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Profile Management Enhancements

C Introduced in HCM 9.0, Profile Management is a highly configurable tool
that enables your organization to capture critical talent information, such
as education, languages, skills, abilities, experience, and any other
attributes relevant to your organization. Replaced Competency
Management.

C Profile Management in HCM 9.1 has been enhanced to provide many
usability improvements. These include:

Printable Page icon

Summary of Changes page

Submit button for saved only changes

Update Allowed and Approval Required defined at content type/section
level

U New integration for termination of profiles

cC. C.C. C:



Profile Management Enhancements

C Printable Page icon i

U Click the Printable Page icon to display the profile in a PDF file that you can
print from Adobe Acrobat. XML Publisher technology generates the printable
file using the same template and layout as the Person Profile batch report

My Current Profile
Betty Locherty

Your profile displays skills, competencies, and accomplishments. Review content detail by navigating through the individual tabs and
selecting the item description link. Contentthat can be updated includes an Add link below each section and an Edit and Delete button

nextto each item. You must use the Save button to save any profile changes. Additionally, the Submit button mug ¢ e . 1./3 ® ® [723% - | . lFli-

content changes requiring approval. = @ @ P W & I = 2 jj]Find

*Description: |Elerty Locherty ; -
Profile Actions: <Select Action= - @ [i] =)

@ 1itemis) pending approval

Betty Locherty
Competencies Responsibilities Qualifications Education Vg As of 2010-04-07
Projects Worn Rank Mobility Test General Information
1D: KUD0O7 Betty Locherty Profile Status:  Active
Profie Type: ~ PERSON Persan StatusDate: 20080307

Competencies

Content fem ID | Description Evaluation | Reviewer ID Proficiency
Type

2008 Seif KUOUOT Betty | 2Fair
Locherty

8007 Seif KUDIO7 Betty | 3-Good
Locherty

8004 Saif KUOOOT Betty | & Very Good
Locherty

0708 Seif KUDIO7 Betty | 3-Good
Locherty

0511 Saif KUDOO7 Betty | 4 Very Good
Locherty

[ Seif KUOIOT Betty | 3-Good
Locherty

0300 Seif 4 Very Good

0200 Saif 4 Very Good

0100 Saif 3Good




Profile Management Enhancements

C Summary of Changes page
U When you save a profile that requires approval for a content item, the
system now presents you with the Summary of Changes page instead of

requiring you to click the Submit button

My Current Profile
Summary Of Changes

Betty Locherty
This page shows a summary of all the changes that you made that require approval. Any Changes not requiring approval have been
sssssss fully saved. Selectthe Submit button to request approval ofthese changes.

Profile Type: Person

Disposition Competency D Evaluation Type ] Pr
PMA for Mars as
Add UnitTeam Ldr PMAQOOD2 Self Meets
Comments:
Submit | Cancel |

C Submit Button
U If you choose not to submit a change for approval, the profile page then

displays the Submit button near the top of the page, where you can access
the Summary of Changes page later to submit the item or items for approval

W 1 itemis) awaiting submission for approval Submit |
Competencies Responsibilities Qualifications Education HVQ

Projects Worn Rank IMobility



Profile Management Enhancements

C Update Allowed and Approval Required.

0 You can now define which roles require approval to update items in a
content section when defining a profile type. This enables you to require that
a role, such as an employee, get approval before updating a content section
in their profile, while the administrator can update the same content section
of the profile without approval

*Role Allow Update Approval Required

| Administrator | W I_ m
|r-.-1anag|er j v v i |
|Emp|-:|-,-'ee ﬂ v v |

C New Integration with Event Maintenance

U New integration that inactivates the person profile when you terminate the
persondés empl oyment .




Career Planning Enhancements

C The Plan Careers business process in Human Resources ensures that
organizations use employee talents to the fullest and provides important
data for succession planning.

C Supports employee-based career planning to help employees identify
their career needs, plans, preferences, and interests.

C Career Planning in HCM 9.1 has been enhanced to provide many
additional benefits. These include:

i

i

Manager and employee self-service access to career planning
Ability to review career paths through a graphical user interface
Ability to generate customized or personalized resumes

Integration with ELM, Recruiting, Profile Manager and ePerformance
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Career Planning Enhancements

C Employee self-service access to career planning, including defining and
developing career paths.

i
i

My Profile T employees view and update their own profile data.

Career Path i define career path; modify a default career path; configure a
job progression.

Career Goals i employees enter short and long-term goals.
Career Mentoring T used to assign career mentors.

Career Development Areas T record and evaluate career strengths and
developmental areas.

Career Training Plan 7 enter or update a training program; use or modify
the default training program for your job code.

Career Development Plan T record developmental areas for improvement
before your next performance review or career planning session.

My Internal Resume 1 select specific items to be included in an internal
resume and create a personal resume for internal use.

Career Progression Chart i used to view career paths and non-person
profile summaries in order to perform a competency gap/fit analysis.
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Career Planning Enhancements

C Manager self-service access to manage career plans for direct reports.

ORACLE’
Home |

Favorites = Main Menu > Manager SverfService > Careerglanning » Manage Career Plans

Manage Career Plans

Use the following sections to manage an employee’s career plan.

Cynthia Adams Mobility
Department: Corporate Accounting Position: Corporate Contraller Job Title: Corporate Controller

*Effective Date:  [01/26/2009 |[5] Career Plan Review Date: El Impact of Loss: High - Care e r P ath
R o " Lot  —T" P "

Ranking/Potential
Goals

Career Path Ranking/Potential Goals Mentoring Strengths/Development Training Plan Development Plan

e Mentoring
Relocate Travel Take International Assignment Strength/Development

Training Plan

Desired Work Sites

<K<K <LK LKLKKLKKL

Development Plan
Business Unit: Global Business Institute BU Business Unit: Global Business Institute BU
Location: Location:
International Preferences
Preference 1: Country 1:
Preference 2: Country 2:

Preference 3: Country 3: V Request Tralnlng
T V Search for Learning
V Career Progression Chart 12




Career Planning Enhancements

C Manager self-service access to career progression chart.

U The career progression chart page enables users to see a graphical
representation of an employee's career path and perform a profile
comparison between the employee and any role selected in the career path.

Career Progression Chart

Business Unit: HxBU1 HR System Test Business Unit
Job Code: HKCS10 HR Administrator
Career Path - Approved/Official w Profile Summary - HR Administrator
Business Unit: HXBU1  HR Systern Test Business Unit
Finance Director VP for Strateqy Job Code: HXCS10 - HR Administrator
| Coreerttove: ! [ ]| o ove:? L ——
Ci tencies
Job Option Mumber: 1 Job Option Number: 1
Competency Details
Competency Required Competencies
. i B i Developing others 4-\ery Good
HR Administrator .| | Development Manager | | Director Planning and Analysis
Career Move: 0 Career Move: 1 Career Move: 2 Develop goals for organization f-Expert
Job Option Number: 1 Job Option Number: 2 Job Option Number: 2
Megotiation/mediation 4-\ery Good
Human Relations 4-\ery Good
Career Move: 1 Carecgbloze:|2 View Career Path Table
Job Option Number: 2 Job Option Number: 2

+ Profile Comparisons

Select any other job in the career progression chart to perform a profile comparison between that
job's profile and that of HR Administrator.



Career Planning Enhancements

C Ability to generate personalized
resumes to apply for open jobs
or positions within the
organization.

C Click View Internal Resume to view
or download the internal resume
created from the selections made on
this page. The system saves the
internal resume using the Rich Text
file format.

My Internal Resume

You can select information to be included in your Internal Resume. Only rows with the check-box selected will
be included in the Internal Resume. You can update the job tile, department, andior location descriptions just
for your Internal Resume without changing actual job data. You can view and print your Internal Resurme.

Betty Locherty

¥ My Personal Information

¥ My Job Information
+ My Profile Information

Mobility Preferences Customize | Find | view A0 | B 8 Fist 5 g 011 O Last
Current Location | Desired Locations Geographic Preferences Travel International Preferences

r r r r r
Education
Issue Date Degree School Description

[T 07i251988

Course Title e fs School Name Attendance
Date
[T Time Management 1012212010 Enralled
[T organizational behaviour 05/05/2002 Sargam Prof School Completed

Master of Business Admin New York University

Competencies

Competency Proficiency Year Last Used
[T Abstract thinking Good
[T Takes initiative & follows up Very Good
" Resource Planning Very Good

‘

rroe e e Reading Wiriting Speaking

Proficiency Proficiency Proficiency
[~ English | High High High
[~ Swedish = Low Moderate High
Professional Memberships
Issue Date Membership

[C 01011980 Alliance of Govt Managers

_ SelectAll Profile Info | Deselect Al Profile Info |

e i = Deselect All Groups |

View Internal Resume |

14



Career Planning Enhancements

C Career Planning in HRMS 9.1 provides new and enhanced integration
points to exchange data with Profile Management, Recruiting Solutions,
ePerformance, and Enterprise Learning Management. These are the
specific integration points:

U Integration with ELM to review learning needs and enroll in related courses.

U Integration with ePerformance to review development plans.

U Integration with Profile Management to support the matching and
identification of skill gaps between potential job code or position profiles and
employee or current job profiles.

U Integration with Recruiting Solutions to support the identification of skill gaps
between open jobs or positions and employee or current job profiles.

15



Succession Planning Enhancements

C Succession Planning is the process of identifying long-range needs and
cultivating a supply of internal talent to meet those future needs.

C Succession Planning assists in finding, assessing, and developing the
human capital necessary to successfully carry out the strategy of the
organization.

C Succession Planning in HCM 9.1 has been enhanced to provide many
additional benefits. These include:

Develop Succession Plans for employees, jobcodes and positions
Configurable X-Y grids

Ability to identify, track, and manage employees in talent pools
Hierarchical visualization of incumbents and successors

Intuitive, graphical user interface with drag-and-drop capabilities
Enhanced Integrations

Ability to search internal and external candidate pools

e ant ant ant ety ety e
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Succession Planning Enhancements

C Ability to develop succession plans with and without position

management and to create plans for individual employees, job codes,
and positions.

Create Succession Plan

Add a New Value

Succession Plan 1D:

Succession Plan Typ

NEW

Add

Job Code
Person
Position

Create Succession Plan

Succession Plan 1D: NEW
Succession Plan Type:  Job Code
Business Unit: |GE”E|U Q

Key Job Code:

Global Business Institute BU

T a

Start Over < Mext == >

Candidates Ratings Box Slate

Plan ID: MNEW Plan Type: Job Code Key Job Code: LEJOO1

*Effective Date: 04113/2010 Next Succession Plan Date: e =
Plan Status: Draft v Projected Vacancy Date: E

*Description: |

Comments: =

Plan Incumbent
Empl ID: LEOOO1 Franklin Smith

Position Number: LEFPOOO10 Director - Planning & Analysis
Job Code: LEJOO1 Director - Planning & Analysis
Company: DC Department of Communications

Supervisor Level:

Business Unit: LEBU Federal Planning & Analysis

Department: LEOOS0 Program Planning & Analysis

Sal Plan/Grade/Step: 0000 Il

Date Available: 05/08/2009 Retirement Date: 1213172010
Time Remaining: 18 Months Date of Replacement: 1115/2010
Impact of Loss: High Risk of Leaving: High
Potential: Readiness:

Performance Document Career Development Plan

17



Succession Planning Enhancements

C Ability to search internal and external candidate pools.

Succession Plan Candidates Ratings Box Slate

Plan 1D: MEW Plan Type: Job Code Key Job Code: LEJOO1

¥ Plan Incumbent

Find | View All First Bl 4 of 4 I3 L ast

Effective Date: 04132010 Next Succession Plan Date:
Plan Status: Draft Projected Vacancy Date:

Candidate Selection
Search Method:

Find Candidates

=3elect From List=

Customize | Find | view a0 | B | 3 First B0 g or 4 T Last

Candidates

=3elect From List=

 Pian

izl laia Ad-Hoc Criteria
Job Code in Career Plan didate Succession Impact of Risk of
SREEr e EEE L Job Code in Interest List dxie Readiness UEEE R Loss Leaving N
Cwerall Performance Rating )
0 Qualification Matches Job Code on |Actve ]

SelectAll Deselgoidll

AddPerson | AddApplicant |  Delete Selected

18



Succession Planning Enhancements

C Configurable X-Y grids for rating box, or 9-box, which tracks user-
defined criteria such as performance, potential, readiness, and so on,
and to rate talent pool members or successors.

Ratings Box
Succession Plan Candidates Ratings Box Slate PERFORMANCE VS. POTENTIAL (KUSPRBO01)
Daryl Reese
Plan ID: KUSPLANO2  PlanType:  Person Key Person: KUDD46 " Meilee
} Plan Incumbent (IB
H
Plan Details Find | View Al First B! 404 1 Last
Effective Date: 01/2712009 Next Succession Plan Date:
Plan Status: Draft Projected Vacancy Date: 0713112030 p Derek Holsinger
Ratings Box Selection o M
E
! T 5§
E |
: B oo F o N u
Customize | Find | ¥ | #  First 1-20f2 Last T M
Ratings Box 1D Title Description View Ratings ;
KUSPRBO1 FPERFORMANCE VS. POTENTIAL 9-Box :\new Ratings ﬂ L
KUSPRB02/@, BEHAVIOR VS. INFLUENCE 9-Box View Ratings =] L
- 0
~ Add Ratings Box |

LOW MEDIUM HIGH

—

Box Ratings - Performance Vs. Potential

e
customize | Find | B 1 28 Fist Kl 43003 I Last

Person 1D Name PERFORMANCE POTENTIAL

KU0033 Derek Holsinger |MEDIUM | [wEDUM Ja|
KUDD44 Danyl Reese [HiIGH =l [HicH =l
KU0076 Mei Lee |HIGH x| JHieH =l




Succession Planning Enhancements

C Ability to identify, track, and manage employees in talent pools. Talent
pools provide flexibility in the selection process for a leadership team.
Creating a talent pool rather than choosing one employee with key
competencies is more effective and efficient for an organization.

Talent Pool Ratings Box Learning

Talent Pool ID: KUSPTPO1
Talent Pool Details Find | View Al First Kl 4 of 1 O Last
*Effective Date: 1011612008 il =
Status: Active - Position Number: Q
Category: [Key People for Finance & Business Unit: GBIBU Q' Global Business Institute BU
*Description: |Deﬂne Key People in the Fin Org Job Code: Q
Short Description: |Deﬂne Key People in Job Family: Q
[Clused for SP Candidate Searches Department: liq
Company: [ ~
Search Method: <Select From List- - Find Members |

bar
customize | Find | B | 3 First Kl 150f5 LI Last

Talent Pool Details Performance and Career Job Data Salary Plan

Select PersonlD Name Member Type  Status

Talent Pool Risk of

Readiness TrTE s Leaving S
= KUO007 Betty L ocherty Perzon Active - - High ~ High m
[} KUD036 Steve Religioso Person Active - - High > Medium m
I} KU0044 Darvl Reese Person Active - - High * High m
(& KUO046 Rosanna Channing FPerzon Active - - High ~ High m
= KUO101 Cynthia Adams Perzon Active - - High *  Medium m

SelectAll  DeselectAll
. AddPerson | | AddAppicant | Delete Selected 20




Succession Planning Enhancements

C The Succession 3_60Apage enables you to visually review and manage
a person or role within the context of the organization. Real-time

hierarchical visualization of incumbents and successors, including
relevant profile data.

Succession 360°

*Search For: Persons - Return to Search

Name: Last Name: Empl 1D: Search

%Key Person OREEUY Now [J1-2vrs OB—E-Yrs ‘Emergency E
e i Person ID: Department:
[ £ KUDD46 Corporate Accounting
Location: Years of Service:
[ Corporation Headquarers 236
| | Business Address: Talent Category:
Rosanna

4500 Corporate Lane

Channin Achiever ¥ 9 v o
Il chancelor Rosanna Channing Netty Owyang Senior Man%ge’._ Pleasanton, CA 94588

EnagerPayroll Senior Manager-Accounting Manager-Accounting| | aconting Telephone: =

1pact of Loss: Medium

sk of Leaving: Low

Impact of Las=: High
Risk of Leaving: High

Impact of Loss: Meadi
Risk of Leaving: Medi

Business:  E - 92555512340

Mobile: = - 925555.11118
£ Successors (2)
1 Go To: Person Profile - ®
- Successor Dotails - Rosanna Chanming
Edmund Donahue Mei Lee Shawn -
| Manager-Accounting Analysc Compare toncumbent | Rafings Box
High Impact of Loss: High Impact of Loss: Medium Impacto | plan |D: KUSPLANOZ Plan for Rosanna Channing
High Risk of Leaving: Madium Risk of Leaving: Medium Risk of L Plan Type: Parsan Plan Effective Date: 0112712009
Plan Status: Draft Active Successors: 3
Succession Candidates Customize | Bl 1-30f3
Succession o *Status Succession Impact Risk of
Order

Readiness of Loss Leaving

1/|Daryl Reese Active - & High

High i
2 Bﬁ‘rsei‘;ger Active - O Medium | Medium

3 Meilee Active - (o]

Medium  Medium

<>Ready Now [J1-2vrs OS—E-Yrs AEmergency
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C Intuitive, graphical user interface
with drag-and-drop capabilities.

FE—=—H=ZmM-H0T

I—I

=C—0m=

o
ji@Daryl Rease
o

= Mei Lee

q}lj Derek Holsinger

LOW MEDIUM HIGH

owonce

[ﬁbﬂeady Mow [ﬁ‘u1-2‘r’rs [ﬁ‘o3—5‘r’rs [fhEmergency

Successors Compare to Incumbent | EETER =0

@ Performance Vs. Potential ) Behavior Vs. Influence

PERFORMANCE V5. POTENTIAL

Drag and drop candidates in the chart below to update ratings.
Use the Save button below the chart to save your changes.

- [ﬁbﬂarvl Reese

[Jc_‘l\O Mei Lee

ITom—I

&
linDerek Holsinger

mE—=—H=ZmMmH0®
=ZC—Om=

=0r

LOW MEDIUM HIGH

owomce N
22

{ipReady Now {jg1-2Ts {jz3-5¥rs (mEmergency



Succession Planning Enhancements

C Succession Planning in HRMS 9.1 provides new and enhanced
integration points to exchange data with Profile Management, Recruiting
Solutions, ePerformance, and Enterprise Learning Management. These
are the specific integration points:

U Integration with ELM enables you to review learning needs and enroll in
related courses, plus associate learning programs with talent pool members.

U Integration with ePerformance enables you to review development plans.

U Integration with Profile Management supports the matching and
identification of skills gaps between potential job code or position profiles
and employee or current job profiles.

U Integration with eDevelopment enables you to review additional items such
as mobility preferences, career plans, and experiences.
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C Enhancements available in eCompensation 9.1 are:

Cc:

cC. C.C C:

Streamlined Administration of Compensation Cycles
Automated Rounding and Proration Rules for compensation plan funding
Automated updates to Job and Variable Compensation for approved
changes
Manager alerts page providing notification of critical activities
Multiple pay proposals easily entered in a grid like table
Decision support through embedded metrics
Utilization of Common Functionality:

A Group Build

A Tree Builder Utility

A Configurable Matrix

A Approval Workflow Engine (AWE)

A Delegation of Authority
Integration with ePerformance and Variable Compensation

24



eCompensation Enhancements

C Streamlined Administration of Compensation Cycles
U eCompensation provides you with the tools to streamline the administration
of compensation cycles including process monitoring and automated status

updates for compensation cycles, group proposals, and individual
proposals.

U The main purpose of the Administer Cycle component is to provide a single
point from which an administrator can manage all phases of a compensation
cycle and to provide summary analytics to monitor the progress of
managers.

SCde w0l Access Rules || Summary

Cycle ID: SAMPLE Cycle Description: 2009 Merit Compensation Cycle

U You track the phases (build,
open, load, close, cancel) ofa ™" e e T pesmon | HmenGeAL
compensation cycle using the ==
cycle status code. As the
compensation cycle proceeds,
the administrator performs the

Cycle Status Last Updated User ID Name

tasks |||ustrated |n the process Define 05/15/09 10:14PM PS Betty Locherty
flow diagram shown.

[5] save | |G Returnto Search | |[=7] Notify

Administer Cycle | Access Rules | Summary 25




eCompensation Enhancements

C Streamlined Administration of Compensation Cycles
U Use this page to set the time periods in which managers can review, update,
and be notified of changes in the compensation cycle.

U Use this page to view a summary of the cycle, including funding period,
status, currency, funding amounts, funding percentages, headcounts, and
calculated total salaries.
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