﬁéi §§ke t{:} h;re iaut he will only
t:’a&gé‘er if | promote him.

* He has the exact skill set | need for my grm;g} 3;‘;{5 we desperately
need the help.

I'm going to tell him that 1'll ;}fﬁm{}’ié him and give hif’f"% a salary ' :
bamp to ensure he aafze;}zs my i}f‘fef , " .

Let’s reu%ew a Scenario on an intemal transfer
READ ﬁLSDE AL{}UD

what’s wrong Wfth ‘these statements has&ti on what wa ;us’t daswssea an the ;;re\ﬁws slide; ; ) o ; . . i

Internal transfers are typicaily lateral = salary and career leval, Fams on the business r;eed & the level of contribution they will make in the new role. if the émployee’s background {their experience .
and sk; Iset}i is sux:h that a promotion is reasonable atthe time of the transfer, a strong 1ust}f’catmn will be needed to get it appmved

Ban t ever make pmmases prior to getting final approval from BOD. You may revsew the package that you intend ts request, but make it clear that it is pending final approval. Thss situationis agood
example of when'itisa gacd idea to engage the help of your HR manager.
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International Transfers

* A cross border transfer is a pésm@;ém move from one country
to another

* Only employees who have unique or highly specialized skills are
considered for this type of transfer

* You should pay fagzgsmgtiateiy in the new country. Don’t simply
transfer at the current salary converted to the new currency
« Pay levels for the same job differ from country to country even
where currency is the same
- In Europe several countries use ‘the Euro but have é%ffﬁmsi: saiaﬁf ranges

* Generally, lateral move with no change in career level

An mtematmnai tz*ansfer is a.cross border ;xermanent move from one country to amther Risn'tan asssgnment

Only am;)ieyees wl‘m have v umqae or hxghiy saecxahzed skills are considered for this ty;m of transfer.

You should pay awrapﬁazaiy in the new country. Bx:m t transfer at the eurrent saiary converted to the new currency,

"‘Paylevels for the same job differ markedly from cnunm; to ceuntry even where mrrencv is the same. ‘In Europe several countries usé the Euro but have dxﬁerant salary ranges which are based on
“the local taimr market ‘

5 Geaefai y mtemattenai t{a’nsfers are lateral moves with no change in career level.
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International Trarss'fers (cont.)

* To determine a;a;zmiafzaie saiaw fz}r international transfer transferring
to the same position in a new country use the employee’s current
compa-ratio and keep it constant in the salary range of the new
country.

- Thig fﬁﬁt?méaif;gy places the salary at the same position in range in the new country as in the old
country

o B empioyes « rurrent compa-ratio s extremely high or extremely low tmay be appropriate o
usethe ﬂ%{ss peey groupto place the salary appropriately

- Don't convert the current salary 1o the new currency
+ ¥f transfer is into 2 completely different job family, then determine salary as if a new hire

* Compa-ratio = currentsalary / midpoint of salary range

ORACLE

To determine an apgmpreate sa%ary for an international transfer where the employee is transferring to the same ;msman in a new country, use the emplovee’s current compa-ratio and keeép it
constant in the salary range of the new country;

* This meﬁwdolegy piaces the salary at the same pcs:twn in range in the new country as in the old country
+ i employee’s current cem;}a~rat:o is extremely h;gh or extremely low it may be apme;snate to'use the new peer grou;} o place the salary appmpnatﬁly
+ As we've mehtioned earher don't ;ust convert the current salary to the new currericy '
+ lfthetransferis intoa completel ¥ d%fferent job family, then determine the salary asif the employee is a new hire.
The Compa-ratio is calculated by dividing the currént salary of the employee ’b‘; the midpoint of thé salary range.

Because the international transfer process can be complex, pleaﬁe reach out to'your HR manager for assistance in determining an appropriate salary:
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Off-Cycle Salary Increases

= An off cycle increase may be needed for:
- Competitive counter offer (Dive and Save)
- Job change with change to the variable pay plan

« Off Cycle increases in FY17 ~ limited
« Always Consult your HR Business Partner

ORACLE

Off cgt e mc;ea&es are aat very comimon at Oracle, but they do occur, An off<cycle increase may be necessary to accompanya pmmctmn with a significant increase in responsibility, to counter an
offer irom a competitor—known as a dive and save or when there is a change to the variable pay. :

To qﬂahfv as-a dive and save; a wntteg pfer is required.

When there is 3 decreasei in vamable, typically when an emkm;ee is moving from a Sa%es or Pre-sales f.mszt or ;a a Nori-sales pesatmn orfroma Sales or Pre- saies role'with more leverage, the new
base salary sh(m!d be date{mmed based on the employee’s experience and pay of the peers in the new workgroup and a base increase may be appropriate.

Forany proposed pay action; please ;}ma&:tfveiy work with your respective HR manager. They can assist you in determining if an increase is appropriate and if so wha! the appropriate amount is and
t;mmg should be dependmg on the country and situation.

We expect that offcyclei mcreases will continue to be very itms:ed in FY17 company wide.
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Wc;rkﬁaw Justsficat:ws

* An effective 3%.:5%‘.;&5:3{;@:& shoul d inc uée
~ New Hires/Transfers ,
* Description of the gi}i’} and the business need for it

= Skills and experience of the candidate and ?li}i»‘\f %hé@ meet the requirements of the job
* Dataused to rﬁ%ﬁ&ﬁﬁa?& :zs%srg offer

- Off-Cycle ??ﬂmmmns

* Attach relevant information on the sr@pa of the new job
wifanincresse s ;}:@sxs@ position in new salary range and mmms‘%wg 1o peers
f}w&% and Saves :

" ?e*‘?a:mam:ss and results

s imgzgz:t 1o business it sm;;smﬁge %fs@ssx s@ag:satsw

+ Justifications should be thorough yet concise and be bagéd on ?a{:ts
m}t fee%mgs

An aﬁectwe iiﬁiiftﬁatiﬁﬂ is zmp(:rtant toasmooth s;)pmva ﬁmﬁéss forany 3035 or pay change s :mpcrtant that relevant mfarmatmn is:provided for all the sui}ssauent apamvers

For new hires you should include a- descnptmn ofthe job and the business need for it. ‘f’ou should aisa include the skills and exg;enem:e of the candidate and mw they meet tha requirements of the
job. You: s?muld also desmi)e how you determined the salary offer.

For off-cycde pmmo’tmns orany base pay mcfeases, you should include relevant information at}mﬁt the scope of new paastean or why anemployee needs the proposed pay increase. ncluded inthe

details will also be the position in the new saiary rahge and comparison to the peers in the same position. The approvers also like to see a senterice that s;:veaks to the urgency of the proposed pay
increase m gam a full picture of the reqneﬁt : ; ;

Fordive and saves, ynu should include peﬁarmaﬂce Eﬁd resu%ts of the emp}ayee and the impact to the business if the empioyee leaves,

lustifications should be thorough vet cam:se;r}d be based onfacts not feelings.

Again, please work with your Hr Manager when writing justifications.
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Recap ,
= Each siﬁi;atiﬁﬁ should be reviewed on a case-by-case 531;;33@3{ the principles
should be applied as consistently as possible
There are no absolute 'r%g?ét or wrong or “one size fits all” answers
Look at the whole picture, not just ﬂﬁe position in the salary grade
—~ internal equity ’
~ Skills, Knowledge, Competeancies, elc,
 Reasons for the decision should be documented
* The salary and benefits should be set correctly for the new position
* The increase/change in status should not be backdated

- When in doubt, consult your HR Business Partner

ORACLE

it is important to remember that compensation decisions are made on a case‘by-case basis and many pieces of information need to be considered in each instance. There is not a “one size fits all”
solutioh for managing pay. As we have reviewed, you should look at the whole picture when making a pay decision, including internal equity, as well as the knowledge, skills and competencies of the
employee. S : ;

You should document the information you used to make your decision; The salary and benefits should be set correctly for the position,

Theincrease or job c?sangé should not be backdated.
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Global Compensation Programs
* Annual Equity Program
— May/lune %émgf:‘é’mﬁ
- CHOICE ~ 100% stock options, 100% RSU’s or 50% options/50% RSU’s
« Global Corporate Bonus
~Program announced after fiscal year end earnings announcement

-~ Planning generally during July/August timeframe
« Sales and Non-Sales Salary Increases
~ Sales and non-sales salary reviewed managed separately
~ Sales salary review twice annually Sept/Oct and May/June timeframes
- Non-Sales salary review generally Sept/Oct timeframe
* Workforce Compensation { W(C) tool to manage comp programs

There are smiefai wm;;gnsan‘an programs that you may be asked to make recommendations for végxr'emplc’yees. Annual Equity, Global Corporate Bonus, Sales and Non-Sales Salary Increases.
Currently these programs are run at separate times. Each program has a different eligibility criteria so not all employees are eligible for all programs. We will review these programs in more detail in
the next few slides. L ‘ .

We have used Compensation Workbench {CWB} in the pastto make recommendations for our the compensation programs, Workforce Compensation is replacing CWB this year, Workforce
Compensation aiss referred to as Fusion Workforce Compensation [FWC) is the tool we are currently selling as part of our HCM product, :

39

265



What is kai‘b’rcss Compensation?

+ Workforce Compensation (WC) is an Oracle Self Service Application for
managing compensation processes, allowing you to:
* Model and allocate budgets
= Publish {pass down} i auégé to subordinate managers
+ Rate, Rank and Award individual employess
+ Review historical rompeénsation information
¢ Migw and gaw%izsgﬁ am;zi{;sge% m%‘gfmaimn for off-line ;&f@m fm further analysis
* Yiew s\u@m;scim statusof gvitae;asmat@ managers '

+ Where can | find W&zkierce Cam;}enganm i?sf{?)
* Employee Sé f Service Cloud > MyHR > My Team > Workforce Compensation

What is Workfﬂrce Campemattcn‘?

WCisan Orscie Self- Service A;}piicaﬁea fm' managing compensation processes and is very stmsiar to CWB. However, ithas more ’ﬂe;ﬁhs stv thar& CWB.. The new tool allows you to model and allocate
buﬂgets? i:m%s tish or pass down budgets to managers below you, rate and/or rank employees, make stock, bonus and salary recommendations, review recommendations submitted by your
subordinate managers and then submit recommendations fssr your entire arganszatmn toyour manager, :

You can aiso view hgstoﬁzat compensation information and dewn%&ad employees information and work off-line.
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OorRACLE

Thank you for your tinﬁe....

closing commenits.....
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