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PeopleSoft Workforce Rewards Preface

This preface discusses:

» PeopleSoft products.
» Related PeopleBooks.
« Deferred processing.

«  Common elements used in Workforce Rewards.

PeopleSoft Products

This PeopleBook refers to these products from Oracle:

» Oracle's PeopleSoft Enterprise Performance Management Foundation.
» Oracle's PeopleSoft Workforce Analytics.

» Oracl€e's PeopleSoft HRMS.

» Oracle's PeopleSoft Analytic Calculation Engine.

» Oracle's PeopleSoft Scorecard.

» Oracle's PeopleSoft Workforce Scorecard.

Related PeopleBooks

The PeopleSoft Workforce Rewards 9.1 PeopleBook provides implementation and processing information for
Workforce Rewards.

Additional, essential information describing the setup and design of your system appears in these companion
volumes of documentation:

»  PeopleSoft Enterprise Performance Management Fundamentals 9.1 PeopleBook.

Provides information needed to complete the core setup for all PeopleSoft EPM applications. This
PeopleBook also describes the system architecture, the mapping of datainto the warehouse, and EPM
Foundation tools and processes.

»  PeopleSoft Workforce Analytic Applications 9.1 PeopleBook.

This PeopleBook describes the common setup that Workforce Rewards shares with other workforce
analytic applications.
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Deferred Processing

Severa pagesin Workforce Rewards operate in deferred processing mode. Most fields on these pages are not
updated or validated until you save the page or refresh it by clicking a button, link, or tab. This delayed
processing has various implications for the field values on the page. For example, if afield contains a default
value, any value that you enter before the system updates the page overrides the default. Another implication
isthat the system updates quantity balances or totals only when you save or otherwise refresh the page.

Common Elements Used in Workforce Rewards

This section lists common el ements used in Workforce Rewards.

SetID

Effective Date

Status

Description
Run Control ID
Report 1D

Program Name

When

Last Run On
As Of Date
Scenario ID

Model 1D

Fiscal Year

Providesthe ID code for a TableSet. A TableSet is agroup of tables
(records) necessary to define your company's structure and processing
options.

Establishes the date the row in the table becomes effective. It determines
when you can view and change the information. Pages and batch processes
that use the information use the current row.

Indicates whether arow in atableis Active or Inactive. Y ou cannot select
inactive rows on pages or use them for running batch processes.

Allows text up to 30 characters that describes what you are defining.
Identifies specific run control settings for a process or report.
|dentifies the report.

Provides the Enterprise Performance Management program name for which
you are running the report or process.

Specifies the frequency with which you want to run a process. Y ou can
choose Once,Always, or Don't.

Indicates the date the report or process was last run.
Indicates the last date for which the report or process includes data.
Provides an identifier for a specific scenario.

Provides an identifier for amodel. A model uniquely identifies the types of
data you want to include in a scenario.

Specifies the fiscal year for your scenario or process run.

Copyright © 1988, 2012, Oracle and/or its affiliates. All Rights Reserved.



Period Specifies the accounting period for the object being defined or process
being run.
Job ID Specifies an instance of an engine.

Preface

PeopleBooks and the PeopleSoft Online Library

A companion PeopleBook called PeopleBooks and the PeopleSoft Online Library contains general
information, including:

Understanding the PeopleSoft online library and related documentation.
How to send PeopleSoft documentation comments and suggestions to Oracle.

How to access hosted PeopleBooks, downloadable HTML PeopleBooks, and downloadable PDF
PeopleBooks as well as documentation updates.

Understanding PeopleBook structure.

Typographical conventions and visual cues used in PeopleBooks.

I SO country codes and currency codes.

PeopleBooks that are common across multiple applications.

Common elements used in PeopleBooks.

Navigating the PeopleBooks interface and searching the PeopleSoft online library.
Displaying and printing screen shots and graphics in PeopleBooks.

How to manage the locally installed PeopleSoft online library, including web site folders.

Understanding documentation integration and how to integrate customized documentation into the library.

Application abbreviations found in application fields.

Y ou can find PeopleBooks and the PeopleSoft Online Library in the online PeopleBooks Library for your
PeopleTools release.

Copyright © 1988, 2012, Oracle and/or its affiliates. All Rights Reserved.

Xi






Chapter 1

Getting Started With Workforce Rewards

This chapter provides an overview of Workforce Rewards and discusses:

Workforce Rewards business processes.

Implementing Workforce Rewards.

Workforce Rewards Overview

Oracle's Workforce Rewards is an analytical application you can use to align your workforce compensation
and retention initiatives with the strategic objectives of your organization. Workforce Rewards helps you
bring your total rewards picture into focus, so you can most effectively support your most important asset in
today's business environment, your workforce. With Workforce Rewards you can:

Integrate data from multiple internal and external sources.

Enrich the data using rules you define based on any data in the Operational Warehouse - Enriched
(OWE).

Simulate multiple scenarios of future workforce retention, growth, reduction, and compensation activity.

Analyze and evaluate your scenarios, and make decisions you can communicate back to your PeopleSoft
eBusiness applications for execution.

Workforce Rewards hel ps you determine the overall value of your compensation package, then puts that
information in the context of the overall marketplace so that you can drive a competitive compensation

strategy.

Process Flow

To set up and use Workforce Rewards:

1

2
3
4.
5

Complete setup of EPM Foundation and the OWE.

Import, by ETL, data from HRM S source tables into the OWE.

. Create a centralized repository of workforce-related datain the OWE.

Compile, analyze, and apply market compensation data from external, third-party, compensation surveys.

. Create or revise base pay structures aligned with your organization's pay strategy.

Copyright © 1988, 2012, Oracle and/or its affiliates. All Rights Reserved.
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Chapter 1

6. Create scenarios to develop your organization's workforce retention strategy. Assess your workforce
retention risks, values, and replacement costs. Determine which employees to track moving forward,
reduce from your workforce, or act to retain (including what action to take).

7. Create simulations of workforce headcount growth and reduction. Create forecasted compensation
scenarios, to evaluate the costs and impacts of changes to compensation plans across business units or

other groups.

See PeopleSoft Enterprise Performance Management Fundamentals 9.1 PeopleBook, " Oracle's PeopleSoft
Enterprise Performance Management Fundamentals 9.1 Preface.”

See PeopleSoft Workforce Analytic Applications 9.1 PeopleBook, "Oracle's PeopleSoft Workforce Analytic

Applications Preface.”

Workforce Rewards Business Processes

Workforce Rewardsis part of the Plan, Incent, and Reward business processes.

With Workforce Rewards, you perform forward-looking analyses of your organization's compensation and
retention initiatives, using these four business process-based modules:

Market Compensation

Base Pay Structure

Retention Strategy

Compensation Strategy

Streamline the compilation, analysis, and application of market
compensation data from external compensation surveys. Develop market
data you can use to evaluate base compensation programs, as well as other
variable and benefits-related compensation in the modules that follow.

Create or revise base pay structures aligned with your organization's pay
strategy as it relates to market and workforce compensation. Use your new
base pay structures to evaluate changes to your organization's compensation
programs (in the Manage Compensation Planning module).

Create scenarios to develop your organization's workforce retention
strategy. Assess your workforce retention risks, values, and replacement
costs. Determine which employees to track moving forward, reduce from
your workforce, or act to retain (including what action to take). Use the
resulting decisions (data) in the Manage Compensation Planning module.

Create simulations of headcount growth and reduction. Create forecast
compensation scenarios, to evaluate the costs and impacts of changesto
compensation plans across business units or other groups. Model the results
of proposed changesto al types of base, variable and benefits
compensation.

The following diagram illustrates the relationship between these four main modules in Workforce Rewards.
In the succeeding chapters, we discuss the functionality and use of these modules in detail.
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Getting Started With Workforce Rewards

Workforce
Scorecard! KPI

Manage Market

Compensation :
I
]
]
X I
L h 4
Manage .
Base Pay . _ | Manage Retention
Structure : Planning
|
!
¥ |
|
|
._b. 1_ i
Manageh Workforce
F»  Compensation . ; !
i Simulation
Flanning

Performing compensation planning using Workforce Rewards

Workforce Rewards Implementation

PeopleSoft Setup Manager enables you to generate alist of setup tasks for your organization based on the
features that you are implementing. The setup tasks include the components that you must set up, listed in the
order in which you must enter data into the component tables, and links to the corresponding PeopleBook

documentation.

Other Sources of Information

In the planning phase of your implementation, take advantage of all PeopleSoft sources of information,
including the installation guides, ETL job reports, and data models. A complete list of these resourcesisin
the preface, with information on where to find the most current version of each.

See Also

PeopleTools PeopleBook: PeopleSoft Setup Manager

PeopleBooks and the Online Library
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Chapter 2

Managing Market Compensation

This chapter provides an overview of the Market Compensation module and discusses how to:

» Create market compensation scenarios.
» Analyze scenarios.
» Approve compensation target rates.

« Compare current pay structures with new target rates.

Understanding the Market Compensation Module

This section discusses:

» The Market Compensation module.

« The Market Compensation business process.
» Basecurrencies.

e Trees.

» The Compensation Survey Data Crystal report.

The Market Compensation Module

Managing market compensation means analyzing your organization's compensation strategy, by job and pay
structure. Y ou collect market compensation data from external survey sources, to compare the data against
your organization's existing pay structures and compensation strategy. This requires an understanding of what
your organization's compensation strategy is for these jobs. For example, does your organization want to meet
the 50th percentile market rate for the regular base compensation for ajob and use aggressive incentivesto
alow workers to exceed the 50th percentile for total cash compensation? Or does your organization want to
match the 50th percentile market rate for cash compensation for jobs requiring essential technological and
managerial skills, and then meet the 40th percentile market rate for the remainder of the jobs? Gain aclear
understanding of these issues and identify your organization's compensation strategies.

The process of defining market compensation rates involves:

« Matching your organization's jobs to similar benchmark jobs that appear in published compensation
surveys.

» Developing market rates for the jobs.
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Comparing your organization's compensation rates to the market rates.

Determining target market rates for your pay programs.

Jobs that are common across industries (or within an industry) and that appear in published survey sources are
benchmark jobs (or benchmarks). They provide a basis for comparison against similar jobs in your
organization. Jobs in your organization for which there are no corresponding benchmarks are termed non-
benchmark jobs.

Market rates are the best estimate of the external market value of ajob, that is, the prevailing compensation
rate for the job in the labor market. The market compensation process typically involves these steps:

1
2.
3.

Import relevant survey datainto the system.
Transform the survey data to meet your predefined dimensions and requirements.

Transform the survey data to update data from multiple sources to a common date, or age old data to the
present date.

Calculate market rates for each benchmark job based on aweighted average from selected survey
samples.

Conduct analyses to compare current organization pay programs and actual pay levelsto the market.

The Market Compensation Business Process

This diagram shows the main steps in the Market Compensation business process:
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Market Compensation business process

Base Currencies

PeopleSoft EPM applications require that there can be only one business unit per scenario, and that every
business unit can have only one base currency code. Therefore, every scenario can have only one base

currency code.

Y ou must import external compensation survey data that isin the same base currency as that for the business
unit that you are using in your scenario.

See Also

PeopleSoft Enterprise Performance Management Fundamentals 9.1 PeopleBook, " Setting Up Currency Rules

for EPM"
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Trees

In Workforce Rewards, you use trees to provide structure to all of the main dimensions (department,
geography, compensation code, job code, financial size, unit size, and industry type). Y ou can have multiple
versions of these treesin your system, with different names.

In the Market Compensation module, use the trees specified on the Mapping Tree Names page. When you
specify atree on this page, the tree mapping value must remain constant. The value must remain unchanged,
from the start of your external survey dataimport, until you are finished using the survey data to generate a
market compensation scenario.

See Also

PeopleSoft Workforce Analytic Applications 9.1 PeopleBook, "Importing Internal Source Datato Data
Warehouse Tables," Setting Up Trees

The Compensation Survey Data Crystal Report

Use the Compensation Survey Data Crystal report (WAC0020) to understand and analyze the external
compensation survey data that you imported into Workforce Rewards. Then prepare a strategy for how to use
thisin datain the Market Compensation module. To run the report, select EPM Foundation, Business
Metadata, OW-E Dimension Maintenance, HRM S, Workforce Survey Setup Reports, Compensation Survey
Data

See Also

PeopleSoft Workforce Analytic Applications 9.1 PeopleBook, "Importing External Survey Datato Data
Warehouse Tables," Generating External Survey Data Reports

Creating Market Compensation Scenarios

To create market compensation scenarios usethe WA_CM_MODEL_TBL.GBL, WA_WEIGHT_DFN.GBL,
and WA_SCENARIO_DFN.GBL components.

This section provides an overview of market compensation scenarios, and discusses how to:
» Calculate regressions.

« View regression statistics.

« Define market models.

« Define market weighting rules.

« View market survey samples.

«  Set up market scenarios.
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» Run the Market-Based Pricing Application Engine process (WA_MBP).
» Review the Market-Based Pricing process.

» Review market compensation scenario data.

Understanding Market Compensation Scenarios

Create scenarios with the Market Compensation module to assess your organization's compensation gap to
market, that is, to compare your organization's current compensation rates to an estimate of the prevailing
market rates. To create a scenario:

1. Regressthe survey values for certain executive and some mid management level jobs, based on your
organization's dimensions and business needs.

2. Defineamodel ID, including aging rules.

3. Select survey samples and apply weighting rules.
4. CresteascenarioID.
5

Run the Market-Based Pricing process.

To summarize, define a market compensation model as a set of benchmark job codes, along with their
weighting and aging rules. Then reference the model to define a market compensation scenario.

Survey Regression

Regression isa statistical technique that determines the relationship between two or more variables.
Regression predicts the value of one variable (the dependent variable) based upon one or more independent
variables.

Run regression calculations in the Market Compensation module to adjust market rates for certain jobs from
those delivered with the survey. For example, the market rates delivered in a particular compensation survey
may come from a set of companies whose business circumstances are substantially different from your
organization's circumstances. The survey data might be from companies that are much larger or smaller than
yours, based upon their total revenue or the number of employees.

Perform regression on the salary datafor executive level jobs, where the pay levels are strongly dependent on
the size of the organization. The Market Compensation module uses the financial size and unit size
dimensions to gauge relative organization size. This helps you run regressions for executive pay datafrom
surveys where the companies surveyed are much larger or smaller than your organization, based on one of
these dimensions, and where regression statistics are provided by that survey.

For each survey with data requiring regression, specify dimension values (financial size or unit size) to
regress the compensation survey data for each benchmark job. The system calculates and stores the
regressions for the predicted market rates, with a dimension value of Regressed. Market Compensation
calculates single regression equations, in either natural logarithms or common logarithms. Choose according
to your business requirements.
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Survey Data Aging

When you create amodel in the Market Compensation module, one of the model parameters that you specify
isan aging factor. The aging factor is an annualized percentage, used by the system to age the survey data by
updating it to a common date. The aging factor is usually based on the expected movement of pay in the
market (for example, 4 percent) based on surveys that report merit budgets for the coming year. The aging
calculation isadaily calculation and it works as follows:

1. (Market Rate Measure Value x Aging Factor) / 360 = (Daily Adjustment Amount).

2. (Daily Adjustment Amount x Number of Daysto Age) + (Market Rate Measure Value) = (Aged Market
Rate Measure Value).

For example, assume that:

« A compensation survey is effective-dated March 1, 2000.
» The market rate measure value for ajob in the survey is 50,000 USD.

» We choose to apply an annualized aging factor of 4 percent (based on the expected movement of pay in
the market).

» We choose to age the survey datato January 1, 2001, a period of 10 months (or 300 days).
The calculation is:
1. (50,000 USD x .04) / 360 days = 5.5 USD per day.

2. (5.5 USD per day x 300 days) + 50,000 USD = 51,650 USD, which is the new aged market rate measure
value.

Survey Selection and Weighting Rules

Market compensation surveys provide data about prevailing compensation rates for jobs. Use this datato
calculate market rates for comparison against your organization's current pay structures, or against a pay
strategy. Different compensation surveys have differing importance or credibility based upon how closely
they reflect the business circumstances for your organization (industry type, financial size, and so on).

On the Market Weighting Rules page, you select the compensation survey data from the data warehouse
tables that best fits your analysis. Thisway, you direct the system to process only the market compensation
data that you consider to be most relevant. Assign relative weights to the data, if you think that one set of data
ismore, or less, important than another.

Workforce Rewards uses the compensation survey data and weightings when cal culating market rates for a
scenario.
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Pages Used to Create and Run Market Compensation Scenarios

Page Name Definition Name Navigation Usage
Salary Regression WA_REGRESS TBL Workforce Analytics, Calculate regressions.
Calculator Market Compensation, Specify dimension criteria

Setup, Salary Regression
Calculator

about your organization's
Size, relative to the size of
companiesin the survey.
The system usesthis
information to calculate and
store regressed survey
values for predicted market
rates.

Regression Statistics

WA_REGR_INFO_SPNL

Click the View Statistics
link on the Salary
Regression Calculator page

View regression statistics
for the selected job code
and survey instance.

Market Model WA_CM_MODEL_TBL Workforce Analytics, Define market
Market Compensation, compensation models and
Setup, Setup Market Model, | view job codesin the
Market Model model.

Market Weighting Rule WA_WEIGHT_DFN Workforce Analytics, Define market weighting
Market Compensation, rules. Select the

Setup, Setup Weighting
Rules, Market Weighting
Rule

compensation survey datato
include in the model, screen
the survey data, and apply a
weight to the data.

Market Survey Samples

WA_SAMPLE_SPNL

Click the Information
button on the Market
Weighting Rule page.

View market survey
samples.

Market Scenario

WA_SCENARIO_DFN1

Workforce Analytics,
Market Compensation,
Setup, Setup Market
Scenario, Market Scenario

Set up market compensation
scenarios by specifying the
models that make up the
scenarios.

Run Market Scenario

RUN_PF_JOBSTREAM

Workforce Analytics,
Market Compensation,
Process, Run Market
Scenario, Run Market
Scenario

Run market—based pricing
application engine process.

Calculating Regressions

Access the Salary Regression Calculator page (Workforce Analytics, Market Compensation, Setup, Salary

Regression Calculator).
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Setil: SHARE

*Effective Date: 010111999 [

*Wariable Type:

*Job Code Set: EXECUTIVE | &b

Salary Regression Calculator

Job Code: 0101 Survey Instance:  EXECUTIVE

Find First K8 1074 I Last

*Status: Ii—l I:—l
Selection Criteria

*Geography: ALLREGS |48  *Financial CD: ALL »
“Industry: ALL &  -unitco: ALL i

Wiew Statistics

Calculation Variable

*Logarithm Type:  Calculate

Compensation Code

*Variable: | 4,000,000,000.000

Customize | Find | B | % First & 1074 I Last

Measure 1D Measure Value Currency

Salary Regression Calculator page

Job Code Set

Geography, Industry,
Financial CD (financia code),
Unit CD (unit code)

Variable Type

Variable

Logarithm Type

View Statistics

Select the node of the JOBCODE tree to which you want to map the survey
job code. Values are from the WA _JOBCDSET_DQO table.

Select survey dimensions.

The selection criteriatells the system which survey samplesto pull the
regression statistics from, and then uses these dimension values as keys for
the new regressed survey sample rows of data. Select from the prompt list
values, which are from the GEOGRAPHY_D00, WA _INDUSTRY_DQO,
WA_FINCODE_DO00, and WA_UNITCODE_DOQO tables, respectively.

Select the appropriate variable type for this survey sample regression
calculation. Vaues are:

Financial: The regression calculation takes into account your organization's
financia size.

Unit: The regression calculation takes into account your organization's unit
Size.

Enter your organization's financial or unit size value. The system uses this
value when calculating the regression.

Select Natural or Common, depending on the preferences or practices of
your organization.

Click to access the Regression Statistics page, and review statistics
provided by the selected survey samplethat isinvolved in running the
regression calculation.
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Calculate Click to trigger system processing. The system regresses the survey data,
based on the survey sample, dimension criteria, and variable information
that you entered on this page.

Regressed Values

The system popul ates the Regressed Values group box with the regressed values for each compensation code
and measure ID provided by that survey sample. The system also inserts new rows of data for that survey
sample, with regressed measure values, in the WA_SURVALUE_F00 table.

Measure | D Displays a percentile of the market rate.

Measure Value Displays the calculated market rate value for a specified percentile of a
market rate. Thisisthe annual, monetary pay level that you compare
against the compensation level for similar jobsin your organization.

Note. When you click the Calculate button, the system writes the rows of data that appear on the page to the
WA_SURVALUE_FO00 table. However, the system uses the original effective date of the survey instance, not
the effective date that you entered on this page. Each time that you modify the information for the survey
instance and job code set and run the regression calculation, the system writes over the previous rows of data
for the survey instance and job code set.

Viewing Regression Statistics

Access the Regression Statistics page (Click the View Statistics link on the Salary Regression Calculator

page).

Regression Statistics
Hatural Log Y-intercept: 0.000000 Hatural Log Y-intercept: 11.564400
Hatural Log Slope: 0.000000 Hatural Log Slope: 0.225400
Commaon Log Y-intercept: 0.000000 Common Log Y-intercept; 1.864000
Comman Log Slope: 0.000000 Common Log Slope: 0.256000
Standard Error; 0.000000 Standard Error; 0.402000
Logarithmic Error; 0.000000 Logarithmic Error: 0.147000
Feturn

Regression Statistics page
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View statistics for the regression calculation for this survey sample and benchmark job. Base Compensation
and Cash Compensation are the two most common compensation types found in compensation surveys, and
these are some of the most common statistics used to evaluate the regressions.

Return Click to return to the salary regression calculator.

Defining Market Models

14

Access the Market Model page (Workforce Anaytics, Market Compensation, Setup, Setup Market Model,
Market Model).

Chapter 2

Market Model

SetiD: SHARE Model ID; PRODA

*Effective Date: 01/0111900 | *Status: Active w +][=]
*Description; Primary Froduction Model

Annual Aging Rate: 1.00

Parent Model 1D: OJ

Hotes: Primary Production Model

] 3

Job Code Description

3510 Web Developer - Senior

3515 Web Developer
* Required Field

Market Model page

Note. Y ou normally create model IDs on the EPM Foundation, Business Metadata, Business Framework,
Models page. The Workforce Rewards Market Model page, however, enables you to create the model ID and
further define the model, al on one page. Create your market compensation model |Ds using this page only.

If you are adding a model, you have the option of cloning an existing model. To do this, enter a clone model
ID and click the Tab button to move through the field. When saving the page, the system clones the specified
model along with the associated job codes and weighting rules.

Annual Aging Rate Enter the annual aging rate or factor. The system uses this percentage to age
the survey dataincluded in the model. Specify an aging rate to bring the

survey data up to the current date or to make the survey data consistent with
the dates of other surveys.

Parent Model ID Enables you to link model s together, using object-based modeling. This
functionality is discussed in the EPM Foundation documentation.
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Notes

Job Codes

See Also

Managing Market Compensation

Enter notes as appropriate.

Displays job codes and descriptions.

If you cloned a previous model as well as the associated job codes and
weighting rules for the model, then the system displays the job codes here.

If you created a model without cloning the rules from another model, then
the system displays no data rows. To view the job data associated with this
model, save and close the Market Model page, complete the Weighting
Rules page for this new model, and then access the Weighting Rules page
again in Update/Display or Correction mode. Access the Market Model
page, where you can now view the job data.

When you create a market model and assign a parent model, the page does
not display the job codes of the parent model. The page displays only the
job codes for the current model. To view the job codes from the parent
model, access the page for the parent model.

PeopleSoft Enterprise Performance Management Fundamentals 9.1 PeopleBook, " Setting Up Models and
Scenarios," Defining Models and Scenarios

Defining Market Weighting Rules

Access the Market Weighting Rule page (Workforce Analytics, Market Compensation, Setup, Setup
Weighting Rules, Market Weighting Rule).
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Market Weighting Rule
SetlD: SHARE Model 1Dz PRODA Job Code: 3510 Weh Developer - Senior
Market Weighting Rule Eind First E 4 of 1 I Last
*Effective Date: (91011999 il *Status: _ [ (=]

16

survey: 2, Geography: &5 Financial CD: & Weight: I_
Industry: & Unit CD: &  oset |

Attach Remaove

Customize | Find | View A1 BV | 3 First T 44 of 44 1 Last

Set Weight Survey Job Code Set Geography Industry Financial CD Unit CD

3 3| W-DEVELOP  |SEN_TECH NY ALL ALL ALL e
2 [ 1 wEB-DEV SEN_TECH  ALLREGS ALL ALL ALL o
2 | 1 WEBDEvV SEN_TECH  ALLREGS ALL ALL =10K EE (i ]
2 [ 1 wesDEV SEN_TECH  ALLREGS BANKING ALL ALL i}
2 [ 1 WEB-DEV SEN_TECH  ALLREGS ALL SALES >1B ALL (i ]
2 [ 1 weB-DEV SEN_TECH NY ALL ALL ALL e
2 [ 1 WEB-DEV SEN_TECH CA ALL ALL ALL (i ]
1 [ 2 wWDEVELOP  SEN_TECH  ALLREGS ALL ALL ALL i}
1 [ 2 W-DEVELOP |SEN_TECH  |ALLREGS BANKING ALL ALL (i ]
1 || 2 W-DEVELOP |SEN_TECH  |ALLREGS ALL SALES >1B ALL e
1 | 2 W-DEVELOP  SEN_TECH  ALLREGS ALL ALL =10K EE (3]

Market Weighting Rule page

»  Select the compensation survey data that you want to include.
« Screen the survey data using dimension criteria.

« Assign the survey data arelative weighting.

Note. Any job codes for which you want to establish weighting rules must appear on the Job Code tree. If you
try to add aweighting rule, and you receive an error message from the system saying that the job code is not
available, you may not have added the job code to your tree.

CloneRule Thisfield appears at the top of the page in Add and Correction mode. Use
this field to clone your weighting rules for the selected job code from a
prior job code. Then modify the weighting rules or use asis. Select ajob
code from the prompt list values. These values are from aview that joins
the JOBCODE_DO00 and WA_WEIGHT_DFN tables.

The system uses the sample rows of the cloned job code as search criteria
for the new job code. If the system returns avalid row for the new job code,
then the sample row inherits the set and weight from the cloned job code.
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Selection Criteria

Use the Selection Criteria group box to select survey samples, define screening criteriafor the survey
samples, and apply weighting factors to the selected survey samples.

Survey Select a set of survey datato include in your model, to enter the selection
criteriamanually. The prompt values are from the WA _SURVEY_R00
table.

Geography, Industry, Select the dimension values to use to screen the specified set of survey data.

Financial CD (financial code), The values are from the GEOGRAPHY_VW, WA_INDUSTRY _VW,

and Unit CD (unit code) WA_FINCODE_VW, and WA_UNITCODE_VW tables, respectively.

To select regressed survey values from the Regression Calculator, enter
Regressed in either the Financial CD or the Unit CD field.

Weight Enter awhole number multiplier weight for this set of survey samples. The
system uses the weighting to calculate an adjusted market rate for thisjob
code from al of the selected survey samples. Use aweight value of 0 (zero)
to exclude a survey sample from the calculation for sizes that are too small
or otherwise has data that is not thought to be valid for your organization.

Set Enter a set value, which is a counter used to identify each set of search
criteriathat you enter using this page. It isalogical group of survey sample
criteriacontaining a particular set of dimension values.

Attach Click to enable the system to populate the Survey Samples group box with
rows of survey data based on your selection criteria. Each time that you
click the button, the system returns a new set of survey samples based on
your criteria

Remove Click to enable the system to remove the data that appearsin the Survey
Samples group box, based on your selection criteria.

Survey Samples

For each survey sample returned, the system displays the set number, or counter, for the survey sample
screening criteria, and the weight that you applied to the survey sample. Y ou can override thisvalue for a
particular row. The Survey, Job Code Set, Geography, Industry, Financial CD (financial code), and Unit CD
(unit code) fields display the selection criteriathat you entered in the Search Criteria group box. The datais
taken from the WA _WEIGHT_SEQ table.

o Click the Survey Sample Information button to access the Market Survey
Samples page and view details of the survey sample.

Add, remove, and modify datain the grid as needed, to define the survey data that you want to use for this
model 1D and job code. Click the Attach to List button to add more survey samples. Click the Remove From
List button to remove the rows from the grid and start over. Or remove one row at atime.

The system uses these survey samples and associated weightings to perform market rate cal culations, when
you run the Market-Based Pricing process. Here is a summary of the weighting calculation that occurs:
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1. The market rates for each of the survey samples are multiplied by the weights indicated, to provide
adjusted market rate values for each sample.

2. All of the adjusted market rate values are added to make an aggregate value.
3. All of the weights are added to make an aggregate value.

4. The aggregate rate value is divided by the aggregate weight value, to yield a single, weighted market rate
value for each job code, compensation code, and measure ID.

Viewing Market Survey Samples

18

Access the Market Survey Samples page (Click the Information button on the Market Weighting Rule page).

Market Survey Samples

Survey Instance

Survey: W-DEVELCQP Survey Author ID: FROVIDER B
Effective Date: 01/011999 Employee Participant Count: 255,555
Description: Web Development Salary Survey Company Participant Count: 12,000
Job Code Set: SEN_TECH  Senior Technical

Geography 1D MY Financial Code: ALL
Industry [D: ALL Unit Code: ALL

=M
Customize | Find | View A | B | # Fist B 433033 T Last

Compensation Measure ID Measure Value EUTETE) Sample CO Count Sample EE Count
Code Code
gi?nhpensation iil.‘liln‘lﬂth Percentls 39,480.00/UsD 1,000 1,000,000 [ﬂ
gi?nhpensation ::il-cljilnztmh Percentls 46,080.00/U=D 1,000 1,000,000
gi?nhpensation ::ilillnztﬁm Percentls 49,350.00/U=D 1,000 1,000,000
gst%nhpensatiun iiﬁljﬂth Percentls 52,640.00/UsD 1,000 1,000,000 |
gst%nhpensatiun ::m]ilnatmh ereentie 58,220.00 USD 1,000 1,000,000 ]
gsr?nhpensatiun ::ilﬂnﬁtmh Percentls 65,800.00/UsD 1,000 1,000,000

Market Survey Samples page

Survey Instance

Survey Instance In this group box, the page displays the company participant count and

employee participant count, which provide you with an idea of the overall
size of the survey from which you selected your samples.
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Survey Sample

Survey Sample In this group box, the system displays selection criteriathat you applied to
the survey data on the Market Weighting Rules page.

Market Values

Market Values In this group box, the system displays the data for the selected survey
sample, including each compensation code, measure ID, and associated
measure value (market rate). The measure ID is a percentile of the market
rate. The measure value is the calculated market rate value for a particular
percentile of a market rate, and for a particular scenario and job code. This
isthe annual, monetary pay level to compare against the compensation level
for similar jobsin your organization.

For each row, the system also displays the total sample count of companies
and sample count of employees, which provide you with an idea of the
overall size of the survey samples that you selected from the survey with
your screening criteria.

Review this information to determine if your sample size istoo small to be
statistically significant, or whether the survey datais weighted properly.
This can help you decide whether you want to use the data on the Market
Weighting Rule page, and whether to save the data.

Setting Up Market Scenarios

Access the Market Scenario page (Workforce Analytics, Market Compensation, Setup, Setup Market
Scenario, Market Scenario).

Market Scenario

SetlD: SHARE Scenario ID:  ACTLIALDA

*Effective Date: 01/01/1900 [& *Status: Active » +][=]
*Description: Actual Scenario

Model 1D: PROD1 (@,

Hotes: Production scenario (historical) ]

* Required Field

Market Scenario page
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Note. You normally create scenario IDs in the EPM Foundation, Business Metadata, Business Framework,
Scenarios page. The Market Scenario page, however, enables you to create the scenario ID from within
Workforce Rewards. Market compensation scenarios are always historical.

Modée ID Select the model ID of the model that you want to include in the scenario.
The prompt values are from the MODEL_VW table.

Notes Enter notes as appropriate.

Running the Market-Based Pricing Application Engine Process (WA_MBP)

Access the Run Jobstream page to run the Market-Based Pricing process (EPM Foundation, Job Processing,
Update/Run Jobstreams, Run Jobstream).

Asof Dated Jobstream Market compensation scenarios are historical scenarios only, as of asingle
point in time. Select the As of Dated Jobstream check box to enable the
system to hide the Fiscal Y ear and Accounting Period fields and display the
Asof Datefield. Enter an as of date for the scenario.

Jobstream ID Select the WA_MBP jobstream ID. Although severa jobstream |Ds appear
inthelist of values, thisisthe jobstream that you want to run from this page
for the Market-Based Pricing process. We déliver this metadata for you to
use to run the process:

Application Engine IDsWA_MBP and PF_ MERGE.
Job IDsWA_MBP and WA_MBP_MRG.
Jobstream ID WA_MBP.

Warning! Do not run the Market Compensation Scenario jobstream based on afiscal year and accounting
period. Also, do not run ajobstream with a Forecast type scenario from this page. If you do either, the Market
Compensation engine will not run successfully.

See Also

PeopleSoft Enterprise Performance Management Fundamentals 9.1 PeopleBook, " Streamlining Processing
with Jobstreams”

Reviewing the Market-Based Pricing Application Engine Process (WA_MBP)

20

The WA_MBP jobstream runs the Market-Based Pricing process. This process cal culates market rates for the
job codes from the survey samples that you selected, using the aging and weighting rules that you defined. A
market rate value is calculated for every compensation code and measure. (A measure is a percentile of the
market rate.) The system places the new, calculated market rate data in a temporary table called

WA _MKT_SCEN _T.
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The jobstream then runs the Final Table Merge Application Engine process (PF_ MERGE). This process

moves the data from the temporary table to the final table, WA_MKT_SCEN_TBL, where the calcul ated
market rates are stored with Scenario ID asakey. WA_MKT_SCEN_TBL isalso the source table for the
Market Compensation data approval process.

Reviewing Market Compensation Scenario Data

When you run the Market-Based Pricing process, the system aso calls the Market Scenario Data Mart
process (WA_MC_SCEN), which updates the Workforce Rewards Data Mart. This keeps the data for the
Data Mart and the Workforce Rewards tables synchronized. Y ou can also run the Market Scenario Data Mart
process alone, to populate the fact tables for previous periods without having to run the WA_MBP process.

Thistable lists the input tables used to populate the Data Mart fact tables:

Reporting Area

Input Table (D00, ROO, and FOO0)

Output Table (Fact)

Market Compensation

WA_MKT_SCEN_TBL,

WA_MKT RATE_TBL ,
JOB_F00, WA_COMP_HST_F00,
JOBCODE_DO0D,
LOCATION_DOO,
SAL_GRADE_D00

WA_MC_SCEN_FACT: Contains
all of the data required from the
Market-Based Pricing engine, at the
job code level.

WA_MC_EMPL_FACT: Contains
all of the data required from the
Market-Based Pricing engine, at the
employee level.

In Market Compensation, the fact table data is accessed by delivered inquiry pagesin the Market
Compensation Scenario component. Y ou may also select a business intelligence application and develop
analysis templates to use with Market Compensation.

See Also

Appendix B, "Workforce Rewards Reports,” page 185

Analyzing Scenarios

This section provides an overview of scenario data analysis and discusses how to:

* Run Crystal reports to analyze scenarios.

» Review market compensation scenario summary data.

» Review market compensation scenario fit to market data.

» Review market compensation scenario gap to target data.

« Review market compensation scenario market rate detail data.

Copyright © 1988, 2012, Oracle and/or its affiliates. All Rights Reserved.

21



Managing Market Compensation Chapter 2

Understanding Scenario Data Analysis

After you've generated a market compensation scenario, check the market compensation rates against your
current workforce compensation data. Determine whether the scenario market rates are skewed, or in
agreement with what you were expecting to see. To assist with scenario data analysis, we deliver:

« Two Crysta reports.
« Aninquiry component consisting of four pages.

The review and analysis processisiterative. If you find that you don't like the results of the scenario that you
just generated, then run additional scenarios with a different set of rules and dimension values. Adjust the
scenario until you feel that you have valid market rate data to use as a basis for comparison and strategy.
Then decide whether to approve and publish the new market rates. Some examples of the types of questions
to consider during this process are:

» Doesthis scenario make sense?

» Arethese the results that you would expect?

« Did you do something wrong in the process, resulting in skewed data?
» Wasthe survey datavalid for your situation?

»  Were your weighting rules valid for your situation?

Common Elements Used in This Section

Establish Target Market Select thislink to return to the Establish Target Market Rates page.

Rates The Market Compensation Scenario pages use market rate 1Ds (the

Measure I D), which you must occasionally modify in the Establish Target
Market Rates page. This link enables you to move directly to the Establish
Target Market Rates page without having to navigate the menu.

Pages Used to Analyze Scenarios

Page Name Definition Name Navigation Usage

Weighting Rules report RUN_WA_0001 Workforce Analytics, Run the job code weighting
Workforce Reports, Market | definition Crystal report
Compensation Reports, (WACO0001).
Weighting Rules

Scenario Fit to Structure RUN_WA_0028 Workforce Analytics, Run the Market Scenario Fit

report Workforce Reports, Market | to Structure Crystal report

Compensation Reports, (WAC0028).
Scenario/Fit to Structure
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Page Name Definition Name Navigation Usage

Market Compensation WA_MC_SCNSUM Workforce Analytics, Review a summary of the

Scenario - Scenario Market Compensation, market compensation

Summary Analyze and Approve, results for a particular
Review Market Scenario, scenario and job code,
Market Compensation including a comparison of

Scenario - Scenario
Summary

the market fit to the market
targets.

Market Compensation
Scenario - Fit to Market

WA_MC_SCNFIT

Workforce Analytics,
Market Compensation,
Analyze and Approve,
Review Market Scenario,
Market Compensation
Scenario - Fit to Market

Review a summary of
monetary value and
variance details about
market fit data as compared
to the employee average, for
each type of compensation
for each job code included
in the scenario.

Market Compensation
Scenario - Gap to Target

WA_MC_SCNGAP

Workforce Analytics,
Market Compensation,
Analyze and Approve,
Review Market Scenario,
Market Compensation
Scenario - Gap to Target

Review a summary of
monetary value and
variance details about the
market target data as
compared to the employee
average, for each type of
compensation for each job
code included in the
scenario.

Market Compensation
Scenario - Market Detail

WA_MC_SCNDET

Workforce Analytics,
Market Compensation,
Analyze and Approve,
Review Market Scenario,
Market Compensation
Scenario - Market Detail

Review the market rates for
aparticular scenario and job
code, including the market
range for a particular
scenario, job code, and
compensation code.

Running Crystal Reports to Analyze Scenarios

Copyright © 1988, 2012, Oracle and/or its affiliates. All Rights Reserved.

Run these two Crystal reports to review your scenario:

» Job Code Weighting Definition report (WACO0001).

This report lists the job code weighting rules for a particular model used in the scenario.

« Fit to Structure Market Scenario report (WAC0028).

This report enables you to compare the calculated market rates from the scenario with the current base
pay structure of your organization, enabling you to evaluate the validity of the market compensation

scenario.

See Also

Appendix B, "Workforce Rewards Reports,” page 185
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Reviewing Market Compensation Scenario Summary Data
Access the Market Compensation Scenario - Scenario Summary page.
Fitto Market |~ Gapto Target  Market Detail
Market Compensation Scenario
Scenario Summary
Business Unit:  CORP1
Scenario 10: ACTUALDA Actual Scenario
As Of Date: 01/01/1999 Currency: USD Approval Status:
IMarket Fit vs. Market Target
. Market Fit
80,000 —f———— == e O] Market Target
60,000 ——— ] e
E 4000 ——— ] e
20,000 ———- ] I
g
3510 : 400 3510 : 510 3510 : G040 3515 400 3515: 510 3515 500
lob Code : Compenzalion Coda

24
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o ]

Market Compensation Scenario - Scenario Summary page 1 of 2

3510

3510

3510

3515

3515

3515

Job Code

Web Developer - Senior

Web Developer - Senior

Web Developer - Senior

Wehb Developer

Wehb Developer

Web Developer

Establish Target Market Rates

400

510

600

400

510

600

Compensation Code

Cash Compensation

Customize | Find | B Fir=t & 1.6 0f6 0 Last

Market Fit

Actual 50th Percentile Amount

Market Target

Actual §0th Percentile Amount

Short Term Variable
Compensatn

Reqular Base
Compensation

Cash Compensatian

Actual §0th Percentile Amount

Actual 50th Percentile Amount

Actual 80th Percentile Amount

Actual 50th Percentile Amount

Actual 75th Percentile Amount

Actual §0th Percentile Amount

Short Term Variable
Compensatn

Fegular Base
Compensation

Actual 40th Percentile Amount

Actual §0th Percentile Amount

Actual 90th Percentile Amount

Actual §0th Percentile Amount

Market Compensation Scenario - Scenario Summary page 2 of 2

Use this page after you have run the Market-Based Pricing process. The process calls the Market
Compensation process (WA_MC_SCEN), which populates the underlying fact table accessed by this page,
the WA_MC_SCEN_FACT table.
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The Market Compensation Scenario - Scenario Summary page provides you access to three additional pages
in the Market Compensation Scenario component. On each page, the system displays the business unit and
scenario ID that you selected to open the component. The system also displays the as of date, currency code,
and approval status of the scenario.

Note. On pages such as these, you can apply row-level security at the scenario level. This meansthat if your
implementation has scenario security and you don't have security accessto view a scenario, you won't. The
scenarios that you see on these pages can vary depending upon your level of security access.

Market Fit Versus Market Target

The chart and grid display information about the market fit and the market target for each job code and
compensation code combination in the scenario.

Market Fit Displays the calculated survey data percentile (or measure ID) that is
closest to the current employee average compensation. The employee
average base pay is calculated from the annual amount in the JOB table,
while other compensations (cash and variable compensations) are
calculated based on aggregation of the amountsin WA_COMP_HST_FQO0.
To view market fit data on this page, you must have run the Market-Based
Pricing process.

Market Target Displays the specified target survey data percentile (or measure ID) from
the Target Market Rates page. If you have not entered target market rates
on the Target Market Rates page, then you may not see market target data
on the Market Compensation Scenario - Scenario Summary page. Think of
these target rates as pay guidelines, in support of your organization's overall

pay strategy.

When you first run the Market-Based Pricing process, use this page to evaluate the market fit, that is,
determine the survey data percentile that best fits your organization's pay strategy. Then use the Target
Market Rates page to make the chosen survey data percentile atarget rate for your pay strategy. Run the
MBP_FACT jobstream (which includesthe WA_MC_SCEN process) to repopul ate the
WA_MC_SCEN_FACT table. After you have performed these steps, return to this page and view the market
target data, allowing a side by side comparison of the market fit and the market target data. Y ou can also use
the other three pages in this component to navigate through the data to view monetary values, variances, and
market compensation ranges for each job code and compensation code in the scenario.

Perform this process repeatedly, until you are satisfied that you have valid market compensation scenarios for
your benchmark job codes. Then use the resultsin the WA_MKT_SCEN_TBL table to establish target
market rates for your benchmark and non-benchmark jobs.

Reviewing Market Compensation Scenario Fit to Market Data
Access the Market Compensation Scenario - Fit to Market page (Workforce Analytics, Market

Compensation, Analyze and Approve, Review Market Scenario, Market Compensation Scenario - Fit to
Market).
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IMarket Summary 'ilaiﬁa. Gap to Target arket Detail

Market Compensation Scenario
Fit to Market

Business Unit: CORP1

Scenario 1D ACTUALD Actual Scenario

As Of Date: 01/01/1999 Currency: USD Approval Status:
Fit to Market Find First - 10f2 O Last
Job Code: 3510 Weh Developer - Senior

Market Fit vs. Employee Average

B Market Fit
|:| Employee Average

50,000 - —

Amaunt

40,000 —F———— [S————

400 510 600

Compenzatian Code

Compensation Fit to Market Customize | Find | B8 | # First I 1-30f3 I Last
compensatoncade _Messurel | essureae | Employes Aversge | Varace | cmpoyee Tota
400 Cash Compensation Actual 50th Percentile Amount £3,600.00 5724000  6,360.00 1,316,520.00
510/ Short Term Variable Compensatn  Actual 60th Percentile Amount 5,383.53 5,110.00 273.53 117,530.00
500 Regular Base Compensation Actual 90th Percentile Amount 82188.24 99,528.00| -17,339.76 2,289,144.00

Establish Target Market Rates

Market Compensation Scenario - Fit to Market page

Compensation Code Displays the compensation type associated with a specified job code.

Measure D Displays a percentile of the market rate used to calculate monetary amounts
for employee average, variance, and employee total, for a given job code
and compensation type.

Measure Value Displays the calculated market rate value for a specified percentile of a
market rate, and for a particular scenario and job code.

Thisisthe annual, monetary pay level that you compare against the
compensation level for similar jobs in your organization.

Employee Average Displays the average employee amount calculated for a specified market
rate (measure D) and compensation type.

Variance Displays the variance, or difference, between the Measure Value and
employee average for each type of compensation for each job code included
in the scenario.
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Employee Total Displays the total compensation amount for all employees for each type of
compensation for each job code included in the scenario.

Note. Y ou must run the Market-Based Pricing application engine process
(WA_MBP) to correctly populate thisfield.

Reviewing Market Compensation Scenario Gap to Target Data

Access the Market Compensation Scenario - Gap to Target page (Workforce Analytics, Market
Compensation, Analyze and Approve, Review Market Scenario, Market Compensation Scenario - Gap to
Target).
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Market Summary Fit to Market Gap to Target Market Detail
Market Compensation Scenario
Gap to Target
Business Unit:  CORP1
Scenario 1D ACTUALOM Actual Scenario
As Of Date: 04/041/1999 Currency: USD Approval Status:
Gap to Target Find First = 10f2 B Last
Job Code: 3510 Web Developer - Senior
Market Target vs. Employee Average
B market Target
|:| Employee Average
50,000 = s
2
< 40,000 — == e e

400

1

510 600

Compensation Code

Compensation Code

400|Cash Compensation

510 Short Term Variable
Compensatn

Compensation Gap to Target

600 Regular Base Compensation

Establish Target Market Rates

First Kl 13073 I Last

=tal
Customize | Find | B | 2

Measure 1D Measure Value Employee Average Variance Employee Total
Actual 60th Percentile Amount 69,960.00 57,240,000 1272000 1,316,520.00
Actual 60th Percentile Amount 5§,383.53 511000 27353 117,530.00
Actual 60th Percentile Amount 64,576.47 99,528.00 -34,951.53 2,289,144.00

Gap to Target page

Compensation Code

MeasurelD

Measure Value

Employee Average

Variance

28

Displays the compensation type associated with a specified job code.

Displays the market rate used to calculate monetary amounts for employee
average, variance, and employee total, for a given job code and
compensation type.

Displays the actual monetary amount calcul ated for a specified market rate
(measure |D) and compensation type.

Displays the average employee amount cal culated for a specified market
rate (measure 1D) and compensation type.

Displays the variance, or difference, between the employee average amount
and the employee total amount.
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Employee Total Displays the total compensation amount for all employees for each type of
compensation for each job code included in the scenario.

Note. Y ou must run the Market-Based Pricing application engine process
(WA_MBP) to correctly populate thisfield.

Reviewing Market Compensation Scenario Market Rate Detail Data

Access the Market Compensation Scenario - Market Detail page (Workforce Anaytics, Market
Compensation, Analyze and Approve, Review Market Scenario, Market Compensation Scenario - Market
Detail).

( Market Summary || Fitto Market || Gapto Target |UELCABLCll

Market Compensation Scenario
Market Detail

Business Unit.  CORP1

Scenario [D: ACTUALDY Actual Scenario

As Of Date: 01/01/1999 Currency: UsD Approval Status:

Market Detail Find First ! 1 of 6 Ld Last
Job Code: 3510 Weh Developer - Seniar

Compensation Code: 400 Zash Compensation

Market Pay Range

|:| Market Fit: Actual 50%
52,000 | | T |-—— - |:| Market Target: Actual 60%

Amauni

40000 ——t-=—— - - - — = . [S— — | —.— ... p— L

Aciual 10% Aciual 253 Adual 40%% Adiual 0% Aciual 753 Adual 90%%

Measure ID

Market Detail page 1 of 2
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Measure ID Best Compensation Fit Benchmark Measure Value

Actual 10th Percentile Amount 38,160.00
Actual 20th Percentile Amount 44 520.00
Actual 25th Percentile Amount 47 700.00
Actual 20th Percentile Amount 50,880.00
Actual 40th Percentile Amount 57,240.00
Actual 50th Percentile Amount 63,600.00
Actual G0th Percentile Amount 59,960.00
Actual 70th Percentile Amount 76,320.00
Actual 75th Percentile Amount 79,500.00
Actual 80th Percentile Amount 82,680.00
Actual 90th Percentile Amount 89,040.00

Establish Target Market Rates

Market Detail page 2 of 2

This page displays details about the range of monetary values as well as associated percentiles (or measure
IDs) for each type of compensation for each job code included in the scenario.

Best Compensation Fit

Benchmark

The system selects a check box to indicate the market compensation
measure | D whose value is closest to the employee average.

The system selects a check box to indicate the market compensation
measure |D that is closest to your existing target rate. Think of the target
rate as a pay guideline, in support of your organization's overall pay

strategy.

Approving Compensation Target Rates

30

This section provides an overview of the compensation target rate approval process and discusses how to:

» Edablishtarget market rates.

» Review market compensation details.

» Establish market rates for non-benchmark jobs.

» Review benchmark job details.

« Review job code dotting results.

« Approve market compensation target rates.
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Understanding the Compensation Target Rate Approval Process

In the previous section, you determined that you have valid market compensation scenarios for your
benchmark job codes, and you are satisfied with the resultsin the WA_MKT_SCEN_TBL table. Y our next
steps are to:

1. Establish thetarget rates that your organization wants to use for compensating workers in each of the
benchmark jobs.

2. Edtablish the rates that your organization wants to use for compensating workers in your non-benchmark
jobs.

3. Approve the results of your decisions.

Pages Used to Approve Compensation Target Rates

Page Name Definition Name Navigation Usage
Establish Target Market WA_MKT_SCEN_VW Workforce Analytics, Review the calculated
Rates Market Compensation, market compensation data

Process, Establish Target for al of thejobsina
Market Rates, Establish particular scenario, and

Target Market Rates establish target market

rates.
Job Code Details WA_MKT_JOB_SPNL Click the Job Code Target | Review the market

Detail button on the compensation details for a

Establish Target Market particular job codein a

Rates page. scenario, and select the
target rates.

Calculate Jobcode Slotting | WA_MC_SLOT_DFN Workforce Analytics, Establish market rates for
Market Compensation, non-benchmark jobs, based

Process, Calculate Jobcode | on available datafor
Slotting, Calculate Jobcode | benchmark jobs within a

Slotting scenario.
Benchmark Details WA_MC_BNCH_SEC Click the View Detailslink | Review the market
on the Calculate Jobcode compensation rate details
Slotting page. for abenchmark job
selected on the Calculate
Jobcode Slotting page.
Job Code Slotting Results | WA_MC_SLOT_RSLT Click the View Slotting Review job code slotting
Resultslink on the results, calculated from
Calculate Jobcode Slotting | criteria selected on the
page. Calculate Jobcode Slotting
page.
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Approve Market Scenario,
Market Scenario Approval

Page Name Definition Name Navigation Usage

Market Scenario Approval | WA_MKT_SCEN_APROVE Workforce Analytics, Review the calculated
Market Compensation, market compensation data
Analyze and Approve, for thejobsin a particular

scenario, and review and
approve the selected target

rates.

Establishing Target Market Rates

Access the Establish Target Market Rates page (Workforce Analytics, Market Compensation, Process,
Establish Target Market Rates, Establish Target Market Rates).

Establish Target Market Rates

SetlD: SHARE Scenario ID: ACTUALOA Actual Scenario

As Of Date: 01/011999 Status: Active Measure ID: {id

B o 4 0

(JZC:E!IB Compensation Code Description Measure ID F.ﬂezsﬂl.llgg gi:lr:nw

3510 Cash Compensation Web Developer - Senior ™ ﬂﬁ
3510 Shart Term Variable Compensatn |Web Developer - Senior K ﬂﬁ
3510 Regular Base Compensation Web Developer - Senior & ﬁﬁ
3515 Cash Compensation Weh Developer & ﬁ
3515 Short Term Variable Compensatn Webh Developer ™ ﬂﬁ
35158 Regular Base Compensation Web Developer K ﬂﬁ

Review Market Scenario

Establish Target Market Rates page

Use this page to:

1. Select provisional target rates from market compensation data for benchmark jobs, after you have run a
market compensation scenario for the first time.

Thisfacilitates your comparison of market fit data versus market target datain the Market Compensation
Scenario inquiry component.

2. Select target rates from market compensation data for benchmark jobs, to determine the final target rates
that you want to approve and publish.

3. Select target rates from market compensation data that you developed for non-benchmark jobs on the
Calculate Jobcode Slotting page, to determine final target rates that you want to approve and publish.

Think of these target rates as pay guidelines, in support of your organization's overall pay strategy.
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Scenario Targets

When you first access the page, the system displays arow for each job code, compensation code description,
and job description included in the scenario. This dataisfrom the WA _MKT_SCEN_TBL table. For any
particular row, access the market compensation details (measure 1Ds, measure values, currency code, and
sample count) by clicking the Job Code Target Detail button, which accesses the Job Code Details page.

Y ou have three options for setting target rates using these pages.

» Select adefault measure id for all rows on the Target Market Rates page. The system sets the selected
measure as the target measure for the job code and compensation code combination. Then it enters the
corresponding measure value (monetary amount). This assumes that you already know which target
measure you want to select, and don't need to review the underlying market compensation data.

« Select/update a measure ID for each row on the Target Market Rates page.

» Toview the underlying market compensation data before you select atarget, click the Job Code Target
Detail button to access the Job Code Details page where you can also select the target.

To store the changes that you make to the scenario in the WA_MKT_SCEN_TBL table, click Save.

Synchronizing With the Market Compensation Scenario Component

When you use the Target Market Rates page to set target rates for benchmark jobs, the system stores the
resultsinthe WA_MKT_SCEN_TBL table, meaning that the targets are added to the specified scenario.
After you save the results on this page, the WA_MKT_SCEN_TBL tableis out of synchronization with the
WA_MC_SCEN_FACT and WA_MC_EMPL_FACT tables. This means that you cannot view the new data
on the Market Compensation Scenario inquiry pages until you run the MBP_FACT jobstream (which
includesthe WA_MC_SCEN process) to update the Data Mart.

Reviewing Market Compensation Details

Access the Job Code Details page (Click the Job Code Target Detail button on the Establish Target Market
Rates page.).
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Job Code Details
Job Code: 3510 Weh Developer - Senior
Round to Nearest: V Round % to Adjust Rates: Adjust
By g )]

Compensation Code Target Measure ID Measure Value Currency Code Sample Count
Cash Compensation Fl Actual 10th Percentile Amount 33,160.00 |UsSD 11
Cash Compensation | Actual 20th Percentile Amount 44 52000 |UsD 11
Cash Compensation ¥ Actual 25th Percentile Amount 47 700.000 |USD 11
Cash Compensation | Actual 30th Percentile Amount 50,880,000 USD 1
Cash Compensation .l Actual 40th Percentile Amount 57.240.00 |USD 11
Cash Compensation | Actual 50th Percentile Amount 63,600.00 |UsSD 11
Cash Compensation Fl Actual 60th Percentile Amount 6996000 |USD 11
Cash Compensation | Actual 70th Percentile Amount 76,320.00 |UsD 11
Cash Compensation ¥ Actual 75th Percentile Amount 79500000 USD 11
Cash Compensation O Actual 80th Percentile Amount 82,680.00 USD 1
Cash Compensation .l Actual 90th Percentile Amount 29,040.00 |UsSD 11

Job Code Details page

The system displays rows of data for each compensation code and measure ID for the selected job code, as
well as the currency and sample count.

To adjust measure values by rounding:

1. Select avaluein the Round to Nearest field.

2. Click the Round button.

To adjust measure values by percentages:

1. Enter apercentage value in the % to Adjust Rates (percentage to adjust rates) field.

2. Click the Adjust button.

Target Initially, this check box is available for entry for al rows. Select a
particular row as the target rate by selecting the corresponding check box.
The system hides all of the check boxes except for the one selected. Think

of these target rates as pay guidelines, in support of your organization's
overal pay strategy.

Measure | D When you return to the Target Market Rates page, in the Measure ID field,
the system enters the value selected from the Job Code Details page.
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OK Click this button or save the changes you make to the scenario, return to the
Target Market Rates page.

Establishing Market Rates for Non-Benchmark Jobs

Access the Calculate Jobcode Slotting page (Workforce Analytics, Market Compensation, Process, Calculate
Jobcode Slotting, Calculate Jobcode Slotting).

Calculate Jobcode Slotting

Calculate Market Data

SetlD: SHARE Slotting Rule ID:  CORP1
Find | View All First Kl 4071 I Last
*Effective Date:  (03/12/2010 il Status: H[=
*Scenario 1D: ACTUALDY @, Actual Scenario
*Description: |
El

Notes:

Find | View &1 First EI 4 of 4 I |ast

*Slotting Job Code: @, View Slotting Results |£| lEl

* Required Field

Calculate Jobcode Slotting page

Note. On pages such as this one, you can apply row-level security at the scenario level. This meansthat if
your implementation has scenario security and you don't have security access to view a scenario, you won't.
The scenarios that you see on this page can vary, depending upon your level of security access.

The term dlotting means determining the market rates for a non-benchmark job by estimating the job's value
between two comparable benchmark jobs. While thisis true, you can also determine the market rates for a
non-benchmark job by direct comparison to a single benchmark job.

Enter an effective date, status, scenario ID, description, and notes (if appropriate).

Rule Definition

To definethe rule:

1. Select adotting job code in the Slotting Job Code field, for the non-benchmark job.
Vaues are fromthe WA_MC_NOBNCH_VW table.
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2. Select abenchmark job code for the system to use when cal culating the market rates for the non-
benchmark job.

Vaues are fromthe WA_MC_BNCHJB VW table, aview that limits your choicesto jobsincluded in the
scenario. Either select a single benchmark job for a direct estimation, or select two or more benchmark
jobs for amore complex estimation.

3. Enter an estimated percent value for the benchmark job in the % of Benchmark (percentage of
benchmark) field.

The rows for the Weight % (weight percentage) field must always add up to 100 percent.

View Details Click thislink to review the market compensation data for a selected
benchmark job. This link accesses the Benchmark Details page. The page
also displays the newly calculated market rates for the non-benchmark job
after the system has run the calculation.

Calculate Market Data Click this button to cal culate market compensation data for the non-
benchmark job, based upon the selected benchmark jobs.

View Slotting Results Click thislink to review the calculated market compensation data for the
non-benchmark job. This link accesses the Job Code Slotting Results page.
The results are from the WA_MKT_SCEN_TBL table.

Synchronizing With the Target Market Rates Page

When you use the Calcul ate Jobcode Slotting page to create market compensation data for non-benchmark
jobs, the results are stored in the WA_MKT_SCEN_TBL table, meaning that the job and data are added to the
specified scenario. After you save the results on this page, view the results in the Target Market Rates page.
Then you must use that page to set targets for non-benchmark jobs.

Synchronizing With the Market Compensation Scenario Component

When you use the Calcul ate Jobcode Slotting page to create market compensation data for non-benchmark
jobs, the results are stored in the WA _MKT_SCEN_TBL table, meaning that the job and data are added to the
specified scenario. After you save the results on this page, the WA_MKT_SCEN_TBL tableisout of
synchronization with the WA_MC_SCEN_FACT and WA_MC _EMPL_FACT tables. This means that you
cannot view the new data on the Market Compensation Scenario inquiry pages until you run the MBP_FACT
jobstream (which includes the WA_MC_SCEN process) to update the Data Mart.

Reviewing Benchmark Job Details
Access the Benchmark Details page (Click the View Details link on the Calculate Jobcode Slotting page.).

Use this page to review the market compensation details for the benchmark job selected on the Calculate
Jobcode Slotting page.
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M easur e | DandM easur e
Value

Calculate Market Data

Return to Slotting Rule

Managing Market Compensation

For each compensation code included in the scenario for thisjob code, the
system displays the measure I1Ds and measure values. The measure ID isa
percentile of the market rate. The measure value is the cal culated market
rate value for aparticular percentile of a market rate. Thisisthe annual,
monetary pay level that you use to compare against the compensation level
for similar jobs in your organization.

After you click this button on the Calculate Jobcode Slotting page, and the
system cal culates the market rates for the non-benchmark job, the system
displays the new market ratesin the Adjusted Vaue field. Compare the two
values side-by-side.

Click thislink to return to the Calculate Jobcode Slotting page.

Reviewing Job Code Slotting Results

Access the Job Code Slotting Results page (Click the View Slotting Results link on the Calcul ate Jobcode

Slotting page.).

Use this page to review the calculated market compensation data for the non-benchmark job selected on the

Calculate Jobcode Slotting page.

Compensation Code

MeasurelD

Measure Value

Benchmark Count

For each compensation code included in the scenario, the system displays
the measure 1Ds and cal culated measure values.

A percentile of the market rate.

The measure value is the calculated market rate value for a particular
percentile of a market rate. Thisisthe annual, monetary pay level that you
use to compare against the compensation level for similar jobsin your
organization.

The Benchmark Count column indicates the number of benchmark jobs
used to calculate the non-benchmark data.

Approving Market Compensation Target Rates

Access the Market Scenario Approval page (Workforce Analytics, Market Compensation, Analyze and
Approve, Approve Market Scenario, Market Scenario Approval).
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Market Scenario Approval
SetiD: SHARE Scenario 1D Actual Scenario
&l 11
As Of Date: 01/01/1999 Status:
Approve
Scenario Status: DateTime Stamp:  07/24/01 6:08:42PM _
= 4 r]
éi:lle Description Compensation Code Benchmark Measure ID Measure Value
—
3510 Web Developer - Senior Cash Compensation Actual 10th Percentile Amaount 38,160.00
3510 Web Developer - Senior Cash Compensation Actual 20th Percentile Amount 44 520.00
3510 Web Developer - Senior Cash Compensation Actual 25th Percentile Amount 47,700.00
3510 Web Developer - Senior Cash Compensation Actual 30th Percentile Amount 50,880.00 __
3510 Weh Developer - Senior Cash Compensation Actual 40th Percentile Amount 57,240.00
3510 Weh Developer - Senior Cash Compensation Actual 50th Percentile Amount 63,600.00
3510 Weh Developer - Senior Cash Compensation Actual 60th Percentile Amount 69,960.00
3510 Web Developer - Senior Cash Compensation Actual 70th Percentile Amaount 76,320.00

Market Scenario Approval page

Note. In addition to PeopleT ools page security, you can strictly limit access to scenarios for approval using
scenario-level security. This means that if an operator doesn't have security access for a particular scenario,
the operator cannot approveit. If you grant an operator access to a scenario approval page and a scenario, the
operator has access to all scenario data within that scenario approval page, which enables the operator to view
all of the datarequiring approval.

Scenario Targets

Scenario Targets Use this group box to review the associated measures for each job code and
compensation code combination in the scenario. Measure IDs are
percentiles of a set of market rates for ajob. They are associated with a
statistical range of amount values, called Measure Values, which are
centered around the mean market rate. They are calculated from the

compensation survey samples that you selected for this scenario.

Benchmark Review the measures that you have decided to use as your targets, which

the system indicates by selecting a check box in the Benchmark column.

Using Application Messaging

After you review the data and are satisfied with the results, approve your decision and publish the results of
your decision.
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Approve Click to approve the target rates for use in subsequent strategic
compensation analyses in the Workforce Rewards system.

The target rates are moved to the WA_MKT_RATE_TBL table, which,
unlikethe WA_MKT_SCEN_TBL table, is not keyed by scenario ID. After
you approve the target rates, use them as strategic referencesin the Base
Pay Structure, Retention Strategy, and Compensation Strategy modulesin
Workforce Rewards, or in any other PeopleSoft EPM application.

Publish Click to use PeopleTools Application Messaging to publish the new target
market rates from the WA_MKT_RATE_TBL table.

Note. After you approve a market compensation scenario, do not run Market Compensation again for the
approved scenario. To use the approved scenario settings a second time (meaning that you want to load new
surveysin your model and rerun the Market-Based Pricing process), create a new scenario 1D referencing the
original model, and proceed from there.

Comparing Current Pay Structures With New Target Rates

This section provides an overview of the pay structure compare process and discusses how to:

« View final market compensation scenario data.

«  View saary plan gap data.

Understanding the Pay Structure Compare Process

After you approve and publish your new target market rates, and the results are stored in the

WA _MKT_RATE TBL table, compare the target market ratesto your current base pay structure and
workforce compensation. Determine whether your current base pay structure, or workforce compensation, is
in alignment with your new targets, or whether they need to be adjusted. Y ou can:

» Review the new target rate data, using the Review New Market Rate page.

» Compare the target rates to the midpoints of your current base pay structure, using the Salary Plan Gap
page.

Pages Used to Compare Current Pay Structures With New Target Rates

Page Name Definition Name Navigation Usage

Review New Market Rate | WA_MKT_RATE_VW Workforce Analytics, View the new target rate
Market Compensation, datafor ajob code.
Analyze and Approve,

Review New Market Rate,
Review New Market Rate
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Page Name Definition Name Navigation Usage

Sadary Plan Gap WA_MKT_STR_CUR_INQ Workforce Analytics, View acomparison of the
Market Compensation, target market rates against
Analyze and Approve, the midpoint of the current
Review Salary Plan Gap, pay range for all job codes
Salary Plan Gap in aparticular salary

administration plan. You
see the variance expressed
as an amount and a
percentage.

Viewing Final Market Compensation Scenario Data

Access the Review New Market Rate page (Workforce Analytics, Market Compensation, Analyze and
Approve, Review New Market Rate, Review New Market Rate).
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Review New Market Rate

Setll; SHARE Job Code: 3001 Director of Cperations
Final Market Compensation Find First 4] 10f1 a Last
As Of Date:  01/01/1900 Status: Active Scenario 1D:

First K1 145 of 15 I3 L ast

Customize | Find | ¥ | =

Compensation Code Target Measure ID Measure Value Currency Code

Direct Compensation

Direct Compensation

Regular Base Compensation

Regular Base Compensation

Target 10th Percentile Amaount

Target 25th Percentile Amount

Target 75th Percentile Amaount

Target 90th Percentile Amount

172,280.00 USD

193,000.00 LsD

Direct Compensation 4 Target 50th Percentile Amaount 229,700.00/USD
Direct Compensation Target 75th Percentile Amount 254 800.00USD
Direct Compensation Target 90th Percentile Amaount 277,880.00/LED
Short Term Variable Compensatn Target 10th Percentile Amount 19,500.00USD
Short Term Variable Compensatn Target 25th Percentile Amount 32,350.00/USD
Short Term Variable Compensatn 4 Target 50th Percentile Amaount 52,300.00UsD
Short Term Yariable Compensatn Target 75th Percentile Amaount 68,700.00 USD
Short Term Variable Compensatn Target 90th Percentile Amount 83,400.00 UsD
Regular Base Compensation Target 10th Percentile Amount 147,540.00/USD
Regular Base Compensation Target 25th Percentile Amaount 155,750.00/USD
Regular Base Compensation = Target 50th Percentile Amount 168,400.00/USD

1983,800.00 USD

204,320.00 LSD

Review New Market Rate page

Use this page to view the compensation codes and associated measures and measure values for a particular

scenario ID and job code.

Measure D A percentile of the market rate.

Measure Value The measure value is the cal culated market rate value for a particular
percentile of a market rate.
Thisisthe annual, monetary pay level that you use to compare against the
compensation level for similar jobs in your organization.

Target Any target rates that you selected on the Market Scenario Approval page

appear, selected, on this page in the Target column. Thisvisual cue helps
you to see which pay targets you established for the various compensation
types paid for a particular job. Think of these target rates as pay guidelines,
in support of your organization's overall pay strategy.

Copyright © 1988, 2012, Oracle and/or its affiliates. All Rights Reserved.

41




Managing Market Compensation Chapter 2

Viewing Salary Plan Gap Data

Access the Salary Plan Gap page (Workforce Analytics, Market Compensation, Analyze and Approve,
Review Salary Plan Gap, Salary Plan Gap).

Salary Plan Gap
SetiD: SHARE salary EXE  Executive Salary Plan

Administration

Plan:
As Of Date: 02/18/2010

= <] o

Job Code Description Grade Grade Midpoint Target Value ggrc'lr:ncr Variance % Variance
010 General Manager 20 90,000.00 217,000.00 UsSD -58.53 -127,000.00
3859 Development Coordinator 20 90,000.00 £63,900.00 UsD 40.85 26,100.00

Salary Plan Gap page

Use this page to view a comparison of the compensation target rates against the midpoint of the range for the
current salary grade.

For aparticular salary plan, view the grade midpoint and target value for each job code and grade. The
variance of the grade midpoint from the target value appears as a percentage amount. A positive value
indicates that the grade midpoint exceeds the target value. A negative value indicates that the grade midpoint
is below the target value.
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Managing Base Pay Structures

This chapter provides an overview of the Base Pay Structure module and discusses how to:

» Create a base pay structure scenario.
» Evauate your base pay structure fit.
» Approve and publish base pay structures.

« Analyze your workforce compensation gap to market.

Understanding the Base Pay Structure Module

Base pay structures consist of a series of pay ranges or grades, each with a minimum and maximum value.
Most organizations group job codes together into job classes, and then assign those job classes to pay
structures. Organizations base these decisions on data from external compensation surveys, as well as their
own internal criteria. Companies develop pay structuresto support and reinforce their overall compensation
strategy, as well astheir compensation strategy for specific job codes. For example, a organization's overall
compensation strategy might be to pay most of its workers at about the 40th percentile of the market.
However, for job codes with essential technological or managerial skills, it might pay at the 80th percentile of
the market. Companies also use pay structures to communicate pay range opportunity to employees, job
candidates, and managers.

The Rewards Base Pay Structure module provides the tools to organize and automate the pay structure
devel opment process, so you can:

» Design, analyze, and revise multiple versions of multiple pay structures, including those from your
HRMS system.

» Usethetarget rates from the Market Compensation module to build and evaluate new pay structures, in
alignment with your compensation strategy.

» Compare the new structures to current workforce compensation.

» Select for approval the pay structures you prefer, and publish the results of your pay structure decisions.

Base Pay Structure Business Process

The following diagram outlines the main stepsin the Base Pay Structure business process.
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Scenario Analysis Decision Publish Analysis
Fit to Market:
Base Pay
| Structure [ ]
Scenario Gap to
Base Pay
Base Pay Structure:
S ) Structure Workforce
Scenario Fit to Compensation
' Workforce:
—» Base Fay
Structure
Scenario
Mo
Final Manage
Structure? Yes» Compensation
- Next
Decision Step

Base Pay Structure business process

Market Compensation Rates

If you plan on using market compensation rates to help you develop and evaluate base pay structures, then
first complete the steps needed to import compensation survey data, and define market compensation rates for
your workforce.

See Also

PeopleSoft Workforce Analytic Applications 9.1 PeopleBook, "Importing External Survey Datato Data
Warehouse Tables'

Chapter 2, "Managing Market Compensation," page 5

Creating a Base Pay Structure Scenario

44

This section provides an overview of the Base Pay Structure module and discusses how to:

Assign job codes to job classes.

Create a base pay structure definition.

Build the salary grades and ranges for your base pay structure.

Build steps within a pay grade.
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» Assign apay grade to each job code.

Understanding How to Create a Base Pay Structure Scenario

In the Base Pay Structure module you create base pay structures using online pages, and PeopleCode
performs all of the calculations and system processing. In this module, you don't create scenarios in the same
manner as you do in the other Workforce Rewards modules. There are no model or scenario definition pages
to complete, and there are no Application Engine processes or jobstreams to run.

Y ou use the Base Pay Structure toolsto develop base pay structures that fit your organization's pay strategy,
according to your target market rates. The basic process for creating base pay structure scenarios involves
these steps:

« Assign groups of job codesto ajob class, by associating the job class with a node on the JOBCODE tree.

» Create apay structure definition for the job class. Use the market rates for benchmark jobs devel oped with
the Market Compensation module, or create new ones.

» Build salary grades and ranges.
« Build steps within pay grades, if applicable.

» For eachjob class, review the pay grades the system automatically assigns to benchmark jobs, and assign
pay grades to the non-benchmark jobs.

Synchronizing Tables in the Base Pay Structure Module

The table behind the grid on the Job Class Definition pageis WA_JOBCLS SEQ. Thetable behind the grids
on the Job Code / Grade Assignment, Structure Fit to Market, and Pay Structure Finalization pagesis

WA _JOBCLS PAY. The data between the two tablesis synchronized whenever one of the following events
OCCUrS:

1. You change and save data on the Job Class Definition page.

2. You change the effective date or job class on the Base Pay Structure Definition component.

This synchronization process works in the background, and affects the way you work with job classesin the
Base Pay Structure module. Normally, if you create a job class on the Job Class Definition page and save the
data, the system synchronizesthe WA_JOBCLS SEQ and WA_JOBCLS PAY tables.

If you do not create job classes on the Job Class Definition page (and instead move the Job Class datain with
Data Mover or ETL), however, you will not see any job codes on the grids based on the WA_JOBCLS PAY
table. Thisis because no event occurred to trigger the automatic synchronization of the two tables. That is, no
job codes appear in the grids based on the WA _JOBCLS PAY table until you open the job class on the Job
Class Definition page, change something about the job class, and save the changes. Thistriggers the
PeopleCode synchronization process.

For example, open the Job Class Definition page, change one of the job codes in the grid by selecting avaue
from the list of available options, change it back to what it was before, and click Save. While you have made
no net changes to the job class, the page changes can still be saved, and the PeopleCode synchronization
processistriggered.
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Reviewing Base Pay Structures

Y ou use the Base Pay Structure Definition component to develop, revise, and evaluate base pay structures. In
the process you define the base pay structure parameters, and build the grades and steps.

Note. Base pay structures apply to regular base compensation. Thisis direct, fixed compensation. Variable
compensation types (such as bonuses), and other compensation types (such as benefits), are addressed in the
Manage Compensation module. Y ou use the functionality in that module to adjust current pay strategies that
include variable compensation or other forms of compensation.

Question Answer

What is the difference between a salary administration
plan, as used in HRMS, and a Base Pay Structurein
Workforce Rewards?

A salary administration plan consists of a plan
identification code, salary grades, and steps. A Base Pay
Structure includes ajob class (a grouping of job codes),
asadary plan ID, and salary grades and steps.

Y ou begin building a pay structure by creating a Pay Structure ID, associating it with aJob Class 1D, and
specifying pay structure parameters (such as the number of grades, high and low midpoints, and midpoint
progression). Then PeopleCode processing builds the pay grades and steps, with their associated range values.
The market rate midpoint values for the selected group of job codes are used as a starting point for the system
calculations.

Here are some examples of how to use the Base Pay Structure Definition component to modify and test pay
structures:

» Provide across the board pay rate increases or cost-of-living adjustments (COLA).
» Adjust pay rates for hourly or salaried workers, to better align them with your new targets.

» Create specia pay structures for employees working in jobs requiring key technological or management
skills.

» Create new pay structures for new job codes within your organization.

Pages Used to Create a Base Pay Structure Scenario

Page Name Definition Name Navigation Usage
Job Class WA_JOBCLS_TBL Workforce Analytics, Base | Create agrouping of job
Pay Structure, Setup, Create | codes known as ajob class,
Job Class, Job Class which provides the basis for
apay structure.
Base Pay Structure - WA_PAYSTR1 TBL Workforce Analytics, Base | Create abase pay structure
Definition Pay Structure, Setup, Create | 1D, associate it with ajob
Base Pay Structure, Base class, and select the method
Pay Structure - Definition | to useto develop the base
pay structure.

46
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Page Name

Definition Name

Navigation

Usage

Base Pay Structure - Grades

WA_GRADE_TBL

Workforce Analytics, Base
Pay Structure, Setup, Creste
Base Pay Structure, Base
Pay Structure - Grades

Build the grades and ranges
for your base pay structure
using the specified
parameters.

Base Pay Structure - Steps | WA_STEP_TBL Workforce Analytics, Base | Build, view, and revise
Pay Structure, Setup, Create | salary steps for each pay
Base Pay Structure, Base grade within the base pay
Pay Structure - Steps structure.

Grade Assignment WA_JOBGRADE_TBL Workforce Analytics, Base | Assign agradeto each job

Pay Structure, Setup,
Assign Pay Grades, Grade
Assignment

code within a pay structure.

Assigning Job Codes to Job Classes

Access the Job Class page (Workforce Analytics, Base Pay Structure, Setup, Create Job Class, Job Class).

Job Class
SetiD: SHARE Job Class ID: MSC
*Effective Date: o1/011900 |[H *Status: Active hdl
*Description: Mgmt Suppt
Tree Name: JOBCODE Tree Node: & Attach Remave
Salary .
*lob Code Description Target Tree Node Administration ch:Elreenc;
Plan
3100 OJ Training & Ops Superintend ™ OPERATIONS VD02 LsD
3110 OJ Training Supervisor g INSPECTION MsSC LsD
3510 OJ Web Developer - Senior ADMIM Go1 UsD
3515 @, Weh Developer ADMIMN G0 uso
3800 @, |Engineering Manager "  TECHIFLEET MSC usD
* Reguired Field

= o o
gr;iccl’: FLSA Status
Monexempt [+]|[=]
TN Monexempt [+]|[=]
Monexempt [#]|[=]
Monexempt [#]|[=]
MM Monexempt [#|[=]

Job Class page

Using the Selection Criteria Group Box

Tree Node

Select from the prompt list to indicate which node on the JOBCODE tree
you want to associate with the job class
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Attach When you click the Attach To List button, the system popul ates the grid at
the bottom of the page with the job codes associated with the Tree Node
you have selected.

Remove Click the Remove From List button to remove all the job codes associated

with the specified Tree Node from the grid at the bottom of the page.

Using the Grid

Attach to List Click this button once the grid is popul ated.

Job Code This field becomes editable when you click the Attach to List button.

Note. The remaining fields are display-only.

Y ou may edit thelist by:

» Inserting additional rows of data (job codes).

« Adding groups of job codes to the list using the Selection Criteria group box.
» Removing rows of data (job codes) from the list.

In the grid the following fields display:

Job Code If you populated this field using the Selection Criteria group box, this Job
Codeis associated with the Tree Node you specified.

Target Indicates whether the Job Code has a target market rate developed from a
benchmark job in the Market Compensation module.

Tree Node Tree Node to which this Job Code is associated.

Sal Plan (salary plan) Salary administration plan to which this Job Code is associated.

Currency Code Currency Code to which this Job Code is associated. Only one currency

code can be associated with a business unit or setlD in PeopleSoft EPM.

Union Code Union Code to which this Job Code is associated, if any.
FL SA Status The classification of the Job Code under the U.S. Fair Labor Standards Act
(FLSA), if any.

Creating a Base Pay Structure Definition

48

Access the Base Pay Structure - Definition page (Workforce Analytics, Base Pay Structure, Setup, Create
Base Pay Structure, Base Pay Structure - Definition).
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" Grades | Steps |

SetlD: SHARE Base Pay Structure ID: MSC2

*Effective Date: 01/01/1200 [3] *Status: =]
*Description: |ru1gmtSuppt (Mumber of Grades) *Currency Code: Wo‘h

* Job Class ID: IWQ, *Rate Type:

*Pay Months/Year: m “Pay Hours/Year: 208000

HNumber of Grades: I_E
(O Use Current Pay Structure ’_O@
(¥} Define Ranges-Number of Grades
C Define Midpoint Progression
) Define Single Rate Grades
Midpoint of Lowest Grade | 2,261.00 Use Benchmarks for Range?
Midpoint of Highest Grade | 7,603.00

*Midpoint Progression Type: Increasing .

Change in Midpt Progressn (%) 2.00

*Range Width Progression Type:
Change in Range Width (%) 2.00

Range Width (%) 20.00

* Required Field

Base Pay Structure - Definition page

Currency Code When the Structure Typeis Use Current Pay Structure, the Currency Code
for the associated Salary Administration Plan defaults to thisfield.

For al the other Structure Type options, the system bases the Currency
Code on the setl D base currency code.

Job Class 1D Select for this pay structure from the prompt list values. Vaid values are
from the WA_JOBCLS TBL table.

Rate Type Select the compensation frequency (Annual, Monthly, or Hourly) for the
pay structure.

Pay Monthg/Y ear The number of pay months per year defaultsto 12.0. Y ou can change this
value.

Pay Hourg/Y ear The number of pay hours per year defaults to 2080. Y ou can change this
value.

Number of Grades Use thisfield to enter the number of salary grades used to build the pay
structure.
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When you select any of the four options in the Base Pay Structure Type group box, you activate different
combinations of fields on the Base Pay Structure - Definition page.

The following table provides a summary of the options, the fields activated on the Definition page when you
select the option, and the purpose for selecting the option.

Base Pay Structure Type

Fields Activated

Purpose

Use Current Pay Structure

Salary Plan ID
Rate Type

Pay Months/Y ear
Pay Hours/Y ear
Currency Code

Thisisthe most frequently used
option. Choose this option if you
believe the pay structure currently
inuseis close to what you visualize
for the new one, with afew
changes.

This enables you to copy the pay
structure definition for an existing
salary administration plan, and
change or modify it as needed. It
also enables you to use the existing
grades and steps.

The system calculates the
minimum, midpoint, and maximum
rates, the range width percentage,
and the midpoint progression
percentage for each grade.

Define Ranges-Number of Grades

Rate Type

Pay Months/Y ear

Pay Hours/Y ear

Number of Grades

Use Benchmarks For Range?
Midpoint of Lowest Grade
Midpoint of Highest Grade
Midpoint Progression Type

Change in Midpoint Progression
(%)

Range Width (%)
Range Width Progression Type
Change In Range Width (%)

Choose this option if there is market
data available for the job codes
involved, and you know how many
grades you want in the pay
structure.

This option enables you to input the
number of grades, the midpoint of
the lowest and highest grades, the
range width, the midpoint
progression type, and the range
width type.

On the Base Pay Grades page, the
system calculates the minimum,
midpoint, and maximum rates, the
range width percentage, and the
midpoint progression percentage for
each grade.
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Base Pay Structure Type

Fields Activated

Purpose

Define Midpoint Progression

Rate Type

Pay Months/Y ear

Pay Hours/Y ear

Use Benchmarks For Range?
Midpoint of Lowest Grade
Midpoint of Highest Grade
Midpoint Progression (%)
Midpoint Progression Type

Change in Midpoint Progression
(%)

Range Width (%)
Range Width Progression Type
Change In Range Width (%)

Choose this option if you know the
percentage difference you would
like to see between two successive
grade midpoaints.

This option enables you to input the
midpoint of the lowest and highest
grades, the midpoint progression
percentage and type, and the range
width percentage and type.

On the Base Pay Grades page, the
system calculates the minimum,
midpoint, and maximum rates, the
range width percentage, and the
midpoint progression percentage for
each grade.

Define Single Rate Grades

Rate Type

Pay Months/Y ear

Pay Hours/Y ear

Number of Grades

Use Benchmarks For Range?
Midpoint of Lowest Grade
Midpoint of Highest Grade
Midpoint Progression Type

Change in Midpoint Progression
(%)

Choose this option to create pay
structures that are comprised of
grades with no width. That is, there
is no difference between the
minimum rate, midpoint rate, and
maximum rate for a particular
grade. There can also be only one
step in each grade.

This option enables you to input the
number of grades, the midpoint for
the lowest and highest grades, and
the midpoint progression type.

On the Base Pay Grades page, the
system calculates a single rate and
the midpoint progression
percentage for each grade.

Grade Range

Midpoint of Lowest Grade

Midpoint of Highest Grade

The midpoint is the middle value in a pay range, halfway between the
minimum and the maximum; it is calculated as (Minimum + Maximum) / 2.
Thefield is populated in two ways, automatically by selecting the Use
Benchmarks for Range check box, or manually, as described above. The
values must correspond to the selected Rate Type.

The midpoint is the middle value in a pay range, halfway between the
minimum and the maximum; it is calculated as (Minimum + Maximum) / 2.
Thefield is populated in two ways, automatically by selecting the Use
Benchmarks for Range check box, or manually, as described above. The
values must correspond to the selected Rate Type.
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Use Benchmarksfor Range?

Progression

Midpoint Progression (%)

Range Width (%)

Midpoint Progression Type

Changein Midpt Progressn
(%) (change in midpoint
progression percentage)
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When you select this check box, the system uses benchmark target market
rates, for this job class, to populate the values for the Midpoint of Lowest

Grade and Midpoint of Highest Grade fields with the lowest target market
rate within the Job Class, and the highest target market rate within the job
class, respectively.

If you do not select this check box, you must manually enter the
corresponding annual, monthly or hourly values in the Midpoint of Lowest
Grade and Midpoint of Highest Grade fields. The system uses these values
to calculate the pay ranges, grades, and steps.

Enter the midpoint progression percent.

Midpoint progression is the distance from one midpoint to the next higher
midpoint. Midpoint progression percentage is the percentage difference
from one grade midpoint to the next higher-grade midpoint, and is
calculated as (midpoint2 — midpointl) / midpointl.

Note. Thisfield only displaysif you select the Define Midpoint Progression
option in the Base Pay Structure Type group box.

The range width is the distance between the range minimum and maximum.
It is calculated as (Maximum — Minimum) / Minimum. Range Width (%) is
not arequired field, but if you do not enter a value the system calculates
salary grades where the minimum rates, midpoint rates, and maximum rates
areall equal.

Select atype of Constant or Increasing.

With Constant midpoint progression, the progression is equal between all
adjacent pairs of gradesin the pay structure. The percentage difference
between successive midpoints does not change.

With Increasing midpoint progression, the progression is larger as you
move up each adjacent pair of gradesin the pay structure. The percentage
difference between successive midpoints increases by the percentage
specified.

When you select a Midpoint Progression Type of Increasing, the Changein
Mdpt Progressn (%) field is activated, enabling you to enter thisvalue asa
percentage.
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Range Width Progression Select atype of Constant or Increasing.
Type With Constant range width progression, the progression is equal between

all adjacent pairs of gradesin the pay structure. The system cal cul ates the
minimum and maximum values using the range width and midpoint values.

With Increasing range width progression, the progression is larger as you
move up each adjacent pair of gradesin the pay structure. The system

cal culates the minimum and maximum values using the range width and
midpoint values. The value for the range width increases asyou go up in
grades, making the difference between the minimum and maximum greater.

Changein Range Width (%) When you select a Range Width Progression Type of Increasing, the
Change in Range Width (%) field is activated, enabling you to enter this
value as a percentage.

Building Salary Grades and Ranges

Access the Base Pay Structure - Grades page (Workforce Analytics, Base Pay Structure, Setup, Create Base
Pay Structure, Base Pay Structure - Grades).
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Defintion Ea Steps

SetlD: SHARE Base Pay Structure |D: WMSC2

Effective Date: 01/01/41900 Status: Active

Description: Mgt Suppt (Mumber of Grades) Currency Code: usDh

Structure Type: Define Ranges-Number of Grades Rate Type: lonthly

Build Grades % to Adjust Rates: li Adjust Round to Nearest: _ Round

Customize | Find | View &1 B | 8 First Kl 15018 I | aat

*Grade Minimum Rate Midpoint Rate Maximum Rate Range Width (%) Midpoint Progression (%)

[1 | 2,063.64 | 2,270.00] | 2476.38 | 20.00 [#]|[=]

2 | 236266 | 262255 | 2,882.44] || 22.00| || 1553 |[Hl|[=]

3 | 276283 | 3,00427 | 342591 | 2400/ | 19.00) | [#]|[=]

[4 | 328580 | 371298 | 414011 || 26.00| || 2199 | [#]|[=]

5 | 397321 || 4529.46 || 508571 || 28.00 || 23.99 [+ [=]

G | 488358 || 5616.12 | 5,348.65 | 30.00 || 2599 [+ [=]

7 | 600082 | 707579 | 805176 | 32.00| | 27.00) | [#]|[=]

E | 774047 | 9,056.35 | 10,372.23 || 34.00 || 2099 [+ [=]
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* Required Field

Base Pay Structure - Grades page

Use this page to review the effect of changes to the structure on the base pay grades, focus on the distance
between midpoints of successive grades (midpoint progression), and evaluate the relative width of the ranges
within grades. Y ou can have the system cal culate and enter the grade range and midpoint values, view the
values calculated by the system, manually enter the values yourself, and manually revise specific values as
needed.

Structure Type If you have selected a Structure Type of Use Current Pay Structure for this
pay structure, PeopleCode populates the data in the grid at the bottom of the
page. If you have specified parameters on the Definition page, PeopleCode
uses these parameters to populate the datain the grid.

Steps for Using This Page

To use this page:

1. Click the Build Grades button to generate the salary grades for this pay structure.
2. Change the values directly in the grid as necessary (optional).

3. Choose a power of ten for rounding the salaries (optional) and click the Apply Rounding button. The
system rounds the salaries accordingly. The system recal culates the Range Width and Midpoint
Progression columns to reflect the new values.
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4. Enter apercentage for adjusting the salaries (optional) and click the Adjust Grades and Steps button. The
system adjusts the salaries accordingly.

Using the Build Grades Button

Build Grades

Click this button to generate the salary grades for this pay structure.
PeopleCode processing cal cul ates the appropriate rates, range width and
midpoint progression values for each grade, using the parameters you
specified on the Definition page. The system populates the grid with these
calculated values.

Using the Grade Range Grid to View and Edit Salary Rate Data

Once you have built your base pay grades, with their associated rates, range width, and midpoint progression
values, use the grid to view and edit the data as needed. The system helps you by recal culating values when
you make changes. Here are some examples of how this works:

» When you input new or changed grades, the system leaves the remaining columns unchanged.

« When you change the Range Width (%) or Midpoint Progression (%) values, the system automatically
recalculates the Minimum, Midpoint, and Maximum Rate values.

« When you input changes to the Midpoint Rate, the system recal culates the Minimum and Maximum Rate
values. The value of the range width for that grade remains unchanged.

» When you change the Minimum Rate value, the system recal culates the Maximum Rate and Range Width

(%).

« When you change the Maximum Rate, the system recal culates the Minimum Rate and Range Width (%).

Using the Adjust Grade and Step Rates Button

% to Adjust Ratesand Adjust You can perform global adjustmentsto all the grade ratesin the grid, and to

Grade and Step Rates

the associated step rates in the Steps page, using the % to Adjust Rates field
and the Adjust Grade and Step Rates button.

In % to Adjust Rates, enter the percentage amount you want to adjust the
rates by. Enter a positive percentage to adjust the rates upward, or a
negative percentage to adjust the rates downward.

Click the Adjust Grade and Step Rates button. The system calculates the
adjusted rates and displays the new results automatically. If the grades have
associated steps, then the system also adjust the rates for the steps
automatically.
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Using the Apply Rounding Button

Round to Nearest

4

Chapter 3

Once you have built your grades, modify the valuesto fit the standard
rounding rules of your organization. Use the list of Trandlate table valuesin
the Round to Nearest field to specify arounding rule to apply to your data.

Click the Apply Rounding button. The system rounds the salary rates
accordingly. The system also recal culates the Range Width (%) and
Midpoint Progression (%) columns to reflect the new numbers.

The output table that stores the data displayed in the grid isthe WA_GRADE_TBL table.

Once you're satisfied with the salary grade structure you have created on this page, you have the option of
moving to the Base Pay Structure - Steps page to create salary steps for your grades.

Building Steps within Pay Grades

56

Access the Base Pay Structure - Steps page (Workforce Analytics, Base Pay Structure, Setup, Create Base
Pay Structure, Base Pay Structure - Steps).

Defintion Grades

SetlD: SHARE Base Pay Structure |D: MSC2
Steps Find First & 1 of1 ¥ Last
Effective Date: 01/01/1900 Status: Active
Description: IMgmt Suppt (Mumber of Grades) Currency Code: UsD
Structure Type: Define Ranges-Mumber of Grades Rate Type: Manthly
Grade Find | View All First £ 10z O Last
Grade: 1 Minimum Rate: 2 06364 Midpoint Rate: 2 270.00 Maximum Rate: 2 476.36
(¥ Current Grade Only O current and Following Grades StepsiGrade: 5 . Build Steps

RIRRNN

* Required Field

11.91

12.50

13.10

13.69

14.29

*Step Hourly Rate Monthly Rate

2,063.64
2,166.82
2,270.00
237318

247636

Annual Rate
24 763.63
26,001.82
27,240.00
2847818

29,716.37

Itn%c;rease rrc.:nrtease Increment Hours  Increment Months
0.000 | | [+ | (=]
5.00 103.182 | | [#|[=]
476 103.182 | | [+ | (=]
455 103.182 | | [#|[=]
435 103.182 | | [+ | (=]

Customize | Find | View A1 | B | 3

8 First K 4.5 0f5 1 Last

Base Pay Structure - Steps page
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Entering the Number of Steps for the Grade

If you have selected a Structure Type of Use Current Pay Structure and the current pay structure has steps for
this grade, then PeopleCode populates the steps and associated data in the Step Range grid at the bottom of
the page. Y ou can change these values as needed.

Y ou can aso build the steps manually.

To build steps manually:

1
2.

Enter the number of Steps/Grade.

Select whether to build for the Current Grade Only, or for the Current and Following Grades by selecting
the appropriate check box.

By selecting Current Grade Only, you can enter a different number of steps for each grade, or for any
individual grade.

Y ou can also enter the same number of steps for each grade by selecting Current and Following. Just
navigate to the grade you want to use as the current grade. For example, if you want all the grades to have
the same number of steps, select the first grade in the list asthe current grade. Select the Current and
Following Grades check box and click the Build Steps button. The system creates the same number of
steps for the first grade and all grades below it in the list on the Grades page.

Click the Build Steps button. PeopleCode creates the steps in the Step Range grid at the bottom of the
page.

Using the Step Range Grid

Step Y ou can change the Step designations if your organization uses something

different from progressive whole numbers.

Hourly Rate, Monthly Rate, Y ou can change the Hourly Rate, Monthly Rate, or the Annual Rate for a

and Annual Rate step. The system recal culates the other rates automatically, based on the
values of Pay Monthg/Y ear and Pay Hours/Y ear specified on the Definition
page.

Increment Hoursand The Increment Hours and Increment Months columns identify when an

Increment Months employee's wages should automatically move up to the next salary step.

The output table that stores the data displayed in the grid isthe WA_STEP_TBL table, whether the datais
created by PeopleCode or input manually.

Once you have defined your base pay structure, the final step in the process is to assign a grade to each job
code within a pay structure, using the Grade Assignment page.

Assigning Pay Grades to Jobs in a Pay Structure

Access the Grade Assignment page (Workforce Analytics, Base Pay Structure, Setup, Assign Pay Grades,
Grade Assignment).
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Grade Assignment
SetlD: SHARE Base Pay Structure |D: MSC2
Effective Date: 01/01/1800 Status: Active
Job Class ID: MSC Rate Type: Monthly
Bt < )]
)" Proposed
Job Salary
Description Administration Grade Grade Midpoint Currency Code
Code Plan
3100 Training & Qps Superintend Wwooz2 02 0.000
3110 Training Supervisar M3C 372 A7.85200UsD
3510 Weh Developer - Senior G0 G74 60,432 00 USD
3515 Weh Developer G0 G71 56,256.00 USD
3800 Engineering Manager MSC 360 43,452 00 USD
Grade Assignment page
Using the Grade Assignment Grid
Job Code The system places arow in the grid for each Job Code included in the Job

Classfor the selected Base Pay Structure. Any jobs for which thereis
market rate data are benchmark jobs.

Warning! To ensure the correct Job Codes popul ate the grid on this page,
so that you can make grade assignments, it is essentia that the Job Class
and Base Pay Structure 1D you specify when opening this page have the
same effective date. The selected rows of dataonthe WA_JOBCLS _TBL
and WA_PAY STR_TBL tables must have the exactly the same effective
date. If the Pay Structure has arow with an effective date that the Job Class

does not have, the system displays no Job Codes for that particular effective
date.

Viewing the Current Tab

On the Current tab you can view but not edit or change the following fields:

Salary Plan, Grade, and For each job the system displays the current salary plan, salary grade, and
Grade Midpoint annual Grade Midpoint rate information. Compare this data against the
Market Rate and proposed salary rate information for the other grades.

Using the Proposed Tab

On the Proposed tab, edit the Grade and Step fields to perform your grade assignments. Y ou can view the
remainder of the fields.
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Grade and Step For each benchmark job, the system automatically assignsit to the pay
grade (and entry step if applicable) having a midpoint that is arithmetically
closest to the job's target market rate. Review these grade and step
assignments, and choose to accept them, or override them if they need
adjusting.

For non-benchmark jobs, the system has no market data and displays a
Market Value of 0.00. Compare the current Grade Midpoint rate on the
Current tab for a non-benchmark job to the proposed rates and target market
rates for other job codes in the job class. Use thisinformation to determine
what you think is the best salary grade and step for that job. Then manually
enter them in the Grade and Step columns. When you manually enter a new
grade or step, and tab out of the field, the system automatically calculates
the proposed Minimum Rate, Midpoint Rate, and Maximum Rate.

Market Value System processing populatesthisfield if the pay Structure Typeis Current
Pay Structure, and some or all of the job codesin the job class have
associated market rates.

Variance % and Variance  For benchmark jobs, the system displays the variance between the Market
Value and the Midpoint Rate to help you compare the two.

Evaluating your Base Pay Structures

Evaluating your base pay structures means comparing how well your new or revised base pay structures
match to what might be expected. The question you are attempting to answer is LJAre my new base pay
structures in line with my expectations?

To help you answer this question, we provide the following tools:

» Four Crystal reports to review your proposed pay structure definition.
« Aninquiry page to evaluate the gap of your proposed base pay structure to the market rates.

If during this analysis and evaluation phase you find you are not satisfied with the base pay structures, return
to the Job Class Definition, Base Pay Structure, and Grade Assignment pages and revise your pay structures.
Once you are satisfied with the pay structures then you are ready to approve and publish the results.

Pages Used to Evaluate Your Base Pay Structure

Page Name Definition Name Navigation Usage
Proposed Pay Structure RUN_RWA_0008 Workforce Analytics, Run the Proposed Pay
report Workforce Reports, Base Structure Crystal report
Pay Structure Reports, (WA CO0008).
Proposed Pay Structure
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Page Name Definition Name Navigation Usage

Grade/Step Definition RUN_RWA_0009 Workforce Analytics, Run the Structure by Grade

report Workforce Reports, Base and Step Crystal report
Pay Structure Reports, (WACO0009).
Grade/Step Definition

Job Class Definition report | RUN_RWA_0010 Workforce Analytics, Run the Job Class
Workforce Reports, Base Definition Crystal report
Pay Structure Reports, Job | (WACO0010).
Class Definition

Grade Assignment report RUN_RWA_0011 Workforce Analytics, Run the Grade Assignment
Workforce Reports, Base Crystal report (WACO0011).
Pay Structure Reports,
Grade Assignment

Structure Gap to Market WA_MKT_STR_PRP_INQ Workforce Analytics, Base | Assessthe gap of your

inquiry Pay Structure, Analyzeand | proposed base pay structure
Approve, Review Structure | from target market rates
Gap to Market, Structure developed using the Market

Gap to Market

Compensation module.

Running Base Pay Structure Crystal Reports

60

We provide four Crystal reports for reviewing your proposed base pay structure. The following tableslists the
reports with a description. Samples of the reports are provided with your documentation.

Crystal Report

Description

Proposed Pay Structure (WAC0008)

Salary rate data for the grades within the proposed pay

structure.

Grade/ Step Definition (WAC0009)

Proposed pay structures along with salary rate data for

their grades and steps.

Job Class Definition (WAC0010)

Salary plan data for the job codes within the job class.

Grade Assignment (WACO0011)

Grade assignments and other proposed pay structure
datafor job codes within a pay structure and job class.

See Also

Appendix B, "Workforce Rewards Reports,”" page 185
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Reviewing your Base Pay Structure Gap to Market

Access the Structure Gap to Market page (Workforce Analytics, Base Pay Structure, Analyze and Approve,
Review Structure Gap to Market, Structure Gap to Market).

Structure Gap to Market
SetlD: SHARE Base Pay Structure ID: MSC
Effective Date: 01/01/1800 Status: Active
Job Class ID: MSC Rate Type: Annual
B e B O
}| Proposed
Job Code Description Salary Administration Plan Grade Grade Midpoint Currency Code
3100 Training & Ops Superintend WD02 08 0.000
3110 Training Supervisor MsCc 572 57,852.00/UsSD
3510 Web Developer - Senior G01 GT4 60,432.00 USD
3515 Web Developer G0 G71 56,256.00 UsSD
3800 Engineering Manager MsC 360 43,452.00 USD

Structure Gap to Market inquiry page

Review the gap of your proposed base pay structure from the target market rates developed in the Market
Compensation module.

Job CodelJob Classand Base The page displays each Job Code in the Job Class of the Base Pay Structure
Pay StructurelD ID.

The fields are the same as those described for the Grade Assignment page.

See Also

Chapter 3, "Managing Base Pay Structures," Assigning Pay Grades to Jobsin a Pay Structure, page 57

Approving and Publishing Base Pay Structures

Once you have evaluated your new or revised base pay structures, and are satisfied with the decisions you
have made, you are ready to approve and publish the results of your decisions.
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Page Used to Approve Base Pay Structures

Page Name Definition Name Navigation Usage

Pay Structure Approval WA_PAYFINAL_TBL Workforce Analytics, Base | Approve and publish the
Pay Structure, Analyzeand | results of your base pay
Approve, Approve Pay structure decisions.
Structure, Pay Structure
Approval

Approving Pay Structures

Access the Pay Structure Approval page (Workforce Analytics, Base Pay Structure, Analyze and Approve,
Approve Pay Structure, Pay Structure Approval).

Pay Structure Approval
SetlD: SHARE Base Pay Structure ID: MSC1
Effective Date: 01/01/1900 Status: Active
Job Class ID: MSC Rate Type: Annual
[¥] Include Grade Assignments *Salary Administration Plan: @,
Approve
Scenario Status: Fending Appraoval Date/Time Stamp: —
g 4] o
W Propo=zed

Salary
Job Code Description Administration Grade Grade Midpoint Currency Code

Plan
3100 Training & Ops Superintend WDoz ng 0.000
3110 Training Supervisor MSC 572 57,852.00/UsD
3510 Web Developer - Senior G0 G7d 60,432.00/USD
3515 Web Developer G0 571 £E,256.00 USD
3800 Engineering Manager MSC 560 43,452 .00/USD

Pay Structure Approval page

Mapping the Base Pay Structure to a Salary Administration Plan

Salary Administration Plan  For each Base Pay Structure ID you want to approve and publish, select a
corresponding Salary Administration Plan to which you want to map the
base pay structure. This equates the salary grades and steps in the base pay
structure to the salary grades and steps for a specific salary administration
plan. The prompt list values are from the SAL_PLAN_ROQO table.
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Note. Don't click the Approve or Publish buttons without entering a salary administration plan. Y ou cannot
approve or publish without entering a plan.

When you enter datain the salary administration plan field and click the Approve button, the system performs
the following two actions:

1. Thevaluesfor the base pay structure grades, ranges, and steps are written to the specified salary
administration plan on the SAL_PLAN_RO0O, SAL_GRADE_DO00 and SAL_STEP_DO0O tables.

2. For eachjob codein thisjob class and effective date, the salary plan and grade are written to
JOBCODE_DOQO.

Include Grade Assignments  The salary administration field works together with the Include Grade
Assignments check box. If you select the Include Grade A ssignments check
box, the system performs actions 1 and 2. Thisiswhat you typicaly want to
do.

If you don't select the Include Grade Assignments check box, the system
only performs action 1, but not action 2. This means that the system does
not update JOBCODE_DOO. Y ou might want to do thisis when you have
made changes to the salary plan or the values of the grades or steps, but not
to the job codes or grade assignments. In that case, you don't need to update
JOBCODE_DQO.

Once you have completed the Salary Administration Plan and Include Grade Assignments fields, Save your
changes. Read the rest of this page discussion before using the Approve and Publish buttons.

Using the Grade Assignment Grid to Make a Decision

The data displayed in the grid is the same data displayed on the Structure Fit to Market inquiry page.
Compare the proposed base pay structure rates to the market rates and the current midpoint rates, and decide
if you want to approve and publish this data.

Note. The usual sequence to follow isto fill out the page, click Save and then click the Approval and Publish
buttons. If you click the buttons before saving any changes you have made to the page, those changes are not
approved and published.

Using the Approve Button

When you click the Approve button, you are making a decision to write the new base pay structure data to the
following data warehouse tables:

1. SAL_PLAN_RO0O, SAL_GRADE_DQO, SAL_STEP_DO00, and JOBCODE_DO0O if you select the Include
Grade Assignments check box.

2. SAL_PLAN_ROQO, SAL_GRADE_DO00 and SAL_STEP_DO0O0 if you do not select Include Grade
Assignments.

When the data is written to these tables, it is staged and available for publication. It is aso available for usein
the Market Compensation module in Workforce Rewards.
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Using the Publish Button with Application Messaging

When you click the Publish button, you are making a decision to use PeopleT ools Application Messaging to
publish the new base pay structure data. The message contains the new base pay structure data (salary plan,
grade, step, and job code assignment). The Message Definitions are SAL_PLAN_SYNC,
SAL_STRUCTURE_WFA_SYNC, and JOBCODE_SYNC.

Understanding the Relationship Between Approving and Publishing Base Pay Structures

Y ou must first approve a pay structure before you publish that pay structure. Here is atable summarizing the
sequence in which datais approved and published using the Pay Structure Approval page. The information
presented in this table flows sequentially from left to right.

Define Base Pay Approval Action Workforce Analytics Publishing Action
Structure Tables Tables

WA _PAYSTR_TBL Click the Approve button, SAL _PLAN_ROO Click the Publish button,
WA_GRADE _TBL and the system sendsdata | SAL_GRADE_DO00 and the system publishes
WA_STEP TBL to data warehouse tables. SAL_STEP D00 (sends) an application
WA_JOBCLS PAY JOBCODE_DO00 message.

When you publish a pay structure, the system executes a series of checks to make sure changes have not been
made to the pay structure since the last time it was approved.

For example, assume that yesterday you approved a pay structure called MSC1. Then today you went back
and changed a monetary amount on one of the salary gradesin the MSC1 pay structure. If you come back to
this page to publish the pay structure, the system displays a warning message:

This message is awarning that the data you are attempting to publish is not up-to-date with the data currently
used in the Base Pay Structure module. If you go ahead and publish the pay structure without first going back
and re-approving it, outdated data that doesn't include the most recent changesis published. To correct this
error, click Cancel, go back and click the Approve button, and then click the Publish button once more.

Analyzing your Workforce Compensation Gap to Market

Y ou have created new base pay structures for your organization, approved them, and published them. Y our
next step is to evaluate whether your existing workforce compensation isin alignment with these new
structures, and determine if it needs adjusting. This process involves analyzing the gap between the current
workforce compensation and the new base pay structure targets you have created.

To help you answer this question we provide a Crystal Report to review your approved pay structure.
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Page Used to Evaluate Your Workforce Compensation Gap to Market

Page Name Definition Name Navigation Usage

Approved Pay Structure RUN_RWA_0007 Workforce Analytics, Run the Approved Pay

report Workforce Reports, Base Structure Crystal report
Pay Structure Reports, (WACO0007).
Approved Pay Structure

Running your Approved Pay Structure Crystal Report

We provide one Crystal report for reviewing your approved base pay structure. A sample of the report is
provided with your documentation.

Crystal Report Description
Approved Pay Structure (WAC0007) Review the approved pay structures, or salary plans, in
your system, along with data about their associated
grades and steps.
See Also

Appendix B, "Workforce Rewards Reports,” page 185
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Chapter 4

Managing Retention Strategy

This chapter provides an overview of the Workforce Retention Strategy module and discusses how to:
«  Set up aretention strategy.

« Create aretention scenario.

« Evaluate retention scenarios.

« Approve retention scenarios.

Understanding the Retention Strategy Module

Companies such as yours face the challenge of attracting and retaining the best employees. Traditional
turnover analyses provide only lagging indicatorsin explaining why employees have |eft. The Retention
Strategy functionality in Workforce Rewards provides the tools to model your predictions about why
employees may |leave, and determine how those retention issues can affect your business.

With the Retention Strategy module you can:

»  Set up complex business rules that define the selection and weighting rules for risk, cost, and value
factors. Base them on calculations, key performance indicators, or on any data captured in the Operational
Warehouse - Enriched (OWE).

» Define decision rules that delineate the employees to track as high potential or high risk, employees to
retain and a factor by which to retain them, and employees to reduce.

« Assessyour employees attrition risk, aswell astheir internal value and replacement cost.

« Determine whom to retain or whom to lose, and determine the cost of retention investment for each
individual.

» Track high potential employees.
» Evauate theimpact of current workforce programs on retention.

« Integrate the results of afinalized scenario with the Compensation Strategy module to determine your
future strategy.

» Usethisdatato preempt market and competitive conditions, and reduce turnover in essential areas.

Retention Strategy Business Process

The following diagram outlines the main stepsin the Retention Strategy business process.
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Retention Strategy business process overview

Setting Up a Retention Strategy

To set up aretention strategy, usethe WA_RM_FACTR_DFN.GBL, WA RM_RISK_RULE.GBL,
WA_RM_VAL_RULE.GBL, WA_RM_CST_RULE.GBL, and WA_RM_DECISION_RUL.GBL

components.

This section discusses how to:

»  Set up workforce groups.

« Defineretention factors.

» Define employee retention risk rules.

« Define employee retention value rules.

» Define employee turnover cost rules.

» Set up decision rules.

Pages Used to Set Up a Retention Strategy

68

Page Name

Definition Name

Navigation

Usage

Retention Factor

WA_RM_FACTR_DFN

Workforce Analytics,
Retention Strategy, Setup
and Process, Setup
Retention Factors,
Retention Factor

Define retention factors and
group them within retention
factor types.
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Page Name Definition Name Navigation Usage

Risk Rule WA_RM_RISK_RULE Workforce Analytics, Define retention risk rules
Retention Strategy, Setup and assign aweight to each
and Process, Setup Risk rule.

Rules, Risk Rule

ValueRule WA_RM_VAL_RULE Workforce Analytics, Define arule that assigns a
Retention Strategy, Setup value to retaining
and Process, Setup Value employees, based on criteria
Rules, Value Rule such as competencies,

revenue generated,
customer satisfaction, and
SO on.

Cost Rule WA_RM_CST_RULE Workforce Analytics, Define rules for assigning
Retention Strategy, Setup costs to losing an employee.
and Process, Setup Cost This may include recruiting,
Rules, Cost Rule replacement, lost revenue,

or any other cost.

Decision Rule WA_RM_DEC _CRITERIA Workforce Analytics, Create your decision rules,
Retention Strategy, Setup and define the selection
and Process, Setup Decision | criteria applied to the
Rules, Decision Rule retention assessments of

risk, value, and cost.

Setting Up Workforce Groups for Retention Strategy Management

The first step in setting up your retention scenario is to define groups of employees based on datain the
Operational Warehouse - Enriched (OWE) using the Workforce Groups component.

» Define one overall group for which you are going to do aretention analysis. For example, all active
employees, or all employeesin the western region, or all employees with an engineering job code.

» Define smaller groups within that overall group to which you can apply specific retention rule s. For
example, all employees with service less than five years, or employees with no training in the last year, or

all employeeswho have acritical competency.

The Workforce Groups pages are described in the PeopleSoft Workforce Analytic Applications 9.1

PeopleBook.

See Also

PeopleSoft Workforce Analytic Applications 9.1 PeopleBook, " Setting Up Workforce Groups and Group Sets'

Defining Retention Factors

Access the Retention Factor page (Workforce Analytics, Retention Strategy, Setup and Process, Setup
Retention Factors, Retention Factor).
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Retention Factor

SetlD: SHARE Retention Factor Code:  BASEPAY

*Effective Date: 01/01/1290 i - Status: Active v [+][=]
*Description: Base Pay

*Retention Factor Type: | C0mpensation ht

Notes: El

Retention Factor page

A retention factor is anything that influences whether an employee isinclined to leave or stay at their job.
Later you use retention factor codes when you set up risk rules.

Select a Retention Factor Type from the available options. Y ou must associate each factor with a factor type
that placesit in one of the four quadrants of total rewards. Y ou can have multiple factors within each factor
type. This one-to-many relationship enablesroll up and drill-down analysis of the risk assessment and enables
you to be as detailed as you require in your analysis. Y ou use the retention factor in the risk rule definition.
The retention factor types that are available and some examples of retention factors that fit into each type are:

Compensation Base compensation, bonus compensation, stock options
Benefits Child care, health and welfare, ESPP, 401(k)

Learning & Development Training, key competencies, mentor, key projects
Workplace Environment Manager, team, commute, activities, culture

Other Other factors you identify

In the Retention Strategy module, thereis a hierarchical structure for retention risk assessment: from risk rule
code to retention factor code to retention factor type. This hierarchical structure enables roll up and drill down
analysis of this dimension in the system.

Defining Employee Retention Risk Rules

Access the Risk Rule page (Workforce Analytics, Retention Strategy, Setup and Process, Setup Risk Rules,
Risk Rule).
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Risk Rule

SetlD: SHARE  Risk Rule Code:  HEALTHCARE SQL Object ID Prefix: (i
ol Find /' 10f1 "
*Effective Date: 01/01/1990 [ *Status: H[E
*Description: |Healthcare

*Retention Factor Code: HEALTHCARE@,

*Retention Score Calculation: | Scare Only M

Retention Score: | 40.000

Notes: Company's health plan does not cover employees living in Canada so retention risk is higher far ]

employees in this group.

* Required Field

Risk Rule page

Use the Risk Rule setup page to define aretention risk rule, and assign aweight to the rule. Later you use risk
rules in the model definition.

Compile Click thisto have the system build, or compile, the underlying SQL.

Retention Factor Code Select a Retention Factor Code from the available options. Y ou create
retention factors on the Retention Factor setup page. Select the one that best
relates to the retention risk rule you are creating. In the Retention Strategy
module, there is a hierarchical structure for retention risk assessment: from
risk rule code to retention factor code to retention factor type. This
hierarchical structure enablesroll up and drill down analysis of this
dimension in the system.
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Select a Retention Score Calculation option from the list of valid values.
Thisisthe method the system usesto calculate the total retention risk score
for thisrule. The available options are:

Score Only: A constant, fixed amount applied to each employee subject
to this rule. For example, use this method to create arule linked to
employees with a highly desirable competency and give it a score of
five. Each employee with the given competency gets a score of five
added to their total retention risk score. Since the given competency is
valuable, it adds to retention risk. When you select this option the
system displays the Retention Score field.

DataSet Amount: A calculation resolved for each employee subject to
this rule, based on a Constraint. When you select this option the
Constraint Code, Dimension, and Measure fields appear on the page.

Resolved KPI Amount: A calculation based on aresolved KPI amount
for each employee subject to thisrule. The resolved KPI amount is the
calculated value of the KPI. When you select this option the KPI field
appears on the page.

Assessed KPI Amount: A calculation based on an assessed KPI amount
for each employee subject to thisrule. The assessed KPI valueisa
numeric value for the assessment, or scoring, of aKPI. The KPI is
scored when the system calculates the KPI and comparesit to its target
value. When you select this option the KPI field appears on the page.

The Retention Score depicts the relative weight you think this rule has as a retention risk. Set up multiple
rules with varying weights if you believe thereis adifferent weight for different groups of people. For
example, assume your organization does not offer child care, and believesthisis a concern for all employees
with children, but alarger concern for females. Then you may have a group of males with child dependants
whom you relate to arisk rule with a score of 1x. Y ou may then have a group of females with child
dependants whom you relate to a different risk rule with a score of 2x. Enter a negative number to decrease a

retention risk score.

The Constraint Code field is available if you selected a Retention Score Calculation of DataSet Amount.
Constraints are collections of filters you use to define business rules for processing, and return desired data
from a given DataMap. Select a constraint for the system to use to calculate risk values for every employee to
which theruleis applied. This field prompts values from constraints you define with the Constraint
component. The prompt values for the Constraint Code field are from the PF_ CONSTR_DEFN table.

Note. The system only allows the selection of constraints based on WA _JOB_S00 or JOB_F00. That is, the
constraints must reference a DataM ap that uses a TableMap whose primary tableis WA_JOB_S00 or
JOB_FOQ0. If you want to include simulated employees (from Workforce Simulation process) in your group,
create or select a constraint based on a TableMap with WA_JOB_S00 as the primary table. If you don't want
to include simulated employees, then create or select a constraint based on a TableMap with JOB_F00 as the

primary table.

Copyright © 1988, 2012, Oracle and/or its affiliates. All Rights Reserved.



Chapter 4 Managing Retention Strategy

The KPI (Key Performance Indicator) field is available when you select a Retention Score Calculation of
Resolved KPI Amount or Assessed KPI Amount. Select the KPI to usein therisk rule. You create KPIs using
PeopleSoft Scorecard. KPIs provide a common definition of strategy goals, rules, data sources, and
performance measures. They link to data within the data warehouse tables, and provide a high-level
measurement of how well a group or organization is doing in achieving its goals. They are used to calculate
values that provide a measurement of business data associated with a critical success factor or a strategic
initiative.

Y ou can only use the KPI (key performance indicator) related options if your implementation includes
Scorecard. Workforce-specific KPIs are delivered with Workforce Scorecard, which supplements Scorecard.

If your implementation includes Workforce Scorecard, you can use those KPIs on the Risk Rule page in
Workforce Rewards.

The Dimension field appears in display-only mode when you select DataSet Amount in the Retention Score
Calculation field. The Dimension is set for Employee, and is not available for input.

The Measure field appears when you select the Retention Score Calculation option DataSet Amount. Each
dimension has associated facts, or measures. The prompt values for the Measure field are from the
WA_DM_MEAS VW table.

See Also

Chapter 5, "Managing Compensation Planning." Linking Employee Information to a Compensation Scenario,
page 126

Defining Employee Retention Value Rules

Access the Value Rule page (Workforce Analytics, Retention Strategy, Setup and Process, Setup Value
Rules, Value Rule).

Value Rule
SetlD: SHARE Value Rule Code:  LOMNG SVC 5QL Object ID Prefix: Compile
*Effective Date: 01/01/1990 [ ~Status: Active v [+][=]
*Description: Long Senvice
*Amount Type: Fixed Amount v
Amount: 7000.000000
Hotes: Higher value for employees with 5 or more years of senvice plus specific expertise andior \El
competencies including use of best practices, ability to mentor, or subject matter expertise. This
could be a calculated amount, based on a KPI or a fixed amount.
* Required Field

Value Rule page

Later you use value rulesin the model definition.
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Compile Click thisto have the system build, or compile, the underlying SQL.

Select an Amount Type from the available options. Thisis the method used to calculate the total value
amount for employees subject to thisrule. The available options are:

Fixed Amount A constant amount applied to each employee subject to thisrule. For
example, use this method to create arule linked to employees with a highly
desirable competency and give it an amount of five. Each employee with
the given competency gets an amount of five added to their total retention
value. The given competency is valuable and adds to retention value. When
you select this option the Amount field appears.

DataSet A calculation amount resolved for each employee subject to thisrule. For
example, use this method to create arule linked to employees who have
taken training classes in the past year. Y ou specify a multiple of one for
each class taken. Employees who have taken five classes have an amount of
five added to their total retention value. The greater the number of classes,
the greater the retention value. When you select this option the Constraint
Code, Dimension, and Measure fields appear.

Resolved KPI Amount The resolved KPI amount for each employee subject to thisrule. The
resolved KPI amount is the calculated value of the KPI. For example, use
this method to create arule linked to employees in a sales department. Y ou
specify amultiple of one for each 1% increase in sales over the past year.
Employeesin adepartment with an increase in sales of 11% have an
amount of 11 added to their total retention value. The greater the sales
increase, the greater the retention value. When you select this option the
KPI field appears.

Assessed KPI Amount The assessed KPI amount for each employee subject to thisrule. The
assessed KPI value is a numeric value for the assessment, or scoring, of a
KPI. The KPI is scored when it is calculated and compared to its target
value. For example, use this method to create arule linked to employeesin
a sales department. Y ou assess each sales target rating giving it one point
per rating. Employees in a department with a high KPI assessment, say ten,
on sales targets met have a score of ten added to their total retention value.
The greater number the sales targets met by an employee, the higher the
retention value. When you select this option the KPI field appears.

The Amount field is available if you selected an Amount Type of Fixed Amount. Enter the amount assessed to
every employee to which the ruleis applied.

The Constraint Code field is available if you selected an Amount Type of DataSet. Constraints are collections
of filters you use to define business rules for processing, and return desired data from a given DataMap.
Select a constraint for the system to use to calculate value amounts for every employee to which theruleis
applied. Thisfield prompts values from constraints you define with the Constraint component. The prompt
values for the Constraint Code field are from the PF_CONSTR_DEFN table.
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Note. The system only allows the selection of constraints based on WA_JOB_S00 or JOB_F00. That is, the
constraints must reference a DataM ap that uses a TableMap whose primary tableis WA_JOB_S00 or
JOB_FOQ0. If you want to include simulated employees (from the Workforce Simulation process) in your
group, create or select a constraint based on a TableMap with WA _JOB_S00 as the primary table. If you don't
want to include simulated employees, then create or select a constraint based on a TableMap with JOB_F00
asthe primary table.

The KPI (Key Performance Indicator) field appears if you select an Amount Type of Resolved KPI Amount or
Assessed KPI Amount. Select the KPI to use in the value rule. Y ou create KPIs using Scorecard. KPIs provide
acommon definition of strategy goals, rules, data sources, and performance measures. They link to data
within the data warehouse tables, and provide a high level measurement of how well a group or organization
isdoing in achieving its goals. They are used to calculate values that provide a measurement of business data
associated with acritical success factor or a strategic initiative.

Y ou can only use the KPI (Key Performance Indicator) related optionsif your implementation includes
Scorecard. Workforce-specific KPIs are delivered with Workforce Scorecard, which supplements Scorecard.
If your implementation includes Workforce Scorecard, you can use those KPIsin the Risk Rule pagein
Workforce Rewards.

The Dimension field appears in display-only mode when you select the DataSet option in the Amount Type
field. The Dimension is set for Employee, and is not available for input.

The Measure field appears when you select the Amount Type option DataSet. Each dimension has associated
facts, or measures. The prompt values for the Measure field are from the WA_DM_MEAS VW table.

See Also

Chapter 5, "Managing Compensation Planning," Linking Employee Information to a Compensation Scenario,
page 126

Defining Employee Turnover Cost Rules

Access the Cost Rule page (Workforce Analytics, Retention Strategy, Setup and Process, Setup Cost Rules,
Cost Rule).
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Cost Rule
Setil:  SHARE CostRule Code:  RECRUITING SQL Object ID Prefix: Compile
*Effective Date: 01/01/1990 |5 »Status: Active w +] [=]
*Description: Fecruiting Expenses
*Amount Type: Fixed Amount w
Amount: 7000.000000

|

76

Hotes:

* Required Field

Cost Rule page

Later you use cost rules in the model definition.

Compile

Click this to have the system build, or compile, the underlying SQL.

Select an Amount Type from the available options. Thisis the method used to calculate the total cost amount
for thisrule. The available options are:

Fixed Amount

DataSet

A constant amount applied to each employee in the related workforce
group. For example, use this method to create arule linked to the cost to
recruit anew employee and give it an amount of ten. Each employee
subject to thisrule gets an amount of ten added to their total retention cost.
Thereisa cost to recruit a new employee and this adds to retention cost.
When you select this option the Amount field appears.

A calculation amount resolved for each employee subject to this rule. For
example, use this method to create arule linked to employees to reflect the
cost to train a replacement. Y ou specify a multiple of ten for each 10% of
market salary. Employees for whom it would cost 20% of their salary to
train their replacement have an amount of 20 added to their total retention
cost. The greater the cost to train a replacement, the greater the retention
cost. When you select this option the Constraint Code, Dimension, and
Measure fields appear.

Resolved KPI Amount The resolved KPI amount for each employee subject to thisrule. The

resolved KPI amount is the calculated value of the KPI. For example, use
this method to create arule linked to the loss of sales for employeesin a
sales department. Y ou specify amultiple of one for each 1% lossin sales
when a position is not filled. Employees in a department where the | oss of
sales would be 15% have an amount of 15 added to their total retention
cost. The greater the loss of sales, the greater the retention cost. When you
select this option the KPI field appears.
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Assessed KPI Amount The assessed KPI amount for each employee subject to thisrule. The
assessed KPI value is a numeric value for the assessment, or scoring, of a
KPI. The KPI is scored when it is cal culated and compared to its target
value. For example, use this method to create arule linked to the decrease
in customer satisfaction in a sales department when aposition is not filled.
Y ou assess each customer satisfaction rating giving it one point per rating.
Employees in adepartment with a customer satisfaction KPI assessment of
ten have a score of ten added to their total retention cost. The greater
dissatisfaction by customers because of an unfilled position, the higher the
retention cost. When you select this option the KPI field appears.

The Amount field is available if you selected an Amount Type of Fixed Amount. Enter the cost amount
assessed to every employee to which the rule is applied.

The Constraint Code field is available if you selected an Amount Type of DataSet. Constraints are collections
of filters you use to define business rules for processing, and return desired data from a given DataM ap.
Select a constraint for the system to use to calculate cost amounts for every employee to which theruleis
applied. Thisfield prompts values from constraints you define with the Constraint component. The prompt
values for the Constraint Code field are from the PF_CONSTR_DEFN table.

Note. The system only alows the selection of constraints based on WA_JOB_S00 or JOB_FQ0. That is, the
constraints must reference a DataMap that uses a TableMap whose primary tableis WA_JOB_S00 or
JOB_FQ0. If you want to include simulated employees (from the Workforce Simulation process) in your
group, create or select a constraint based on a TableMap with WA_JOB_S00 as the primary table. If you don't
want to include simulated employees, then create or select a constraint based on a TableMap with JOB_F00
asthe primary table.

The KPI (Key Performance Indicator) field appearsif you select an Amount Type of Resolved KPI Amount or
Assessed KPI Amount. Select the KPI to use in the cost rule. Y ou create KPIs using the Scorecard. KPIs
provide a common definition of strategy goals, rules, data sources, and performance measures. They link to
data within the data warehouse tables, and provide a high-level measurement of how well a group or
organization is doing in achieving its goals. They are used to calculate values that provide a measurement of
business data associated with a critical success factor or a strategic initiative.

Y ou can only use the KPI (Key Performance Indicator) related optionsif your implementation includes
Scorecard. Workforce-specific KPIs are delivered with Workforce Scorecard, which supplements Scorecard.
If your implementation includes Workforce Scorecard, you can use those KPIsin the Risk Rule pagein
Workforce Rewards.

The Dimension field appears in display-only mode when you select an Amount Type of DataSet. The
Dimension is set for Employee, and is not available for input.

The Measure field appears when you select an Amount Type of DataSet. Each dimension has associated
facts, or measures. The prompt values for the Measure field are from the WA_DM_MEAS VW table.

See Also

Chapter 5, "Managing Compensation Planning," Linking Employee Information to a Compensation Scenario,
page 126
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Access the Decision Rule page (Workforce Analytics, Retention Strategy, Setup and Process, Setup Decision

Rules, Decision Rule).

Decision Rule

SetlD: SHARE Decision Rule: HIRISK
*Effective Date: 01/01/11220 B ~Status: B
*Description: |High Risk

Notes: -

Total Score: | 100.000
AndiOr:

Selection Type: | Retention Risk Rule
Risk Rule Code:  |HI COMMUTE (@,

Score | 0.000
Total Value: | 0.000000
Andior: [

Total Cost: | 0.000000
Andior: v

* Required Field

Decision Rule page

On this page you define the selection criteria applied to the retention assessments of risk, value and cost.

Later you use decision rules to relate to track, retain, or reduce decisions in the model definition.

Note. Thereisan implied 'and' term between the three group boxes, or sections, of this page. If you enter
criteriain each section, the resulting selection logic says, Select if their Retention Risk section istrue, and if

their Retention Value section istrue, and if their Retention Cost section is true.

Enter an effective date, status, description, and any notes.
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Retention Risk

Total Score

And/Or

Selection Type

Factor Code

Factor Type

Risk Rule Code

Score

Retention Value

Total Value

And/Or

Value Rule Code

Managing Retention Strategy

Retention Risk score you want to apply to this Decision Rule. Y ou have the
option to change the dimension of the score by selecting Less than or Equal
to (<=), Greater than or Equal to (>=), or Equal to the Score (None).
Changing the dimension is optional.

Modify the Total Retention Risk Score. Y ou have the option to include a
Factor Code (And), use a Factor Code in place of the Retention Risk Score,
(Or), or not modify the Total Score (None). Modifying the Total Scoreis
optional.

Defines the grouping of the retention risk assessment on which you want to
base your selection. Types available are: Retention Factor Code, Retention
Factor Type, Retention Risk Rule, and None.

If you chose a Selection Type of Retention Factor Code, this field becomes
available for input. Select a Factor Code from the available options.

If you chose a Selection Type of Retention Factor Type, this field becomes
available for input. Select a Factor Type from the available options.

If you chose a Selection Type of Retention Risk Rule, this field becomes
available. Select a Risk Rule Code from the available options.

If you chose a Selection Type of Retention Factor Code, Retention Factor
Type, or Retention Risk Rule, select a score you want to apply to this
Decision Rule. Y ou have the option to change the dimension of the score by
selecting Less than or Equal to (<=) or Greater than or Equal to (>=).

For example, you may define Select an employee for this decision if the
Total Retention Risk Score is greater than or equal to 100, AND, using the
Selection Type of Retention Risk Rule, the Risk Rule of HI COMMUTE is
greater than or equal to 0.

Retention Va ue you want to apply to this Decision Rule. Y ou have the
option to change the dimension of the value by selecting Less than or Equal
to (<=), Greater than or Equal to (>=), or Equal to the Score (None).
Changing the dimension is optional.

Modify the Total Value. Y ou have the option to include a Value Rule Code
(And), use a Vaue Rule Code in place of the Total Value, (Or), or not
modify the Total Value (None). Modifying the Total Vaueis optional.

If you chose to modify the Total Value, chose the Value Rule Code from
the available options.
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Retention Cost

Total Cost

And/Or

Cost Rule Code

Cost
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If you chose to modify the Total Value with aValue Rule Code, select a
value you want to apply to this Decision Rule. Y ou have the option to
change the dimension of the value by selecting Less than or Equal to (<=)
or Greater than or Equal to (>=).

For example, you may define Select an employee for adecision if the Total
Retention Value is greater than or equal to $70,000, AND the Value Rule
Code of Web Development Skillsis greater than or equal to $20,000.

Retention Cost you want to apply to this Decision Rule. Y ou have the
option to change the dimension of the cost by selecting Less than or Equal
to (<=), Greater than or Equal to (>=), or Equal to the Score (None).
Changing the dimension is optional.

Modify the Total Cost. Y ou have the option to include a Cost Rule Code
(And), use a Cost Rule Code in place of the Total Vaue, (Or), or not
modify the Total Cost (None). Modifying the Total Cost is optional.

If you chose to modify the Total Cost, select the Cost Rule Code from the
available options.

If you chose to modify the Total Cost with a Cost Rule Code, select a cost
you want to apply to this Decision Rule. Y ou have the option to change the
dimension of the cost by selecting Less than or Equal to (<=) or Greater
than or Equal to (>=).

For example, you may define Select an employee for adecision if the Total Retention Cost is greater than or
equal to $50,000, AND the Cost Rule Code of Recruiting Expense is greater than or equal to $30,000.

Creating a Retention Scenario

80

To create aretention scenario, use the WA_RM_MODEL _DEFN.GBL component.

This section provides an overview of how to create a retention scenario and discusses how to:

» Define the overall workforce group for a retention model.

« Rdaterisk rulesto aretention model.

+ Relate value rulesto aretention model.

« Relate cost rules to aretention model.

+ Relatetrack decision rules to aretention model.

+ Relateretain decision rules to aretention model.

» Relatereduce decision rules to aretention model.
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»  Set up ascenario definition.

»  Set up the process run control for running the scenario.

» Review the retention assignment process.

Understanding How to Create a Retention Scenario

Managing Retention Strategy

The retention scenario ties together many of the rules and other elements you have set up. To create a

retention scenario you perform the following steps:

1. Defineamodel consisting of amodel ID, agroup ID for analysis and, within that, assessment and
decision rules and the groups to which each applies. This design enables you to mix, match, and reuse
both your rules and your workforce groups.

2. Define ascenario consisting of amodel with atime dimension.

3. Run the Retention Assignment Application Engine process (WA_RM_ASSIGN) to assess the workersin
the specified groups, and assign them to groups of employees to retain, reduce and track.

Prerequisites

Before you can set up your Retention Model, you must set up model |Ds using the EPM Foundation, Business
Metadata, Business Framework, Models page. This page is documented in the Enterprise Performance
Management Fundamentals 9.1 PeopleBook.

See Also

PeopleSoft Enterprise Performance Management Fundamentals 9.1 PeopleBook, " Setting Up Models and
Scenarios," Defining Model's and Scenarios

Pages Used to Create and Run a Retention Scenario

Page Name

Definition Name

Navigation

Usage

Retention Mode! -
Retention Mode

WA_RM_MODEL_DFN

Workforce Analytics,
Retention Strategy, Setup
and Process, Setup
Retention Models,
Retention Model

Select the overall workforce
group you want to include
in aretention model.

Retention Mode! - Risk
Rules

WA_RM_MODEL_RISK

Click the Risk Rulestab
from a page in the Retention
Model component.

Designate the risk rules for
aretention model.

Retention Model - Vaue
Rules

WA_RM_MODEL_VALUE

Click the Value Rules tab
from a page in the Retention
Model component.

Designate the value rules
for aretention model.
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Page Name

Definition Name

Navigation

Usage

Retention Model - Cost
Rules

WA_RM_MODEL_COST

Click the Cost Rulestab
from a page in the Retention
Model component.

Designate the cost rules for
aretention model.

Retention Model - Track
Decisions

WA_RM_MODEL_TRACK

Click the Track Decisions
tab from apagein the
Retention Model
component.

Designate the track decision
rules for aretention model.

Retention Model - Retain
Decisions

WA_RM_MODEL_RETAIN

Click the Retain Decisions
tab from apage in the
Retention M odel
component.

Designate theretain
decisionrulesfor a
retention model.

Retention Model - Reduce
Decisions

WA_RM_MODEL_REDUCE

Click the Reduce Decisions
tab from apagein the
Retention Model
component.

Designate the reduce
decision rulesfor a
retention mode!.

Retention Scenario Run
Control

RUN_PF_JOBSTREAM

Workforce Analytics,
Retention Strategy, Setup
and Process, Run Retention
Scenario, Run Jobstream

Define the run control
parameters and run the
retention scenarios.

Defining the Overall Workforce Group for a Retention Model

82

Access the Retention Model page (Workforce Analytics, Retention Strategy, Setup and Process, Setup
Retention Models, Retention Model).

Notes:

Risk Rules
SetlD: SHARE
*Effective Date:  |01/01/1999 |[=1
*Description:
*Group 1D:

Yalue Rules Cost Rules Track Decisions Retain Decisions
Model 1D: SIMz2
*Status: Active nA

Retention Simulation

WFR_DEMO_EMPLED,

Reduce Decisions

[+][=]

Retention Model - Retention Model page
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Modd ID and Group ID When you add aretention model you have the option of selecting a Clone
Model 1D, if you want to use an existing model as the basis for the new
model. The system populates the retention and decision rules from the
existing model onto the remaining six pages of the component, but only
after you specify a Group ID. Y ou can then modify the rules and decisions
to create your new model. Select the workforce Group ID to be evaluated in
this model. Only employees within this overall workforce group are
evaluated.

Notes Enter any Notes as appropriate.

Note. On each of the six other pages in the Retention Model component, the system displays these fields at
the top of the page: setID, Model 1D, Effective Date, Status, Group I1D and group Description.

Relating Risk Rules to a Retention Model

Access the Retention Model - Risk Rules page (Click the Risk Rules tab from a page in the Retention Model

component).

" Retention Model \— Value Rules Cost Rules Track Decisions Retain Decisions Reduce Decisions
SetiD: SHARE Model ID: 812
Effective Date: 01/01/1999 Status: Active
Group ID: WFR_DEMO_EMPLS

customize | Find | View 21| BV ] 2 First B 4410711 O Last

*Group 1D *Risk Rule Code
[BASEMIDPT @, [BASEMIDPT @, (#]|[=]
[BASEPAY_INCR @, [BASEINCR @, (#]|[=]
[BONUSMKTZPCT @, [BONUSMKT @, (#]|[=]
[BONUSMKTSPCT @, [BONUSMKTS @, (]| [=]
[DEFENDENTS @, [DEFENDENTS @, [+l |[=]
[HEALTHCARE @, [HEALTHCARE @, (#|[=]
[HIGH_COMMUTE @, |[HI COMMUTE @, (4] | [=]
[MED_COMMUTE @, |[MED CoMMUT @, (#]|[=]
[NO_TRAINING @, [NOTRAINING @, [+ [=]
[WEB_DEVELOPERS @, ||weB PROJCT @, (]| [=]
[WEB_TRAINING @, [WEBTRAING @, (#]|[=]

Retention Model - Risk Rules page

Retention Risk

In the grid on this page you list al the retention risk rules you want to apply to the model.
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Risk Rule Code
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Enter a Group ID for each risk rule. In the Retention Model page, you
defined the overall workforce group that you want analyzed in your
retention scenario. The rules can apply to the same workforce group you
have specified for the model, or a subset of that workforce group.

Note. If your subset groups reference employees outside of the models
overall group, they are not included in the scenario.

Enter aRisk Rule Code. Therisk ruleis applied to every employeein the
workforce group you specify here. To enter multiple risk rules create
additional rows.

Relating Value Rules to a Retention Model

84

Model component).

Access the Retention Model - Vaue Rules page (Click the Value Rules tab from a page in the Retention

Retention Model Risk Rules ) CostRules Track Decisions Retain Decisions Reduce Decisions
SetiD: SHARE Model 10 SiMz2
Effective Date: 01/011999 Status: Active
Group ID: WFR_DEMO_EMPLS
=i 4 )
*Group ID *Retention Value Rule Code
HIGH_PERFORWER @, [HIPERFORMR @, [+] | [=]
LONG_SVC @, |[LoNG SvVC @, [#]|[=]
WEB_SKILLS @, (WEB SKILLS @, [#]|[=]
WFR_DEMO_EMPLS @, |[BAsICVAL @, [+#]|[=]

Retention Model - Value Rules page

Retention Value

In the grid on this page you list all the retention value rules you want to apply to the model.

Group ID

Enter a Group ID for each value rule. In the Retention Model page, you
defined the overall workforce group that you want analyzed in your
retention scenario. The rules can apply to the same workforce group you
have specified for the model, or a subset of that workforce group.

Note. If your subset groups reference employees outside of the models
overall group, they are not included in the scenario.
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Retention Value Rule Code  Enter a Retention Value Rule Code. The value rule is applied to every
employee in the workforce group you specify here. To enter multiple value
rules create additional rows.

Relating Cost Rules to a Retention Model
Access the Retention Model - Cost Rules page (Click the Cost Rules tab from a page in the Retention Model

component).

Retention Madel Risk Rules Value Rules | ) Track Decisions Retain Decisions Reduce Decisions

SetiD: SHARE Model 10: SIM2
Effective Date: 01/01/1999 Status: Active
Group ID: WFR_DEMO_EMFLS

ﬁl D L} L)

*Group 1D *Retention Cost Rule Code
RECRUIT_DEPT @, [RECR_DEPT @ [+ ([=]
RECRUIT_PLAN @, [RECR_PLANM Q [+] | [=]
WEB_TRAINING @, ([TRAIMING @ [#] | [=]
WFR_DEMO_EMPLS @, [TRANING Q [+] | [=]

Retention Model - Cost Rules page

Retention Cost

In the grid on this page you list al the retention cost rules you want to apply to the model.

Group ID Enter a Group ID for each cost rule. In the Retention Model page, you
defined the overall workforce group that you want analyzed in your
retention scenario. The rules can apply to the same workforce group you
have specified for the model, or a subset of that workforce group.

Note. If your subset groups reference employees outside of the models
overal group, they are not included in the scenario.

Retention Cost Rule Code Enter a Retention Cost Rule Code. The cost ruleis applied to every
employee in the workforce group you specify here. To enter multiple cost
rules create additional rows.

Relating Track Decision Rules to a Retention Model

Access the Retention Model - Track Decisions page (Click the Track Decisions tab from a page in the
Retention Model component).
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Retention Model Risk Rules Value Rules CostRules || ) Retain Decisions Reduce Decisions
SetlD: SHARE Model ID: 5IM2
Effective Date: 01/01/1999 Status: Active
Group ID; WFR_DEMO_EMPLS
il 7]
*Decision Rule High Potential Flag High Risk Flag
HIRISK @ F] # =]

Retention Model - Track Decisions page

Track

In the grid on this page you list all the track decision rules you want to apply to the model.

Decision Rule Select a Decision Rule to relate to employees that you want to track as
being a high-retention risk and/or a high-potential employee.

High Risk Flag Select the High Risk Flag check box if you want to track the employees
assessed by this decision rule as high risk.

For example, you may have adecision rule that selects high total risks and
use that here, with the high risk flag check box selected, so you can monitor
their career progress. Y ou may also have adecision rule that selects high
total values and use that here, with the high potential flag check box
selected, so you can make sure their risk doesn't increase over time. You
can select both check boxes, either box, or leave both clear.

To enter multiple decision rules create additional rows.

High Potential Flag Select the High Potential Flag check box if you want to track the employees
assessed by this decision rule as high potential.

Relating Retain Decision Rules to a Retention Model

Access the Retention Model - Retain Decisions page (Click the Retain Decisions tab from a page in the
Retention Model component).

86 Copyright © 1988, 2012, Oracle and/or its affiliates. All Rights Reserved.



Chapter 4

Managing Retention Strategy

Retention Model Risk Rules Value Rules Cost Rules Track Decisions Reduce Decisions
SetlD: SHARE Model D Sz
Effective Date: 01/01/1999 Status: Active
Group 1D: WFR_DEMO_EMPLS
= 2
*Decizion Rule *Retention Factor Code
HIRISK @, [sTOCKOPTNS @, [+ | =]
HISKILL @, |[BONUSPAY @, [+]|[=]

Retention Model - Retain Decisions page

Retain

In the grid on this page you list all the retain decision rules you want to apply to the model.

Retention Factor Code

Decision Rule

See Also

Select a Retention Factor Code to identify aretention factor to act upon to
retain employees.

Select aDecision Rule to relate to employees you want to act to retain.

For example, your decision rule may select employees with a high-risk
score related to base pay being less than your market target. Y ou may
assign them to a retention factor code of Base Pay to indicate you want to
act to increase their base pay. Or, you may assign them to a retention factor
code of Bonus to indicate you want to act to give them a one-time bonus.

To enter multiple retain decision rules create additional rows.

In the Compensation Strategy module, simulate taking action on this group
by referencing this group of employees and assigning to them a
Compensation Rule that increases base pay or provides a one-time bonus.

PeopleSoft Workforce Analytic Applications 9.1 PeopleBook, " Setting Up Workforce Groups and Group Sets'

Relating Reduce Decision Rules to a Retention Model

Access the Retention Model - Reduce Decisions page (Click the Reduce Decisions tab from a page in the

Retention Model component).
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Retention Model Risk Rules Value Rules Cost Rules Track Decisions Retain Decisions
SetlD: SHARE IModel 10: 32
Effective Date: 01/01/1998 Status: Active
Group IO WFRE_DEMO_EMPLS
B
*Decision Rule
Lo VALUE @, [+]|[=]

Retention Model - Reduce Decisions page

Reduce
In the grid on this page you list all the reduce decision rules you want to apply to the model.
Decision Rule Select a Decision Ruleto relate to employees that you want to reduce.

To enter multiple decision rules create additional rows.
Reference this group of employees to reduce in the Compensation Strategy

module in the Workforce Simulation rules.
See Also

PeopleSoft Workforce Analytic Applications 9.1 PeopleBook, " Setting Up Workforce Groups and Group Sets'

Setting Up a Scenario Definition for Retention Management

Before you run the Retention Assignment process, set up a scenario |D and definition using the EPM
Foundation, Business Metadata, Business Framework, Scenarios page. That is where you specify the model
and calendar, and otherwise define a scenario. The component is documented in the Enterprise Performance
Management Fundamentals 9.1 PeopleBook.

See Also

PeopleSoft Enterprise Performance Management Fundamentals 9.1 PeopleBook, " Setting Up Models and
Scenarios," Defining Models and Scenarios

Setting Up the Process Run Control for Retention Assignment

Access the Run Retention Scenario page (Workforce Analytics, Retention Strategy, Setup and Process, Run
Retention Scenario, Run Jobstream).

The run control definition includes these basic elements:
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» Business unit
» Scenario ID
» Fiscal year and accounting period

e Jobstream ID

Scenario ID

The scenario ID you select using this page must be a Forecasted scenario.

Fiscal Year and Accounting Period

Run retention scenarios for afiscal year and accounting period. Do not run them based on an as of dated
jobstream.

Jobstream ID

When you use the Run Retention Scenario page you can access and run other jobstreams, but thisisthe basic
jobstream and engine delivered with the Retention Strategy module:

Jobstream ID Job ID Application Engine ID

WA_RETENT WA_RETENT, RM_MERGE WA_RM_ASSIGN, PF_MERGE

Reviewing the Retention Assignment Process

When you run the retention management jobstream, you do not have to run the Workforce Simulation
process. The Retention Assignment process fills the WA_JOB_S00 temporary table with historical
information from JOB_FQ0. The Fina Table Merge process moves the results to the WA_JOB_S00
permanent table.

The Retention Assignment process cal cul ations use the groups and rules that apply to the specified business
unit, setlD, model 1D, and scenario ID. It calculates the risk scores, value amounts, and cost amounts for
employeesin the groups. Aggregated information is placed in the WA _RM_TRACK_T, WA_RM_RETN_T,
WA_RM_RDCE _T temporary tables. Then the Final Table Merge process popul ates the following final
tables:

Table Purpose

WA_RM_SCEN_FIN Scenario approval table, for every retention
management scenario run.

WA_RM_SUM_F00 Retention assessment results, aggregated results for risk,
value, and cost by employee.
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Table

Purpose

WA_RM_DET_R_F00

Retention risk assessment results.

WA_RM_DET_V_F00

Retention value assessment results.

WA_RM_DET_C_F00

Retention cost assessment results.

WA_RM_TRACK_F00

Tracking decision results.

WA_RM_RETN_F00

Retain decision results.

WA_RM_RDCE_F00

Reduce decision results.

Reviewing Retention Strategy Scenario Data with Workforce Rewards Data Mart

When you run the Retention Assignment process (WA_RM_ASSIGN), the system also calls the Retention
Scenario Data Mart process (WA_RM_FACT), which updates the Workforce Rewards Data Mart. This keeps
the data for the Data Mart and the Workforce Rewards tables synchronized. Y ou can also run the Retention
Scenario Data Mart process alone, to populate the fact tables for prior periods without having to run the

WA_RM_ASSIGN process.

The following table lists the input tables used to populate the Data Mart fact tables:

Reporting Area

Input Table (D00, R0OO, and F00)

Output Table (Fact)

Retention Management

Uses TEMP tables of the following:
WA_RM_SUM_FOQ0,
WA_RM_DET_C_F00,
WA_RM_DET_R_FO00,
WA_RM_DET_V_F00,
WA_JOB_S00, LOCATION_DOO

WA_RM_ASMT_FACT: Thefina
output table of the assessment
portion of the engine. Contains all
the fact fields required from the
assessment portion of the engine
based on the retention rules for risk,
cost, and value for the appropriate
scenario.

Retention Management

Uses TEMP tables of the following:
WA_RM_SUM_F00,
WA_RM_TRACK_F00,
WA_RM_RETN_FO00,
WA_RM_RDCE_F00,

WA _JOB_S00, LOCATION_DO0O

WA_RM_DECN_FACT: Thefinal
output table of the decision portion
of the engine. Contains all the fact
fields reguired from the decision
portion of the engine. Assigns
retain, reduce, and track decisions
to employees.

In Retention Strategy the fact table datais accessed by delivered inquiry pagesin the Retention Scenario
inquiry component. Y ou aso have the option of selecting a business intelligence application of your own

choice, and developing analysis templates for use with Retention Strategy.
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Evaluating Your Retention Scenario

This section provides an overview of how to evaluate your retention scenario and discusses how to:

» Run Crystal reportsto evaluate your retention scenario.

» Review ahigh-level summary of your retention scenario.
» Review decisions and assessments.

» Review risk, value, and cost rule details.

* Review employee detalils.

Understanding How to Evaluate Your Retention Scenario Results

Once you have created a scenario and run the Retention Assignment process, your next step is to evaluate
your retention scenario results and determine if the scenario needs adjusting. Analyzing and reviewing your
retention scenario is an iterative process. If you don't think the data output from your scenario is satisfactory,
go back to the various setup steps outlined in this chapter and change the groups and rules as needed. Then
run the Retention Assignment process again, and analyze and review the results. Y ou keep doing this until
you are satisfied with the results. To help you evaluate your retention scenario we provide the following tools:

» Six Crystal reports, to review the rules and models you have created.

» The Retention Scenario inquiry component comprising nine inquiry pages, to review the scenario
assessments, and the track, retain, and reduce decisions.

Retention Scenario Inquiry Component

The Retention Scenario inquiry component consists of nine pages, each of which are discussed in detail in the
following sections. Y ou specify a business unit, scenario ID and time period to enter the component. Use
these pages to review the datafromthe WA_RM_ASMT_FACT and WA_RM_DECN_FACT tables, after
the Retention Assignment engine is run. The component initially opens to a summary page, but you can
navigate into individual pages detailing the scenario results for the retention rules, decision rules, and
employee assessments.

Note. This component contains confidential information at both the scenario and employee level. Depending
upon your implementation of row-level security, the scenarios and employees a user sees in the Retention
Scenario inquiry pages can vary depending upon their level of security access. If you implement row-level
scenario security, and a user doesn't have security access for a given scenario, they cannot seeit. If you
implement row-level employee security, and a user doesn't have security access to see an employee, they
won't.
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Page Name Definition Name Navigation Usage

Retention Risk Factor report [ RUN_RWA_0030 Workforce Analytics, Run the Risk Factor
Workforce Reports, Definition Crystal Report
Retention Strategy Reports, | (WAC0030).

Risk Factor, Retention Risk
Factor

Retention Risk Rule report | RUN_RWA_0029 Workforce Analytics, Run the Risk Rule Crystal
Workforce Reports, Report (WAC0029).
Retention Strategy Reports,
Risk Rule, Retention Risk
Rule

Retention Value Rule report [ RUN_RWA_0031 Workforce Analytics, Run the Vaue Rule Crystal
Workforce Reports, Report (WACO0031).
Retention Strategy Reports,
Value Rule, Retention
Vaue Rule

Retention Cost Rule report | RUN_RWA_0032 Workforce Analytics, Run the Cost Rule Crystal
Workforce Reports, Report (WAC0032).
Retention Strategy Reports,

Cost Rule, Retention Cost
Rule

Retention Decision Rule RUN_RWA_0033 Workforce Analytics, Run the Decision Rule
report Workforce Reports, Crystal Report (WAC0033).
Retention Strategy Reports,
Decision Rule, Retention
Decision Rule
Retention Model report RUN_RWA_0034 Workforce Analytics, Run the Retention Model
Workforce Reports, Crystal Report (WAC0034).
Retention Strategy Reports,

Retention Model

Retention Scenario -
Scenario Summary

WA_RM_SUMMARY

Workforce Analytics,
Retention Strategy, Analyze
and Approve, Review
Retention Scenario,
Scenario Summary

Review a high-level
summary of the decisions,
and the risk, value and cost
rules. Thisisthe central
page of the Retention
Scenario component, from
which you access the other
Retention Scenario inquiry
pages.

Retention Scenario -
Reduce Decisions

WA_RM_DECRED

Click the Reduce Decisions
link from the Scenario
Summary page or other
pages in the Retention
Scenario component.

Review alist of employees
who were assigned areduce
action in ascenario,
including their aggregate
risk, value, and cost.
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Page Name

Definition Name

Navigation

Usage

Retention Scenario - Track
Decisions

WA_RM_DECTRK

Click the Track Decisions
link from the Scenario
Summary page, or other
pages in the Retention
Scenario component.

Review alist of al the
employees assigned atrack
decision in a scenario,
including each employee's
aggregate risk, value, and
cost. Employees are
assigned atrack decision
during scenario processing,
if they are assessed by the
system as having either a
high potential for future
development, or ahigh risk
for leaving the organization.

Retention Scenario - Retain
Decisions

WA_RM_DECRET

Click the Retain Decisions
link from the Scenario
Summary page, or other
pages in the Retention
Scenario component.

Review alist of all
employees who were
assigned aretain actionin a
scenario, including their
aggregate risk, value and
cost.

Retention Scenario -
Employee Assessments

WA _RM_ASMT

Click the Assessments link
from the Scenario Summary
page, or the pagesin the
Retention Scenario
component.

Review alist of al the
employees who were
assessed in a scenario,
including each employee's
aggregate risk, value, and
cost.

Retention Scenario - Cost
Rule Detail

WA_RM_CSTDET

Click the Cost Ruleslink
from the Scenario Summary
page, or other pagesin the
Retention Scenario
component.

Review a summary of the
cost rules and employee
assessments included in the
specified retention scenario.

Retention Scenario - Risk
Rule Detail

WA_RM_RSKDET

Access this page by clicking
the Risk Ruleslink from the
Scenario Summary page, or
the other pagesin the
Retention Scenario
component.

Review a summary of the
risk rules and employee
assessments included in the
specified retention scenario.

Retention Scenario - Vaue
Rule Detail

WA_RM_VALDET

Click the Value Rules link
from the Scenario Summary
page, or other pagesin the
Retention Scenario
component.

Review asummary of the
value rules and employee
assessments included in the
specified retention scenario.
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Page Name

Definition Name

Navigation

Usage

Retention Scenario -
Employee Detall

WA_RM_EEDET

Click a particular employee
listed on the Employee
Assessments, Track
Decisions, Reduce
Decisions, or Retain
Decisions page. The page
can aso be accessed by
clicking the Employee
Detail link at the bottom of
every page in the Retention
Scenario component.

Review details about an
employee's risk score, and
value and cost assessments.

Running Crystal Reports to Evaluate Your Retention Scenario

Run these Crystal reports to review your scenario:

» Risk Factor Definition report (WACO0030). Use this report to review the retention factors you have

defined.

» Risk Rule report (WAC0029). Use this report to review the retention risk rules you have defined.

« VaueRulereport (WAC0031). Use this report to review the value rules you have defined.

» Cost Rulereport (WAC0032). Use this report to review the retention cost rules you have defined.

« Decision Rulereport (WAC0033). Use this report to review the decision rules you have defined.

» Retention Model report (WAC0034). Use this report to review the assessment, and decision rules,

included in the retention model you have defined.

See Also

Appendix B, "Workforce Rewards Reports," page 185

Reviewing a High-Level Summary of Your Retention Scenario

Access the Retention Scenario - Scenario Summary page (Workforce Analytics, Retention Strategy, Analyze
and Approve, Review Retention Scenario, Scenario Summary).
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Scenario Summary

Retention Scenaro

Scenario Summary
Aszessments

Business Unit.  CORP1
As Of Date: 01/31/2000

Risk Rules
Value Rules
CostRules

Scenario D WFRA
Currency: usD

Employee Count

Track

Ratain Reduce

Decision Type

2000

1
- I—

1
5 -2,000

Rizk Score
L
=)
2
[=]

-5,000

-5,000

Bonus Below Mkt 2% Salary

I
KMedium Commuta Distance
Rizk Rule

Track Decisions

Eetain Decisions
Eeduce Decisions

Waorkforce Rewards-Annual Incr

Approval Status:  FPending Appraval

Decision Type
Track
Retain

Reduce

Scenanio Decisions

Customize | &

Employee Count
16
17

18

Risk Rule Summary

Customize |

Risk Rule

Bonus Below Mid 2% Salary

Bonus Below Mid 5% Salary

Healthcare

High Commute Distance

Medium Commute Distance

Web Development Project

Risk Score
55.000
15.000

320.000
1,200.000
10.000

-7,530.000

Retention Scenario - Scenario Summary inquiry page 1 of 2
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Value Rule Summary

Walue Amount

3,000,000

2:000.,000

1,000,000

Customize | Bl

Value Rule Value Amount
Basic Value based on Job Code 2918,6384.80
High Performer 420,764.57

Basic Value based on

lob Code
Walus Rule

Cost Rule Summary

o=l Amount

1,200,000

BOD000

400,000

a

Customize | Bl

- Cost Rule Cost Amount
— Recruiting Cost by Dept 160,000.00
o Recruiting Cost by Plan 15,000.00
N MNew Employee Training 1,481,038.91

F

Recruiting Cost by Drapt

hew Employes Training
Cost Rulke

Retention Scenario - Scenario Summary inquiry page 2 of 2

When this page opens, the system displays the Business Unit, Scenario ID, Period, As of Date, Currency and
scenario Approval Status at the top of the page. The system also displays navigation links to the other pages

in the component. The system displays these same fields and links at the top of each of the other pagesin the
component.

Scenario Decisions

The system displays high-level information about the decisions resulting from the scenario. On the left the
datais displayed in abar chart that shows the employee count by decision type. On the right the information

isdisplayed in atable with two columns, Decision Type and Employee Count. The values for decision type
areasfollows:

Track

Retain

The number of persons in the specified scenario whose risk assessment
placed them on the list of employeesto track. Click the Track link to
access the Track Decisions page.

The number of personsin the specified scenario whose risk assessment
placed them on the list of employeesto retain. Click the Retain link to
access the Retain Decisions page.
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Reduce The number of personsin the specified scenario whose risk assessment
placed them on the list of employeesto reduce. Click the Reduce link to
access the Reduce Decisions page.

Asyou scroll down the page the system displays the Risk Rule Summary, Vaue Rule Summary, and Cost
Rule Summary group boxes.

Risk, Value, and Cost Summary Group Boxes

In each group box the system displays summary data both graphically (in abar chart to the left) and in atable

(to theright).

Risk Rule Summary The system displays the risk rules included in the scenario and the
aggregate Risk Score for each rule. Click any Risk Rule listed to access the
Risk Rule Detail page for that risk rule.

Value Rule Summary The system displays the value rules included in the scenario and the
aggregate Vaue Amount for each rule. Click any Value Rule listed to
access the Value Rule Detail page.

Cost Rule Summary The system displays the cost rules included in the scenario and the

aggregate Cost Amount for each rule. Click any Cost Rule listed to access
the Cost Rule Detail page.

Reviewing Decisions and Assessments

Access the Retention Scenario - Track Decisions page (Click the Track Decisions link from the Scenario
Summary page, or other pages in the Retention Scenario component.).
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Track Decisions

Retention Scenario L — Decisions

Scenario Summary Risk Rules Track Decisions
Assessments Yalue Rules Retain Decisions

Cost Rules Eeduce Decisions
Business Unit: CORPA Scenario Il WFR1 Warkforce Rewards-Annual Incr
As Of Date; 0113142000 Currency: UsD Approval Status:  Pending Approval

Risk Score vs, Value Amount vs, Cost Amount

& risk seare
150,000
- |:| Value Amount
. Cost Amount
120,000
‘F
a .
2 50,0040
-,
40,0040 —

r

1— () W = o [} — [} ™ -

o ) & e & fr] — — — —

(=] (=] (=] [} (=] (=] (=] (=] (=] (=]

=) = = = = =) =) =) =) =)

= = = = = = = = = =
EmpllD

T BT, W S T- S O

Retention Scenario - Track Decisions page 1 of 2
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B rr 1 o]
EmplID Personal Hame Department Job Code Reason Risk Score  Value Amount Cost Amount
Wooo1 Adams,Richard 20900 0101 Hiah Risk 170.000 90,000.00 32,196.01 A
Woooz Brown,Christina 30100 3859 Hiah Risk 100.000 90,000.00 25,147.10
Wooos Fields,Julia 21410 4301 High Risk 140.000 111,265.20 12,722.40
W0ooo7 GuzicRobert R. 30500 iz High Risk 100.000 150,309.85 12,465.43
Woooga Hiromato,Seiko 30300 3320 Hiah Risk 100.000 97,498.58 10,911.01
Wooog Inman,Lisa 30400 3520 High Risk 140.000 109,868.58 13,160.11
Woo11 Katayama,Maya 30300 3310 High Risk 100.000 99,710.36 9,879.70
Wo012 Lau, Kook Ping 30400 3310 Hiah Risk 100.000 45372.00 9.122.24 1
Wo012 Maisonneuve Joseph 30500 3320 Hiah Risk 140.000 36,672.00 8,703.72
Woo14 MgAnne 30300 3330 High Risk 140.000 83,564.40 7.864.80
Woo16 Fierson, Elizabeth 30500 3330 High Risk 100.000 40,308.00 8,549.35
Woo19 Schmidt,Martin 20900 3520 Hiah Risk 140.000 29,640.00 8.478.24
Wooza Tremblay,Oscar 20900 3530 Hiah Risk 140.000 59,232.00 8,057.82
Woo21 Unger Catherine 30700 3800 High Risk 140.000 55,164.00 12,841.82—
Woo22 Vincent Rose Marie 30800 3875 High Risk 100.000 48,768.00 B8,853.60 |11

Retention Scenario - Track Decisions page 2 of 2

Decision-Related Inquiry Pages

The following four decision-related inquiry pages in the Retention Scenario component are almost identical in
their layout and the fields they contain:

» Track Decisions

« Reduce Decisions

« Retain Decisions

« Employee Assessments

For this reason this documentation provides the example screen of only the Track Decisions page. The other
pages ook much the same. For the same reason this documentation discusses the fields for all five of these
pages just once in the following paragraphs.

On each page the system displays a bar chart. The chart summarizes, for each employee in the scenario
assessed with atrack, reduce, or retain decision, their risk score, value amount and cost amount. On each
page, in the table below the bar chart, the system displays various combinations of the following fields:

Employee I D and Personal The employee identification number, and name, of the employee. Click any
Name Employee ID listed to access the Employee Detail page.

Department The department to which the employee belongs.
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Job Code

Reason

Action

Risk Score

Value Amount

Cost Amount

Chapter 4

The code for the employe€'sjob.

The system displays the reason why the employee is assessed with a track
decision. The employee is assessed as High Risk,High Potential, High Risk
and High Potential, or None.

The system displays the Action field when an employee is assessed aretain
decision. You can edit thisfield. Useit to select an action your organization
can take to help retain this employee. The action is the retention factor code
you used on the Retention Model - Retain Decisions setup page. The values
for this table are from the Retention Factor table.

The employee's risk score assessed during scenario processing.

The employee's value to the organization, assessed during scenario
processing.

The employee's cost to the organization, assessed during scenario
processing.

Reviewing Risk, Value and Cost Rule Details

100

Access the Retention Scenario - Cost Rule Detail page (Click the Cost Rules link from the Scenario Summary
page, or other pages in the Retention Scenario component.).
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Cost Rule Detail

Retention Scenario

Scenario Summary Risk Rules
Assessments Yalue Rules
CostRules
Business Unit: CORP1 Scenario Il WFRA1
As Of Date: 01/31:2000 Currency: UsD

Cost Rule Detail

Cost Rule: CRECR_DEPT Recruiting Cost by Dept

Employee Cost

Approval Status:

Track Decisions

Eetain Decisions
Eeduce Decisions

Workforce Rewards-Annual Incr

Fending Approval

10f3 O Last

Amoum

— ) ) == L W [ ) &t I,
=] =] =] =] =] =] =] =] =] =
=] =] =] =] =] =] =] =] =]
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= = = = = = = = = =
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EmpliC
L T T - VR [ ]

Retention Scenario - Cost Rule Detail page 1 of 2
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Retention Scenario - Cost Rule Detail page 2 of 2

Rule-Related Inquiry Pages

The following three rule-related inquiry pages from the Retention Scenario component are almost identical in

their layout and the fields they contain:

+ Risk Rule Detall
« Vaue Rule Detail

+ Cost Rule Detall

For this reason this documentation provides the example screen of only the Cost Rule Detail page. The other
pages ook much the same. For the same reason this documentation discusses the fields for all three of these

pages just once, in the following paragraphs.

On each page the system displays either the Risk Rule, Vaue Rule or Cost Rule field just above a bar chart.
Navigate to each of therisk rules, valuesrules, or cost rulesincluded in the scenario. For each rule a bar chart
summarizes, for each employee assessed in the scenario, their risk score, value amount or cost amount. On
each page, in the table below the bar chart, the system displays various combinations of the following fields:

Employee I D and Personal

Name

Department

The department to which the employee belongs.

The employee identification number, and name, of the employee. Click any
Employee ID listed to access the Employee Detail page.
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Job Code The code for the employee's job.

Risk Score The system displays the employee's assessed risk score for arisk rule.
Value Amount The system displays the employee's assessed value amount for avalue rule.
Cost Amount The system displays the employee's assessed cost amount for a cost rule.

Reviewing Employee Details

Access the Retention Scenario - Employee Details page (Click a particular employee listed on the Employee
Assessments, Track Decisions, Reduce Decisions, or Retain Decisions page. The page can also be accessed
by clicking the Employee Detail link at the bottom of every page in the Retention Scenario component.).

Employee Details

Rules |
Scenario Summary Risk Rules Track Decisions
Assessments Walue Rules Retain Decisions

CostRules Reduce Decisions
Business Unit: CORP1 Scenario 1D WFRA Workforce Rewards-Annual Incr
As OF Date: 01/31/2000 Currency: UsD Approval Status: Pending Approval
Employee Details
Empl IC: Wooo1
Total Risk Score: 170.000
Total Value Amount: 90000.00
Total Cost Amount: 32196.01

Risk Rule Summary
——— 7 g

Risk Rule Risk Score
102
Bonus Below Mkt 2% Salary 55.000
Ch]
o Bonus Below Mkt 5% Salary 15.000
5 60
:": High Commute Distance 100.000
8 40
20

a I

Bonus Below Mt 23 Salary Figh Commuta Dristance
Rizk Rule

Retention Scenario - Employee Details page 1 of 2
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Value Rule Summary
e ——————————————— T [y

Value Rule Value Amount

BasicValue hased on Job Code 90,000.00

“alua Amount

Bazic Value bazed on Job Code

“alus Rulke

Cost Rule Summary
———— = [ g

40,000 Cost Rule Cost Amount
Recruiting Cost by Flan 1,500.00

30,000 A
E I Mew Employee Training 30,696.01
o
E 20,000 —
W
& I
(]}

10,000 —

a _—? I
Recruiting o=t by Plan hew Employas Training
Cast Rule

Retention Scenario - Employee Details page 2 of 2

Employee D The system displays the employee identification number and name of the
employee.
Total Risk Score The system displays the total risk score assessed for an employee during

scenario processing.

Total Value Amount The system displays the employee's value to the organization, assessed
during scenario processing.

Total Cost Amount The system displays the employee's cost to the organization, assessed
during scenario processing.

Note. If, in your implementation, this page is much longer than you can view on asingle screen, use the right
side scroll bar to view the remainder of the page.

Asyou scroll down the page the system displays the Risk Rule Summary, Value Rule Summary, and Cost
Rule Summary boxes, as shown in the example below.
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Risk, Value, and Cost Summary

In each box the system displays summary data both graphically (in abar chart to the left) and in atable (to the

right).

Risk Rule Summary The system displays the risk rules applied to this employee in the scenario,
and their total Risk Score for each rule.

Value Rule Summary The system displays the value rules applied to this employee in the
scenario, and their total Value Amount for each rule.

Cost Rule Summary The system displays the cost rules applied to this employee in the scenario,

and their total Cost Amount for each rule.

Approving Your Retention Scenario

This section provides an overview of how to approve your retention scenario and discusses how to:
» Review and modify your track decision results.

» Review and modify your retain decision results.

» Review and modify your reduce decision results.

» Approve your scenario results.

Understanding Retention Scenario Approval

Once you're satisfied with the results of your retention scenario, then it's time to approve the scenario using
the Scenario Approval component to manually review your results and make any needed modifications before
you approve the scenario.

Note. In addition to PeopleT ools page security, you can strictly limit access to scenarios for approval using
scenario-level security. This means, if an operator doesn't have security access for a given scenario, they
cannot approve it. If you grant an operator access to a scenario approval page and a scenario, they have access
to all scenario datawithin that scenario approval page to enabling them to view all the datathey are
approving. Therefore, for those operators to whom you have granted such security, you may also want to
grant them employee-level security for all employees within their scenarios. This enables them to review all
the employees on other pages with employee-level security, such as the inquiry pages.

To use this component follow these steps:

1. Usethe Track, Retain and Reduce Decisions pages to review the scenario results, modify the results as
needed, and determine if you are satisfied with the decisions.

2. Accessthe Scenario Approval page ( to review the scenario status and other information. Approve the
scenario results, by clicking the Approval button.
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3. Usethe approved scenario output to integrate with the Compensation Strategy module. Reference the data
in the track, retain, and reduce final tables and use it to set up compensation planning and simulation

scenarios.

See Also

PeopleSoft Workforce Analytic Applications 9.1 PeopleBook, " Setting Up Workforce Groups and Group Sets'

Pages Used to Approve Your Retention Scenario

Page Name

Definition Name

Navigation

Usage

Scenario Approva - Track
Decisions

WA_RM_TRACK

Workforce Analytics,
Retention Strategy, Analyze
and Approve, Approve
Retention Scenario, Track
Decisions

Review the track decisions,
insert and remove
employees, and change
track choices.

Scenario Approval - Retain
Decisions

WA_RM_RETAIN

Workforce Analytics,
Retention Strategy, Analyze
and Approve, Approve
Retention Scenario, Retain
Decisions

Review the retain decisions,
insert and remove
employees, and change
retention actions.

Retention Scenario -
Reduce Decisions

WA_RM_REDUCE

Workforce Analytics,
Retention Strategy, Analyze
and Approve, Approve
Retention Scenario, Reduce
Decisions

Review reduce decisions,
and insert and remove
employees.

Scenario Approval -
Scenario Approval

WA_RM_SCEN_FINAL

Workforce Analytics,
Retention Strategy, Analyze
and Approve, Approve
Retention Scenario,
Scenario Approval

Review the retention
scenario status, gain access
to the other pagesin the
component, and approve the
scenario.

Reviewing and Modifying Track Decision Results

Access the Scenario Approval - Track Decisions page (Workforce Analytics, Retention Strategy, Analyze and
Approve, Approve Retention Scenario, Track Decisions).
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Business Unit:

As Of Date:

*Empl 1D
1/|Wo0o01
2||Woooz
3/|Wo00oG
4/|Wooa7
5/|Wooog
6||W000a
7Woo11
g||Wwoo12
9/|Woo12
10| [Wo014
11|[Woo1a

12 |\Wo0o19

Scenario Status:

\ ' Retain Decisions Reduce Decisions Scenario Approval

CORP1 Scenario 1D WFR3
04/30/2001 Status: Active
e o
Personal Name Decision Rule High Potential High Risk

@, |Adams Richard High Risk O ]| =] [
@, Brown,Christina High Risk O [#]|[=]
@, [Fields,Julia High Risk O [+]|[=]
@, | GuzicRobertR. High Risk O (| =]
@, |Hiromoto Seiko High Risk O [+]|[=]
@, Inman Lisa High Rizk O [#]|[=]
OJ Katayama,Maya High Risk | ﬂ ﬂ
@, |Lau Kook Ping High Rizk O +] [=]
@, Maisonneuve,Joseph High Risk i [+]|[=]
@, NgAnne High Rizk | ] [=]
@, |Pierson Elizabeth High Risk O [+l|[=]
@, |Schmidt Martin High Risk O [+]|[=]
@, Tremblay,Oscar High Risk il [+]|[=]
@, |Unger,Catherine High Risk O [+]|[=] }
@, VincentRose Marie High Risk O [+]|[=] vl

Fending Approval  Approval DateTime:

Retention Scenario Approval - Track Decisions page

When the page

opens, the Business Unit, Scenario ID, As Of Date, and Status display at the top of the page.

The Scenario Status and Approval Date Time stamp also display in the lower left hand corner of the page.
The system also displays these same fields on the Retain Decisions and Reduce Decisions pages.

Reviewing and Editing Data in the Grid

Employee I D andPer sonal The employee identification numbers and names of employees from the

Name

Decision Rule

High Potential

High Risk

Tracking Decision output table (WA_RM_TRACK_F00) arelisted in the
grid at the bottom of the page. Y ou can add or remove employees from the
scenario results. If an employee row existsin thistable, it meansthey are
assessed as either a High Potential or High Risk employee.

Thisfield indicates the track decision rule used to assess the employee as
High Potential or High Risk.

If this check box is selected, the employee istracked as High Potential.

If this check box is selected, the employee tracked as High Risk.
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Reviewing and Modifying Retain Decision Results

108

Access the Scenario Approval - Retain Decisions page (Workforce Analytics, Retention Strategy, Analyze
and Approve, Approve Retention Scenario, Retain Decisions).

Business Unit:

As Of Date:

( TrackDecisions |BGEELINeE | Reduce Decisions

CORP1

04/20/2001

Scenario Approval

Scenario D WFR3

Status: Active

First K 447 of 17 I3 Last

Customize | Find | View 41| B | #H

*Emipl ID Personal Name Decision Rule *Retention Factor Code

lwvooo1 @, adams Richard High Risk | Stock Options ] |H = [~]
[wooo2 @, Brown,Christina High Risk | Stock Options ] H|=
[Wooos @, Fields,Julia High Risk | Stock Options ] [ =
[wooo7 @, GuzicRobertR. High Risk | Stock Options ] [ =
[wooog @, Hiromoto Seiko High Risk | Stock Options ] | =
wooos @, Inman,Lisa High Risk | stock Options ] H|[=
’WQ Katayama, Maya High Risk |StUcI-:O|Jtinns Ill |£| d =
Woo12 @, |Lau Kook Ping High Risk | Stock Options [w] | =
IWQ) Maisonneuve Joseph High Risk |Stnc|< Options Iil [+]|[=]
woo1e @, NgAnne High Risk | Stock Options [v] #H[=]
[Woo1s @, Pierson Elizabeth High Risk | Stock Options ] |H =
Woo17 @, QuincyMaria High Skills | Bonus Pay ] H|=
woo1e @, SchrmidtMartin High Risk | Stock Options ] FH =]
’WQ Tremblay,Oscar High Risk |Stncl-: Options M |£| d
WQ Unger Catherine High Risk |Stnck0ptinns M |£| I:-IM

Scenario Status:  Pending Approval  Approval DateTime:

Retention Scenario Approval - Retain Decisions page

Reviewing and Editing Data in the Grid

Employee I D andPer sonal
Name

The employee identification numbers and names of employees from the
Retain Decision output table (WA_RM_RETAIN_FO00) arelisted in the
table at the bottom of the page. Y ou can add or remove employees from the
scenario results.

Decision Rule Thisfield indicates the retain decision rule used to assess the employee.

Retention Factor Code The retention factor upon which to act to retain employees selected by a

decision rule. You can add or modify the retention factor codes.

Copyright © 1988, 2012, Oracle and/or its affiliates. All Rights Reserved.




Chapter 4 Managing Retention Strategy

Reviewing and Modifying Reduce Decision Results

Access the Scenario Approval - Reduce Decisions page (Click the Reduce Decisions link from the Scenario
Summary page or other pagesin the Retention Scenario component).

Track Decisions Retain Decisions | ) Scenario Approval
Business Unit: CORP1 Scenario 10: WFR3
As Of Date: 04430/2001 Status: Active
4 4] ]
*Empl ID Personal Name Decision Rule
[5010100200/@, Low Valug [+]|[=]
501010020013, Low Value [+]|[=]
$010400200/@, Low Value [+]|[=]
501040020013, Low Value [+]|[=]
Wo013 @ Maisonneuve,Joseph Low Value (+]|[=]
Woo19 @, |Schmidt Martin Low Value [+]|[=]
WO026 @, Zarate Hernandez,Suzanne Low Value (+]|[=]
/0028 OJ Haoliz, Stephanie Low Yalue ﬂ ﬂ
0030 @, |Kohl Evie Low Value [+]|[=]
Scenario Status: Fending Approval  Approval DateTime:
Retention Scenario Approval - Reduce Decisions page
Reviewing and Editing Data in the Grid
Employee I D andPer sonal The employee identification numbers and names of employees from the
Name Reduce Decision output table (WA_RM_REDUCE_F00) are listed in the

table at the bottom of the page. Y ou can add or remove employees from the
scenario results.

Decision Rule Thisfield indicates the reduce decision rule used to assess the employee.

Approving Your Scenario

Access the Scenario Approval page (Workforce Analytics, Retention Strategy, Analyze and Approve,
Approve Retention Scenario, Scenario Approval).
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Track Decisions

Business Unit:

As Of Date:

Scenario Status:

Retain Decisions

Fending Approval

Hotes: |

Reduce Decisions

Scenario ID: WFR3
Approve

Approval DateTime:

i

Retention Scenario Approval - Scenario Approval page

Scenario Status

Approve

110

The first time you access this page after running the Retention Assignment
process, the Scenario Status is set to Pending. Review the data on this page
to make sure you are working with the correct scenario data from the
WA_RM_SCEN_FINAL table.

Proceed to the other pages in the component to review and modify the
scenario results as needed. On those pages you work with the data from the
WA _RM_TRACK_F00, WA_RM_RETAIN_F00 and

WA _RM_REDUCE_FQ0 tables, respectively.

Click the Approve button to set the approval status flag on the final tables
(WA_RM_SCEN_FIN, WA _RM_TRACK_F00, WA_RM_RETAIN_F00
and WA_RM_REDUCE_F00) to Approved. Y ou cannot make any manual
changes on the pages in this component once you approve the scenario.
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Managing Compensation Planning

This chapter provides an overview of Compensation Strategy and discusses how to:

Set up aworkforce simulation rule

Set up a compensation planning scenario

Review and analyze a compensation planning scenario

Alter compensation planning scenario results with Analytic Calculation Engine

Approve compensation planning scenario output

Understanding Compensation Strategy

This section provides an overview of the Workforce Rewards Compensation Strategy and discusses:

Compensation strategy definition
Compensation Strategy business process

Market compensation rates

Overview

The Compensation Strategy module provides tools to review and analyze the total compensation costs and
strategies for your workforce. With Compensation Strategy you can automate and streamline the performance
of these compensation strategy tasks:

Use data extracted from multiple sources.

Define compensation rules for any type of compensation, such as base pay, variable compensation, or
benefits compensation.

Create scenarios of your organization's job growth and reduction, or headcount plans.

Create and analyze multiple compensation scenarios involving combinations of compensation types, such
as base pay, variable compensation, and benefits compensation.

Evaluate the impacts of these scenarios on compensation distribution, costs, and value.

Once you've identified the scenarios with the desired results, approve the results of your efforts.
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You also utilize awealth of datain the process. Compensation Strategy integrates data from a variety of
sources, such as:

Workforce compensation data from internal transactional database systems, such as HRMS.
Market rates devel oped with the Market Compensation module.

Base pay structures devel oped with the Base Pay Structure module.

Employee retention and reduction data from the Retention Strategy module.

Key performance indicators (KPIs) from Scorecard and Workforce Scorecard.

Y ou use the Compensation Strategy module to generate differing scenarios of base and variable compensation
plans, aswell as any other cost-related plans (such as benefits). We designed the module around two main
Application Engine processes, Workforce Simulation (WA_WFS) and Compensation Planning & Simulation
(WA_CPS).
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Simulated Workforce
Exisiting employees + Reduced Employees +
Mew Simulated Employees

Workforce
Simulation

Waorkforce Workforce | | Workforce || Workforce || Workforce Waorkforce
Group Group Group Group Group Group
| ) : | i
" i’ * "‘i’ ‘i’ + ¥
Compensation
Planning& | | comp | | Comp Comp Comp Comp | | Comp
Simulation Rules Rules Rules Rules Rules Rules
L Base Pay Base Pay || Incentive || Company || Base Pay b Esor
Increase Increase Comp Bonus Increase
Cash - Cash
—| Bonus » Commision » Bonus
Health and
L  Group )
Benefits Compensation Model
1 [

i i e e e

Cost/Value/ROI => PeopleSoft Budgets/HRMS

Conceptual relationship between Workforce Simulation and Compensation Planning and Simulation

Compensation Strategy Definition

Before you begin using the Compensation Strategy module, take some time to formul ate the questions that
you want to answer. The types of questions to consider fall into two broad categories:

1. What isyour organization's overall compensation strategy? What changes in the existing compensation
system would you like to model, to assess their effects?

2. How can you best use Compensation Strategy to generate scenarios to evaluate and answer these
guestions?
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One part of understanding your organization's compensation strategy involves knowing what pay
components, target pay rates, and pay ranges to apply to various jobs. It also involves understanding your
organization's ongoing efforts to attract and retain the right people with the necessary skill levels. Once you
have this background you are ready to use Compensation Strategy to perform tasks such as:

« Model the changes from a proposed salary or compensation reorgani zation, based on market values, to
evaluate the cost of moving your workforce up to market levels.

« Create new types of variable compensation to help mativate your workforce, and evaluate the cost impact.

» Target specia compensation plans for specific groups of employees, such as executives, salespeople, or
workers with mission-critical job skills.

A second part of understanding your organization's compensation strategy involves knowing how the overall
compensation strategy cycle is executed, and knowing at what point in the cycle your organization is at a any
given time. Equipped with this knowledge, you can use Compensation Strategy to perform these types of
tasks:

« Model compensation cost changes based on forecasted workforce growth and reduction.
« Establish amerit matrix or other rulesfor pay out of annual base pay increases.

« Determine what types of performance goals or related pay out rules you need for any base compensation
or variable compensation types in the compensation plan.

« Examine the compensation cost effects based on organizational performance indicators, for periodic
bonuses and so on.

»  Set proposed compensation budgets for departments or business units.
» Allocate compensation pools across organizations, special classifications, groups, and individuals.

Another part of your strategy involves understanding how to best use Compensation Strategy. Y ou have these
options:

»  Set up and run Compensation Planning and Simulation (CPS) as a Historical process, using your existing
workforce. This means having no inputs from Workforce Simulation.

» Set up and run CPS as a Forecast process, using input from Workforce Simulation, or Retention Strategy,
or both, to include simulated changes to your workforce in the scenarios. Follow the retention or
workforce simulation results through the completion of the CPS process, and evaluate the cost impacts of
your retention, growth, and reduction decisions.

»  Set up and run CPS with or without including existing base salary in the compensation rules. This means
you can either evaluate the total compensation impact of a scenario, or focus only on the change
introduced by new rules.

Compensation Strategy Business Process

The following diagram outlines the main steps in the Compensation Strategy business process.
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Strategy Scenario Strategy Scenario
Waorkforce Workforce Compensation Compensation
Simulation | Simulation | Plan — Plan

Rules Scenario Rules Scenario
t 1 N
L J
Distribution Fit to Structure:
Waorkforce Waorkforce
Compensation Compensation
Scenario Scenario
Compensation
Fit to Market Cost Analysis
Warkforce Workforce
Compensation Compensation
Scenario Scenario
Analysis Decision

Y s —-

Compensation
Scenario

Compensation Strategy business process

Market Compensation Rates

If you plan to use market rates to help you develop and evaluate compensation scenarios for your workforce,
make sure you have compl eted the steps needed to import compensation survey data, and define market

compensation rates.

If you plan to use new base pay structures to help you develop and eval uate compensation scenarios for your
workforce, make sure you have completed the steps needed to develop new base pay structures.

See Also

Chapter 2, "Managing Market Compensation,”" page 5

Chapter 3, "Managing Base Pay Structures,” page 43

Setting Up Workforce Simulation

To set up workforce simulation, usethe WA_CP_WFSIM_DFN.GBL and WA_WFS MODL_TBL.GBL

components.

This section provides an overview of workforce simulation and discusses how to:
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»  Set up workforce groups.

» Enter workforce simulation growth and reduction rules.

» Set up model IDs for workforce simulation.

« Define aworkforce simulation model.

«  Set up aworkforce simulation scenario definition.

»  Set up the process run control for the Workforce Simulation process.
» Run the Workforce Simulation process.

« Review your workforce simulation scenario setup.

Understanding Workforce Simulation Setup

116

The Workforce Simulation process serves as a basis for input to the Compensation Planning and Simulation
process. The inputs for the Workforce Simulation process are workforce growth and reduction rules, which
define your workforce strategy. Run the Workforce Simulation process to generate a simulated workforce,
consisting of your existing employees plus any new simulated employees and reduced employees (employees
to be removed from your workforce). In the end, the result is a simulated workforce based on assumptions for
growth and reductions for a given time period. The output is stored in the WA _JOB_S00 table.

WA _JOB_S00isidentical to the JOB_F0O table, with SCENARIO_ID added as akey field. Use this
simulated workforce in forecast scenariosin Compensation Strategy.

Before you begin working with Workforce Simulation, think about the questions that you want to answer.
The questions you ask dictate your strategy for the workforce simulation and compensation rules you create.
They adso dictate your strategy for which modules and processes to run, and in what sequence to run them.
For example, do you want to run the Retention Strategy module first, to generate lists of employees to reduce
and retain, and use them in the Workforce Simulation? If you do, then you can follow the retention results
right on through to the completion of the Compensation Planning and Simulation process, and evaluate the
cost impacts of your retention decisions.

To set up your workforce simulation strategy complete the following steps:
. Set up workforce groups.
Enter growth and reduction rules.

. SetupaModd ID.

. Set up ascenario ID.

1
2
3
4. Usetherulesto define aworkforce simulation model.
5
6. Run the Workforce Simulation process.

7

Review the workforce simulation scenario
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Pages Used to Set Up and Run Workforce Simulation

Page Name Definition Name Navigation Usage

Workforce Simulation Rule | WA_CP_WFSIM_DFN Workforce Analytics, Enter growth and reduction
Compensation Strategy, assumptions for your
Workforce Simulation, workforce, which you can
Setup Simulation Rules, use to run aworkforce

Workforce Simulation Rule | simulation scenario.

Workforce Simulation WA_WFS MODL_TBL Workforce Analytics, Define aworkforce

Model Compensation Strategy, simulation model by
Workforce Simulation, associating a set of
Setup Simulation Model, simulation rules with a
Workforce Simulation model ID.
Model

Run Workforce Simulation | RUN_PF_JOBSTREAM Workforce Analytics, Generate aworkforce

- Run Jobstream Compensation Strategy, simulation scenario.

Workforce Simulation, Run
Workforce Simulation, Run
Workforce Simulation -

Run Jobstream

Workforce Simulation RUN_RWA_0019 Workforce Analytics, Run the Workforce

Rules report Workforce Reports, Simulation Rules Crystal
Compensation Strategy report (WACO0019),
Reports, Workforce summarizing the simulation
Simulation Rules, rulesfor agiven setID and
Workforce Simulation model ID.
Rules

Setting Up Workforce Groups for Workforce Simulation
Y ou use workforce groups to set up workforce reduction rules. Y ou set up workforce groups using the
Workforce Group component by selecting Workforce Analytics, Workforce Analytics Setup, Setup Groups.
This component is documented in the PeopleSoft Workforce Analytic Applications 9.1 PeopleBook.
See Also

PeopleSoft Workforce Analytic Applications 9.1 PeopleBook, " Setting Up Workforce Groups and Group Sets"

Entering Workforce Simulation Growth and Reduction Rules

Access the Workforce Simulation Rule page (Workforce Analytics, Compensation Strategy, Workforce
Simulation, Setup Simulation Rules, Workforce Simulation Rule).

Copyright © 1988, 2012, Oracle and/or its affiliates. All Rights Reserved. 117



Managing Compensation Planning Chapter 5

Workforce Simulation Rule
Sefl:  SHARE Simulation Rule ID:  OPEN_DVLP sQL Object|D:  PF$_DS_1236 Compile
*Effective Date: (0110111999 B ~ggaps: Active Al #[=]
*Diascription: Open Developer Requisitions
*Simulation Type: | Requisition Growth v |

Constraint Code: WFS_DVLP_REQS OJ Developer Job Code Requisition

Base Compensation: | Market Rate v

Measure ID: Actual 40th Percentile Amount ™|

Workforce Simulation Rule page

Compile Click this button to have the system build, or compile, the underlying SQL.

Selecting a Simulation Type

Simulation Type Enter asimulation type from the list of translate table values. Valid values
are Workforce Growth, Requisition Growth and Workforce Reduction. A
separate group box appears for each simulation type you select.

Y ou enter your requisition growth, workforce growth, and workforce reduction assumptionsin the
corresponding group boxes below. Later, when you run the workforce simulation process, the system uses
these rules to create a simulated workforce output. The system uses your existing workforce as a starting
point. The processing is as follows:

New Si nul at ed Workforce = Exi sting Enpl oyees + Enpl oyees Reduced + New Si nul at ed>
Enpl oyees.

Note. Set up one Simulation Type per rule. When you save the page or change the field for the rule type, the
system hides the fields that do not apply to the Simulation Type you select.

Defining a Workforce Growth Simulation

Job Code Enter a new headcount for your organization by specifying the Job Code for
the new jobs or positions. Job Codes prompt from the JOBCODE_DO00
table.

Department Specify the Department to which the jobs are to be added. Departments

prompt from the DEPARTMENT _SRCH table. Always specify both a Job
Code and a Department for aworkforce growth rule.

Number to Simulate Enter the number of new jobs or positions to add to your workforce.
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Indicate the Base Compensation type you want the system to use to
simulate the compensation cost of the new workers. Valid trandate table
values are:

« Entry Siep Rate: Use this option when the salary plan for the job code
has both grades and steps. The system assigns a compensation cost to
the new workers by using the salary rate for the entry step of the salary
grade applied to thisjob code. The system warnsyou if asalary step
rate does not exist for the job code.

» Grade Midpoint Rate: Use this option when you want the system to
assigh a compensation cost to the new workers by using the midpoint
salary rate, for the grade assigned to this job code. The system warns
you if asalary grade midpoint does not exist for this job code.

» Market Rate: Use this option when you want the system to assign
compensation cost to the new workers using a specified percentile of
the market rates.

Select aMeasure ID. Valid values for the Measure ID prompt from the
WA _MKT_PCT_VW table. You devel oped these measure values and their
associated measure amounts using the functionality in the Market
Compensation module.

Defining a Requisition Growth Simulation

Constraint Code

Base Compensation

Measure D

Select a Constraint Code to indicate the constraint to use in determining
which job openings to use for simulation. Valid values for the Constraint
Code prompt from the WA_WFSCONSTR_VW table.

Note. DataSets for Requisition Growth simulations must be based on
TableMaps having STAFFING_F00 as the primary table.

Indicate the Base Compensation type you want the system to use to
simulate the compensation cost of the requisitions. The valid translate table
values are listed above.

Select aMeasure ID. Valid values for the Measure ID prompt from the
WA_MKT_PCT_VW table. Y ou devel oped these measure values and their
associated measure amounts using the functionality in the Market
Compensation module. Thisfield isonly required if you pick Market Rate
in the Base Compensation field.
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Defining a Workforce Reduction Simulation

Group ID To define the group of employees you want to reduce, select a Group 1D
from the prompt list values, which are from the WA_CP_GROUP_DFN
table. For example, you may choose to reference a workforce group based
upon the workforce reduction decisions you made in the Retention Strategy
module.

Setting Up Model IDs for Workforce Simulation

Before you use the Compensation Strategy Workforce Simulation Model page, you must have set up model
IDsin the Operational Warehouse - Enriched (OWE). Y ou do this using the EPM Foundation, Business
Metadata, Business Framework, Models page. This page is documented in the Enterprise Performance
Management Fundamentals 9.1 PeopleBook.

See Also

PeopleSoft Enterprise Performance Management Fundamentals 9.1 PeopleBook, " Setting Up Models and
Scenarios," Defining Models and Scenarios

Defining a Workforce Simulation Model

Access the Workforce Simulation Model page (Workforce Analytics, Compensation Strategy, Workforce
Simulation, Setup Simulation Model, Workforce Simulation Model).

Workforce Simulation Model

SetlD: SHARE Model 1D SIM2
*Effective Date: |01/01/1999 [ *Status: Active e #][=]
*Description: Warkfarce Simulation Sample
# 4 0
*SeqNum *Simulaticn Rule 1D Description
1 ||REDUCE Employees to Reduce

SALES_PROD Add 2 Sales Prod Consult

[\

7 ||OFFER_REQS Joh Requisitions wi Offers

8 |OPEM_DVLF Qpen Developer Requisitions

LOLOLOLOLO
|| ] [ ][4
(]| [ [ [ o]

[{=]

QOFEMN_HR Human Resource Requisitions

Workforce Simulation Model page
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Listing the Rules

Use the grid at the bottom of the page to list the workforce simulation rules you want to include in this model.
Add rowsto list multiple rules.

SegNum (sequence number) For each rule enter the SegNum (seguence number) and Simulation Rule
and Simulation Rule D ID. The system displays the simulation rule description.

Setting Up a Scenario Definition for Workforce Simulation

Before you run the Workforce Simulation process, you must set up a Scenario ID and definition using the
EPM Foundation, Business M etadata, Business Framework, Scenarios page. This component is documented
in the Enterprise Performance Management Fundamentals 9.1 PeopleBook.

Note. The scenario type for a Workforce Simulation must be a Forecast Scenario.

See Also

PeopleSoft Enter prise Performance Management Fundamentals 9.1 PeopleBook, " Setting Up Models and
Scenarios," Defining Models and Scenarios

Setting Up the Process Run Control for Workforce Simulation

Access the Run Workforce Simulation page (Workforce Analytics, Compensation Strategy, Workforce
Simulation, Run Workforce Simulation, Run Workforce Simulation - Run Jobstream).

The run control definition includes these basic elements:
» Business unit

« Scenario ID

» Fiscal year and accounting period

« Jobstream ID

Scenario ID

The scenario ID you select using this page must be for a Forecast scenario.

Fiscal Year and Accounting Period

Run Simulation scenarios for afiscal year and accounting period. Do not run them based on an as of dated
jobstream.
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Jobstream ID

These are the basic jobstreams and engines delivered for Workforce Simulation:

Jobstream ID Job ID Application Engine ID
WA_WFS WA_WFS WA_WFS
See Also

PeopleSoft Enterprise Performance Management Fundamentals 9.1 PeopleBook, " Streamlining Processing
with Jobstreams’

Generating the Workforce Simulation Scenario

122

To generate aworkforce simulation scenario, you run a PeopleTools Application Engine (AE) process called
Workforce Simulation (WA_WFS).

Workforce Simulation Process Output Tables

The main Workforce Simulation process output tableis WA_JOB_S00. It isaclone of JOB_FO00 with the
addition of the PF_SCENARIO _ID field. Thistable stores the simulated workforce, which includes the
current workforce (based on the date of the simulation scenario) from JOB_F00. This table can aso include
new simulated employees based on the rules defined in the workforce simulation pages (growth rules), as
well as simulated terminated employees (reduction rules). Thistable is abasis for input into the
Compensation Planning and Simulation process. If areduction ruleis specified in asimulation, the

WA _GROUP_F00 table is also populated with the employees that are to be reduced from the workforce.

Identifying Reduced and New Simulated Employees

The WA_WTFS AE process calculations use the groups and rules that apply to the selected business unit,
setlD, model 1D and scenario ID. The process uses the existing employees from JOB_F00 as a starting point,
and puts them in the WA_JOB_S00 table, but only in the first accounting period specified in the scenario.
Then the system performs actions for the reduced employeesin WA_JOB_S00, if any, and then adds new
simulated employeesto WA_JOB_S00, if any, to create the new simulated workforce. The process flow is:

New Si mul at ed Wor kforce = Exi sting Enpl oyees + Enpl oyees Reduced + New Si nul at ed>
Enpl oyees.

For each reduced employee, the row is assigned a personnel Action of TER, and a Reason of WFS.

For each simulated new employee, the row is assigned a personnel Action of HIR, and a Reason of WFG. The
system assigns them an employee identification number based on the structure $Y'Y PPRRR###, where:

$ Indicates thisis a simulated employee.

YY Indicates the last two digits of the fiscal year.
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PP Indicates the accounting period.

RRR Indicates a unique number attached to a WFS rule. Values can range from
001 to 999.

HH Indicates a unique number generated for an employee within arule. The

system first uses all numeric values ranging from 001 to 999. Then the
system uses a combination of both a phabetic and numeric, such as A01,
A02 and so on, ultimately up through ZZZ.

Note. Based on this formatting, for agiven fiscal year, accounting period, and workforce simulation scenario,
you can add a maximum of 46,656 unique, simulated employees.

When the system creates simulated empl oyees using existing job requisition information, from
STAFFING_FO0O, it distinguishes these simulated employees from those created by workforce growth rules.
Simulated employees from job requisitions are assigned a personnel action of HIR, and a reason of WFJ.

Effective Dating of Models and Rules in Workforce Simulation

The effective date of the model and rules used in the workforce simulation must be less than or equal to the
effective date of the accounting period for the process run. For example, when you run the process for the
fiscal year 2000, and accounting period 1, then the system uses all rules that are valid as of the beginning of
that fiscal year/accounting period. If you have arule that has an effective date of 02/01/2000, then it won't be
used until you run the process for fiscal year 2000, accounting period 2.

Currency Codes and Currency Conversion in Workforce Simulation

When you run the Workforce Simulation process the system assigns new employees (in WA_JOB_S00) a
currency code that is the same as the existing employees for that same scenario.

If your implementation of Workforce Rewards includes working with multiple currencies, you must run the
Currency Conversion Application Engine process (PF_ MULT_CURR) to populate the annual BCE rate field
for employeesin the JOB_F0O0 table. The timing of this step isimportant. Y ou run this process after you have
used the delivered ETL tool to import your source data to the data warehouse tables, and before running the
Workforce Simulation process. If you don't run the Currency Conversion process prior to running Workforce
Simulation, certain annual BCE rates are populated as zero throughout the JOB_FO0O table, and these zero
rates can be carried through the Workforce Simulation and Compensation Planning and Simulation processes.
Employees annual BCE rates should always be greater that zero.

Note. Check your Application Engine process messages after running the Workforce Simulation process. The
process checks for any rowsin WA_JOB_S00 with an annual rate of zero. If it finds such rows an error
message is generated stating: "Warning: Annual BCE Rate=0. Must run Processing Multiple Currency or CPS
results will be incorrect.”

Synchronizing Workforce Simulation Data with the Workforce Rewards Data Mart

When you run the Workforce Simulation process, the system also calls the Data Mart Dimension process
(WA_UPG_DIM), which updates the Workforce Rewards Data Mart dimensions. Workforce Simulation does
not call any fact processes, but it does call the dimension build process:

1. For thefirst period the scenario is run for, all Workforce Rewards dimensions are popul ated.
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2. If the scenario isrun for additional periods, then only the employee specific dimensions such as
WFI_PERSON_DIM and WFI_JOB_DIM are populated. The system does this because Workforce
Simulation is creating new employee records in WA_JOB_S00, so the dimensions need to contain a
complete list of all employees. Other dimensions do not need to be repopulated as they've aready been
populated for the first period.

See Also

Appendix A, "Workforce Rewards Data Mart," page 175

Reviewing Your Workforce Simulation Scenario Setup

Review your workforce simulation rules setup using the following Crystal reports:

«  Workforce Simulation Rules report (WAC0019), summarizing the ssmulation rules for a given setID and
model ID.

»  Workforce Groups report (WAC0018), summarizing the workforce group setup.

Note. Samples of these reports are provided with your documentation.

See Also

Appendix B, "Workforce Rewards Reports,” page 185

Setting Up a Compensation Scenario

124

To set up a compensation scenario, usethe WA CP_ELEM_DFN.GBL, WA _CP_GOALMTRX_DFN.GBL,
WA_CP_MERIT_DFN.GBL, WA_CP_PYOUT_DFN.GBL, WA_CP_BASE PAY.GBL,
WA_CP_RULE_DFN.GBL, WA_CP_OTHER_DFN.GBL, and WA_CP_MODEL_DFN.GBL components.

This section discusses how to:

Link employee information to a compensation scenario.

« Define performance-based calculation rules with a goal's matrix.
» Define base compensation increase rules with a merit matrix.

« Control compensation distribution payout rules.

» Define base pay rules.

» Define variable pay rules.

«  Specify other pay rules.

« Define frequency details for compensation models.
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»  Set up workforce groups for compensation models.
» Set up model IDsfor compensation models.
« Define a compensation planning and simulation model.
«  Set up compensation scenario IDs.
«  Set up the Compensation Planning and Simulation process run control.
» Run the Compensation Planning and Simulation process.
» Review and ater compensation planning scenario data using the Analytic Calculation Engine (ACE).
Pages Used to Set Up and Run a Compensation Scenario
Page Name Definition Name Navigation Usage
Data Element WA_CP_ELEM_DFN Workforce Analytics, Create data elements that
Compensation Strategy, link employee-based
Setup Compensation information in the system to
Scenario, Setup Data compensation planning
Elements, Data Element rules.
Goals Matrix WA_CP_GOALMTRX_DFN Workforce Analytics, Define performance-based
Compensation Strategy, calculation rules for group
Setup Compensation or employee performance
Scenario, Setup Goals based on a goals matrix.
Matrix, Goals Matrix
Merit Matrix WA_CP_MERIT_DFN Workforce Analytics, Create a merit matrix which
Compensation Strategy, defines the amount rules for
Setup Compensation base compensation
Scenario, Setup Merit increases for your workers.
Matrix, Merit Matrix
Payout Rule WA_CP_PYOUT_DFN Workforce Analytics, Establish the amount rules
Compensation Strategy, for how to pay out
Setup Compensation compensation based on a
Scenario, Setup Payout flat amount, percentage of
Rules, Payout Rule base pay, or criteriain a
data element.
Base Pay Compensation WA_CP_BASE _PAY Workforce Analytics, Create a base pay
Rule Compensation Strategy, compensation rule.
Setup Compensation
Scenario, Setup Base Pay
Rules, Base Pay
Compensation Rule
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Page Name Definition Name Navigation Usage

Variable Pay Rule WA_CP_VC_PAY Workforce Analytics, Create avariable pay
Compensation Strategy, compensation rule, for
Setup Compensation bonuses for example.
Scenario, Setup Variable
Pay Rules, Variable Pay
Rule

Other Pay Rule WA_CP_OTHER_PAY Workforce Analytics, Create other pay rules, for
Compensation Strategy, benefits for example.

Setup Compensation
Scenario, Setup Other Pay

Rules, Other Pay Rule

Compensation Model WA_CP_MODEL_DFN Workforce Analytics, Set up amodel to bring
Compensation Strategy, together the workforce
Setup Compensation groups and compensation
Scenario, Setup rules needed to run a

Compensation Model,
Compensation Model

scenario.

Workforce Group
Description

WA_CP_MODEL_SEC1

Click the Workforce Group
Info (information) button

alongside the group ID field
on the Compensation Maodel

page.

View adescription of the
workforce group.

Compensation Rule
Description

WA_CP_MODEL_SEC2

Select the Compensation
Rule Info (information)
button alongside the rule ID
field on the Compensation
Model page.

View adescription of the
compensation rule.

Run Compensation
Scenario - Run Jobstream

RUN_PF_JOBSTREAM

Workforce Analytics,
Compensation Strategy,
Setup Compensation
Scenario, Run
Compensation Scenario,
Run Compensation
Scenario - Run Jobstream

Run the compensation
planning and simulation
process.

Linking Employee Information to a Compensation Scenario
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Access the Data Element page (Workforce Anaytics, Compensation Strategy, Setup Compensation Scenario,
Setup Data Elements, Data Element).
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Data Element
SetlD: SHARE Data Element ID: CUST_SATIS
o — 1=
*Effective Date: 01/011990 E *Status: Active W J J
*Description: Customer Satisfaction
*Data Element Type: kPl Assessment Value W
KPI ID: WFR_SATIS @, Customer Satis Rating per Empl
Notes: E

Data Element page

Data elements, at their most simple level, define information that you link to an employee. At amore
complex level, you use data elements when you build compensation rules, to tell the system what data to
retrieve about your workforce groups, and what performance measures to apply to your compensation

scenario.

Selecting a Data Element Type

Select a Data Element Type from the list of tranglate table values:

DataSet

Goals Matrix Score

KPI Assessment Value

A calculation amount resolved for each employee subject to thisrule.
DataSets are data pointers from DataM aps. They point to measurable data
about an employee, in the data warehouse tables. DataSets provide you a
means of defining a set of information to use in Application Engine
processes.

When you select the DataSet option the Constraint Code field and Compile
button display. Once you select the Constraint Code, the Dimension and
Measure ID fields also display. The DataSet definition you specify with
these fields determines the type of measure used in the Compensation
Planning and Simulation process (WA_CPS).

When you select this option, the Goals Matrix ID field appears. Prompt
valuesfor thisfield are from the WA_CP_GOAL_DFN table. You create
goals matrices using the Goals Matrix page.

The KPI Assessment Value is anumeric value for the assessment, or
scoring, of aKPI (Key Performance Indicator). Y ou create KPIsin
Scorecard. The KPI is scored when the KPI Resolved Value is compared to
atarget value.

When you select KPI Assessment Value the KPI |D field displays. Prompt
valuesfor thisfield are from the WA_KPI_DFN_VW table.
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KPI Resolved Value

DataSet Data Element Type

Constraint Code

Dimension

Measure

Compile

Chapter 5

The KPI Resolved Valueis the calculated value of the KPI. Y ou define
them using the KPI Manager, in Scorecard. When it is compared, or scored,
against atarget value, the result is a numeric KPlI Assessment Value.

When you select KPI Resolved Vaue, the KPI 1D field displays. Prompt
valuesfor thisfield are from the WA_KPI_DFN_VW table.

For a Data Element Type of DataSet select the Constraint Code for the
system to use for every compensation rule to which the data element is
applied. Constraints are collections of filters you use to define business
rules for processing, and return desired data from a given DataMap. This
field prompts values from constraints you define with the Constraint
component. The prompt values are from the PF_CONSTR_DFN table.

Select adimension from the prompt list values, which are from the
WA_DM_DIM_VW table. The most common dimensions for Workforce
Analyticsthat repeatedly appear in the DataM aps are business unit,
employee identification, department identification, location code, and job
code.

Specify the Measure ID for the Dimension. The prompt values are from the
WA_DM_MEAS VW table.

For a Data Element Type of DataSet, click the Compile button. This
triggers the system to build the underlying SQL. Otherwise the system
builds it automatically on saving the page. After building the SQL the
system displays the SQL Object ID Prefix, a system-generated number
identifying the location of the SQL in the SQL Repository.

Goals Matrix Score Data Element Type

For a Data Element Type of Goals Matrix Score, first create the Goals Matrix on the Goals Matrix page.
Then, while still on that page, choose to have the system automatically create a corresponding Data Element
with the same name. If you aready have a Goals Matrix built, and you want to define a Data Element with a
different name, then create the Data Element using this page. In either case, each Goas Matrix ID must be
linked to a corresponding Data Element ID.

Some Important Points about Creating KPIs for Use with Workforce Rewards

When you use Scorecard to create KPIs for use in Workforce Rewards, remember the following important

points:

128
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» The Enterprise Scorecard pages you use to create KPIs are located by navigating to Key Performance
Indicators, Define KPI's. They are as follows:

» DataElement Definition (if you are using data elementsin your KPI.)
« Calculation Definition.

» Assessment Definition (if you are using atarget rule, then specify the assessment usage as Workforce
Analytics to ensure required values are populated.)

« KPI Definition.
« KPI Cdculation Rule.
» KPI Object.

« KPI Target Rule (if you are using assessed values then specify the target rule type as Workforce
Analytics.)

» Specify the model IDsfor your KPIsin the KPI Model column, on the EPM Foundation, Business
Metadata, Business Framework, Scenarios - Forecast Business Rules page.

» Processing is done by using the Workforce Rewards jobstreams (either WA_CPS or WA_RETENT).
None of the KPI jobstreams need to be run if the KPI isonly used in Workforce Rewards.)

Workforce-specific KPIs are delivered with Workforce Scorecard. If your implementation includes
Workforce Scorecard, you can use those KPIs on the Data Element page in Workforce Rewards.

Note. Y ou can only use the KPI-related options if your implementation includes Scorecard or Workforce
Scorecard.

Defining Performance-Based Calculation Rules with a Goals Matrix

Access the Goals Matrix page (Workforce Analytics, Compensation Strategy, Setup Compensation Scenario,
Setup Goals Matrix, Goals Matrix).
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Goals Matrix

SetlD: SHARE Goals Matrix 1D: GOALS

i Find | View All First K8 4 of 4 I Last
*Effective Date: 01/01/1990 @ *Status: _ |£| |:—|
*Description: |Web Developers Goals [¥ICreate Data Element on Save
*Number of Levels: | Three Levels M
O UV U U P U USO U

Threshold Target Stretch
0.000000 50.000000 100.000000

Matrix Elements Scale Values

Customize | Find | View A1 | B | 8 First B 42072 17 Last

100.00 Total Weight

“Weight % I’g‘m FETEN o
[ 6000 [INC @, Number of Incidents Closed (4| (=]
[ 4000 [oBJ @, | Number of Web Objects Complete (#]|[=]

Goals Matrix setup page

Indicating the Number of Award Levels in the Scale

Number of Levels

Scale and Scale Values

Using the Scale Group Box

Select the number of pay out, or performance measure, levels you want to
include in your Goals Matrix. Valid values from the trandlate table are
Three Levels, Five Levels and Seven Levels.

Based on the number of levels you select, the corresponding number of
level fields display in the Scale group box, and the same number of

performance measure columns display on the Scale Valuestab at the
bottom of the page.

The system labels the lowest, middle, and highest levels of the scale the Threshold, Target and Stretch,

respectively:

Threshold

Target

Stretch

Thisisthe performance level for minimum adequate performance, the
designated level of performance below which it is inappropriate to pay
incentives.

Thisisthe performance level your organization establishes as the norm for
performance and pay out.

Thisisthe performance level for which an employee achieves maximum
pay out. Performance above this level receives no greater pay out.
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Scale Group Box

Scale If you are using the Goals Matrix in a Formula Plan, you enter the exact
pay out amounts you want to apply to each level in this group box. The
amounts you enter in these fields are paid out based on the pay out scores
calculated for the performance goals in the grid at the bottom of the page.

If you use the Goals Matrix in a Target Plan, then you use this group box as
astandardizing scale, to standardize data el ements to a common scale of
measurement. The values you enter in the levels are used by the system to
standardize the pay out scores for the performance goalsin the grid at the
bottom of the page. There are different approaches you can take depending
on how diverse your performance goals are:

« If your performance measures are diverse, and do not share a common
dimension or even a common range of values, you might want the range
of valuesin these fieldsto run from 0 to 100, to help standardize the
measures. In this case the field values might be 0, 50, and 100,
respectively, for athree level scale.

 If your performance measures share a common dimension, such as
revenue, then you might want the range of values on the scale to cover a
common range of revenue.

Using the Matrix Group Box

Y our goals matrix is made up of performance goals (which are the rows), and performance measures (which
are the columns). Individual performance goals are defined using data elements. Y ou create data el ements
using the Data Element page. On the average, a goals matrix may have from three to five goals, but some may
have as many asten. To list multiple goalsin the Goals Matrix, place the cursor in the Data Element 1D field
and insert additional data rows.

For each individual goal follow these steps:

1. Onthe Matrix Elementstab, define the goal by selecting a Data Element 1D from the prompt list values
fromthe WA _CP_ELEM VW table.

2. Enter aweight value for the goal in the Weight% (weight percentage) field. The system total s the weight
percentages for al of the goals and displaysthe figure in the Total Weight field at the bottom of the page.
Y ou must ensure that the cumulative weights for all of your goals adds up to 100.00.

3. In each of the performance measure columns on the Scale Va ues tab, enter the Threshold, Target and
Stretch values for this specific goal. For example, if the goal is Quarterly Billable Hours, and there are
three levels, the performance measure values might be 200, 300, and 400 hours respectively.

Performing Goals Matrix Calculations for a Target Plan

Create a goals matrix with this page for use in conjunction with a compensation plan type called atarget plan.
The system uses the Goals Matrix to calculate atotal score for an employee. The system compares the
employee'stotal score to the scoring criteria defined in the target matrix in the Compensation Rules
component, and determines the monetary value of the pay out the employee receives based upon their
performance. Here's an example of how this calculation process works:
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For this example let's take a goals matrix for employees who are off-site consultants, that calculates their
quarterly bonus. We have three goals. billable hours (with values of 200, 300, and 400), customer satisfaction
rating (with values of 1,2, and 3), and customer courses taught (with values of 2, 4, and 6). Because the goals
are so different, we standardize them using athree level scale of 0, 50, and 100. Our Scale and goals ook like

this:
Scale or Goal Weight Threshold Target Stretch
Scale 0 50 100
Billable Hours 50% 200 300 400
Customer 25% 1 2 3
Satisfaction Rating
Courses Taught 25% 2 4 6

An employee, William Avery, has 350 billable hours, a customer satisfaction rating of 3, and he has taught 3
customer courses. Here's what happens when the system uses this goals matrix to eval uate his performance.

The system looks at his 350 hillable hours, and interpolates this against the scale. (Interpolation means using
an equation to calculate the value in between two known values.) The system does the same for his customer
rating of 3, and his 3 courses. The results of the interpolation are as follows:

Goal Employee's Interpolated Scale Value Explanation
Performance

Billable Hours 350 75 Because 350 is midway
between 300 and 400, the
system interpol ates that
75 is midway between the
standardized scale values
of 50 and 100.

Customer Satisfaction 3 100 3 corresponds exactly to

Rating 100 on the scale.

Courses Taught 3 25 Because 3 is midway

between 2 and 4, the
system interpolates that
25 is midway between the
standardized scale values
of 0 and 50.

The interpolated scale value is the employee's actual performance standardized against the scale. Then, for
each goal, the system multiplies the interpolated scale value by the weighting, to create aweighted rating for
the goal. Then the system adds up the weighted ratings for all of the goals to get atotal score.

The calculation process looks like this:
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Goal Weight Employee's Interpolated Scale Weighted Rating
Performance Value

Billable Hours 50% 350 75 S5x75=375

Customer 25% 3 100 .25x100=25

Satisfaction Rating

Courses Taught 25% 3 25 25x25=6.25

Total Score 375+25+6.25=

68.75

Defin

Copyright

The system then compares the employee's total score against the scoring criteria defined in the target matrix
in the Compensation Rules component, and determines the monetary value of the pay out the employee
receives based upon their performance. For example, if the target matrix indicates that all employeeswith a
goals matrix score between 50 and 75 should receive a bonus pay out equal to 2 percent of their base pay,
then the system calculates a 2 percent bonus for William Avery.

Performing Goals Matrix Calculations for a Formula Plan

Create agoals matrix with this page for use in conjunction with a compensation plan type called aformula
plan. In the formula plan, the pay out scoreis calculated in association with a payout rule. The payout rule
must have a payout type of data element, where the data element is a goals matrix such as the onein the
previous example. The pay out score is calculated from the goals matrix, as in the prior example, and
interpolated against the monetary amounts in the scale to determine the actual pay out amount.

Creating a Data Element From the Goals Matrix

Create Data Element on Save You aready created the individual data elements used in this goals matrix
using the Data Element page. Once the goals matrix is complete, make it
into a data element as well. Y ou can do thisin two ways. The system
creates the data element for you.

If thisisanew goals matrix ID, and you want the corresponding data
element ID to have the same name, select this check box and save the page.
Thisisthe default setting for the check box .

If you want the data element to have a different name to the goals matrix,
clear the Create Data Element on Save check box.

ing Base Compensation Increase Rules with a Merit Matrix

Access the Merit Matrix page (Workforce Analytics, Compensation Strategy, Setup Compensation Scenario,
Setup Merit Matrix, Merit Matrix).
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Merit Matrix

SetlD:
Merit Matrix

SHARE

*Effective Date:  |01/01/1990 Eﬂ

Merit Matrix Code:  MERIT
Find | View Al First &1 1 of 1 L& | ast
. - [+ [=]
*Status: Active [w]

*Description: |I'-.-1erit I atrix
*Rating Model:  |"WMD1@,
*Review Rating Default
| Mone M 0

| Mests Some (v 0

[ Meets Al v]
|Exceeds Some  |w| 0

| Exceeds All M 0

Customize | Find | B | B First & 45085 O Last

Below Below 1stOt sttt 2ndQt 2nd Gt Jrd Gt 3rd Gt 4thOt  4th Gt

Min % Max % Min% Max% Min% Max% Min% Max% Min% Max%

[ o0/ [ o0 [ ool|[ oof|[ oo [ 0o [ oof|[ ool|[ oo [ oo [#[=]
[ 30 [ 50 [ 30/ |[ 40/|[ 30/ [ 40/ [ 30/ [ 40 [ 30/ [ 40 [H [=]
[ 60| 80 [ 50/|[ 60f|[ 40| 50/ [ 40/|[ 50/|[ 40 |[ 50/ |
[ 100/ [ 120/ [ 9of|[100 [ 9o [100] [ aof|[ 9of|[ 70 [ &0 [ [=
| 150 | 160 |[140 [150 [130 [140 [4120 |[13.0/ [11.0 [120 | [=]

Merit Matrix page

Rating Model

Select a Rating Model from the prompt list values, which are from the
WA_RTGMDL_RO0O table.

Completing and Using the Merit Matrix

Review Rating

Asin HRMS, a merit matrix provides the salary increase parameters for
each review rating in arating model. To complete the merit matrix, you
begin with the Review Rating column. Place the cursor in the Review
Rating column, and select arating from the prompt list values, which are
from the WA_REVWRTG_RO0O table.

Insert an additional row of datafor each Review Rating in the Rating Model. Then, for each Review Rating,
enter the recommended percentage pay increase for each of the employee pay range values as follows:

Default

Below Min % (below minimum

percentage)

Below Max % (below
maximum percentage)

134

In the Default column, select asingle review rating that you want the
system to use as a default pay increase guideline, if an employee (or
simulated employee) has no review rating.

Thisisthe lowest allowable increase for an employeeg, if the employee's
current base compensation is below their salary grade minimum.

Thisisthe highest allowable increase for an employeg, if the employee's

current base compensation is below their salary grade minimum. Together

with the Below Min % figure, this provides an allowable salary increase

range for the employee.
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1st Qt Min % (first quartile Thisisthe lowest allowable increase for an employee, if the employee's
minimum percentage) current base compensation falls within the first quartile of their salary grade
range.

1st Qt Max % (first quartile Thisisthe highest allowable increase for an employeg, if the employee's

maximum percentage) current base compensation falls within the first quartile of their salary grade
range. Together with the 1st Qt Min % figure, this provides an allowable
salary increase range for the employee.

2nd Qt Min % (second quartile Thisisthe lowest alowable increase for an employeg, if the employee's
minimum percentage) current base compensation falls within the second quartile of their salary
grade range.

2nd Qt Max % (second quartile Thisisthe highest allowable increase for an employeg, if the employee's

maximum percentage) current base compensation falls within the second quartile of their salary
grade range. Together with the 2nd Qt Min % figure, this provides an
allowable salary increase range for the employee.

3rd Qt Min % (third quartile ~ Thisisthe lowest allowable increase for an employeg, if the employee's
minimum percentage) current base compensation falls within the third quartile of their salary
grade range.

3rd Qt Max % (third quartile  Thisisthe highest alowable increase for an employeg, if the employee's

maximum percentage) current base compensation falls within the third quartile of their salary
grade range. Together with the 3rd Qt Min % figure, this provides an
allowable salary increase range for the employee.

4th Qt Min % (fourth quartile  Thisisthe lowest allowable increase for an employee, if the employee's
minimum percentage) current base compensation falls within the fourth quartile of their salary
grade range.

4th Qt Max % (fourth quartile  Thisis the highest allowable increase for an employeg, if the employee's

maximum percentage) current base compensation falls within the fourth quartile of their salary
grade range. Together with the 4th Qt Min % figure, this provides an
allowable salary increase range for the employee.

When you run the Compensation Planning and Simulation process (WA_CPS) to generate a compensation
scenario, the system looks at an employees review rating, and determines where their current grade and pay
fits on this matrix. The system then uses the averaged percentage increase recommendations to cal culate the
simulated percentage pay increase for the employee.

When you enter the recommended pay increase percentages into the merit matrix, take into account your
organization's pay strategy, or the pay strategy that you want to model in a scenario. Y ou may want to create
multiple merit matrices to test the costs and benefits of changing your pay strategy. For example, you might
create one merit matrix that provides higher pay increase percentages for employees who are at the low end of
their salary ranges, but keeps pay increases at a minimum for employees who are currently at the top of their
salary range. Or you may want to create a merit matrix that rewards high performers with higher
recommended pay increases, and provides poor performers with lower recommended pay increases.
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Controlling Compensation Distribution with Payout Rules

Access the Payout Rule page (Workforce Analytics, Compensation Strategy, Setup Compensation Scenario,
Setup Payout Rules, Payout Rule).

Payout Rule

SetlD:

*Effective Date:
*Compensation Type:
*Description:

Notes:

*Amount Type:
*Payout Type:

% of Base Pay:

* Required Field

SHARE Payout Rule ID:  10%BASE_AN
01/011990 [5 *Status: Active hdl +][=]
Currency Amount al
10 Percent of Base Annual

]
Ermployee Val and Employer Exp |+ [+][=]

Fercent of Base Pay b [#] Annualize?

10.00000

Payout Rule page

Compensation Type

Select a Compensation Type for the payout rule. Valid values are Currency
Amount and Unit of Measure. A separate set of fields appear for each
compensation type you select.

Defining Currency Amount Compensation

Amount Type

Payout Type

136

Select an amount type for the currency compensation.

Vaid values are Employee Expense, Employee Val and Employer Exp
(employee value and employer expense), Employee Value, and Employer
Expense.

For example, in the case of a benefit plan such as an Employee Stock
Purchase Plan (ESPP), the cost to the employer might be zero, but the value
to the employee might be large.

Select the type of payout you want to associate with the compensation.

Valid values are Data Element, Flat Amount, and Percent of Base Pay. The
subsequent fields change depending on which of these values you select.

Thisfield is only available when you select the Currency Amount
compensation type.
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Annualize?

% of Base Pay (Per cent of
Base Pay)

Data Element ID

% of Data Element (Percent
of Data Element)

Amount

Managing Compensation Planning

Select this check box to annualize the calculated payout amount

Thisfield is only available when you select the Percent of Base Pay payout
type.

Define the pay out rule using the % of Base Pay (percentage of base pay)
field, basing the pay out rule on a percentage of an employee's base pay.
Thisfield is only available when you select the Percent of Base Pay payout
type.

Define the pay out rule using a data element that you have created on the
Data Element page, by selecting a Data Element 1D from the prompt list
values, which are from the WA _CP_ELEM_VW table. Y ou also have the
option of specifying the payout be based on a percentage of the data
element.

Thisfield is only available when you select the Data Element payout type.

Define the pay out rule using the % of Data Element (percentage of data
element) field, basing the pay out rule on a percentage of a specific data
element you have aready defined on the Data Element page.

Thisfield is only available when you select the Data Element payout type.

Enter avalue for the pay out rule when you want a flat monetary amount.
Thisfield is only available when you select the Flat Amount payout type.

Defining Unit of Measure Compensation

Y ou can aso base the payout type on a Unit of Measure. Valid valuesinclude: Days, Dollars, Each, Man
Hours, Number, Percent, Seconds, Square Feet, Stock Units, Time, and Units. If thisisthe case, then enter the

Units and Vaue Per Unit.

Defining Base Pay Rules

Access the Base Pay Compensation Rule page (Workforce Analytics, Compensation Strategy, Setup
Compensation Scenario, Setup Base Pay Rules, Base Pay Compensation Rule).
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Base Pay Compensation Rule

SetiD: SHARE RulelD: COLA
*Effective Date: 01/01/1990 [ *Status: [Aclve  [w) ] [=]
*Description: Cost of Living
Hotes: Costof Living Bl
*Action: Fay Rt Chg d *Reason Code: |CO0L 4 coator Living Adjustrnent
*Rule Type: Fercentage Increase Il
Percent of Base Pay: 4.00000

* Required Field

Base Pay Compensation Rule page

Y our next step is to use the setup data you have entered to define compensation rules. Building compensation
rulesisalittle like creating a compensation plan. Except, rather than just specifying the compensation types
that go into a compensation plan, you define rules for calculating the predicted pay out for a population of
employees who participate in the compensation plan. Y ou define rules for base pay, variable pay, and other
pay (for example benefits), either individually or in any given mix that you specify.

Actionand Reason Code Enter an Action and Reason Code for the base compensation rule. The
purpose of this step is to make the base compensation rules actionable by
associating them with personnel actions.

Entering a Rule Type

Enter aRule Type by selecting from the list of trandate table values:

Amount I ncrease Select this option if your scenario involves an amount increase to an
employee's base pay. Use Amount to enter the increase.

Equity Increase Select this option if your scenario involves an equity increase to an
employee's base pay. Equity increases are pay increases granted to bring an
employee's pay up to some internally specified standard. Select the type of
equity in the Equity group box.

For example, you might want to bring the base pay of all your software
developers up to at least the market rate midpoint. To do this, grant an
equity increase to those developers whose current pay is below that level.
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Merit Matrix I ncrease

Percentage | ncrease

Step Progression

Specifying the Equity Type

Managing Compensation Planning

Select this option if your scenario involves a merit increase to an
employee's base pay. A merit increase is calculated using a merit matrix
created on the Merit Matrix page. Select aMerit Matrix Code from the
prompt list values, which are from the WA_CP_MERIT_DFN table.

The system uses the amount rules defined in the merit matrix, and an
employee's salary review ratings, to determine the level of merit increaseto
grant the employee.

Select this option if you want to grant a pay increase to an employee or
group based upon a percentage of their current base pay. Enter the desired
increase percentage in Percent of Base Pay field.

Select this option if you want to grant a step progression increase to an
employee or group, aslong as their salary plan includes steps within grades.
When you select this option, the system advances each affected employee
one step up their pay scale.

For aRule Type of Equity Increase, specify the type of equity in the Equity group box from the following

options:

Internal Pay Structure

Market Rate

This option gives you the ability to define an equity increase based upon an
employee's salary Range Penetration. Range Penetration is the degree to
which an employee's actual pay has progressed through their salary grade,
and is usually expressed as a percentage.

For example, if you enter avalue of 20% in the field, the system will not
grant an equity increase to any employee in the affected group whose salary
has already penetrated to this level. For any employee whose degree of
range penetration is below this level, the system grants them an equity
increase equal to the monetary amount needed to bring them up to this
range penetration level.

The calculation is: Range penetration = (Employee Base Pay Range
Minimum/(Range Maximum Range Minimum)

For example: If an employee's pay is 70,000 in a pay range with a minimum
and maximum of 40,000 and 80,000, then the calculation is (70,000/
40,000) / (80,000 / 40,000) = 30/40 = 75% range penetration.

Select this option if you want the equity increase to be based upon the
market rate values for the employee's job code and salary grade. Select the
Measure ID (the percentile of the market rate) that you want to use as the
control point.

In this case, for any employee whose current salary is at or above thislevel,
the system grants them no equity increase. For any employee below this
level, the system grants them an equity increase equal to the monetary
amount needed to bring them up to thislevel.
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Defining Variable Pay Rules
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Accessthe Variable Pay Rule page (Workforce Analytics, Compensation Strategy, Setup Compensation
Scenario, Setup Variable Pay Rules, Variable Pay Rule).

Variable Pay Rule
SetlD: SHARE Rule 10: BOMUSSPCT
L4 id
04/ ] +| =
*Effective Date: 01/01/1990 |[& *Status: Active v #[=]
*Description: Empl Bonus 5% of Base Pay
MNotes: Empl Bonus 5% of Base Pay Ed|
*Compensation Code: B30 Oa@ Bonus Variable Compensation *Earnings Code: B4 |@, Bonus
*Compensation Type: | SUrrency Amount " *VC Plan ID: ANM_BOMUS @, Annual Bonus
*Plan Type: Formula Flan v
Payout Rule 1D: 5o5BASE_ANNG,
* Required Field

Variable Pay Rule page

Using this Page
To complete this page follow these three basic steps:

1. Specify the Compensation Code, Compensation Type, and VC Plan ID (variable compensation plan
identification code).

2. Specify the compensation distribution Plan Type.

3. Define the compensation rulesin one of the three plan type group boxes.

Identifying the Variable Compensation Code and Type

Compensation Code Select the Compensation Code for the variable compensation for which you
are defining arule. Thismay be any compensation code except regular base
pay (600). Prompt list values are from the WA_COMP_TREE_VW table.

Compensation Type. Select a Compensation Type. Valid values are Currency Amount and Unit
of Measure.
Earnings Code Select an earnings code (such as Holiday or Bonus) for the variable

compensation for which you are defining arule.
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VC Plan ID Associate the variable compensation rule with aVC Plan ID (variable
compensation plan identification) from HRMS.

Identifying the Compensation Distribution Plan Type

Enter a compensation distribution Plan Type by selecting from the list of Trandate values.

Discretionary Plan This plan type provides managers ultimate discretion over a pool of money,
which is either funded based on organization, group, or employee
performance, or is budgeted. The discretionary award determination is
sometimes guided by a predetermined percent of the participant's salary,
expressed as an opportunity. This figure can then be modified based upon
management's perception of actual value created by the group or employee.
For example, each participant in an annual bonus plan may have the
opportunity to earn 10 percent of base salary, but that amount may be
changed based on manager discretion. Some employees may receive less
than 10 percent, others may receive more.

Formula Plan This compensation distribution plan typeis based on a payout rule. The
payout rule can be based on aflat amount, a percentage, or a data element.
Whereas atarget plan distributes payout based on a comparison of a
performance measure against atarget, in aformula plan the payout is based
just on the payout rule.

Target Plan With this distribution plan type the level of award islinked directly to a
predetermined level of performance. For example, atarget plan for agroup
might be as follows: A group, increase the business units, net income by
10% and each member of the group is eligible for an award equal to 5% of
base pay.

Specifying Discretionary Plan Details

For aPlan Type of Discretionary Plan, select the Distribution Type from the list of trand ate table values:
Business Unit, Department, Group, Job Code, and Location. Y ou can choose to vary the distribution, or
compensation pay out, to employees using any one of these dimensions. For any of these options select a
Payout Rule ID from the list of prompt values, which are from the WA_CP_PYOUT_DFN table.

The discretionary plan takes the results of a payout rule, but distributesit based on the Distribution Type
field. For example, if the Distribution Type is Department, the payout is distributed as a fraction of how many
employees belong to a particular department. That is, if person X belongs in a department of 10 people and
the payout to be distributed is 1000 units, each employee in that department receives 100 units as a pay out.

Specifying Formula Plan Details

The formula plan calculation process takes the results of a payout rule and distributesiit to each employeein a
workforce group who has that compensation rule assigned to it, without prorating or otherwise diluting the

payout.

Select a Payout Rule ID for the formula plan from the list of prompt values, which are from the
WA _CP_PYOUT_DFN table.
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Specifying Target Plan Details

For aPlan Type of Target Plan, select the Data Element ID from the prompt list values, which are from the
WA _CP _ELEM_VW table. Thetarget plan applies a case or evaluation method for determining what payout
ispaid to an employee. The level of award for an employee is linked directly to a predetermined level of
performance.

Note. Remember, if you are using a goals matrix with atarget plan, you create a goals matrix on the Goals
Matrix page. Then you tie the goals matrix to a data element on the Data Element page. The data element that
you select using this page is the one that references the goals matrix you want to use with this target plan.

In the Compare Type field specify whether you want the first Data Element compared against a Satic Value
or against another Data Element. If you select Satic Value, then complete the following fields:

L oad Sequence Enter a number to indicate the sequence in which you want the rules
processed. To enter multiple rulesinsert additional data rows.

Operator Select an arithmetic operand from the list of values. Valid values include
Less Than, Less Than or Equal To, Not Equal To, Equal To, Greater Than,
and Greater Than or Equal To.

Value Enter the comparison value as a numeric value.

Payout 1D Indicate the Payout Rule ID you want to associate this condition with.
Prompt list values are from the WA_CP_PYOUT_DFN table.

If you select Data Element, then complete the following fields:

L oad Sequence Enter a number to indicate the sequence in which you want the rules
processed. To enter multiple rules insert additional data rows.

Operator Select an arithmetic operand from the list values. Valid values include Less
Than, Less Than or Equal To, Not Equal To, Equal To, Greater Than, and
Greater Than or Equal To.

Data Element ID Select a Data Element ID from the prompt list values, which are from the
WA _CP_ELEM_VW table.

Payout 1D Indicate the Payout Rule ID you want to associate this condition with.
Prompt list values are from the WA_CP_PYOUT _DFN table.

Specifying Other Pay Rules

Access the Other Pay Rule page (Workforce Analytics, Compensation Strategy, Setup Compensation
Scenario, Setup Other Pay Rules, Other Pay Rule) entering a setlD and compensation Rule ID.

This page is essentially the same as the Variable Pay Rule page, with the following exceptions:

It does not have the variable compensation plan ID field.
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« Itsintended useisfor benefits-related compensation, so instead of earning code field it has a benefit plan
field

Setting Up Frequency Details for Compensation Models

Y ou use Frequency ID Codes on the Compensation Model page. Y ou set up these codes on the EPM
Foundation, EPM Setup, Common Definitions, Calendars, Frequency and Frequency Details pages. Y ou can
also access the Frequency Details page directly from the Workforce Anaytics, Compensation Strategy menu,
enabling you to review the frequency IDs in the system. These pages are documented in the Enterprise
Performance Management Fundamentals 9.1 PeopleBook.

See Also

PeopleSoft Enterprise Performance Management Fundamentals 9.1 PeopleBook, " Setting Up EPM Business
Rules," Defining Accounting Calendars

Setting Up Workforce Groups for Compensation Models
Y ou use workforce groups on the Compensation Model page. Y ou set up workforce groups using the
Workforce Analytics, Workforce Analytics Setup, Workforce Groups component. These pages are
documented in the PeopleSoft Workforce Analytic Applications 9.1 PeopleBook.

See Also

PeopleSoft Workforce Analytic Applications 9.1 PeopleBook, " Setting Up Workforce Groups and Group Sets'

Setting Up Model IDs for Compensation Models
Before you use the Compensation Model page, you must set up amodel 1D on the EPM Foundation, Business
Metadata, Business Framework, Models page. This page is documented in the Enterprise Performance
Management Fundamentals 9.1 PeopleBook.

See Also

PeopleSoft Enterprise Performance Management Fundamentals 9.1 PeopleBook, " Setting Up Models and
Scenarios," Defining Models and Scenarios

Defining a Compensation Planning and Simulation Model

Access the Compensation Model page (Workforce Analytics, Compensation Strategy, Setup Compensation
Scenario, Setup Compensation Model, Compensation Model).
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Compensation Model
SetlD: SHARE Model 1D: SIM1
Compensation Model Find First B! 40f4 I Last
670171990 | : 1 (# [=]
*Effective Date: 01/01/1990 [ *Status: ,

*Description:

*Group ID:

[Base Pay Increase-Anniv Date

EE_ACTIVE_WA

Include Current Pay:

@,

¥
Customize | Find | View 1| B | 28

Firet EI 142 0712 I L ast

;I;?udence *Group 1D *Rule 1D *Frequency 1D

| 1 [EE_HIREMONTH_01 @, | @ [INcrR_10PCT @, @ |AnnualiJanuar) v [+ | [=]
| 2| |[EE_HIREMONTH_02 @, | @ [ncr_1oPcT @, @ |AnnualFebruary) [v] (| [=]
| 3| [EE_HIREMONTH_03 @, | @ [Incr_10PCT @, @ |annual(March) v (#|[=]
| 4 [EE_HIREMONTH_04 @, € [ncr_1opcT @, @ |Annual(april [~ (#|[=]
| 5 |[EE_HIREMONTH_0S @, | @ [incrR_1oPCT @, @ |Annual(iay) v (#|[=]
| & [EE_HIREMONTH_DB @, | @ [incrR_1oPCT @, @ |Annual(June) v (#|[=]
| 7 [EE_HIREMONTH_07 @, | @ [incr_1oPCT @, @ |Annual(uly) ] (#|[=]
| &8 |EE_HIREWMONTH_D& @, | @ [ncr_1orPcT QO |Annua|[.-’-\ugustj: M [+]|[=]
| 8 |[EE_HIREWMONTH_02 @, | @ [ncr_1oPcT @, @ |AnnualiSepternber) [v] EI=
| 10/ |[EE_HIREMONTH_10 @, | @ [ncr_toPcT @, @ |Annual(October) [v] #|[=]
| 11 [EE_HIREMONTH_11 @, | @ INcrR_foPCT @, @ |Annual(November) [v] [+ [=]
| 12| [EE_HIREMONTH_12 @, | @ [INncr_10PCT @, @ |Annual(December) [v] (#|[=]

Compensation Model page

Understanding the Purpose of this Page

The purpose of this pageisto tie together the setID, model ID, workforce groups, compensation rules, and
calculation frequencies needed to use the model in a scenario. The model definition tells the Compensation
Planning and Simulation process (WA _CPS) what compensation data to calculate for what group of
employees, and on what frequency.

Two Methods for Beginning the Model Definition

Y ou have option of cloning your model and rules from an existing one. To do this select amodel 1D in the
Clone Model ID field. Prompt values are from the WA_CP_MODL_TBL table. If you choose to do this, edit
the model setup and rules to create your new model.

Y ou a'so have the option of creating your new model manually. To do this bypass the Clone Model 1D field
and proceed to complete the fields on the remainder of the page.

In the Group ID field, select the overall workforce group which encompasses all of the workers you want to
include in the model. Prompt values are from the WA_CP_GROUP_DFN table.
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Select the Include Current Pay check box if you want the system to automatically include employees' current
base salary in their compensation calculations. Thisis useful when you want to model the total compensation
impact of compensation changes. Leave it cleared if you want the system to omit current pay from the
compensation calculations. Thisis useful when you want to model only the change in compensation.

Note. Always select the Include Current Pay option if you plan to use the data from a compensation analytic
model in the Planning and Budgeting Position Budgeting feature.

Defining the Rule Sequence

Use the Rule Sequence group box to specify the sequence of groups and compensation rules you want to
include in the model.

Sequence When you specify multiple compensation rules for your compensation
model, you must specify the sequence in which you want them processed.
The system inserts default sequence numbers, but the field is editable, so
you can change the sequence.

Group ID Select aworkforce group ID from the prompt list values, which are from
the WA_CP_GROUP_DFN table. The workersin this group must be a
subset of the overall group specified above, in the model definition.

RulelD Select a compensation rule ID from the prompt list values, which are from
the WA_CP_RULE_VWa3table.

Frequency ID Select a calculation frequency 1D from the prompt list values, which are
from the PF_FREQ DTL table.

Workforce Group Infoand  Click the Workforce Group Info or Compensation Rule Info button to the

Compensation Rule Info right of the Group ID and Rule ID fields to access the Workforce Group
Description and Compensation Rule Description pages, and view the
descriptions of the groups or rules.

Setting Up Compensation Scenario IDs
Before you run the Compensation Planning and Simulation process in Compensation Strategy, you must have
set up ascenario 1D using the EPM Foundation, Business Metadata, Business Framework, Scenarios page.
These pages are documented in the Enter prise Performance Management Fundamentals 9.1 PeopleBook.
See Also

PeopleSoft Enterprise Performance Management Fundamentals 9.1 PeopleBook, " Setting Up Models and
Scenarios," Defining Models and Scenarios

Generating the Compensation Planning Scenario

Access the Run Compensation Scenario - Run Jobstream page (Workforce Analytics, Compensation Strategy,
Setup Compensation Scenario, Run Compensation Scenario, Run Compensation Scenario - Run Jobstream).
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Run Jobstream
User ID: VP Process Maonitor View Messages e
Run Control 1D: BOMNUS Clear All Suites Clear Last Suite
Program Name: FF_JOBSTREAM When: Always hd [J send Email Notification
Specify Email Parameters
*Description: Bonus
*Unit: CORP1 @, Corporation 1
*Scenario ID: ACTUALD1 @, Actual Scenario
Fiscal Year: 2008
Period: 2
*Jobstream ID: WA_CPS @, wa Comp Planning & Simulation
CRerun
Last Run On: As Of Date:

Compensation Planning and Simulation - Run Jobstream page

To generate a Compensation Planning scenario, you run a PeopleT ools Application Engine (AE) process
called Compensation Planning and Simulation (WA_CPS). The run control definition includes these basic
elements:

« Business unit
e Scenario ID
» Fiscal year and accounting period

« Jobstream ID

Scenario ID: Running CPS as a Forecast versus Historical Process
The scenario ID you select using this page can be for either a Forecast or a Historical scenario.

The Retention Assignment and Workforce Simulation processes can serve as a basis for input to the CPS
process, when it is run for Forecast scenarios. Y ou can use constraints to integrate the results of the Retention
Assignment engine into your compensation rules, or use the reduced employeesin WA_GROUP_F00 asa
workforce group. Y ou can also use the Workforce Simulation process to generate a simulated workforce in
WA _JOB_S00, consisting of your existing employees in a business unit, plus any new simulated employees
and reduced employees (employees to be removed from your workforce). The CPS process can take the
simulated workforce generated by the Workforce Simulation process, and use it asinput for calculating
compensation costs and values. CPS can simulate several varieties of base compensation rules, aswell as an
infinite number of changes to variable and benefits compensation rules,

If you run CPS as a Historical scenario the system uses the existing workforce from JOB_F0O to populate
WA _JOB_S00. In this case you do not use inputs from either retention strategy or workforce simulation.
Jobstream ID

When you use the Run Jobstream run control you can access and run other jobstreams, but these are the basic
jobstreams and engines delivered for Compensation Planning and Simulation:
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Jobstream ID

Job ID Application Engine ID

WA_CPS

WA_CPS, WA_CPS MRG WA_CPS

CPS Process

The CPS process performs cal cul ations using the groups and rules that apply to the business unit, setlD,
model ID and scenario ID defined on the run control, if the processis not already approved. The process
performs calculations using the annual rate and annual amount base currency equivalent fields in the tables.
The process does not convert rates and amounts back to hourly or monthly. For each job with changed
compensation data, new rows of data are added to the WA _JOB_S00 table. Each row of datais associated
with a personnel action of PAY and areason of CPS

The high-level sequence of tasks

1. Resolvesthe modd rules.

performed by the CPS processis as follows:

Prepares input from the WA _JOB_S00 table.

2
3. Flattenstrees (for Job Code, Organization, and Compensation Code).
4

. Callsthe subprograms stored

Group Builder
(WA_GRPBUILD)

Base Pay Calculator
(WA_BP_CALC)

Data Element Resolver
(WA_DATA_ELEM)

Payout Resolver
(WA_PAYOUT)

Variable Pay Calculator
(WA_VP_CALC)

CPS Process Output Tables

in the application libraries in the following order:

Resolves the constraints associated to the workforce group definition. After
resolving the constraints, the data from the constraints (primarily
employees) is copied over to the WA _GROUP_F00 temporary table so the
CPS process can utilize it to process affected employees.

Calculates the base pay for employeesin a scenario based on the
compensation rules specified in the model.

Resolves the data elements used in the scenario and resolves the
accompanying datain the WA_DATAEE_F00 temporary table. The data
elements resolved by this process can be used in the Variable Pay
Calculator or the Payout Resolver processes.

Determines all of the pay out possibilities for a given scenario. After the
payouts are determined, the results of a payout are then accessed by the
Variable Pay Calculation program to determine which pay out to use for the
final resultsin the CPS process.

Issimilar to the Base Pay Calculator, however, it differsin that it usesthe
results from the last three sub-programs to calculate the variable
compensation to pay out to the employee.

When you run CPS, the process populates these final output tables:
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Table

Purpose

WA_CALC_F00

Stores all final calculation results of the CPS process.
Thisincludes the appropriate costs or value per
employee based on the rules specified in the scenario.
The system only performs calculations for, and updates,
the annual rate and annual amount base currency
equivalent fieldsin the table. The system does not
convert rates and amounts back to hourly or monthly. If
part of the scenario process run includes a workforce
simulation where simulated employees are added to the
workforce, the new employees are assigned a currency
code (in WA_JOB_S00) that is the same as the existing
employees for that same scenario.

WA_JOB_S00

A clone of JOB_F00 with the addition of
PF_SCENARIOQ_ID init. For each job with changed
base compensation data, new rows of data are added to
the table. Each row of datais associated with a
personnel action of PAY and areason of CPS.

WA_GROUP_F00

Containsthe list of employeesin aworkforce group
specified in the scenario. WA_GROUP_FQ00 is
populated by both WFS and CPS. If areduction ruleis
specified in the scenario, the WA_GROUP_F00 tableis
populated with the employees that are to be reduced
from the workforce during the WFS run. A reduction
rule points to aworkforce group to be reduced, this
forces the WFS process to call the Group Builder
processto run and create the group in
WA_GROUP_F00.

WA_DATAEE_F00

Contains the resolved values for all data e ements
specified in the scenario. Thetable is populated by the
WA _DATA_ELEM AE library that is called by CPS.

WA_JOBPAY_F00

Contains base pay compensation data for employeesin
the scenario calculations. Provides you the ability to
direct the CPS process to either include or exclude
current base pay from the process calculations.

Loading the Analytic Model

After the CPS Process generates your scenario, it automatically calls the Load Analytic Model
(WA_CP_BAM_LD) application engine to generate an analytic model instance with the same ID as the
scenario ID. Hence, you need not run the process from the Load Compensation ACE Model page. You can
still manually load an analytic model using the page, should you wish to reload the model or to load the

scenario results into multiple analytic models.

Immediately after the Load Analytic Model application engine process compl etes, you can review the

scenario results in the ACE mode!.
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Reviewing and Analyzing a Compensation Scenario

Unde

Unde

Copyright

This section provides an overview of compensation scenario review and analysis and discusses how to:

» Run Crystal reportsto review your scenario.

» Review results of data elements applied to a scenario.
» Review merit matrix table setup.

* Review pay rules setup.

» Review compensation scenario.

rstanding Compensation Scenario Review and Analysis

By generating a Compensation Planning and Simulation (CPS) scenario and running the Compensation
Planning and Simulation Application Engine process (WA _CPS), you produce results that define a
compensation strategy and budget. The next step isto review your work and analyze the results of your
scenario. To assist you we provide the following analysis tools:

» Six Crystal reportsto review the setup for your calculation, payout rules, and compensation rules, and
compensation models.

» The Compensation Scenario Analysis component to review and analyze compensation scenario output.

Note. Using this component you can aso make changes to the compensation scenario output. However, if
you save changes to an approved scenario the status is reset to awaiting approval.

Analyzing and reviewing your compensation scenario is an iterative process. If you don not think the data
output from your scenario is satisfactory, then go back to the various setup steps outlined in this chapter and
change the groups and rules as needed. Then run the Compensation Scenario process over again, and analyze
and review the results. Keep doing this until you are satisfied you have identified the scenario with the
desired results.

rstanding the Compensation Scenario Analysis Component

The Compensation Scenario Analysis component provides functionality to enable a compensation analyst to
review and alter the results of a CPS scenario online using ACE (Analytic Calculation Engine). ACE isa
decision support tool that provides real-time, multidimensional modeling. With ACE the compensation
analyst can review, analyze and alter CPS scenario results to ensure they meet the overall compensation
strategy and budget of your organization. The analyst can analyze and alter scenario results without having to
change the model and rules, and rerun the process.

There are nine pagesin the Compensation Scenario Analysis component, each designed to analyze a specific
aspect of the compensation scenario output. The Compensation Scenario Summary page is designed to view
and analyze the compensation allocation in the scenario across any combination of dimensions. The
remaining pages provide a preset combination of dimensions that enable you to alter the data at the plan, rule,
group, department and employee level, and by amount or percent.
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Pages in the Compensation Scenario Analysis component display one of two views:

« Budget plan: For base pay rules a budget plan isthe roll up of values for action reasons. For variable pay
rules abudget plan isthe roll up of the values for variable compensation plan IDs. In this view the budget
plan roll-ups are displayed, but not the breakdown of datafor individual compensation rules.

« Compensation rule: In this view the breakdown of data for individual compensation rulesis displayed.

For more information regarding the Analytic Calculation Engine, see the PeopleTools PeopleBook:
PeopleSoft Analytic Calculation Engine.

Using the Compensation Scenario Analysis Component

Each page in the Compensation Scenario Analysis component has an analytic grid for multidimensional
analysis. The grid contains data cubes (categories of data) and dimensions. Y ou can use the analytic grid to
edit your data, pivot data cubes and dimensions (move them between the row and column axis of the grid) to
gain adifferent view of your data, and view selected "dices" of your data. Within an analytic grid, you can
expand and collapse those dimensions that have a hierarchical structure; you can also drill down into such
dimensions.

Y ou can alter the results of the scenario in the grid. For example, you can alter the Employee Value,
Employer Expense or the Allocated Stock Units by entering an amount or percentage in the Alter Method and
Amount columns. The Current Altered Amount and Altered Stock Units automatically reflect the result of
this change. The system also prorates this change across all rows that roll up to thislevel. Any changesto the
Stock Units are reflected in the Employee Vaue column. The Total Altered Expense and Total Altered Value
reflect the aggregated results of all the changes you make in other pages when altering the data by different
dimensions. The Average Value reflect the average amount per employee for each dimension members

combination (excluding zero amounts). Y ou can aso modify preferences within the grid—saving a particular
layout that you have created or returning to the default grid layout.

Note. The system does not alow you to ater avalue of 0. For example, if arow in the Stock Units column
displays"0", you cannot adjust it in the Alter Method and Amount columns.

All prorated amounts are rounded to the nearest cent and stock units are rounded to whole number. This may
result in some discrepancy between target amounts and total altered amounts, which is expected dueto
rounding and aggregation.

If multiple users are atering the same model simultaneously, they may override each other yielding
unpredictable results and error messages. It is thus not recommended that multiple users access the same
model simultaneously.

Each grid contains a slice bar, which enables you to view a subset of your data. Y ou can dlice your data by

choosing from any list—representing data cubes or dimensions—that appears on the slice bar by default. In
addition, you can add data cubes or dimensions to the slice bar and use them to view alternate slices of your
data.

Each page in the component also contains a graphic chart to represent your data. The bar charts compare the
total altered Employer Expense to the total altered Employee Value for the scenario, and a specific dimension
(such as budget plan or employee). The x axis displays the first dimension in the grid. When you hold the
cursor over the charts, they also display the exact monetary amounts for Total Employer Expense and Total
Employee Value for the scenario.

Note. Charts can respond to changes you make in the grid, but this requires that you click the Refresh Chart
button.
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Although the intersections of data, or dimensions, presented on each page of the Compensation Scenario
Analysis component are different, the basic page function and grids are the same. With the Compensation
Scenario Analysis component you can:

» Review the compensation allocations in the scenario across a given set of dimensions.

» Determineif the alocations are in alignment with your organization's compensation strategy and
budgeting constraints.

« Manipulate the scenario output at the department, group, employee and compensation rule level.

Limiting Access to the Compensation Scenario Analysis Component

Y ou can limit access to the component using PeopleTools security (permission list) so that only certain users
can review or ater scenarios. In addition to PeopleTools security, you can strictly limit access to scenarios
using scenario-level security. If auser does not have security access for a given scenario, they cannot access
it. If you grant users access to a scenario, they have access to all scenario data within that scenario, so that
they can view all the data they are approving. Therefore, for those operators you have granted such security,
you may also want to grant them department level security for al department within their scenarios. This
enables them to review all the employees on pages with department-level security.

Note. When working with the Department dimension in the Compensation Scenario Analysis component,
you can only select, view, and drill down to departments and employees for which you are authorized. Non
authorized departments and employees are not available. The totals, however, represent the overall total
amounts for all employees, regardless of security access.

Pages Used to Review and Analyze Your Compensation Scenario

Page Name Definition Name Navigation Usage
Data Element Definition RUN_RWA_0016 Workforce Analytics, Run the Data Element
report Workforce Reports, Definition Crystal report
Compensation Strategy (WACO0016).
Reports, Data Elements,
Data Element Definition
Goals Matrix report RUN_RWA_0015 Workforce Analytics, Run the Goals Matrix
Workforce Reports, Crystal report (WACO0015).
Compensation Strategy
Reports, Goals Matrix,
Goals Matrix
Merit Matrix report RUN_RWA_0017 Workforce Analytics, Run the Merit Matrix
Workforce Reports, Crystal report (WACO0017).
Compensation Strategy
Reports, Merit Matrix,
Merit Matrix
Payout Rules report RUN_RWA_0014 Workforce Analytics, Run the Payout Rules
Workforce Reports, Crystal report (WAC0014).
Compensation Strategy
Reports, Payout Rules,
Payout Rules
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Page Name Definition Name Navigation Usage

Compensation Rules report | RUN_RWA_0013 Workforce Analytics, Run the Compensation
Workforce Reports, Rules Crystal report
Compensation Strategy (WACO0013).
Reports, Compensation
Rules, Compensation Rules

CPS Mode Definition RUN_RWA_0012 Workforce Analytics, Run the CPS Model

report Workforce Reports, Definition Crystal report
Compensation Strategy (WACO0012).

Reports, Compensation
Model, CPS Model

Definition

Review Data Elements WA_ELEM_INQ Workforce Analytics, Review the results of the
Compensation Strategy, data elementsincluded in a
Analyze and Approve, scenario.

Review Data Elements,
Review Data Elements

Base Pay Rule WA_CP_BP_INQ Workforce Analytics, Review the compensation
Compensation Strategy, rules setup for base pay
Analyze and Approve, rules.
Review Rules, Base Pay
Rule

Variable Pay Rule WA_CP_VC_INQ Workforce Analytics, Review the compensation
Compensation Strategy, rules setup for variable pay
Analyze and Approve, rules.

Review Rules, Variable Pay
Rule

Compensation Scenario
Summary

WA_CP_ACE_BUD_TOT

Workforce Analytics,
Compensation Strategy,
Analyze and Approve,
Analyze and Alter Scenario,
Compensation Scenario
Summary

Review asummary of the
employer expenses versus
employee valuesfor a
compensation planning
scenario.

Budget Plan

WA_CP_ACE_BUD_ALT

Workforce Analytics,
Compensation Strategy,
Analyze and Approve,
Analyze and Alter Scenario,
Budget Plan

Review and alter the
compensation allocationsin
the scenario across the
budget plan dimension.

Compensation Rule

WA_CP_ACE_RULE ALT

Workforce Analytics,
Compensation Strategy,
Analyze and Approve,
Analyze and Alter Scenario,
Compensation Rule

Review and alter the
compensation allocationsin
the scenario across the
budget plan and
compensation rule
dimensions.
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Group and Plan WA_CP_ACE_BDGR_ALT Workforce Analytics, Review and alter the
Compensation Strategy, compensation allocationsin
Analyze and Approve, the scenario across the

Analyze and Alter Scenario,
Group and Plan

eigibility group and budget
plan dimensions.

Group and Rule

WA_CP_ACE_RUGR_ALT

Workforce Analytics,
Compensation Strategy,
Analyze and Approve,
Analyze and Alter Scenario,
Group and Rule

Review and alter the
compensation allocationsin
the scenario across the
eigibility group and
compensation rule
dimensions.

Department and Plan

WA_CP_ACE_BDDP ALT

Workforce Analytics,
Compensation Strategy,
Analyze and Approve,
Analyze and Alter Scenario,
Department and Plan

Review and alter the
compensation allocationsin
the scenario across the
department and budget plan
dimensions.

Department and Rule

WA_CP_ACE_RUDP ALT

Workforce Analytics,
Compensation Strategy,
Analyze and Approve,
Analyze and Alter Scenario,
Department and Rule

Review and alter the
compensation allocationsin
the scenario across the
department and
compensation rule
dimensions.

Employee and Plan

WA_CP_ACE_BDEM_ALT

Workforce Analytics,
Compensation Strategy,
Analyze and Approve,
Analyze and Alter Scenario,
Employee and Plan

Review and alter the
compensation allocationsin
the scenario across the
employee and budget plan
dimensions.

Employee and Rule

WA_CP_ACE_RUEM_ALT

Workforce Analytics,
Compensation Strategy,
Analyze and Approve,
Analyze and Alter Scenario,
Employee and Rule

Review and alter the
compensation allocationsin
the scenario across the
employee and compensation
rule dimensions.

Common Elements Used in the Compensation Scenario Analysis Pages

The following fields are common to each page in the Compensation Scenario Analysis component.

Recalculate and Save

Refresh Chart

Chart Type

Click to recalculate any allocation values you have modified and save those
changes to the database.

Click to refresh the chart and its values when you have modified the results
in the grid by dragging and dropping e ements

Select the type of chart you would like displayed for your analysis.

Y ou can select Bar or Pie.
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Return to Search Click link to return to the search page without unloading the current model

from the analytic server.
This speeds |loading of the page next time you accessiit.

Unload and Return to Search Click link to unload the model from the analytic server and return to the

search screen.

This action helps to free up memory, in consideration of the limited
resources of the analytic server. All your saved entries will show in the grid
the next time you load the model. The model will also time out and unload
after approximately one hour of inactivity.

EmplID All employee IDs in the Compensation Scenario Analysis component

display avalue that is comprised of the employee ID concatenated with the
employee record number. Hence, if employee A had an employee ID equal
to 100 and an employee record number equal to 1, the employee ID
displays 1001 for employee A in the component.

Running Crystal Reports to Review your Scenario

Use the following Crystal reports to review the data setup for your Compensation Strategy system:

Data Elements Crystal report (WACQ016) for reviewing your data el ements.

Goals Matrix Crystal report (WACO0015) for reviewing your goal matrixes.

Merit Matrix Crystal report (WACO0017) for reviewing your merit matrixes.

Payout Rules Crystal report (WAC0014) for reviewing your payout rules.
Compensation Rules Crystal report (WACO0013) for reviewing your compensation rules.

Compensation Model Crystal report (WAC0012) for reviewing your compensation models.

Note. Samples of these reports are provided with your documentation.

See Also

Appendix B, "Workforce Rewards Reports,”" page 185

Reviewing the Results of Data Elements Applied to a Scenario

Access the Review Data Elements page (Workforce Analytics, Compensation Strategy, Analyze and
Approve, Review Data Elements, Review Data Elements).

154
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Review Data Elements
*Business Unit: IWQ; *Scenario D WFR1
*Fiscal Year: IMOQ *Accounting Period: I‘I—Q,
Data Element ID: m(}q Department Annual Rate
Empl 1D WQ Schumacher,Simon Search
Customize | Find | B | ¥ Firzt & 1-100 of 2100 I Last
Empl 1D E::"d‘:l Data Element 1D Description "Eﬁi‘:;‘i
1300000 0 CUST_SATIS Customer Satisfaction 0.000000 |12
1300000 0 RCR Mumber of New Empl Recruit 0.000000
1300000 0 SALESGOALS Sales Goals 0.000000
1300000 0 SCN Mumber of Sales Contacts 0.000000
1300000 0 SFM Mumber of Sales Finalized 0.000000
1400000 0 CUST_SATIS Customer Satisfaction 0.000000
1400000 0 RCR Mumber of New Empl Recruit 0.000000
1400000 0 SALESGOALS Sales Goals 0.000000
1400000 0 SCN Mumber of Sales Contacts 0.000000
1400000 0 SFM Mumber of Sales Finalized 0.000000
1600000 0 CUST_SATIS Customer Satisfaction 0.000000
1G00000 0 RCR Mumber of New Empl Recruit 0.000000
1600000 0 SALESGOALS Sales Goals 0.000000
1600000 0 SCN Mumber of Sales Contacts 0.000000
1600000 0 3FM Mumber of Sales Finalized 0.000000 M

Review Data Elements page

Entering Search Criteria

Use the active fields at the top of the screen to indicate search criteria for the rows of datayou want to see
displayed in the grid on the bottom of the page.

Business Unit and Scenario ID Enter abusiness unit and a scenario |D from the prompt list values, which
arefromthe SP_BU_PF NONVW and SCENARIO_SRCH tables,
respectively.

Fiscal Year and Accounting Enter valuesfor fiscal year and accounting period as search criteria.
Period,

Data Element ID and Empl
ID

Enter data element ID and empl 1D values as further search criteria.

These values are optional and are taken from the WA_CP_ELEM_DFN and
PERSONAL_SRCH tables, respectively.
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Search Once you have entered your search criteria, click the Search button.

Data Elements After the search is performed the system retrieves the requested rows of
data and displays them in the Data Elements grid on the bottom of the page.

Reviewing the Data Elements Data

Based on your search criteria, the system displays arow of datafor each employee in the scenario whose
compensation calculations were based on a data element. Y ou use the display to view the results of the data
elements after the Compensation Planning and Simulation processis run. For example, if you want to view
the results of an employee's goals matrix score, do that here.

Note. If no datais available for the search criteriaentered , a note appears in the grid informing you that no
datais available.

For each row of data displayed, the system provides the EmplID and:

Empl Rcd# (employment The Employment Record Number is used for employees with multiple jobs.
record number)

Data Element ID The Data Element 1D and description that was used in a compensation rule
for this employee in this scenario.

M easure Amount The value associated with the data element. For example, if the data
element you arelooking at is for a goals matrix score, the measure amount
isthe actual score.

Note. On inquiry pages such asthis one, row-level security can go down to the employee level. This means, if
your implementation has row-level security, and you don't have security to see an employee, you won't. The
employees you see in the grid, on this page, can vary depending upon your level of security access.

Reviewing Base Pay Rules Setup

156

Access the Base Pay Rule (summary) page (Workforce Analytics, Compensation Strategy, Analyze and
Approve, Review Rules, Base Pay Rule).

Base Pay Rule

SetiD: SHARE RuleD:  MERIT
Effective Date: 01/01/1990 Status: Active
Description: Merit Fay Increase
Rule Type: Merit Matrix Increase
Merit Matrix Code: WMerit Matrix

Base Pay Rule page
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This page summarizes the base pay rules you defined in the Base Pay Rules and Other Pay Rules pages. This
page displays the setup for the selected compensation rule from the WA_CP_RULE_DFN table, and different
fields display depending upon the compensation rule selected.

Reviewing Variable Pay Rules Setup

Accessthe Variable Pay Rule (summary) page (Workforce Analytics, Compensation Strategy, Analyze and
Approve, Review Rules, Variable Pay Rule).

Variable Pay Rule

Setll: SHARE Rule 1D: BONUSSPCT

Effective Date: 01/01/19890 Status: Active

Description: Empl Bonus 5% of Base Pay Plan Type: Farmula Plan

Compensation Code: Bonus Variable Compensation \C Plan ID: ANN_BONUS  Eamnings Code: B04

Payout Rule 1D SuBASE_AMM 5 Percent of Base Annual
Amount Type: Employee Val and Employer Exp
Compensation Type:  Currency Amount

Payout Type: Fercent of Base Pay Annualize?

% of Base Pay: 5.00000

Variable Pay Rule page

This page summarizes the base pay rules you defined in the Variable Pay Rules and Other Pay Rules pages.
This page displays the setup for the selected compensation rule from the WA _CP_RULE_DFN table, and
different fields display depending upon the compensation rule selected.

Reviewing the Compensation Scenario Summary

Access the Compensation Scenario Summary page (Workforce Analytics, Compensation Strategy, Analyze
and Approve, Analyze and Alter Scenario, Compensation Scenario Summary).

Copyright © 1988, 2012, Oracle and/or its affiliates. All Rights Reserved. 157




Managing Compensation Planning Chapter 5

158

Ol e e e kB [ Budget Plan || Compensation Rule || Group and Plan || Group and Rule || Department and Plan

Business Unit: CORP1 Scenario: WFR2 Workforce Rewards-Anniv Incr
Analytic Model ID: WFR2 Currency: UsD Status: Fending Approval
Preferences | Wiew All |
@ Budget Plan: H Q Compenzation Rule: Q Compenszation Code: |AII Compenzation Codes |V|
Q Compenzation Type: |AII Compensation Types |v| Q Eligibility Group: Q Department:
& Employee: @ Job Code: @ Geography:
O Gender: [All Genders [v) ' Ethnic Group:

547440315
§70,125.88| §70125.88( $363.35 570,125.88| 57012588 $363.35
£81,386.88| 581,286.88| $363.32 581,386.88| 581,386.88) 5363.33

0 547440315 ]
0 0
] ]
595 640.91) 59564091 $369.27 0] 595,64091| 59564091 B5369.27 0] §0.00 0.00
] ]
] ]

$1520.52

5474 403155474 403.15/51,520.52

Freta g 5110, 186.91)5110,186.91| 537225 5110,186.91|5110,186.91) 5372.25
EWRIC (5117, ,062.57(5117, 062.57| $375.20 §117,062.57|5117,062.57| $375.20

1 | .

Compensation Scenario Summary page 1 of 2

- Refresh Chart *Chart Type: | Bar Chart

Employes Value vs. Employer Expense
- Emplovee Value

120,000 . -r :
|— |:| Emplover Expense

102,000 = - —————[ . -

B:]:]:J:] ...................

5:|:|3:| ...................

40000 ——— N ————— - ———— - —————

2:|:|3:| ...................

a

4

Alered Amoumnt

= o = &
= = =] =
= = 2 &
ey ry [ T
Pariod
Return to Search Linload and Return to Search

Compensation Scenario Summary page 2 of 2

The Compensation Scenario Summary page displays period level data about the scenario compensation costs.
The compensation costs are categorized as either an Employer Expense or an Employee Value. For each
accounting Period, the system displays the monetary amounts for the Average Value, total altered Employee
Value, and total Altered Employer Expense.
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The page also includes all the dimensions and attributes available for analysis as well as variance columns to
reflect the results of your changesin the other pages. These variance columns are: Expense Variance, Vaue
Variance, Stock Units Variance. The variances indicate the difference between the original scenario budgeted
amounts and your alterations.

Note. Y ou cannot make alterations in this page.

Reviewing the Budget Plan

Access the Budget Plan page (Workforce Analytics, Compensation Strategy, Analyze and Approve, Analyze
and Alter Scenario, Budget Plan).

" Compensation Scenario Summary  (REIREELEEN [ Compensation Rule | Group and Plan | Group and Rule M)

Business Unit: CORPA Scenaric: WFR2 Workforce Rewards-Anniv Incr

Analytic Model ID: WFR2 Currency: uzD Status: Pending Approval

Fecalculate and Save

1-2 of 2

Preferences | View All | Frirst Kl
g item here to slice.

# Total | ¥ Total
Altered
Expensze

51,520

All Plans 5474,403.15(31,520.52 5474,403.15/5474,403.15(5474,403.15
5474.403.15/3152052] 0 5474,403.15(3474,403.15(3474,403.15(81,520

i | (2]

Refresh Chart *ChartType:  |Bar Chart v

Budget Plan page 1 of 2
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Employee Value vs. Employer Expense
. Employee Value
=00.000 |:| Employer Expense
400,000
E
3 300,000
o
B 200000
-
100,000
a
a
«.
-
a
[
Budgeti Plan
Recalculate and Save Return to Search Unload and Return to Search

Budget Plan page 2 of 2

The Budget Plan page displays budget plan rule level data about the scenario compensation costs. The
compensation costs are categorized as either an Employer Expense or an Employee Value. For each budget
plan the system also displays the monetary amounts for the Average Value,Current Altered Amount,Altered
Employee Value, Total Altered Employer Expense, and Average Altered Value.

Y ou can use this page to ater the amounts using the Alter Method and Amount cells, when available.

Reviewing the Compensation Rule

Access the Compensation Rule page (Workforce Analytics, Compensation Strategy, Analyze and Approve,
Analyze and Alter Scenario, Compensation Rule).
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" Compensation Scenario Summary || Budget Plan | s =nes il =0 | Group and Plan || Group and Rule | [®)

Business Unit: CORPA Scenario: WFR2 Waorkforce Rewards-Anniv Incr

Analytic Model 1D: WFR2 Currency: LsD Status: Fending Approval

| Recalculate and Save |

N

Alter by Compensation Rule I Preferences | WView All | L 1-20f2
Drag item here to slice.

Total  |¥ Total
Altered Altered
Value

|$4?4.403.15‘554?4.403.15‘$4?4.403.1E|$1.520.

‘$4?4.403.15|$4?4.403.15|$1.52EI.52|

‘$4?4,403.‘15|$4?4,403.15|$1,520.52| U‘ ‘ |$4-?4-,403.15‘$4?4,403.15‘$4?4,403.15|$1,520.

1 |

 Refresh Chart *Chart Type: | Bar Chart

Compensation Rule page 1 of 2

Employee VWalue vs. Employer Expense
. Employvee Value
UL |:| Employer Expense
400,200
E -
E 300,200
=,
T
& 209000
<,
102,200
a
a
=
<,
o
Budget Plan
| Recalculate and Save | Return to Search Unload and Return to Search

Compensation Rule page 2 of 2

The Compensation Rule page displays budget plan rule level data about the scenario compensation costs. The
compensation costs are categorized as either an Employer Expense or an Employee Value. For each budget
plan the system also displays the monetary amounts for the Average Vaue,Current Altered Amount,Altered
Employee Value Total Altered Employer Expense, and Average Altered Value.

Y ou can also alter the amounts on this page using the Alter Method and Amount cells, when available.
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Access the Group and Plan page (Workforce Analytics, Compensation Strategy, Analyze and Approve,

Analyze and Alter Scenario, Group and Plan).

Business Unit:

Analytic Model ID:

CORP1
WFR2

Scenario:

Currency:

 Recalculate and Save

Alter by Eligibility Group and Budget Plan 1°

2 @ oy Groups

WFR2
usD

Drag item here to zlice.

Status:

Preferences | View All |

[ Compensation Scenario Summary \|" BudgetPlan || Compensation Rule |eaacult 25000 Group and Rule | [#)

Workforce Rewards-Anniv Incr

Fending Appraval

¥ Total
Altered

L Employees Hired in January

® All Plans ‘334?4,403.15‘$4?4,403.15|$1,520_52‘

‘$4?4,403.15|$4?4,403_15‘$4?4,403.15|$1.520

®' Al Plans

L Employees Hired in February

®' Al Plans

L Employees Hired in March

L Employees Hired in April

@ Al Plans ‘ $42,752.DQ‘ $42,?52.[]9|$‘1,22‘1.77‘

@' Al Plans

L Employees Hired in May

2 Al Plans

5360,629 40[5350 629 40[51816.73 0| [s350,620 40[8350,620 40[8350,629 40[81 816
545,044 00| §45,044.00[51453.03 0| | 545.044.00] 545,044.00] 345,044 00[81 453
0 | 542.762.00] 542762.09] 542,762 0051221
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Group and Plan page 2 of 2

The Group and Plan page displays budget plan rule level data about the scenario compensation costs. The
compensation costs are categorized as either an Employer Expense or an Employee Value. For each budget
plan the system also displays the monetary amounts for the Average Vaue,Current Altered Amount,Altered
Employee Value, Total Altered Employer Expense, and Average Altered Value.

Y ou can aso ater the amounts on this page using the Alter Method and Amount cells, when available.

Reviewing the Workforce Group and Compensation Rule

Access the Group and Rule page (Workforce Analytics, Compensation Strategy, Analyze and Approve,
Analyze and Alter Scenario, Group and Rule).
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The Group and Rule page displays budget plan rule level data about the scenario compensation costs. The
compensation costs are categorized as either an Employer Expense or an Employee Value. For each budget
plan the system also displays the monetary amounts for the Average Value,Current Altered Amount,Altered
Employee Value, Total Altered Employer Expense, and Average Altered Value.

Y ou can also alter the amounts on this page using the Alter Method and Amount cells, when available.

Reviewing the Department and Budget Plan

Access the Department and Plan page (Workforce Analytics, Compensation Strategy, Analyze and Approve,
Analyze and Alter Scenario, Department and Plan).
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Department and Plan page

The Department and Plan page displays budget plan rule level data about the scenario compensation costs.
The compensation costs are categorized as either an Employer Expense or an Employee Value. For each
budget plan the system a so displays the monetary amounts for the Average Vaue,Current Altered Amount,
Altered Employee Value, Total Altered Employer Expense, and Average Altered Value.

This page enables you to view the department data by departmental roll-up totals or for one department only.
Y ou can aso ater the amounts on this page using the Alter Method and Amount cells, when available.
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Reviewing the Department and Compensation Rule

Access the Department and Rule page (Workforce Analytics, Compensation Strategy, Analyze and Approve,
Analyze and Alter Scenario, Department and Rule).
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Department and Rule page

The Department and Rule page displays budget plan rule level data about the scenario compensation costs.
The compensation costs are categorized as either an Employer Expense or an Employee Value. For each
budget plan the system also displays the monetary amounts for the Average Vaue,Current Altered Amount,
Altered Employee Value, Total Altered Employer Expense, and Average Altered Vaue.

Y ou can aso ater the amounts on this page using the Alter Method and Amount cells, when available.
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Reviewing the Employee and Budget Plan

Access the Employee and Plan page (Workforce Analytics, Compensation Strategy, Analyze and Approve,
Analyze and Alter Scenario, Employee and Plan).
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Employee and Plan page

The Employee and Plan page displays budget plan rule level data about the scenario compensation costs. The
compensation costs are categorized as either an Employer Expense or an Employee Value. For each budget
plan the system also displays the monetary amounts for the Average Vaue,Current Altered Amount,Altered
Employee Value Total Altered Employer Expense, and Average Altered Value.

This page enables you to view the department data by departmental roll-up totals or for one department only.
Y ou can also see simulated employees belonging to a selected department. To select an individual employee
you can drag the employee dimension to the slicer Y ou can also alter the amounts on this page using the Alter
Method and Amount cells, when available.
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Reviewing the Employee and Compensation Rule

Access the Employee and Rule page (Workforce Analytics, Compensation Strategy, Analyze and Approve,
Analyze and Alter Scenario, Employee and Rule).
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Employee and Rule page

The Employee and Rule page displays budget plan rule level data about the scenario compensation costs. The
compensation costs are categorized as either an Employer Expense or an Employee Value. For each budget
plan the system also displays the monetary amounts for the Average Vaue,Current Altered Amount,Altered
Employee Value, Total Altered Employer Expense, and Average Altered Value.

Y ou can aso ater the amounts on this page using the Alter Method and Amount cells, when available.
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Manually Loading the Analytic Model

When you run the Compensation Planning and Simulation (WA_CPS) process, it automatically calls the Load
Anaytic Model (WA_CP_BAM_LD) application engine to generate an analytic model instance with the
same |D asthe scenario ID. Therefore, you can use the Load Compensation Planning Analytic Model run
control page to manually load or reload the analytic model. Y ou can also useit to load the scenario results
into multiple analytic modelsto test (and save) different assumptions.

However you cannot load multiple scenarios into a single model—loading a scenario into a model overwrites
any preexisting scenario. Also rel oading the same scenario into the same analytic model will reset any
adjustments made to this scenario. Y ou should create multiple analytic models for different users or different
Sets of assumptions.

Note. Thereis no need to load multiple models for analysis only, the default model should be sufficient.
Due to the limited resource of ACE, you should try to reuse the same model 1D whenever possible.

Both approved and pending scenarios can be reloaded. If the scenario/model was already approved, the status
isreset to awaiting approval.

See Chapter 5, "M anaging Compensation Planning,” Generating the Compensation Planning Scenario, page
145.

Page Used to Manually Load the Analytic Model

Page Name Definition Name Navigation Usage

L oad Compensation RUN_WA_CP_BAM_LOAD Workforce Analytics, Manually load the results of

Planning Analytic Model Compensation Strategy, a compensation scenario
Setup Compensation into an analytic model.

Scenario, Load Analytic
Model, Load Compensation
Planning Analytic Model

Running the Load Analytic Model Process
Access the Load Compensation Planning Analytic Model (run control) page (Workforce Analytics,

Compensation Strategy, Setup Compensation Scenario, Load Analytic Model, Load Compensation Planning
Analytic Model).
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Load Compensation Planning Analytic Model

o _ . ] L Run
User ID: VP Clear All Suites Feport Manager Process Monitor
Run Control ID: ACE
Program Name: WA_CP_BAM_LD Process Frequency: | Once ¥
*Description: CPs01
*Business Unit: CORP1 Oa Corporation 1
*Scenario 1D WFRZ Oa Workforce Rewards-Anniv Incr

=Analytic Model ID:  [VWFR2

* Required Field

Load Compensation Planning Analytic Model page

Business Unit Select a business unit from the prompt list values.
Scenario ID Select a Scenario 1D from the prompt list values.
AnalyticModel ID Enter anew or existing ace model ID.

Approving a Compensation Planning Scenario and Passing the Data
to the Planning and Budgeting Application

Once you have analyzed your scenario output and made a decision that the scenario has the desired resullts,
your next step is to approve the results. A compensation planning scenario can be approved using the
Compensation Scenario Approva (WA_CPS _APPRV) application engine process, accessed viathe
Compensation Scenario Approval page. Due to the large number of rows of data that need to be moved to the
target tables, it is more efficient to use an application engine batch process.

Note. When you run the Compensation Scenario Approval application engine process, the system updates the
scenario status to Approved. Y ou can reapprove an approved scenario (destructive load for the selected
business unit/scenario), but the system warns you that the scenario was already approved for the specified
business unit.

Bringing Altered Scenario Data Back from ACE

When you have worked with an ACE model and run the scenario approval process, the system loads the CPS
final output table WA_CALC_TGT, with the new information from the ACE Model.

Loading Compensation Planning Scenario Data Into Planning and Budgeting Tables

The WA _CPS_APPRV application engine process also enables you to load your compensation planning
forecast scenario datainto Position Budgeting tables in the Planning and Budgeting application. Some of the
compensation planning information loaded into the position budgeting tables include:
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»  Employeeinformation: such as existing and simulated employee I Ds, employee status, business unit,
position, job code, department, and location.

« Sadary information: such as annual salary and annualized earning amounts.
» Benefitsinformation: such as benefits plan type and annualized employer expense.

The compensation planning scenario data that is provided to Position Budgeting originates from the following
Workforce tables:

« WA_JOB_S00

+ WA_CALC_F00

« WA_CALC_TGT

+ WA_CP RULE TBL

« POSITION_DATA

The aforementioned Workforce tables |oad the following Position Budgeting tables:
«  BP_JOB_FO00: loaded by the WA_JOB_S00,

«  BP_COMP_F00: loaded by the WA_CALC_F00, WA_CALC_TGT, WA_JOB_S00,
WA_CP_RULE_TBL tables.

Note. BP_POSITION_DOO is loaded from POSITION_DATA

Once you have specified Workforce tables as a data source in the Position Budgeting feature, simply run this
application engine process and the compensation planning scenario datais transferred to the applicable tables.

See PeopleSoft Planning and Budgeting 9.1 PeopleBook, "Integrating with Other Applications.”

The additional compensation planning data provides the Position Budgeting feature with more granular
compensation, employee, and salary information, and more flexibility when planning resource changes, such
as headcount and salary.

Warning! When loading compensation planning scenario data into Position Budgeting, do not approve
analytic modelsif they do not include current pay; this may skew the salary amounts.

Page Used to Run the Compensation Scenario Approval Process

Page Name Definition Name Navigation Usage

Compensation Scenario RUN_WA_CPS_APPROVE Workforce Analytics, Run the Compensation

Approval Compensation Strategy, Scenario Approval
Analyze and Approve, (WA_CPS_APPRV)
Approve Scenario, application engine process.
Compensation Scenario
Approval
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Running the Compensation Scenario Approval Process

Access the Compensation Scenario Approval page (Workforce Analytics, Compensation Strategy, Analyze
and Approve, Approve Scenario, Compensation Scenario Approval).

Compensation Scenario Approval

User ID: VP Clear All Suites Report Manager Process Monitor

Run Control ID: SCEMAPP

1
Program Name:  WA_CPS_AFPFRYV Process Frequency: | “Nce il
*Description: Approve Comp Scenario
. . ) -
*Business Unit: CORP1 Oa Corporation 1
*Scenario ID: WFR ] Workforce Rewards-Annual Incr

Analytic Model ID: |#CE2

Last Run On:

Compensation Scenario Approval page

Specify the parameters for running the Compensation Scenario Approval (WA_CPS APPRYV) Application
Engine process.

Business Unit and Scenario ID Approval for CPS scenarios is done by Business Unit and Scenario ID, and
the prompt list values are from the WA_CP_APPROV_TBL table. you can
only run the scenario approva process from this page. Y ou cannot run the
scenario approval process from the Run Jobstreams page.

Note. In addition to PeopleTools page security, you can strictly limit access
to scenarios for approval using scenario-level security. This means, if a user
doesn't have security access for a given scenario, they cannot approve it. If
you grant a user access to a scenario approva page and a scenario, they
have access to all scenario data within that scenario approval page, to
enable them to view all the datathey are approving. Therefore, for those
operators you have granted such security, you may also want to grant them
department and employee-level security for all departments and employees
within their scenarios. This enables them to review all the employees on
other pages with department or employee-level security, such asthe
analysis pages.

Analytic Moddl ID Select from the list which displays all the analytic models with altered
scenario data for this scenario. Leave blank if you didn't use ACE to alter a
scenario, or if you wish to approve the original non altered scenario results.
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Workforce Rewards Data Mart

This chapter provides an overview of the Workforce Rewards Data Mart and discusses the:
« DataMart data model.

» SourceETL jobs.

« DataMart dimensions.

« DataMart facts.

Understanding the Workforce Rewards Data Mart

Workforce Rewards Data Mart is a packaged set of processes, tables, and pages that provide decision-support
analysis of the output of the Workforce Rewards analytic application. Workforce Rewards Data Mart consists
of the following delivered elements:

« Dimension and fact tables

» Application Engine processes

« Inquiry pages

Y ou can use the Data Mart with the delivered inquiry pages or with analysis templates.

Using the Data Mart with Inquiry Pages
To use the delivered Data Mart with the delivered inquiry pages:

1. Run the scenario-generating processes in Workforce Rewards (Market-Based Pricing, Retention
Assignment, and Workforce Simulation). The Data Mart building processes are called from each of these,
and the system builds the dimension and fact tables automatically.

2. Accesstherelated inquiry pagesto evaluate the results of the scenarios. These pages retrieve and display
data from the underlying Data Mart to help facilitate your analysis.

Using the Delivered Data Mart with Analysis Templates

We do not deliver an embedded reporting tool. Y ou have the option of licensing areporting tool separately
for use with the Workforce Rewards Data Mart. Additionally, we do not deliver any preformatted, sample
analysis templates for use with the Workforce Rewards Data Mart. Y ou have the option of creating your own
analysis templates. The analysis templates you create will depend on the separately licensed reporting tool
you select. Refer to the documentation for your selected reporting tool.
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Data Mart Data Model

The Workforce Rewards Data Mart is based on alogical and physical data model. We designed the model to
present scenario results from Workforce Rewards in the best manner to support decision analysis. The model
features a hierarchical structure for many of the delivered dimensions, and supports multidimensional
analyses such as OLAP and ROLAP.

Data Mart Source ETL Jobs

For Workforce Rewards Data Mart, the required ETL (extract, transform and load) jobs are premapped from
your HRM S tables. Y ou use these to import data into the Operational Warehouse source tables (OWS). From
the OWS tables you use ETL to load the data into the operational warehouse enriched (OWE) tables (FOOs,
DQ0s, and R00s). Some of the Data Mart dimensions use the imported information from these data warehouse
tables. Y ou also use your Workforce Rewards system to enrich and transform this imported data into new
data, such as scenario results. This new datais also stored in data warehouse tables, and some of the Data
Mart dimensions use this new information.

Warning! Any changes you make to the delivered data warehouse tables may affect Application Engine
processes, PeopleCode processing, and pages throughout your system. Y ou must evaluate and execute these
types of changes very carefully.

ETL jobs are delivered with your Workforce Rewards system in an IBM WebSphere DataStage Project. We
designed these jobs with, and they are intended for use with, IBM WebSphere DataStage. IBM WebSphere
DataStage isthe ETL tool delivered with EPM. If you choose to use an ETL tool other than IBM WebSphere
DataStage, use the delivered ETL jobs as templates and modify them as needed.

See Also

Y our IBM WebSphere DataStage documentation.

Data Mart Dimensions

The Workforce Rewards Data Mart contains the following dimensions:
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Dimension Name

Comment

Dimension Table Name

Application Engine
Name

Age

List of all age groups as
defined by user. This
dimension enables
analysis of your
workforce by grouping
calculated ages by
durations.

WFR_AGE_DIM

WFI_AGE_DIM

Business Unit

Logical units created
within your organization
for reporting purposes.

Y ou can have one or
many business units.
They do not have any
predetermined restrictions
or requirements. This
flexible structure enables
you to define a higher
level of reporting for your
employees and group
them according to
functional or
administrative tasks or for
your business purposes.

Y ou can define business
units that reflect the
specific functional needs
of your internal human
resources departments, or
reflect the actual business
structure of your
enterprise.

WFR_BU_DIM

WFI_BU_DIM

Compensation

Provides logical
groupings of
compensation types such
as base pay, short term
variable compensation,
deferred long term
compensation, and so on.
The hierarchy isthe
Compensation tree.

WFR_COMP_DIM

WFI_COMP_DIM

Compensation Plan Rule

Provides information
about compensation plan
rules. Thereisno
hierarchy.

WFR_CMPPLRU_DIM

WFR_CPRU_DIM
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Dimension Name

Comment

Dimension Table Name

Application Engine
Name

Cost Rule

Provides information
about retention cost rules.
Thereisno hierarchy.

WFR_COSTRU_DIM

WFR_CORU_DIM

Currency Code

Provides away to classify
financial amounts, for
example USD, FFR, and
so on.

WFR_CURCODE_DIM

Decision

Provides information
about retention decision
rules. Thereis no
hierarchy.

WFR_DECISON_DIM

WFR_DECI_DIM

Department Service

List of department service
groups as defined by user.
This dimension enables
analysis of your
workforce by groupings
of the calculated service
duration your employees
have been with the
department. Thereisno
hierarchy.

WFR_DEPTSVC_DIM

WFI_DESE_DIM

Education Level

Enables you to analyze
your workforce by
highest education levels
such as Bachelor level
degree, Master level
degree, and so on. There
isno hierarchy.

WFR_EDULVL_DIM

WFI_EDLV_DIM

Geography

Represents the
hierarchical relationship
of geographic areas and
locations for reporting
purposes. The hierarchy
is the Geography tree.

WFR_GEO_DIM

WFI_GEO_DIM

Group

Provides information
about workforce groups.
Thereisno hierarchy.

WFR_GROUP_DIM

WFR_GRUP_DIM
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Dimension Name

Comment

Dimension Table Name

Application Engine
Name

Job

Job dimension represents
how unique an employee
iswith their job. Thereis
no hierarchy for the Job
dimension.

WFR_JOB_DIM
WFR_JOBATTR_DIM

WFI_JOB_DIM

Job Code

Represents the
categorization of jobs into
types; such as executive,
technical, administrative
services, and so on. The
hierarchy isthe Job Code
Tree.

WFR_JCD_DIM
WFR_JCDATTR_DIM

WFI_JOCD_DIM

Job Service

List of service duration
groupsin ajob code as
defined by the user. This
dimension is used to
enable grouping of
workforce by amount of
timein the job. Job
Service duration group
can be defined in days,
months or years.

WFR_JOBSVC_DIM

WFI_JOSE_DIM

Last Pay Change

Represents predefined
brackets of calculated
timein service since the
last pay change, for
Comparison purposes.
Thereisno hierarchy.

WFR_PAYCHG_DIM

WFI_PACH_DIM

Last Promotion

Represents predefined
brackets of calculated
time in service since the
last promotion, for
comparison purposes.
Thereisno hierarchy.

WFR_PROMO_DIM

WFI_PROM_DIM

Measure Fit

Provides information
about measures. Thereis
no hierarchy.

WFA_MEAFIT_DIM

WFR_MEFT_DIM

Metric

Provides information
about metrics. Thereis no
hierarchy.

WFR_METRIC_DIM

WFR_METR_DIM
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Dimension Name Comment Dimension Table Name Application Engine
Name
Organization Represents the WFR_ORG_DIM WFI_ORG_DIM
relationship of WFR_MGR_DIM
departments from an
organizational reporting
perspective. The
hierarchy isthe
Organization Tree.
Personal I dentifies the attributes of WFR_PERSON_DIM WFI_PER DIM
aperson. Thereisno WFR_PERSNAT DIM
hierarchy for the Personal
dimension.
Previous Job Code Represents the WFR_PRJCD DIM WFI_PRJC DIM

employee's previous Job
Code. The hierarchy is
the Job Code Tree.

WFR_PRICDAT_DIM

Previous Organization

Represents the
employee's previous
Organization. The
hierarchy isthe
Organization Tree.

WFR_PRORG_DIM
WFR_PRMGR_DIM

WFI_PROR_DIM

Previous Salary Grade Represents the WFR_PRSLGRD_DIM WFI_PRSG_DIM
employee's previous
Salary Grade. Thereisno
hierarchy.

Retain Action Provides information WFR_RETACT _DIM WFR_RTAC DIM

about retain actions.
Thereisno hierarchy.

Retention Rule

Provides information
about retention rules.
Thereisno hierarchy.

WFR_RETENRU_DIM

WFR_RERU_DIM

Review Rating

Represents the
employee's performance
rating from their
salary/performance
review. Thereisno
hierarchy.

WFR_REVRTG_DIM

WFI_RERA_DIM
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Dimension Name

Comment

Dimension Table Name

Application Engine
Name

Risk Rule

Provides information
about retention risk rules.
Thereisahierarchy from
Risk Rule to Retention
Factor to Retention
Factor Type.

WFR_RSKRU_DIM

WFR_RIRU_DIM

Salary Grade

Represents the
employee's salary grade.
Thereisno hierarchy.

WFR_SALGRD_DIM

WFI_SAGR_DIM

Salary Grade Duration

Represents predefined
brackets of calculated
timein servicein the
present salary grade, for
comparison purposes.
Thereisno hierarchy.

WFR_SLGDDUR_DIM

WFI_SAGD_DIM

Service

Represents predefined
brackets of calculated
timein service for
comparison purposes.
Thereisno hierarchy for
Service Group.

WFR_SERVICE_DIM

WFI_SERV_DIM

Scenario

Provides information
about scenarios. Thereis
no hierarchy.

WFR_SENARIO_DIM

WFR_SCEN_DIM

Target Rate

Provides information
about compensation
target rates. Thereisno
hierarchy.

WFR_TGTRATE_DIM

WFR_TARA_DIM

Time (Period)

Includes the accounting
periods for which datais
reported. The hierarchy is
Y ear, Quarter, Month,
Week and Day.

WFR_YEAR DIM
WFR_QTR_DIM
WFR_MONTH_DIM
WFR_DAY_DIM

WFI_TIME_DIM

Track Decision

Provides information
about retention track
decisions. Thereisno
hierarchy.

WFR_TRCRSN_DIM

WFR_TCRN_DIM
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Dimension Name

Comment

Dimension Table Name

Application Engine
Name

Value Rule

Provides information
about retention value
rules. Thereis no
hierarchy.

WFR_VALRU_DIM

WFR_VARU_DIM

Each dimension, and its corresponding table, is built by an Application Engine (AE) library called by the
various Workforce Rewards scenario-building Application Engine processes (Market-Based Pricing,
Retention Assignment, Workforce Simulation, and Compensation Planning and Simulation).

Data Mart Facts

182

The Workforce Rewards Data Mart contains six fact output tables.

Data Mart Fact Name Description Input Tables Output Tables
WA_MC_SCEN_FACT The Market WA_MKT_SCEN_TBL, WA _MC_SCEN_FACT,
Compensation fact table WA_MKT_RATE_TBL , WA_MC _EMPL_FACT
is generated by an JOB_FQ0,
Application Engine WA_COMP_HST_F00,
program JOBCODE_DQ0,

(WA_MC_SCEN), that is
called by the Market-
Based Pricing
Application Engine
process (WA_MBP), or
run by itself. The purpose
of WA_MC_SCEN isto
populate the
WA_MC_SCEN_FACT
tablein the Data Mart for
use in decision reporting.

LOCATION_DOO,
SAL_GRADE_D00
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Data Mart Fact Name Description Input Tables Output Tables
WA_EMPL_FACT The Employee fact table WA _JOB_S00, WA_EMPL_FACT
is generated by an JOBCODE_D00,

Application Engine
Library
(WA_EMPL_FACT),
that can be called by any
program, but cannot be
run by itself. The purpose
of WA_EMPL_FACT is
to populate the
WA_EMPL_FACT table
inthe Data Mart. Each
timethisengineis called,
it adds employee details
tothe WA_EMPL_FACT
table, for any employees
that the calling engine
has. This optional table
can then be used later in
the reporting process to
provide all the employee
dimensions and attributes.

LOCATION_DOO,
SAL_GRADE_DO0D,
PERSONAL_DO0D,
JOB_INTRDY _F00,
EMPL_REVW_FO00

WA_RM_FACT

The Retention fact table
is generated by an
Application Engine
program
(WA_RM_FACT) that is
called by the Retention
Assignment Application
Engine process
(WA_RM_ASSIGN).
The purpose of
WA_RM_FACT isto
populate the two tablesin
the Data Mart for usein
decision reporting.

Uses TEMP tables of the
following:
WA_RM_SUM_FQ0,
WA_RM_DET_C_F00,
WA_RM_DET_R_FO00,
WA_RM_DET_V_F00,
WA_RM_TRACK_FQ0,
WA_RM_RETN_F00,
WA_RM_RDCE_F00,
WA_JOB_S00,
LOCATION_DOO

WA_RM_ASMT_FACT,
WA_RM_DECN_FACT

Each fact, and its corresponding table, is built by an Application Engine (AE) library that is called by the
various Workforce Rewards scenario-building Application Engine processes (Market-Based Pricing,

Retention Assignment).
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Workforce Rewards Reports

This appendix provides alisting of Crystal reports in Workforce Rewards.

Note. For samples of these reports, see the Portable Document Format (PDF) files that are published with

your online documentation.

Report Descriptions

This table lists the Workforce Rewards reports by report ID.

Weighting Rules

weighting rules for the
models used in a market
compensation scenario.

Workforce Reports, Market
Compensation Reports,
Weighting Rules

Report ID and Report Description Navigation Run Control Page
Name
WACO0001 Review the job code Workforce Analytics, RUN_RWA_0001

WA C0007 Review the approved pay Workforce Analytics, RUN_RWA_0007
structures, or salary plans, | Workforce Reports, Base
Approved Pay Structure in your system, along with | Pay Structure Reports,
data about their associated | Approved Pay Structure
grades and steps.
WACO008 Review the salary rate data | Workforce Analytics, RUN_RWA_0008
for the grades within Workforce Reports, Base
Proposed Pay Structure proposed pay structures. Pay Structure Reports,
Proposed Pay Structure
WACO009 Review proposed pay Workforce Analytics, RUN_RWA_0009
. structures along with salary | Workforce Reports, Base
Grade/ Step Definition rate data for their grades Pay Structure Reports,
and steps. Grade/Step Definition

WACO010
Job Class Definition

Review salary plan data for
the Job Codes within Job
Classes.

Workforce Analytics,
Workforce Reports, Base
Pay Structure Reports, Job
Class Definition

RUN_RWA_0010
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Compensation Model

Compensation Strategy
Reports, Compensation
Model

Report ID and Report Description Navigation Run Control Page
Name
WACO011 Review grade assignments | Workforce Analytics, RUN_RWA_0011
. and other proposed pay Workforce Reports, Base
Grade Assignment structure data for Job Codes | Pay Structure Reports,
within a Pay Structureand | Grade Assignment
Job Class.
WAC0012 Review the compensation | Workforce Analytics, RUN_RWA_0012
models you've created. Workforce Reports,

WACO0013

Compensation Rules

Review the compensation
rules you have created.

Workforce Analytics,
Workforce Reports,
Compensation Strategy
Reports, Compensation
Rules

RUN_RWA_0013

Data Elements

Compensation Strategy
Reports, Data Elements

WAC0014 Review the payout rules Workforce Analytics, RUN_RWA_0014
Pavout Rules you have created. Workforce Reports,
Y Compensation Strategy
Reports, Payout Rules
WACO0015 Review the goals matrixes | Workforce Analytics, RUN_RWA_0015
. you've created. Workforce Reports,
Goals Matrix Compensation Strategy
Reports, Goals Matrix
WACO016 Review the dataelements | Workforce Analytics, RUN_RWA 0016
you have created. Workforce Reports,

Rules

Workforce Simulation

rulesfor agiven setlD and
model ID.

Compensation Strategy
Reports, Workforce
Simulation Rules

WACO0017 Review the merit matrixes | Workforce Analytics, RUN_RWA_0017
. : you have created. Workforce Reports,
Merit Matrix Compensation Strategy
Reports, Merit Matrix
WAC0018 Review workforce groups | Workforce Analytics, RUN_RWA_0018
Workforce Grou you have defined. Workforce Reports,
P Workforce Group Report
WACO0019 Review all of the attributes | Workforce Analytics, RUN_RWA 0019
of the workforce ssimulation | Workforce Reports,

186
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Report ID and Report Description Navigation Run Control Page
Name
WAC0028 Evaluate the validity of a Workforce Analytics, RUN_RWA_0028
Scenario Fit to Structure market rate scenario, by Workforce Reports, Market
comparing the calculated Compensation Reports,
market rates from the Scenario/Fit to Structure
scenario to the current base
pay structure for your
organi zation.
WACO0029 Review the retention risk Workforce Analytics, RUN_RWA 0029
. rules you've defined. Workforce Reports,
Risk Rule Retention Strategy Reports,
Risk Rule
WACO0030 Review the retention risk Workforce Analytics, RUN_RWA_0030
Risk Eactor factors you've defined. Workforce Reports,
: Retention Strategy Reports,
Risk Factor
WACOO31 Review the value rules Workforce Analytics, RUN_RWA 0031
Value Rule you've defined. Workforce Reports,
Retention Strategy Reports,
VaueRule
WAC0032 Review the cost rules Workforce Analytics, RUN_RWA_0032
you've defined. Workforce Reports,
Cost Rule Retention Strategy Reports,
Cost Rule
WACO0033 Review the decisionrules | Workforce Analytics, RUN_RWA 0033
Decision Rule you've defined. Workforce Reports,
Retention Strategy Reports,
Decision Rule
WAC0034 Review the retention Workforce Analytics, RUN_RWA _0034
. models you've defined. Workforce Reports,
Retention Mool Retention Strategy Reports,
Retention Model
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Approved Pay Structure report (WAC0007) 65

B

Base Pay Compensation Rule page 137
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