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Preface

Understanding the PeopleSoft Online Help and PeopleBooks

The PeopleSoft Online Help is a website that enables you to view all help content for PeopleSoft
applications and PeopleTools. The help provides standard navigation and full-text searching, as well as
context-sensitive online help for PeopleSoft users.

Hosted PeopleSoft Online Help

You can access the hosted PeopleSoft Online Help on the Oracle Help Center. The hosted PeopleSoft
Online Help is updated on a regular schedule, ensuring that you have access to the most current
documentation. This reduces the need to view separate documentation posts for application maintenance
on My Oracle Support. The hosted PeopleSoft Online Help is available in English only.

To configure the context-sensitive help for your PeopleSoft applications to use the Oracle Help Center,
see Configuring Context-Sensitive Help Using the Hosted Online Help Website.

Locally Installed PeopleSoft Online Help

If you’re setting up an on-premises PeopleSoft environment, and your organization has firewall
restrictions that prevent you from using the hosted PeopleSoft Online Help, you can install the online help
locally. Installable PeopleSoft Online Help is made available with selected PeopleSoft Update Images and
with PeopleTools releases for on-premises installations, through the Oracle Software Delivery Cloud.

Your installation documentation includes a chapter with instructions for how to install the online help

for your business environment, and the documentation zip file may contain a README.txt file with
additional installation instructions. See PeopleSoft 9.2 Application Installation for your database platform,
“Installing PeopleSoft Online Help.”

To configure the context-sensitive help for your PeopleSoft applications to use a locally installed online
help website, see Configuring Context-Sensitive Help Using a Locally Installed Online Help Website.

Downloadable PeopleBook PDF Files

You can access downloadable PDF versions of the help content in the traditional PeopleBook format on
the Oracle Help Center. The content in the PeopleBook PDFs is the same as the content in the PeopleSoft
Online Help, but it has a different structure and it does not include the interactive navigation features that
are available in the online help.

Common Help Documentation

Common help documentation contains information that applies to multiple applications. The two main
types of common help are:

* Application Fundamentals

Copyright © 1988, 2026, Oracle and/or its affiliates. vii
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» Using PeopleSoft Applications

Most product families provide a set of application fundamentals help topics that discuss essential
information about the setup and design of your system. This information applies to many or all
applications in the PeopleSoft product family. Whether you are implementing a single application, some
combination of applications within the product family, or the entire product family, you should be familiar
with the contents of the appropriate application fundamentals help. They provide the starting points for
fundamental implementation tasks.

In addition, the PeopleTools: Applications User's Guide introduces you to the various elements of the
PeopleSoft Pure Internet Architecture. It also explains how to use the navigational hierarchy, components,
and pages to perform basic functions as you navigate through the system. While your application or
implementation may differ, the topics in this user’s guide provide general information about using
PeopleSoft applications.

Field and Control Definitions

PeopleSoft documentation includes definitions for most fields and controls that appear on application
pages. These definitions describe how to use a field or control, where populated values come from, the
effects of selecting certain values, and so on. If a field or control is not defined, then it either requires
no additional explanation or is documented in a common elements section earlier in the documentation.
For example, the Date field rarely requires additional explanation and may not be defined in the
documentation for some pages.

Typographical Conventions

viii

The following table describes the typographical conventions that are used in the online help.

Typographical Convention Description

Key+Key Indicates a key combination action. For example, a plus sign
(+) between keys means that you must hold down the first key
while you press the second key. For Alt+W, hold down the Alt
key while you press the W key.

... (ellipses) Indicate that the preceding item or series can be repeated any
number of times in PeopleCode syntax.

{ } (curly braces) Indicate a choice between two options in PeopleCode syntax.
Options are separated by a pipe ( | ).

[ ] (square brackets) Indicate optional items in PeopleCode syntax.

& (ampersand) When placed before a parameter in PeopleCode syntax,
an ampersand indicates that the parameter is an already
instantiated object.

Ampersands also precede all PeopleCode variables.

Copyright © 1988, 2026, Oracle and/or its affiliates.
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Typographical Convention Description

> This continuation character has been inserted at the end of a
line of code that has been wrapped at the page margin. The
code should be viewed or entered as a single, continuous line
of code without the continuation character.

ISO Country and Currency Codes

PeopleSoft Online Help topics use International Organization for Standardization (ISO) country and
currency codes to identify country-specific information and monetary amounts.

ISO country codes may appear as country identifiers, and ISO currency codes may appear as currency
identifiers in your PeopleSoft documentation. Reference to an ISO country code in your documentation
does not imply that your application includes every ISO country code. The following example is a
country-specific heading: "(FRA) Hiring an Employee."

The PeopleSoft Currency Code table (CURRENCY CD TBL) contains sample currency code data. The
Currency Code table is based on ISO Standard 4217, "Codes for the representation of currencies," and
also relies on ISO country codes in the Country table (COUNTRY TBL). The navigation to the pages
where you maintain currency code and country information depends on which PeopleSoft applications
you are using. To access the pages for maintaining the Currency Code and Country tables, consult the
online help for your applications for more information.

Region and Industry Identifiers

Information that applies only to a specific region or industry is preceded by a standard identifier in
parentheses. This identifier typically appears at the beginning of a section heading, but it may also appear
at the beginning of a note or other text.

Example of a region-specific heading: "(Latin America) Setting Up Depreciation"

Region Identifiers

Regions are identified by the region name. The following region identifiers may appear in the PeopleSoft
Online Help:

¢ Asia Pacific
*  Europe
¢ Latin America

¢ North America

Industry ldentifiers

Industries are identified by the industry name or by an abbreviation for that industry. The following
industry identifiers may appear in the PeopleSoft Online Help:

» USF (U.S. Federal)
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* E&G (Education and Government)

Translations and Embedded Help

PeopleSoft 9.2 software applications include translated embedded help. With the 9.2 release, PeopleSoft
aligns with the other Oracle applications by focusing our translation efforts on embedded help. We

are not planning to translate our traditional online help and PeopleBooks documentation. Instead we
offer very direct translated help at crucial spots within our application through our embedded help
widgets. Additionally, we have a one-to-one mapping of application and help translations, meaning that
the software and embedded help translation footprint is identical—something we were never able to
accomplish in the past.

Using and Managing the PeopleSoft Online Help

Select About This Help in the left navigation panel on any page in the PeopleSoft Online Help to see
information on the following topics:

»  Using the PeopleSoft Online Help.
» Managing hosted Online Help.

* Managing locally installed PeopleSoft Online Help.

PeopleSoft HCM Related Links

Oracle Help Center

PeopleSoft Online Help Home

PeopleSoft Information Portal

My Oracle Support

PeopleSoft Training from Oracle University

PeopleSoft Video Feature Overviews on YouTube

PeopleSoft Business Process Maps (Microsoft Visio format)

“HCM Abbreviations” (Application Fundamentals)

PeopleSoft Spotlight Series

Contact Us

Send your suggestions to psoft-infodev_us@oracle.com.

Please include the applications update image or PeopleTools release that you’re using.
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Follow Us

)
o
3

Link

[]

Watch PeopleSoft on YouTube

X

Follow @PeopleSoft Info on X.

Read PeopleSoft Blogs

1]
L

Connect with PeopleSoft on LinkedIn
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Chapter 1

Getting Started with Plan Careers and

Successions

Plan Careers and Successions Overview

Plan Careers and Successions are two separate, but integrated, business processes in HR. The Career
Planning business process enables you to create default career paths and to design individual career plans
for workers in an organization. The Succession Planning business process enables you to build graphical
succession trees by using PeopleSoft Tree Manager and to create successions plans that identify key
positions and target key candidates.

This diagram illustrates the Plan Careers and Plan Successions business processes in HR:

Plan Careers

Career Paths

s

Career Plans

Plan Successions

Succession Plans

Succession Trees

Note: The Plan Careers and the Plan Successions business processes can be implemented separately.

Plan Careers and Plan Successions Business Processes

Plan Careers and Successions provides these business processes:

* Manage career plans.

e Manage succession plans.

This documentation covers these business processes in the business process topics in PeopleSoft Human

Resources Plan Careers and Successions.

Plan Careers and Successions Integrations

Plan Careers and Successions integrates with these PeopleSoft applications:

*  HCM applications.

*  Other PeopleSoft applications.

Copyright © 1988, 2026, Oracle and/or its affiliates.



Getting Started with Plan Careers and Successions Chapter 1

e Third-party applications.

This documentation discusses integration considerations in the implementation topics in this PeopleSoft
Human Resources Plan Careers and Successions.

Supplemental information about third-party application integrations is located on the My Oracle Support
website.

Plan Careers and Successions Implementation

14

PeopleSoft Setup Manager enables you to generate a list 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
documentation.

Other Sources of Information

In the planning phase of your implementation, take advantage of all PeopleSoft sources of information,
including the installation documentation, table-loading sequences, data models, and business process
maps.

Refer to the PeopleSoft HCM 9.2 - Reorganization of Component Interface Permissions (Doc 1D
2342162.1) article on My Oracle Support for a list of system-delivered Cls and their usage, the mapping
of Cls and associated permission lists, and the mapping of CI permission lists and user roles.

See the product documentation for PeopleTools: Setup Manager.
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Chapter 2

Planning Careers

Understanding Plan Careers

This topic discusses:
* Plan careers

* (USF) Plan careers

Plan Careers

Retaining and motivating employees are important aspects of an organization's success. Use the Plan
Careers business process in HR to ensure the organization uses employee talents to their fullest. Career
planning enables you to assess and rank workers, record job preferences, create career paths, develop
long-term goals, assign mentors, identify competencies, devise training plans, and create development
plans.

To implement the Plan Careers business process:
1. Perform the prerequisite tasks.

2. Create the career paths.

3. Create the career plans.

Once everything is set up, review employee data and run the career reports on a regular basis to manage
organizational growth and to adjust career paths and career plans as requirements change over time.

Integrations
The Plan Careers business process integrates with:
* The Manage Profiles business process in HR.
See “Understanding Profile Management” (PeopleSoft Human Resources Manage Profiles).
e The ePerformance business process.
See “ePerformance Integrations” (PeopleSoft ePerformance)

* The Administer Training business process in HR.

See Setting Up Training Programs.
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Planning Careers Chapter 2

(USF) Plan Careers

16

The Plan Careers business process for U.S. Federal Government users enables you to set up career plans
and produce Individual Development Plans (IDPs) for employees' career development paths. You can
track IDP progress, job move costs, training, employee appraisals, mentoring, and self-implemented
career development activities. An employee or supervisor can request to work on a career plan at any
time.

Once you create a career plan, the system:

1. Routes the plan along the agency's path of review and approval.
2. Tracks costs and activities associated with the plan.

3. Generates the IDP output form.

Use career plans to complement performance reviews and training programs or to prepare employees to
become key managers. Career plans help you develop backup personnel for open positions.

Note: Using the Plan Careers business process is optional, and is intended to work with merit staffing
practices as established by law, regulation, or internal policy.

Career Plan Tracking

The Plan Careers business process includes a sequence of steps that enable you to track the request,
approval, and completion of career plans. For example, a path might include:

* Creating a career plan.

*  Submitting it as a request.

*  Giving reviews and approvals.

*  Completing an authorized career plan.
* Producing an IDP.

PeopleSoft workflow manages routing and tracking. You assign a status, and workflow tracks and routes
the career plan through the approval cycle. Reviewers change the status to either continue the review
process or disapprove the plan. The system then shows the career plan status on the Career Plan page.
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Career Plan Approval Process

This graphic presents an overview of the career plan approval process:

Planning Careers

]—suhmitledﬁ [—ap proved

v |

apprﬂvedﬂ

Under Approved by 2™ Approved by HR Completed
Development Level Manager
Employee and Supervisor's HR IDP
Supervisor Manager Devg:};;" ent Report

Disapproved by Manager or

HR for Corrections or Cancellations

The following definitions describe the process of submitting and reviewing career plans. You can use
these or adapt them to meet specific requirements.

Status

Career Plan Status Code

Definition

Under Development

Employee and supervisor create a career
plan, assign this status, and work on the
plan until submitting it to the second-

level supervisor or manager.

Submitted to Supervisor

Supervisor assigns this status to send
the career plan to the second-level

supervisor or manager.

Approved by Manager

Manager or second-level supervisor
assigns this status to send the plan to the

human resources department.

Disapproved by Manager

Manager or second-level supervisor
assigns this status to send career plan

back to originators for cancellation.

Approved by HR

Human resources official approves
request by assigning this status.

Disapproved by HR

Human resources official disapproves
request by assigning this status.
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Planning Careers Chapter 2

Prerequisites

Perform the following tasks before setting up the Plan Careers business process in HR:

1. Setup HCM basic data, such as department codes, business units and geographic locations.
2. Setup HR job data for employees.

3. (optional) Set up job and employee profiles.

4. (optional) Set up training programs for employees.

Related Links

“Setting Up Implementation Defaults” (Application Fundamentals)

“Defining Job Subfunction and Job Function Codes” (Application Fundamentals)
“Tracking Workforce Contracts” (PeopleSoft Human Resources Administer Workforce)

Setting Up HR Job Data

Employee job data must exist in the Workforce Administration tables before you work with the Plan
Careers pages. If you've implemented multiple business units and setIDs, the information that you use
and create is determined by how business unit and setID functionality is set up for your user ID. You must
define the job codes that you use in default career paths to populate identifying information from the Job
Code table into the Career Path table.

To enable you to easily view employee's prior work experience, the Succession Planning-Prior Work page
is accessible from the Plan Careers business process.

See “Human Resources Administer Workforce Overview” (PeopleSoft Human Resources Administer
Workforce).

See “Human Resources Administer Workforce Implementation” (PeopleSoft Human Resources
Administer Workforce).

Setting Up Profiles

18

Use the Manage Profiles business process to create profiles for your organization's jobs and employees.

A significant part of planning careers is identifying worker strengths and developmental areas and
establishing goals to help workers improve in their developmental areas. You can copy competencies from
employees' profiles to their career plans or from the career plan to their profiles.

Use the Manage Profiles business process to specify a person's current location, location preferences,
geographic preferences, international preferences, and travel

Profiles are discussed in PeopleSoft Manage Profiles.
See “Manage Profiles Overview” (PeopleSoft Human Resources Manage Profiles).

See Career Strength/Develop Areas Page.
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Chapter 2 Planning Careers

Setting Up Training Programs

Use the Administer Training business process to help workers develop the skills they need for their
current position, to acquire the knowledge they need for their next position, and to develop alternate
career paths. Training programs are discussed in PeopleSoft HR Administer Training.

See “Setting Up Courses” (PeopleSoft Human Resources Administer Training and Tuition
Reimbursement ).

You can link one or more training programs to a job code to establish default training programs for
employees who have this job code. Courses can also be defaulted into employee career plans, enabling
you to tailor training to the individual needs of each worker.

See Career Training Plan Page.

Creating Career Paths

To create career paths, use the Integration Installations (GEOG_PREF_TBL) and Career Path Table
(CAREER _PATH TBL) components.

This topic provides an overview of career paths and discusses how to define career paths for job codes.

Understanding Career Paths

Set up default career paths for key job codes or for all job codes. Default career paths enable you to
Create a hierarchy or network of jobs.

For example, you might want to coordinate career paths only for job codes above a certain management
level, to make sure that employees in them get the necessary work experience to prepare for higher-level
management positions.

Career Move Levels

Career move levels usually show a hierarchical job progression in a career path and build on the job code
in the previous career-move level.

Let's look at an example of a default career path for Job Code, PD007, Personnel Clerk. The first move
from the current job is to Personnel Assistant, which leads to Personnel Staffing Specialist as a second
level move from the current job. As a third level move, the job leads to Personnel Officer, and so on. You
can define up to nine career moves on a career path.

This table lists three career moves:

Career-Move Level Job Code Position
Current job PD007 Personnel Clerk GS-0203
1 First move from current job PDO10 Personnel Assistant
GS-0203-06
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Career-Move Level Job Code Position

2 Second move from current job | PD101 Personnel Staffing Specialist
GS-0212-09

3 Third move from current job | PD107 Personnel Officer GS-0201-13

Some job codes have more than one possible job move in a particular career-move level. For example,
Job Code PD007, Personnel Clerk, could have two job options as the first move from the current job: Job
Code PDO010, Personnel Assistant; and an additional option (not shown in the table) could be Job Code

PD009, Personnel Staffing Assistant.

This diagram illustrates that a job code can have more than one job move:

PD009
"1 Personal Staffing

PDOOT
FPersonal Clerk

PDO10
Parsonal Assistant

If you have more than one job option in a career-move level, use option numbers to sort the job codes in

the proper order.

Pages Used to Create Career Paths

Page Name Definition Name Usage

Geographic Preference Page GEOG_PREF_TBL Define geographic areas for job
relocation in career planning
components.

Career Path Table Page CAREER PATH TBL Define default career paths for job codes.

Career Path Table Page
Use the Career Path Table page (CAREER PATH TBL) to define default career paths for job codes.

Navigation:

Set Up HCM > Product Related > Workforce Development > Career Planning > Career Path
Table > Career Path Table
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Chapter 2 Planning Careers

This example illustrates the fields and controls on the Career Path Table page. You can find definitions for
the fields and controls later on this page.

Career Path Table
Busines=s Unit US004 Job Code 310015 ConsultantSenior

Description hianagement
Default Salary Details

Set D SHARE Sal Plan KUO1 Grade 003 Manager Lewel Non-hgr
Career Move Find | Wiew &1l First 4 1 0f2 Last
*Career Mowve| 1st Move | gt Move 1H[=]
Jab Details Salary Details
Jok Options for Career Move Find | Wiew All First 4 1 of3 Last
Frevious Move Option  Opt Hbr Business Unit Job Code Job Title Mar Lewel Job Function Set 10 Flan Grade
1 1 GRIBU |3 KuoTe |3 S

Default Salary Details

The setlD, salary plan, grade, and manager level that are associated with the selected job code appear in
the Default Salary Details group box. These fields are for information only.

Career Move

Field or Control Description

Select a career move level. 1st Move defines the first move
from the selected job code, and 9th Move is the last move.
You can include multiple job codes for any career move to
reflect moves at the same management level and moves up the

Career Move

management hierarchy.

Identifies the previous move option number for the current

Previous Move Option
movement, only when the previous movement has more than

one option.

Enter a number if there is more than one job code option for

Opt Nbr (option number)
the selected career-move level. Use the option number to sort
the job codes.

Job Code Select the job code for the career move level.

When you exit the Job Code field, the system completes the job details [Job Title, Mgr Level (manager
level), and Function fields] and salary details (SetID, Plan, and Grade fields). The system makes these

fields unavailable.

Creating Career Plans

To create career plans, use the Create Career Plan (CAREER_PLAN) component.
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Chapter 2

This topic provides an overview of career plans and discusses how to enter employee job, location, and
availability preferences and career plans related tasks.

Pages Used to Create Career Plans

Page Name

Definition Name

Usage

Career Plan Page

CAREER_PLANI1

Enter employee preferences for jobs
and geographic locations; indicate
availability to move into new positions.

Career Path Page

CAREER PLAN2

Define an employee's career path;
modify a default career path; configure a
job progression.

Current Career Position Descr (current
career position description) Page

CAREER_POSN_SEC

View a description of the position
selected on the Create Career Plan -
Career Path page.

Current Career Job Descr (current career
job description) Page

CAREER_JOBCD_SEC

View a description of the job code
selected on the Create Career Plan -
Career Path page.

(USF) Print Individual Development
Plan (IDP) Actions Page

GVT CAR_PIDP SEC

Submit the career plan for approval; print
the completed plan.

(USF) Federal Potential Future Positions
Page

GVT_CAR_PLN2_SEC

Add further information about the career
path specified on the Career Plan -
Career Path page.

Career Ranking and Potential Page

CAREER PLAN3

Show how employees compare to their
peers and indicate their potential.

Career Goals Page

CAREER_PLAN4

Enter short and long-term goals for
employees.

Career Mentoring Page

CAREER_PLANS

Assign career mentors.

Federal Coaching/Mentor Information
Page

GVT CAR_PLN5 SEC

Add further information about the career
goal specified on the employee's Career
Mentoring page.

Career Strength/Develop Areas Page

CAREER_PLANG6

Record and evaluate an employee's
career strengths and developmental
areas.
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Page Name Definition Name Usage
Career Training Plan Page CAREER PLAN7 Enter or update a training program for

the selected employee; use or modify
the default training program for the
employee job code.

Career Development Plan Page CAREER_PLANS Help employees improve in
developmental areas before their next
performance review or career planning
topic.

Update Development Plan Page HR_CP_DEVELOP Click to have the system compare

the employee's current person profile
against the job code or position profile
associated with the focus movement.

(USF) Federal Career Plan Information |GVT _CAR PLN8 SEC Add further information about the career
Page developmental goal specified on the
Career Development Plan page.

Understanding Career Plans

Use the Create Career Plan component to enter information about an employee's current position,
abilities, strengths, and career desires for the future. You can use this information to help plan employee
careers and maintain an available pool of candidates for key positions.

Create a new career plan whenever an employee changes jobs to ensure that the career plan is based on
current job information. Use the old career plans for reference to see how elements like training, goals,
and ratings change over time.

Recording Input From Multiple Sources

If you gather feedback on an employee from many people or groups and each evaluator has different
recommendations, don't create a new career plan every time someone contributes information. Instead,
identify the contributor by specifying an input evaluation type. After weighing the evaluations, assign a
composite rating for inclusion in an approved career plan.

Career Plan Page

Use the Career Plan page (CAREER PLANT1) to enter employee preferences for jobs and geographic
locations; indicate availability to move into new positions.

Navigation:

Workforce Development > Career Planning > Prepare Evaluation/Career Plan > Manage
Career Plan > Career Plan

Copyright © 1988, 2026, Oracle and/or its affiliates. 23



Planning Careers

24

Chapter 2

This example illustrates the fields and controls on the Career Plan page. You can find definitions for the

fields and controls later on this page.

Career Plan Career Path Career Ranking and Potential

Antonio Santos

Career Plan
‘Effective Date |03/232012 @

Date Available [H
Date of Replacement E{J
Impact of Loss | Low v

Mauobility Preferences

Employes Willing To
Willing to Travel
Cbstacle to Mobility
Obstacle
Desired Work Sites
First Chaoice

Business Unit

Location

Geographic Preferences

Willing to Relocate

Career Goals Career Mentoring Career StrengthiDevelop Areas Career Training Flan m

Person il KL0010

Fird | Wiew Al First ‘4 1 of1 2 Last
Career Plan Review Date B ﬂ j

Projected Retirement Date |02/092037 |3_'1’J
Time Remaining in Role v

Risk of Leaving | Medium v

Take International Assignment

Second Choice

Business Unit

Location

International Preferences

Preference 1 Country 1
Preference 2 Country 2
Preference 3 Country 3
Field or Control Description

Projected Retirement Date

This field automatically populates with the date on which
the employee turns 65. If that is not the employee's actual
retirement date, enter the correct date.

Date of Replacement

Enter the scheduled date of arrival for the person replacing the
current employee.

Time Remaining in Role and [time period]

Enter the amount of time remaining in the employee's current
position, and select the unit of measure, months or years.

Impact of Loss

Select the impact to the organization if this employee leaves
their current position. Values are: High, Medium, and Low.

Risk of Leaving Select the overall risk of this employee leaving his or her
current position. Values are: High, Medium, and Low.
Generate IDP This button appears for U.S. Federal users only.

Click to display the Print Individual Development Plan (IDP)
Actions page, where you submit the career plan for approval
and print the completed plan.

The fields in the Mobility Preferences region of the Career Plan page display the preferences indicated
on the Person Profile page for the specified Person ID.
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Career Path Page

Use the Career Path page (CAREER_PLAN?2) to define an employee's career path; modify a default
career path; configure a job progression.

Navigation:

Workforce Development > Career Planning > Prepare Evaluation/Career Plan > Manage
Career Plan > Career Path

This example illustrates the fields and controls on the Career Path page. You can find definitions for the
fields and controls later on this page.

Career Flan Career Path Career Ranking and Potential Career Goals Career Mentoring Career StrengthiCevelop Areas Career Training Plan D]
Antonio Santos Person i KUO010
Career Path (2 Find | Yiew Al First &' 10f1 2 Last
Effective Date 03/23/2012 Review Date Career Path
Business Unit JS006 GBI BU for US006 Job Code 170005 Assistant-Administrative
Department 10000 Human Resaurces Position 19000018  Administrative Assistant

Location LIS HQ

Salary Plan KUDT Salary Grade 004
Supervisor Level
Evaluation Type (2 Find | View All First &' 1 of 1 &) Last
‘Evaluation Type | ApprovediOficial v =
Puotential Future Moves Find | Wiew Al First 4 1 af 1'% Last
Previous Move Option 1 ‘Career Move | 15thove  |» =]
Option Number 1 Target Date [
Position @,
‘Readiness | Ready Mow (v Manager Level Mon-mManager
salary Plan KC02 Salary Grade [y
Business Unit [GBIBU @, Global Business Ingtitute BI
Department Q@
Job Code (820005 D, Specialist-Benefits Job Code Long Description

Update Development Plan
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Field or Control

Description

Career Path

Click to create a career path based on the default career path
for the employee's job code. If a career path is defined for that
job code, the system completes most of the information in the
Potential Future Positions scroll area. If the employee's path
differs from the default path, modify the fields as required.

Once you save the plan, the Career Path button is
unavailable. However, each time you create a new career plan
for an employee, the system makes the button available, and
you can use the default path for the new plan. See Setting Up
Default Career Paths for information about creating default
career paths.

Note: The system uses the date (career plan date) to determine
the employee's job code. If the employee has changed jobs
since the career plan date, the default career path is based

on the previous job code. To ensure that the career plan is
based on an employee's current job, create a new career plan
whenever an employee changes job, and set the effective date
to match the effective date on the Job Data page.

Evaluation Type

Within each career plan, there can be multiple evaluation types. Several people, such as the employee's
supervisor or mentor, might have ideas about the next job to which an employee should move. Because
their input affects the same time frame, create new evaluation type records, not a new career plan.

Field or Control

Description

Evaluation Type

Select an evaluation type to indicate who is evaluating

the information on the employee. This is populated with

Approved/Official if you clicked the Career Plan button.
To use the evaluation in plan successions, you must select

Approved/Official.

Potential Future Moves

Field or Control

Description

Previous Move Option

Enter the previous move option number for the current
movement, when the previous movement has more than one
option. This field is not visible for the first move of any career
path, or for any movement for which the previous move has

only one option.
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Field or Control

Description

Career Move

Select the career move to define.

1st Move is the first step in the career path. It defines the job
that the employee will move to from the current job and when
the employee will be ready for that job. You can define up to
nine moves. 9th Move is the final step in the employee's career

path. It defines the ninth job move from the current job.

Option Number

If you decide to include more than one job code in a career-
move level, insert an option number to sort the job codes in the
preferred order.

Position

If you're driving part or all of HR by position, select a position
number from the available options.

When you move out of this field, the system completes the
Business Unit, Department and Job Code fields. It also
displays the job title, salary plan, grade, manager level, and

function associated with this position.

If you use partial position management and decide not to use a

position in this career move, delete the position number.

Readiness

Select an estimate of the employee's readiness for such a move
from these options:

1-2 Yrs: (1-2 years) The employee will be ready for the move
within the next two years.

3—5 Yrs: (3—5 years) The employee will be ready for the move
in three to five years.

Emergency: The employee is overdue for a job move and
needs to move as soon as possible.

Ready Now: The employee is ready for the move now.

Retirement: The employee will not move to another position
after this; for example, those who are nearing retirement age.

The system uses this information in Plan Successions to
show blockages (succession candidates who are blocked from

advancement).

Federal Data

This link only appears if you are a U.S. Federal user.

Click to display the Federal Potential Positions page, where
you enter further information about the potential career move.
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Field or Control Description

Department If you know it, select a department for the job. This field is
optional. You create departments in the Department table. The
setlD determines the departments that you see.

Job Code Select the job code for the career move from the available
options. When you select a job code and move out of the field,
the system displays the associated job title, salary plan, grade,
manager level, and function. You use the Job Code table to

create job codes.

Update Development Plan Click to have the system compare the employee's current
person profile against the job code or position profile
associated with the focus movement. The system identifies
competency deltas and other profile topics for insertion on the
Career Development Plan page as follows:

»  Competencies and other rated items with a lower rate than
required by the job profile are inserted.

*  Required job profile items for which there is no rating in
the employee profile are inserted.

»  Person profile items that have multiple ratings where any
of those ratings are lower than required in the job profile
are inserted.

After the identified competencies and other items are inserted
into the career development plan, the system opens the Career
Development Plan page. This enables the user to update any
related information, such as the estimated completion date, and

SO Oon.

Update Development Plan Page

Use Update Development Plan page (HR_CP_DEVELOP ) to compare the employee's current person
profile against the job code or position profile associated with the focus movement.

Navigation:

Workforce Development > Career Planning > Prepare Evaluation/Career Plan > Manage
Career Plan

After selecting the career plan, select Update Development Plan button on the screen, the Update
Development Plan page appears.
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This screenshot represents the fields and controls of Update Development Plan page.

Planning Careers

Development Plan

Career Development Plan
Update Developmental Action Plan. You can look for and enroll into learning activities

Betty Locherty

Department Corporate Finance JobTitle  Director-Finance

Position Director-Finance

Developmental Action Plan (7

Add Developmental Action

Goto Search For Learning

Save

Developmental Areas Personalize | Find | £ | =
;jE::e‘m“eu Coppition G:Egal Eoryetidn Type *Developmental Area Description

06/30/2010 E] [ |Competencies v | jBo19 Q_  World Banking

120312010 E1 [ |Competencies v | Po1g Q. World Banking

12/09/2014 [ [ |Competencies v | p101 G Analytical thinking

Goal

First ‘4 1-30f3 ‘M Last

G\qbal Fl_nancmg Overview

Global Financing Overview

Print Individual Development Plan (IDP) Actions Page

Use the (USF) Print Individual Development Plan (IDP) Actions page (GVT_CAR_PIDP_SEC) to submit

the career plan for approval; print the completed plan.

Navigation:

Workforce Development > Career Planning > Prepare Evaluation/Career Plan > Manage

Career Plan > Career Plan

Click the Generate IDP link.

This example illustrates the fields and controls on the Print Individual Development Plan (IDP) Actions

page. You can find definitions for the fields and controls later on this page.

Frint Individual Development Plan (IDF) Actions
IDF Data
Reason Career Plan Initim‘etl| %
Oeun ently Participating
Developmental Program | b |
Create IDP Submit Approve Disapprove
8]:4 Cancel
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Field or Control Description

Reason Career Plan Initiated Select a reason for the career plan. Valid values are
Bargaining Unit Agreement, Career Ladder, Career Program,
Developmental Program, Employee Requested, Periodic
Review, and Supervisor Requested.

Currently Participating Select if the employee is participating in a developmental
program and select the program from the list of available
options.

Developmental Program Select a developmental program. Values are: Administrative

Intern Program, Career Enhancement Program, Career
Program, Computer Programmer Trainee, None, and WAO
Intern Program.

Create IDP Click to create a PDF version of the Individual Development
Plan for this person.

Federal Potential Future Positions Page

30

Use the (USF) Federal Potential Future Positions page (GVT _CAR _PLN2 SEC) to add further
information about the career path specified on the Career Plan - Career Path page.

Navigation:

Workforce Development > Career Planning > Prepare Evaluation/Career Plan > Manage
Career Plan > Career Path

Click the Federal Data link.
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This example illustrates the fields and controls on the Federal Potential Future Positions page. You can
find definitions for the fields and controls later on this page.

Federal Fotential Future Positions
Fotential Future Positions
Date Need Identified | 21
] Sel-Development
] Required
Reason @,
Status @,
Estimated Cost
Actual Cost
Ok Cancel
Field or Control Description
Date Need Identified Enter the date that the career move was agreed to.
Self-Development Select if this is part of the employee's self-development
activities.
Required Select if the move is required.

Career Ranking and Potential Page

Use the Career Ranking and Potential page (CAREER_PLAN3) to show how employees compare to their
peers and indicate their potential.

Navigation:

Workforce Development > Career Planning > Prepare Evaluation/Career Plan > Manage
Career Plan > Career Ranking and Potential
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This example illustrates the fields and controls on the Career Ranking and Potential page. You can find

definitions for the fields and controls later on this page.

Career Plan Career Path Career Ranking and Potential Career Goals Career hentoring Career StrengthiDevelop Areas | B
Antonioe Santos Person Il kU000
Career Ranking and Potential Find | View Al
Effective Date 0372372012 Review Date
Business Unit LS008 GAIBU for US006
Job Cede 170005 Assistant-Administrative
Department 10000 Human Resources
Supenisor Lvi
Forced Ranking Persanalize | Find | view il | 221 | B
‘Review Date Rank Out of Rank Type Comments
[5) v
Career Potential Personalize | Find | View ai | 2 | E
'Review Date 'Rating Reviewer Comments
[ -

First' &' 1 of1 &' Last

First 4 1 af1 %' Last

[+ =

First' &' 1 o071 & Last

[+ =

Enter rankings of different types to get a better cross-topic of employee skills and promotability.

Forced Ranking

Field or Control Description

has been ranked.

Out of Enter the total number of people against whom the employee

Career Potential

Field or Control Description

Promotable.

Rating Delivered ratings include Currently Well Placed, High
Potential Candidate, Lateral Transfer, Officer Potential, and

Career Goals Page

32

Use the Career Goals page (CAREER PLAN4) to enter short and long-term goals for employees.

Navigation:

Workforce Development > Career Planning > Prepare Evaluation/Career Plan > Manage

Career Plan > Career Goals
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Career Mentoring Page
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This example illustrates the fields and controls on the Career Goals page. You can find definitions for the
fields and controls later on this page.

Career Plan Career Path

Antonic Santos

Career Goals
Effective Date
L5006

170005
10000

Business Unit
Job Code
Department

Supervisor Lvl

Short-Term Career Goals

‘Estimated Comipletion Date

0302302012

Career Ranking and Fotential

Career Goals

PersonlD KUOO10

Review Date

GBI BU for IS 006

Assistant-Administrative

Human Resources

Personalize | Find | Wiew Al | (L | |

Actual Completion Date

Career Mentoring Career Strength/Develop Areas E)

Find | Wiews Al First ‘4" 1 af1 2 Last

First ‘&' 1 0f1 2/ Last

Goals (Hext 1 - 3 Vears)

ki Ei EINE
Lang-Term Career Goals Personalize | Find | view Al | E0 (B8 Fiest 0 1 011 ) Last
‘Estimated Comipletion Date Actual Completion Date Goals (Hext 3 - 5 Vears)
) il EINE
Field or Control Description

Import Short-Term Goals

This button is for U.S. Federal users only.

Click this button to import goals from the employee's most
recent appraisal.

Actual Completion Date

Enter the actual completion date when the employee achieves
the goal.

Goals (Next 1 - 3 Years)

Enter short-term goals in this field. If you are tracking
employee reviews in HR, use the short-term goals entered here
as the basis for short-term goals and objectives in employee
reviews.

Import Long-Term Goals

This button is for U.S. Federal users only.

Click this button to import goals from the employee's most
recent appraisal.

Goals (3 - 5 Years)

Enter long-term goals in this field. If you are tracking
employee reviews in HR, use the long-term goals entered here
as the basis for long-term goals and objectives in employee
reviews.

Use the Career Mentoring page (CAREER PLANY) to assign career mentors.

Navigation:
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Workforce Development > Career Planning > Prepare Evaluation/Career Plan > Manage

Career Plan > Career Mentoring

This example illustrates the fields and controls on the Career Mentoring page. You can find definitions for

the fields and controls later on this page.

Antonio Santos

Career Mentoring Details

Effective Date 03/2372012 Review Date
Business Unit S006 GBI BL for US006
Job Code 170005 Assistant-Adrministrative

[repartment 10000 Hurman Resources

Supervisor v

Career Mentar Details

Hame Mentor Title ‘Mentor Type

Career Plan Career Path Career Ranking and Paotential Career Goals Career Mentoring Career StrengthDevelop Areas | [

PerseniD KLI0O010

Find | Wigw All First 4 1 0f1 "2 Last

Personalize | Find | view an | 2 | E First ‘& 1 of 1 ‘&) Last

‘Estimatecl Completion
Date Date

H H [+ =]

Career Goal

An employee can have multiple mentors of different types working towards different career goals.

Field or Control

Description

Name Enter the name of the employee's mentor.

Mentor Type Select the type of mentor from the list.

Estimated Date Enter the expected date of completion for this mentoring
activity.

Completion Date When complete, enter the completion date.

Career Goal

Enter the career goal for the employee to achieve through this
mentor.

Federal Coaching/Mentor Information Page

34

Use the Federal Coaching/Mentor Information page (GVT_CAR_PLNS5 SEC) to add further information
about the career goal specified on the employee's Career Mentoring page.

Navigation:

Workforce Development > Career Planning > Prepare Evaluation/Career Plan > Manage

Career Plan > Career Mentoring

Click the Federal Data button.
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This example illustrates the fields and controls on the Federal Coaching/Mentor Information page. You
can find definitions for the fields and controls later on this page.

o0 = 1 = = T N B R U | 0 1153 1R == e 1= AN AR T =0 B Y A
Federal Career Flan Information

Federal Coaching/hentaring Inf
Date Need Identified | 5

Il Seli-Development

] Activity Required

Reason )

a

Status ]

@

Estimated Cost

Actual Cost

)4 Cancel
%
Field or Control Description
Date Need Identified Enter the date that the goal was agreed to.
Self-Development Select if this is part of the employee's self-development. This
indicates that the employee is paying the costs for this activity.
Activity Required Select if the activity is mandatory.

Career Strength/Develop Areas Page

Use the Career Strength/Develop Areas page (CAREER PLANG) to record and evaluate an employee's
career strengths and developmental areas.

Navigation:

Workforce Development > Career Planning > Prepare Evaluation/Career Plan > Manage
Career Plan > Career Strength/Develop Areas
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This example illustrates the fields and controls on the Career Strength/Develop Areas page. You can find
definitions for the fields and controls later on this page.

@l Career Goals Career Mentaring Career Strength/Develop Areas Career Training Flan Career Development Plan
Antonio Santos Person D KUJ0010
Career Strength/Developrment Areas Find | Yiew All First ' 1 af1 ‘' Last
Effective Date 03/23/2012 Review Date Laoad Campetencies Fram Profile [+ [=]
Business Unit US006 GBI BLU for LS006
Job Code 170005 Azsistant-Administrative
Departmernt 10000 Human Resources
Supervisor Lvi
Strengths Find | Yiew All First'& 4 of 1 ¥ Last
“Evaluation Type | v [+ [=]
‘Content Type
'Strength @,
Rming| V|
Comment
Developmental Areas Find | viewAl  First'd/ 1 0f1 (2 Last
‘Evaluation Ty|}e| v| [+ [=]
‘Content Type @,
‘Developmental Area OJ
Rming| v|
Comment
Strengths
Field or Control Description
Content Type Select a content type related with the Strengths/Developmental
Areas according with the content types available from Profile
Management. The available content types are limited by the
content types indicated on the Career Planning - Profile Set Up
page.
Strength Select the strength to evaluate from the list of competencies.
Competencies are defined in the content catalog that is part of
the Manage Profiles business process.
Rating Select the rating that best matches the employee's level of
proficiency for the selected competency.
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Field or Control

Description

Developmental Area

Select a competency that is a developmental area for the

employee.

Rating

Select the rating that best matches the employee's level of
proficiency for the selected competency.

Related Links

“Understanding the Content Catalog” (PeopleSoft Human Resources Manage Profiles)

Career Training Plan Page

Use the Career Training Plan page (CAREER PLAN7) to enter or update a training program for the
selected employee; use or modify the default training program for the employee job code.

Navigation:

Workforce Development > Career Planning > Prepare Evaluation/Career Plan > Manage
Career Plan > Career Training Plan

This example illustrates the fields and controls on the Career Training Plan page. You can find definitions

for the fields and controls later on this page.

El Career Goals Career Mentaring

Antonio Santos

Carzer Training Plan
Effective Date 0372372012
Business Unit US006
Job Code 170005
Department 10000
Supervisor Lvl
Training Program
Training Program
Training Flan
Sequence
Course
Course Title
Date Need ldentified
Estimated Date
School

Reason

Career Strenoth/Develon Areas

Review Date
GBI BU for LIS006
Assistant-Adrninistrative

Human Resources

0372372012 [

Career Training Plan

Career Development Plan

PersonlD KUOOTO

s

Find | Wiew Al
Find | Wiew All
Find | wiew All
O Required
‘Internal External hd
Completion Date [5]

School Name

First @ 4 of 1 @/ Last
[+ [=]

Training Plan

First' 4 1 ar1 2 Last
[+ [=]
First & 1 0f1 B Last

FE=
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Field or Control

Description

Training Plan

You create default training programs in the Training Program
table and tie them to job codes in the Job Code table. If a
training plan has been established for the job code displayed
on this page, when you click the Training Plan button,

the system populates the fields in the Training Plan scroll
area with the information from the training program. If the
employee's training plan differs from the default plan, modify
the fields as required.

After you save the plan, this button is unavailable. However,
each time you create a new career plan for an employee, this
button is available and you can choose to use the default for
the new plan.

Note: The system uses the effective date (career plan date)
to determine the employee's job code. If the employee has
changed jobs since the career plan date, the default training
plan is based on the previous job code. To ensure that the
training plan is based on an employee's current job, create a
new career plan whenever an employee changes job and set
the effective date to match the effective date on the Job Data

page.

Training Program

Field or Control

Description

Training Program

Displays the training program name, if the employee's training

plan is based on a predefined training program.

Training Plan

Field or Control

Description

Sequence

To set the course order, enter a sequence number. If this field
is left cleared, courses appear in ascending chronological order
by estimated completion date. To rearrange the courses on the
list, enter sequence numbers for the courses in the order that
they should appear. Save this information, close, and reopen
the page. The courses will appear in the new order.
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Field or Control

Description

Completion Date

If the training course has been scheduled in Administer
Training, the system will display the end date of the course in
this field when the status changes to Completed.

If you are tracking a training course that is not handled in
Administer Training, enter the actual completion date when

the employee completes the course or training.

Course

Select a course code from the list of available options. When
you exit this field, the system enters the course title, the
internal and external value, the school code, and the school
name for the course. The system makes the fields unavailable;
you can't change this information.

If you've entered a course code and decide that you don't want
to use it after all, delete the selection. When you exit this field,
the system makes the other fields available.

Course Title

If you selected a course code, the system supplies the course
title and makes this field unavailable. If the course is not in the
course table, enter the course title.

Required

Select this check box if the course is mandatory.

Internal/External

If you selected a course code, the system completes this field
and makes it unavailable. If you left the Course field cleared,
select one of these options:

Internal: If the course is held in-house.

External: If an external vendor administers the course.

Date Need Identified

The system automatically populates this field with the career
plan date, which you can change if necessary.

School

If the course is External, select a school code, which you
define in the school table. If the school isn't in the school table,
leave this field cleared and complete the school Name field.
When you select a course that is Internal, the system makes
the School field unavailable.

Name

If you selected a school code, the system enters the school
name and makes this field unavailable. If the school isn't in the
school table, enter the school name.
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Field or Control

Description

Search for Learning

If you have PeopleSoft Learning Management installed, click
this link to access the Request Training Enrollment page.

USF fields

The following elements are for U.S. Federal users only.

Field or Control

Description

Self-Development

If this is part of the employee's self-development activities,
select this check box. This indicates that the employee is
paying the costs for this activity.

Career Development Plan Page

40

Use the Career Development Plan page (CAREER PLANS) to help employees improve in developmental
areas before their next performance review or career planning topic.

Navigation:

Workforce Development > Career Planning > Prepare Evaluation/Career Plan > Manage

Career Plan > Career Development Plan

This example illustrates the fields and controls on the Career Development Plan page. You can find
definitions for the fields and controls later on this page.

@ | careerGoals Career Mentaring Career Strength/Develop Areas Career Training Plan || Career Development Plan

Antonio Santos Person|D KUO010

Development Plan

Effective Date 02/23/2012 Review Date

Business Unit US006

Job Code 170005
Department 10000

GBI BU for US00G

Assistant-Adminisirative

Human Resources
Supervisor Lvi

Developmental Action Plan (7

*Estimated Actual Completion
Completion Date Date

il £ £ aQ B3

‘Content Type Developmental Area Description

First ‘& 1 01 >/ Last
==

Find | view All

Personalize | Find | viewall | E0 /B First 0 1 011 2 Last
Goal Comments

= =

Field or Control

Description

Content Type

Select the content type related to the developmental area.
The available content types are limited by the content types
specified on the Career Planning - Profile Set Up page.

Developmental Area

Select a developmental area based on the selected content
type. You cannot select a value for the developmental area
until you select a content type.
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Federal Career Plan Information Page

Use the (USF) Federal Career Plan Information page (GVT_CAR_PLN8 SEC) to add further information
about the career developmental goal specified on the Career Development Plan page.

Navigation:

Workforce Development > Career Planning > Prepare Evaluation/Career Plan > Manage
Career Plan > Career Development Plan

Click the Federal button.

This example illustrates the fields and controls on the Federal Career Plan Information page. You can find
definitions for the fields and controls later on this page.

Federal Career Plan Infarmation ‘%
Date Need Identified | ]
[l Self-Development

[l Activity Required

Feason ]

a

Status ]

a

Estimated Cost

Actual Cost

Field or Control Description

Date Need Identified Enter the date that the goal was agreed to.

Self-Development If this is part of the employee's self-development activities,
select this check box. This indicates that the employee is
paying the costs for this activity.

(USF) Approving the Career Plan
Access the Career Plan, Career Path, Career Mentoring, and Career Training Plan pages.

Depending on how the approval process is set up, PeopleSoft workflow routes requested career plans to
the appropriate person for approval. The reviewer can approve or change the request and send it to other
reviewers and, ultimately, to a human resources person. To view the request, the reviewers open their
worklist and the career plan appears. The reviewer then brings it up as a correction to approve or reject
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it. All of the pages routed through workflow for approval contain a Status field to indicate approval or
disapproval.

To begin the approval process:
1. Access the worklist and open the appropriate page (Career Plan, Career Path, etc.).
2. View the plans that are ready for approval.
3. Review them, then change the status to indicate the review decision.
To open the worklist:
1. Select View, Navigator Display, Worklist.
2. Open the career plan ready for approval.
To approve a career plan request:
1. Access the page by accessing the worklist.
2. At the bottom of the page, click either Approve or Disapprove.
To approve a career path request:
1. Open the worklist.
The system prompts for an employee ID.
2. Open the page and change the status to Approved or Disapproved.
To approve a career mentoring request:
1. Open the worklist.
The system prompts you for an employee ID.
2. Open the page and change the status to Approved or Disapproved.
To approve a career training plan request:
1. Open the worklist.
The system prompts for an employee ID.

2. Open the page and change the activity status to such as Approved or Disapproved.

Reviewing Employee Career Data

42

To review career-related employee data, use the Employment (EMPLOYEE SUMMARY), Career
Assignments (CAREER_ SUMMARY), Immediate Family Summary (CAREER_ DEPEND SUMM),
Compensation Summary (COMP_SUMMARY), and Training (TRN_STUDNT CRS_SU1) components.

This topic provides an overview of employee career data and discusses how to:
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* View employee job paths.

* View summary information.

Understanding Employee Career Data

Planning Careers

When you prepare employees for career advancements, look at the candidates' personal and job histories
and review their career plans. All the information is on the Plan Careers menu. You can access prior work
experience, education, career assignments, and several summary pages. The information on the summary

pages is display-only.

Note: In the Plan Careers component, you can access career-related employee data only for employees

who have career plans.

Pages Used to Review Employee Career Data

Page Name

Definition Name

Usage

Reviewing Employee Career Data

EMPLOYEE SUMMARY1

View employee current job, employment,
and personal data.

Career Assignments Page

CAREER_SUMMARY

View employee job paths through an
organization.

Immediate Family Page

IMMEDIATE FAMILY

View employee dependent and
beneficiary information.

Compensation Page

COMP_SUMMARY

View summary compensation
information.

Training Page

TRN_STUDNT CRS_SUM

View summary training information.

Career Assignments Page

Use the Career Assignments page (CAREER_SUMMARY) to review employee job status and job

history.

Navigation:

* Organizational Development > Succession Planning > Review Career Summaries > Career

Assignments

* Organizational Development > Succession Planning USF > Review Career Summary Info >

Career Assignments
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This example illustrates the fields and controls on the Career Assignments page. You can find definitions

for the fields and controls later on this page.

Career Assignments

Company GBI GHI
Current Location LS HQ
Annual Rate $18512.006 UsD

Career Summary

Effective Date 07/01/1998
Business Unit 1US006
Department 10000 Human Resources
Job Code 170005 Assistant-Administrative

Supernvisor Level

Effective Date 0971271847
Business Unit LUS006
Department 10000 Hurman Resources
Job Code 170005 Assistant-Administrative

Supenvisor Level

Antonio Santos EMP D KUoo10

EmplRecord 0

First Hire Date 08/12/1937

Country

State

Position Number
Manager Level
Job Function Code

Grade

Position Number
Manager Level
Job Function Code

Grade

LsSA

M

18000018
Man-tgr
REL

no4

18000018
Mon-tgr
REL

on3

e Yirk

Find | View Al First' 4 1-20f2 '} Last

The Career Assignments page shows a history of previous jobs that an employee has held in the company.
It does not list every personnel action; it shows only job movements. Each position, job code, salary

grade, department or business unit change appears.

Reviewing Career Progression

This topic provides an overview of the career progression chart and describes how to view the career

progression chart.

Understanding the Career Progression Chart

44

The career progression chart page enables users to see a graphical representation of an employee's career
path and perform a profile comparison between the employee and any role selected in the career path. The
Career Progression Chart is available to employees and managers through their respective self service
menus, as well as HR administrators through the Workforce Development menu.

An employee, manager or administrator can perform the following actions:

» Search for career paths.

* View a graphical representation of career paths.

*  View role profile summaries for a position or job code.

* View a gap/fit analysis of an employee's competency for any job in his or her career path.

* View and compare competency list for a job code with that of any job in the same career path.

Complete the following prerequisites to perform the actions listed above:

* Define a career path on the Career Path page.
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A personal career path or an Approved/Official path enables an employee to see a graphical
representation of career paths.

* Define a person profile for the employee that includes a competency topic with ratings.

This enables employees and managers, through their respective self service options, to view profile
summaries.

e The job has a defined non-person profile that includes a competency topic with required ratings.

Page Used to View the Career Progression Chart

Page Name Definition Name Usage

Career Progression Chart Page HR_CP_ADM_CHART View career paths and non-person
profile summaries in order to perform a
competency gap/fit analysis.

Career Progression Chart Page

Use the Career Progression Chart page (HR_CP_ADM_CHART) to view career paths and non-person
profile summaries in order to perform a competency gap/fit analysis.

Navigation:

*  Workforce Development > Career Planning > Prepare Evaluation/Career Plan > Career
Progression Chart

* Manager Self Service > Career Planning > Career Progression Chart
* Self Service > Career Planning > Career Progression Chart

*  Click the Career Progression Chart link on various career planning pages.
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This example illustrates the fields and controls on the Career Progression Chart page. You can find
definitions for the fields and controls later on this page.

Career Progression Chart
Business Unit GBIBU
Job Code 110000

/@] | Accountant

Career Move: 0
Job Option Number: 1

G Retumn to Search

Global Business Insfitute BU

Accountant

Career Path - Approved/Oficial

Manager-Accounting Manager-Accounting S0

Gareer Move: 1 Gareer Move: 2 c
Job Option Number: 1 Job Option Number: 1 i

2] Nextin List

Profile Summary - Manager-Accounting

Business Unit GBIBU Global Business Institute BU
Job Code 600145 - Manager-Accounting
Required Competencies

Competency Details

Competency Required Competencies
Directiveness/Assertiveness 3-Good fn
Organize & present ideas well 3-Good E
Teamwork and cooperation 3-Good

Team leadership 3-Good il

View Career Path Table
Profils Comparisons

Select the Compare Role to Role button below to perform a profile comparison between Accountant
and the role Manager-Accounting

Compare Role to Role

Field or Control

Description

Career Path - Approved/Official

This region displays up to three career path evaluation types
defined on the Self-Service Career Planning page or the Career
Planning page:

»  The approved and official career path as defined on the
Career Planning page.

* A manager-agreed career path as defined on the Self-
Service Career Planning page for Manager and Employee
Self-Service.

* A personal career path as defined on the Self-Service
Career Planning page for Employee Self-Service.

Each job code in the chart is referred to as a node. Selecting
a node makes that node the current node, which affects the
content in the Profile Summary region.

Profile Summary

Displays a summary of data for a job code. The contents of
this region are associated with a focus node in the Career
Path region.
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Field or Control

Description

Compare Role to Role or Compare Myself to Role or
Compare Employe to Role

Click to initiate a Profile Manager-based competency gap/fit
comparison process, using the job code that is the Focus of
the chart, displayed in the Profile Summary region, as the
source for basing the comparison. The system displays the
comparison results in a Match Results window.

When accessing the Career Progression Chart page from the
Self-Service pages, the Compare Myself to Role button
initiates a comparison process. When accessing the Career
Progression Chart page from the Manager Self-Service pages,
the Compare Employe to Role button initiates a comparison
process. The Profile system initiates the Management Person
to Role Match process for the current employee and the job
associated with the focus node in the Career Path region.

When an HR administrator accesses the Career Progression
Chart page from the Prepare Evaluation/Career Plan pages,
the Compare Role to Role button initiates a side-by-side
competency comparison between the selected job code or
position and any job code selected in the career path. The
displayed competencies are taken from the non-person profile
for each job code.

Note: If the selected employee or the selected job code do
not have defined profiles, the system will not initiate the
comparison process.

Running Career Reports

This topic lists the pages used to run career reports and discusses how to create career details by

population reports.

Pages Used to Run Career Reports

Page Name

Definition Name

Usage

Career Details by Population Page

HR_SUCC_METRICSI

Create reports that display various career
planning employee metrics.

Available Career Plans Page

HR_SUCC_METRICS3

View the status of career plans for
employees.

Career Potential Page

HR_SUCC_METRICS3

Identify employees based on their
defined potential, when those employees
will retire, and how long they have been
in their current role.
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Page Name

Definition Name

Usage

Key Job Code - Incumbents Page

HR_SUCC _METRICS3

Identify key job codes and the career
plan of any incumbents for those job
codes.

Individual Career Training Page

RUNCTL_CARO002

Run the Career Plan Training Path
(CARTRAIN) report.

Individual Development Plan Page

RUN_FGHRO022

Run the Individual Development Plan
(FGHRO022) report.

Career Details by Population Page

48

Use the Career Details by Population page (HR_SUCC METRICSI1) to create reports that display various

career planning employee metrics.

You can create report pages that you can view online that display various career planning employee
metrics. Using the Career Details by Population page, you can view the following information:

* Employees with or without a defined career plan.

* The career potential for employees, including the amount of time in their current role and their

retirement date.

* Incumbents with or without career plans for key job codes.

Navigation:

Workforce Development > Career Planning > Reports > Employee Career Plan Matrix
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This example illustrates the fields and controls on the Career Details by Population page. You can find
definitions for the fields and controls later on this page.

Career Details by Population

Instructions

Generate repors for specific employee populations such as by key person' and 'by key job code
incumbents' hased on your selected criteria.

1. Select report parameters such as report name and date range.
2. Bpecify additional search criteria such as Business Unit and Company.

3. Review output and select further filtering options as needed.

Career Planning Report Parameters

‘Report Name | Available Career Plans w
‘Time Frame | Specify Dates w
From Date |017/01/2008 |[5]

To Date |02/30/2008 |[H]

Additional Selection Criteria

Business Unit |GBIBL @, Global Business Institute BU
Company @,
Department @&,
Location Code @,
Field or Control Description
Report Name Select the type of report to display. Values are: Available
Career Plans, Career Potential, and Key Job Codes -
Incumbents
Time Frame Specify the time span that the report includes. Values are: Full
History, Last 1 Month, Last 12 Months, Last 3 Months, Last
6 Months, Specify Dates. You must select Specify Dates in
the Time Frame field in order to display From Date and To
Datefields.

Available Career Plans Page

Use the Available Career Plans page (HR_SUCC_METRICS3) to view the status of career plans for
employees.

This enables the organization to define activities and strategies based on the career plan readiness for
employees.

Navigation:
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Select Available Career Plans on the Career Details by Population page and click the Run Report button

This example illustrates the fields and controls on the Available Career Plans page. You can find
definitions for the fields and controls later on this page.

Career Details by Population

Available Career Plans

Repaort Criteria

Filters

Search Results: All Peopls

This chart shows Available Career Plans for the period 07/01/2008 through 09/30:2008.

Use additional filters to further natrovw your selection of the grid results. Refresh the resulting data by selecting the Refresh button

'Persons ‘Career Readiness

Personalize | Find | viewall |G B First @ 1140114 @) Last

Refresh

Employee ID Hame Title Review Date Career Readiness  Career Plan
B-29B8-PB Mina Buckheirmer Hurnan Resources Manager 1-2vears Review/Edit s
Kowzo1 Sandra Pierce Anabyst-HRME 0973002008 Ernergency Review/Edit
KDWz204 Harace White Analyst-Budget [l 09¥27i2008 Retirement Review/Edit
KoW205 Ramon Skinny Analyst-Budget |l 09729i2008 1-2'ears Review/Edit
KowW206 Judah Rosen Analyst-Budget |l 10022008 Retirerment Review/Edit
Kowiz08 Barry Larsan Analyst-Financial Ready Mow Review/Edit
Kuoz00 Thatnas Herman Benefits Specialist Ernergency Review/Edit L
Kuo207 Freddy Mewsaom Clerk-File 1-2Years Review/Edit
Kuozo7 Freddy Mewsam Hurnan Resource Analyst 1-2Years Review/Edit
Kunzo7 Freddy MNewsarm Clerk-File 1-2'ears Review/Edit ¥
Field or Control Description

Review Date

Displays the last review date from the employee's current
career plan. If the person does not have a career plan, this field
is empty.

Career Readiness

Displays the readiness value indicated for the employee's
current career plan. If the person does not have a career plan,
this field is empty.

Note: The readiness value is from the first move, 1st option. It
is possible to have multiple options, but for these metrics, the
system uses the most probable move.

Career Plan

Click on a link in this column to view or create the career plan
for a specific EmplID.

The View option applies to people with existing career plans.

The Create option applies to people without existing career
plans.
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Planning Careers

Use the Career Potential page to identify employees based on their defined potential, when those

employees will retire, and how long they have been in their current role.

Use the Career Potential page to identify high potential employees, when those employees will retire,
and how long they have been in their current role. This information can help you to identify the career
potential within an employee group and define activities and strategies to retain high potential employees

or improve employee proficiency

Navigation:

Select Career Potential on the Career Details by Population page and click the Run Report button

This example illustrates the fields and controls on the Career Potential page (1 of 2). You can find

definitions for the fields and controls later on this page.

Career Details by Population

Career Potential

This chart shows the Career Potential of Employees for the full history.

Use additional filters to further narrow your selection ofthe grid results. Refresh the resulting data by selecting the Refresh button.

Report Criteria

Filters
‘Persons | All b ‘Career Potential | Any W
*Time Remaining in Role | Any v *Retirement | Any v
27.08%
fz.08% R
Ta18T%

8.333%
4167 %

Refresh

W a0l K=

This example illustrates the fields and controls on the Career Potential page (2 of 2). You can find

definitions for the fields and controls later on this page.

All People Fersonalize | Find | view All I@ I-'—-I
ﬁ;nplo_vee Name Title ;53::::“' Review Date ;i;ll:: Remaining in E::: ement
5-8986-PB gfnhdmfemia' 041032008 5 Months 09/02/2034
HUMO04  Irena Meski gfnhdmf;"a' 0412002010 04/20/2047
HXCPOO02  Srinath Bazkaran

HxZPOO0O4  Danesh Roy

HHPOS001 8 Manths 12/30/2008
KOMTX005 Assistant-Administrative

K201 Lateral Transfer DB03/2008 7 Months 09/03/2030
KOW202

KOw202

KOW203

First & 1-48 of 43 &/ Last

Career Plan

ReviewEdit

ReviewEdit

ReviewEdit

ReviewEdit

FeviewEdit

RevienEdit

FeviewEdit

ReviewEdit

ReviemEdit

ReviewEdit
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Field or Control

Description

Career Potential

Displays the career potential value from the person's current
career plan. If the person does not have a career plan, this field

is empty.

Time Remaining in Role

Displays the amount of time remaining in the employee's
current role, or job, from the Career Plan page.

Retirement Date

Displays the retirement date from the person's current career
plan. If the person does not have a career plan, this field is

empty.

Key Job Code - Incumbents in Available Career Plans

Use the Key Job Code - Incumbents page to identify key job codes and the career plan of any incumbents

for those job codes.

Use the Key Job Code - Incumbents page to identify key job codes for your organization and the career
plan of any incumbents for those job codes. This enables you to identify key job codes and then define
and prioritize activities and strategies to update or create career plans for the incumbent employees for the

job codes.

Navigation:

Select Key Job Code - Incumbents on the Career Details by Population page and click the Run Report

button
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This example illustrates the fields and controls on the Key Job Code - Incumbents page. You can find

definitions for the fields and controls later on this page.

Career Details by Population
Key Job Codes - Incumbents
This chart shows Job Codes and their Incumbents as of 11012012,
Use additional filters to further narrow your selection of the grid results. Refresh the resulting data by selecting the Refresh button.
Repaort Critaria
Filters
*Job Codes | Key b Refresh
10.71%
W71
89.28%
89.20%
Search Results: Key Job Codes Personalize | Find | Wiew 100 | | = First ‘&' 1-1000f 140 ' Last
Job Code Job Title Incumbent Hame Employee 1D Career Plan
110000 Accountant KLU0334 Create b’
110000 Accountant kL0333 Create
110000 Accountant kL0332 Create
110000 Accountant K03 Create
110000 Accountant kL0330 Create
110000 Accountant kL0325 Create
110000 Accountant Kn3z2e Create
110000 Accountant KLW350 Create
110000 Accountant KLY045 Create
110000 Accountant k044 Create %
Field or Control Description
Job Title Displays the job title from the Job Data table.
Incumbent Name Displays the name of the person in the corresponding job code.

(FRA) Rating Employees

Copyright

Within the French Public Sector, ratings are used as criteria for determining job eligibility.

Rating employees is discussed in PeopleSoft HR Manage French Public Sector.

Related Links

“Understanding Employee Ratings” (PeopleSoft Human Resources Manage French Public Sector )
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Managing Career Planning Self-Service

Understanding Career Planning Self Service

Self Service Pages Used to Manage Career Plans

54

This topic provides an overview of career planning self service transactions, and discusses how to define

employee self service profiles.

Using the Career Planning self service pages, employees can identify their current job profile, view

the requirements of profiles in various paths, and compare their current skills, competencies, and
qualifications with those in targeted profiles. Individuals can pull a profile into their development plan in
order to quickly implement the creation of goals and actions based on gaps. Users can also target specific
areas identified in the comparison and import those into their development plan. Individuals can gain
insight into opportunities. For a particular job profile, employees can identify open positions and apply,

nominate themselves, or send an email regarding the position.

If you have PeopleSoft Enterprise Learning Management installed, several of the Career Planning Self
Service pages use a Search for Learning link to enable you to access the Request Training Enrollment

page.

Page Name

Definition Name

Usage

My Profile Page

JPM_JP_PROFL2 EMP

Enables employees to view and update
their own profile data.

Career Path Page HR CP _PATH Define an employee's career path;
modify a default career path; configure a
job progression.

Career Goals Page HR _CP_GOALS Enter short and long-term goals for

employees.

Career Mentoring Page

HR_CP_MENTOR

Assign career mentors.

Career Strength/Developmental Areas
Page

HR_CP_DVLP_AREA

Record and evaluate an employee's
career strengths and developmental
areas.

Career Training Plan Page

HR_CP_TRAINING

Enter or update a training program for
the selected employee; use or modify
the default training program for the
employee job code.

Career Development Plan Page

HR_CP_DEVELOP

Help employees improve in
developmental areas before their next
performance review or career planning
topic.
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Page Name Definition Name Usage

My Internal Resume Page HR CP_RESUME Enables employees to select specific
items to be included in an internal
resume and create a personal resume for
internal use.

Career Progression Chart Page HR CP_PRO_CHART View career paths and non-person
profile summaries in order to perform a
competency gap/fit analysis.

Manage Career Plans Component HR_CP_MANAGER Enables managers to perform career
planning activities for their direct reports.

Career Path Page

Use the Career Path page (HR_CP_PATH) to define an employee's own career path; modify a default
career path; configure a job progression.

Navigation:
Self Service > Career Planning > Career Path

This example illustrates the fields and controls on the Career Path page. You can find definitions for the
fields and controls later on this page.

LCareer Flan Caresr Path Carear Ranking and Potential Carear Goals Career Mentoring Carear Strength/Develop Areas Carear Training FPlan |£:
_}J‘_|!1_q|!i?_'§_;|_|!19_3_ Person 100 KUDOMO
Carest Path Find | Wiew Al Fist 4 1 of 10 Last
Effective Date 03232012 Review Date Eeriaey PEiD
Business Unit US00& @61 Bl for USOO0G Job Code 170005 AssistantAdministrative
Department 10000 Human Resourees Fosition 12000012 Administrative Assistant
Location US HQ
Salary Flan KUDA Salary Grade 004
Supervizor Lewel
Evaluation Type Find | Wiew All First'$ 1 of 1 &/ Last
*Ewalustion Type | ApprovediOfficial w (k=]
Patertial Future Moves Find | Wiew All First &' 1 af 10 Last
=
Frevious Mowve Option 1 *Career Mowve | 15t Move W -
Option Mumber 1 Target Date i)
Fosition ry
*Readiness | Ready Now v Manager Level Mon-hManager
Salary Flan KCOZ Salary Grade
Business Urit [3BIBU A Global Business Institute BU
Department &,
Job Code 220005 A, SpecialistBenefits Job Code Long Description
Update Development Flan

You can view and update your career path by selecting the desired positions or roles. When one or more
roles are placed on your career path, you can see the required job skills, competencies, and experiences
for each position or role, and the gap between your current profile and the profile requirements for the
desired position.
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You can define multiple career paths, operational or personal, and identify the single path that the
organization uses in evaluating your potential and creating a performance and development plan based on

this path.

Field or Control

Description

Update Development Plan

Click to insert developmental areas into the your Career
Development Plan based on the selected movement rows. The
system inserts deltas for competencies and other profile topics
as follows:

*  Employee competencies and other rated items with a
lower rate than required by the job profile.

*  Required items on the job profile that are not in the
employee's profile.

* Items in the person profile that have more than one rating,
and any of the ratings for that item are lower than required
in the job profile. For example, ratings for language items
such as Understanding, Reading, and Speaking.

Once the identified competencies and other items are inserted
into the Career Development Plan, the system opens the
Career Development Plan page so that you can update related
information about the inserted items, such as the Estimated
Completion Date, and so on.

Populate Career Path

When only one row exists in the career path for your next
interested job, click the Populate Career Path button to select
the interested job row as a basis for inserting the position's
career path from the Career Path table into your career path.

Private Path

Select to prevent managers from viewing the personal career
path.

Details

Click an icon in this column to open the Career Move
Details page. The Career Move Details page provides more
information about the career move, specially for Military and
federal data users.

Use the My Internal Resume page (HR_CP_RESUME) to enable employees to select specific items to be
included in an internal resume and create a personal resume for internal use.

To consolidate all work-related information, you can generate a personalized resume. Use this internal
resume to apply for an open job or position within the organization.

Navigation:

Self Service > Career Planning > My Internal Resume
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This example illustrates the fields and controls on the My Internal Resume page (1 of 3). You can find
definitions for the fields and controls later on this page.

Iy Internal Resurne

and print yvour Internal Resume.
Betty Locherty

My Personal Informstion

Fhone Mumbers

Selact All Peronal Infa Dasalect All Ferzonal Infa
Wy Job Information

Internal Work Experience

Eegin Date End Date Job Title
[ otszaizana Director-Finance
[ oanvioes  ofzs@008 | DirecterFinance

Select All Job Info Deselact All Job Info

“ou can select information to be included in your Intern al Resume. Only rons with the chedebos
zelected will be included in the Internal Resume. Wau can update the job title, department, andfar
location deseriptions just foryour Internal Resume without changing actual job data, “ou can view

Phore Type Phone Number Extersion Preferred
[ Business 025 6040025
[ Home 5551239567
[ main SEEM 234567
Email Addreszes
Ernail Type Ernzil Mddress Prefarrad
D Buziness bettyi@azcompany.com
D Home HCMGENU=ser [@apf0zZ3fems. us.oracle. com
Addresses
Bddresz Type Status Bz O Courtry Address
I N A —n 633 Robinson St
1 Home Cument 0407979 USA Butfale, MY 74540
643 i 5
[ Mdailing Cument 0407379 USA B Eobinzanlst

Buffalo, WY 74990

Departrnent
Corporate Finance

Finance and Administration

Location
CORFORATION HEADQUAR

DELAARE OFERATIONS

This example illustrates the fields and controls on the My Internal Resume page (2 of 3). You can find
definitions for the fields and controls later on this page.

Wy Prafile Information

Makility Preferences

Eurrgnt Desired Locations
Loation

Education
Izzue Date Degres

|:| 0725088 hdaster of Buzineszz Admin

Geographic Preferences

Famanalize | Find | Wiew sl | 2]

Trawel

O O

School Description

Mew ot University

Training
Course Title ggtuerse End School Mame
[] Time Management 1042242010
|:| Organizational behawiour 05052002 Sargam Frof Schaaol

First ' *' 1 of 1'% Last

International Preferences

O

ftendance
Enralled

Completed
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This example illustrates the fields and controls on the My Internal Resume page (3 of 3). You can find
definitions for the fields and controls later on this page.

Competencies

Competency
[] #bstract thinking
I:‘ Takes initiative & follows up
|:| Resource Flanning
I:l Frowvides Direction
I:‘ Managerial Efficiency
|:| Develop & implemeant solutions
I:‘ Financial Analysis
I:‘ Financial Flanning

D Forecasting

Languages

Language

[ english

[ swedisn

Profeszional Memberships

Selact All Profile Info

Salact All Groups

Wiew Internal Resume

|zsue Date Mernbership

Mative Language

I:l 04014980 Alliance of Gov't Managers

Proficiency ‘fear Last Used
Hood
Weny Good
Weny Good
Zood
Weny Good
Good E
Weany Good
Good
Fair
Rezading Wiritimg Speaking
Proficiancy Proficiency Proficiency
High High High
Lo Maoderate High

Leselect All Profile Info

Creselect All Groups

Select the information to include on an internal resume by selecting the check boxes associated with the

desired data.

Note: To update data on this page, use the My Profile and Personal Information self service pages.

Field or Control

Description

View Internal Resume

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

Manage Career Plans Component

58

Use the Manage Career Plan component (HR_CP_MANAGER) to perform career planning activities for
their direct reports. The manager can view direct mobility preferences, Career Path, Update employees

potential rating, Short Term and Long-Term Goals, Strength, Development Area Details, Mentors details,
Training Plan and Developmental Action Plans

Navigation:
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Manager Self Service > Career Planning > Manage Career Plans > Manage Career Plans >

Manage Career Plans

This example illustrates the Manage Career Plans component.

Planning Careers

Manage Career Plans
Uze the following sections to manage an employes's career plan.

Rosanna Channing b

Departrmert Corparate Accounting Fosition
*Effective Date 01/29/2008| 5 Career Flan Rewview Date 02/27/2008) 5 Impact of Loss | High
Date Awailable 040152011 5 Projected Retirerent Date (07 21/2030) 5 Rizk of Leawving | High

hdabillity Career Path Ranking/Potential Goals tentoring Strengths/Drevelopment Training Flan
Update emplowee's forced ranking and potential rating.

Farced Ranking Details
*Reyiew Date Rank Out of  Rank Type Cormments

il ¥ i}
4 Add Forced Ranking

Potertial Rating Details

*Rewiew Date  *Rating Reviewer Commerts
02/27:200/5 | High Fotential Candidate W

4+ Add Potential Rating

Save

Career Progression Chart Request Training Enraliment Search for Learning

Feturn to Select Employees

Job Title Seniar ManagerAccaunting

w

w

Levelopment Plan

The integration of Career Planning and ePerformance provides managers easy access to employees’
performance data from career plans, as well as employees’ career planning data from performance
documents. From the Manage Career Plans page, a manager can click a link at the bottom of the page to

transfer to the current performance document of the employee. Similarly, a manager can click a link from

the Career Plan Summary section of a performance document to open the Manage Career Plans page and
update career plan data for an employee. For more information, refer “Understanding ePerformance and

Career and Succession Planning Integration” (PeopleSoft ePerformance)
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Planning Successions

Understanding Plan Successions

This topic discusses:
e Plan successions

* (USF) Plan successions

Plan Successions

To ensure an organization's continued success, you need to determine who will eventually replace
employees currently in key positions. The Plan Successions business process in HR enables you to
identify candidates for key positions, anticipate organizational bottlenecks, and develop multiple career
paths for individuals who are ready for promotion.

To implement the Plan Successions business process:
1. Perform the prerequisite tasks.

2. Create the succession plans.

3. (Optional) Build the succession trees.

Once the succession trees are in place, you can review career summaries, monitor the progress of key
employees, track changes to key positions, and make adjustments to successions plans as the requirements
of the organization change over time.

Integrations
The Plan Successions business process integrates with:
* The Manage Profiles business process in HR.
See “Manage Profiles Overview” (PeopleSoft Human Resources Manage Profiles)
e The Plan Careers business process in HR.

See Setting Up Career Plans.

» The Manage Positions business process in HR.

See Defining Key Positions, Identifying Potential Candidates.

* PeopleSoft Talent Acquisition Manager.

See Identifying Potential Candidates.
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(USF) Plan Successions

The Plan Successions business process for U.S. Federal Government users enables you to set up and
manage succession plans and succession trees for government workers.

The Succession Planning USF menu contains the same pages as the Succession Planning menu. The Key
Positions (POSITION DATA) component under the Succession Planning, Define Key Positions menu is
the same as the Identify Key Positions component (POSITION_DATA) under the Succession Planning
(USF) menu.

The Succession Planning USF components are discussed in (USF) Plan Successions as well as PeopleSoft
HR Manage Profiles and PeopleSoft HR Manage Positions.

Prerequisites

Perform these tasks before setting up the Plan Successions business process in HR:
1. Setup HCM core data.

2. Setup HR job data.

3. Define key positions.

4. Define key job codes.

5. Identify key employees.

6. (optional) Set up profiles.

7. (optional) Set up career plans.

8. Identify potential candidates.

Setting Up HCM Core Data

The HCM core data required for the Plan Successions business process is discussed in PeopleSoft HCM
Application Fundamentals.

See “Setting Up Implementation Defaults” (Application Fundamentals).

Setting Up Job Data

62

The HR job data required for the Plan Successions business process is discussed in PeopleSoft HR
Administer Workforce.

Note: Employee job data must exist in the Workforce Administration tables before you work with the
Plan Successions pages. If you've implemented multiple business units and SetIDs, the information that
you use and create will be determined by how business unit and setID functionality is set up for your user
ID.

See “Understanding Job Data” (PeopleSoft Human Resources Administer Workforce).
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Defining Key Positions

Use the Manage Positions business process to identify key positions in the organization and to create
position hierarchies (which are required for successions plans). Once the position hierarchy exists,

identify the incumbent in each key position. Key positions are discussed in PeopleSoft HR Manage
Positions.

See “Maintaining Position Data” (PeopleSoft Human Resources Manage Positions).

Note: USF users should access the Key Positions pages using the Organizational Development,
Successions Planning USF, Identify Key Positions navigation path.

Defining Key Job Codes

Use the Job Code Table component to identify key jobs in the organization. This is only required if you
want to create job code-based succession plans.

See “Classifying Jobs” (Application Fundamentals).

Identifying Key Employees

Use the Workforce Job Summary component to identify key employees. Identifying key employees is
only required if you want to create people-based succession plans.

Key employees must be active members of a talent pool associated with a talent pool category specifically
defined to source employee succession plan types. There is no limit to the number of talent pools that can
source employee succession plan types.

See “Viewing Worker Job History” (PeopleSoft Human Resources Administer Workforce).

Setting Up Profiles

Use the Manage Profiles business process to create profiles for key employees and roles. Roles are
positions and job codes. Profiles for roles define specific job-related competencies and accomplishments.
The succession planning process matches the employee competencies with competencies in position and
job code profiles to identify and rank potential candidates for key roles using the Search and Compare
Profiles component. Profiles are discussed in PeopleSoft HR Manage Profiles.

To enable you to easily view employee profiles, the Person Profiles component is accessible from the Plan
Successions business process.

See “Manage Profiles Overview” (PeopleSoft Human Resources Manage Profiles).

Setting Up Career Plans

Use the Plan Careers business process to prepare potential candidates for succession plans. The career
plans you develop for high-potential employees will prepare them to move into key positions. Career
plans are not a prerequisite for creating succession plans. Using succession plans in conjunction with
career plans enables you to plan employee training and development in readiness for planned moves.

See Creating Career Plans.
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You can automate the process of identifying candidates for key positions. Use the Create Succession Plan
(SUCCESSION_PLAN) component to generate a list of people who have the selected key roles in their
career path

See Candidates Page.

Reviewing Career Summaries

To review career summaries, use the Career Assignments (CAREER_SUMMARY), Compensation
(COMP_SUMMARY?2), and Training (TRN_STUDNT_CRS_SU2) components.

To enable you to easily review candidate career information, certain data from the Plan Careers,
Administer Workforce business process is displayed in the Plan Successions business process.

Note: These pages are view-only. If you want to update career, compensation, or training data, use
the appropriate pages from the Plan Careers, Administer Workforce, or Administer Training business
processes.

See Creating Career Paths.

See “Understanding the Process of Updating Person and Job Information” (PeopleSoft Human Resources
Administer Workforce).

Identifying Potential Candidates

After you have identified the key positions and defined profiles for these positions, you can search and
compare employee profiles to identify potential candidates.

See “Understanding the Search and Compare Profiles Process” (PeopleSoft Human Resources Manage
Profiles).

Recruiting External Candidates

When creating candidate lists for succession plans, consider candidates outside the organization. Before
you can include external candidates in a succession plan, you must add them to the HR system and
associate an applicant ID.

You can increase the chances of identifying and recruiting candidates for key roles if the competencies
listed in the job requisitions match the competencies required for the key roles.

Setting Up Succession Planning

This topic describes how to define the Succession Planning default values and defining succession
planning default values.
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Page Name

Definition Name

Usage

Succession Planning Setup Page

HR_SP_DEFAULT

Define Succession Planning setup and
default information, such as the use of
Profile Manager profile types, and rating
box associations.

Defining Ratings Boxes Page

HR_RATINGS BOX CFG

Define ratings boxes, or matrices,

to graphically represent employee
rating assignments, such as a 9-Box for
performance versus potential, which
you can use in succession plans or talent
pools to assess employees in relation to
other employees.

Map Ratings Page

HR_RB_MAP_RATINGS

Map the performance and career
potential ratings to succession planning
rating box ratings. Since multiple rating
models can be used in performance
processes, the system supports the
mapping of multiple rating models to one
Rating Box ID.

Succession Planning Setup Page

Use the Succession Planning Setup page (HR_SP__DEFAULT) to define Succession Planning setup and
default information, such as the use of Profile Manager profile types, and rating box associations.

Navigation:

Set Up HCM > Product Related > Organizational Development > Succession Planning Setup

Copyright © 1988, 2026, Oracle and/or its affiliates.

65



Planning Successions

Chapter 3

This example illustrates the fields and controls on the Succession Planning Setup page. You can find
definitions for the fields and controls later on this page.

Succession Planning Setup
Succession Plan Defaults

Select up to three (F)ratings boxes,

Ratings Box Selection

Add Ratings Box
Career Flanning Impact of Loss
Talert Pool Defauts
Select up to three (3 ratings boxes.

Ratings Box Selection
Ratings Box |D Title

Add Ratings Box

Career Flanning Impact of Loss
Profile Type Defaults
*Frirmary Person Profile Type FPEREON

*Primary NonPerson Profile Type UOB

Performance Document Setting

Docurent Type FPERFORM

Performance Search Settings
Search Document Type FERFORK

Rating kodel PSCh

KUSPRBEOS J, TALENT CATEGORIES

Ratings Box |0 Title
KUSPRBO &, PERFORMANCE WS POTENTIAL
KUSPRBOZ &, BEHAVIOR WS, INFLUENCE

Person

Johb

FPedformance Document

Fedormanece Document

Competency Management Scale

Fersonalize | Find | Wiew all | £ [ | First' 4 1-Z of 2 '} Last

S-Box

9-Box

Personalize | Find | Wiew Al | C0 | First 4 1 af 1 'b Last

Dazcription

Dezcription

Talent Categaries =

ks

Field or Control

Description

Ratings Box ID

Select up to three ratings boxes to use for all succession plan
and talent pool records. Any ratings box specified in the
Succession Plan or Talent Pool region can be edited through
the Ratings Box page in the Succession Plan or Talent Pool
components. You can select from any Rating Box IDs defined
on the Configure Rating Box page.

Career Planning Impact of Loss

Select to indicate that a Career Planning-based Impact of Loss
value defined for an employee will default in the Impact of
Loss field on the succession plan record or talent pool record
if the employee is selected as a succession candidate or talent
pool member.

Document Type

Define the PeopleSoft ePerformance document type to link
to from all Performance document links in the succession
planning application, including the Succession 360 page
and the Talent Pool page. Select from the defined document
types used for appraisal processing through PeopleSoft
ePerformance.
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Field or Control Description

Search Document Type Define the PeopleSoft ePerformance document type and
rating model the system uses when searching for succession
candidates or talent pool members by the Overall Performance
Rating search option. Select from the defined document

types used for appraisal processing through PeopleSoft
ePerformance.

Rating Model Select from the defined rating models associated with the
document type specified in the Document Type field.

Defining Ratings Boxes Page

Use the Define Ratings Box page (HR_RATINGS BOX CFGQG) to define ratings boxes, or matrices, to
graphically represent employee rating assignments, such as a 9-Box for performance versus potential,
which you can use in succession plans or talent pools to assess employees in relation to other employees.

Navigation:

Set Up HCM > Product Related > Organizational Development > Define Ratings Box >
Define Ratings Box

You can use ratings boxes in succession plans or talent pools to assess employees in relation to other
employees.

A conventional ratings box matrix is usually a 9-box, which is three boxes across and three boxes
vertically. However, you can define ratings boxes as large as five boxes by five boxes. There is no limit to
the number of ratings boxes you can define.

You can also use this page to define talent categories and then assign employees into the categories.

This example illustrates the fields and controls on the Define Ratings Box page (1 of 2). You can find
definitions for the fields and controls later on this page.

Define Ratings Box

Ratings Box 10 KUSPRAOT
Ratings Box Details Find | view All First * 1 0f1'" Last
*Effective Date 01/401/2000 & #Status | Active hd 1=
*Titla [PERFORMANCE V5. POTENTIAL
*Description 3-Box
Short Desc |Ferform

Comments | Rate succession candidates or talent pool members using the
Performance wersus Potential 8-Box

[ usedtor Tlert Fool Catagory

H-Axis Setup YLAXIS Setup
Title |PERFORMANCE Title FOTENTIAL
Hurmnber of Boxes |3 v Number of Boxes | 3 v k
Rating Integration | None hd Rating Integration | Hone hd
¥-Axiz Ratings Y-Axis Ratings

1 | Lo 1 Lo

2 |MEDIUM 2 MEDIUM

2 |HIGH 2 HIGH
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This example illustrates the fields and controls on the Define Ratings Box page (2 of 2). You can find
definitions for the fields and controls later on this page.

Frewiew Ratings Box

Preview:
PERFORMANCE %5, POTENTIAL (KUSPREO]
[PS] Peoplesoft... &

MED LIkt HIGH

FOTENTIAL

Lot

Lo MEDIUM HIGH
PERFORMANCE
Biox Ratings - Performance ‘=, Potential Personalize | Fing | ] B First 4 1 of1 b Last
Empl 1D Mame FERFORMAMCE POTEMTIAL
KunnoT [F5] Feoplesoit Superuser HIGH HlssH
Field or Control Description
Used for Talent Pool Category Select to indicate that the values in the X-Axis Ratings region
are used to define talent categories.
X—Axis Box Number and Y-Axis Box Number Select the number of boxes to display along each axis of the
ratings box grid. Values are: 2, 3, 4, and 5.
The Y—Axis Box Number field is not available if you select
the Used for Talent Pool Category check box.

Setting up Integrated Rating Boxes

68

The integration with ePerformance supports the defaulting of ePerformance ratings into the rating box
functionality in Succession Planning. When Performance Integration is selected as the rating integration
for an axis setup in the ratings box definition, you can map each rating within the specified rating model
to a rating value that is defined on the ratings box definition (for example, HIGH, MEDIUM and LOW
for an axis with three boxes. At runtime, the system collects each candidate’s performance rating from his
or her latest completed performance document, maps the performance rating to the associated axis rating
based on the mapping, and displays the candidate on the rating box appropriately.

The system also supports the defaulting of career potential ratings into the rating box functionality.”

Integration with ePerformance supports the facility of using Map Rating link, which facilitates the ratings
from a Rating Model or the Translate Table for the Potential value to map to Rating Box Ratings. To
integrate the ePerformance rating and the career potential rating, the Rating Integration field on the Rating
Box must be set as either Performance or Career Potential. If Rating Integration values are set, a Map
Ratings link displays and the link opens the map rating page.

Copyright © 1988, 2026, Oracle and/or its affiliates.



Chapter 3

Planning Successions

This example illustrates the fields and controls on the Define Rating Box page with Integration. You can
find definitions for the fields and controls later on this page.

Define Ratings Box

Ratings Box 1D KUSPREOT
Ratings Box Details

*Effective Date |11/21/2012|3
*Title |PERFORMAMCE WS, POTENTIAL
*Description |9-B o

Short Desc | Perform

Ferformance versus Potential 9-Bosx.

Cormerts | Rate succession candidates ortalent pool members using the

=

D U=zed for Talent Fool Category

H-Axis Setup Awis Setup
Title PERFORMANCE Title FOTENTIAL
Murnber of Boxes |3 b | Murmber of Boxes |3 b |
Rating Integration | Performance Integration v Reting Integration | Caresr Fotential v
H-dxis Ratings eAxis Ratings
1 | L 1 | L
2 MEDIUM 2 |MELIU
3 HIsH 3 |HIGH
Aulo Lo=d Ratings Aulo Lo=d Ratings
Map Ratings Map Ratings
Term Definition
Title Enter the title of the axis.

Number of Boxes

Select the number of boxes to display along each axis of the
ratings box grid. Values are: 2, 3, 4, and 5.

The Y—Axis Box Number field is not available if you select
the Used for Talent Pool Category check box.

Rating Integration

Select the rating integration represented by the axis. Values
are:.

None (default)

Career Potential

Performance Rating

If either Career Potential or Performance Rating is selected,

the Auto Load Ratings field and Map Ratings link are
displayed.

Auto Load Ratings

Select to control Auto Loading of ratings in Succession
Panning Rating Box pages. The checkbox is enabled when the
Rating Integration field is set to either Performance Rating or
Career Potential.
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Term

Definition

Map Ratings

field.

Click to access the Map Ratings page where you can map the
rating box ratings to the appropriate rating models for the axis.

This link is displayed if either Career Potential or
Performance Rating is selected in the Rating Integration

Map the performance and career potential ratings to succession
planning rating box ratings. Since multiple rating models can
be used in performance processes, the system supports the
mapping of multiple rating models to one Rating Box ID.

Creating Succession Plans

Succession Planning is the process of identifying long-range needs and cultivating a supply of internal
talent to meet those future needs. The process anticipates the future needs of the organization and assists
in finding, assessing, and developing the human capital necessary to successfully execute the strategy of

the organization.

To create succession plans, use the Create Succession Plan (SUCCESSION PLAN) component.

This topic discusses how to enter succession plan data and select candidate relating tasks.

Pages Used to Create Succession Plans

Page Name

Definition Name

Usage

Succession Plan Page

SUCCESSION_PLAN1

Enter plan details such as effective date,
plan status, and projected vacancy date.
Review incumbent job and career plan
details.

Candidates Page

SUCCESSION_PLAN2

Search and compare employee profiles to
identify potential candidates.

Entering Succession Rating Page

SUCCESSION_RATINGS

Rate successors using configurable X-Y
matrices, or 9-boxes. Use ratings boxes
to track custom-defined criteria such as
performance, potential, readiness, and so
on.

Slate Page

SUCCESSION_SLATE

View the finalized list of candidates
slated to replace the incumbent in

a succession plan. Link to defined
succession plan records for any of the
candidates to help determine any blocked
scenarios.

70
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Use the Succession Plan page (SUCCESSION PLANT) to enter plan details such as effective date, plan

status, and projected vacancy date.

Review incumbent job and career plan details.

Navigation:

* Organizational Development > Succession Planning > Create Succession Plan > Succession

Plan

* Organizational Development > Succession Planning USF > Create Succession Plan >

Succession Plan

* Organizational Development > Succession Planning > Maintain Succession Plans >

Succession Plan

This example illustrates the fields and controls on the Succession Plan - Succession Plan page. You can

find definitions for the fields and controls later on this page.

Succession Plan Candidates Eatings Box
Flan ID KUSPLANOZ

Plan Detail=

*Effective Date |01/2722000

Plan Status | Official w

Slate

Flan Type Persan

Fey Parson KUOOD4G

Find | Wik all First' 4 1 af 1" Last

Mext Succession Plan Date (%] |=]

Projected Wacancy Date ﬁ?,r31,r2|:|3|:|

*Descriptiﬂl'llPlan for Resanna Channing

Cormrmerts |Flan for Rosanna Channing

Plan Incumbent
Ermpl [0 KUODAG
Fosition Murmber
Job Code G00135
Company BI
Supervisor Lewvel
GRIBU

12110

Business Unit
Depart rent

Sal Plan/GradesStep
Performance and Career Details

KLU0q 006
Date Awailable 040152011
2 ‘rears
High

Time Remzining in Role
Impact of Los=s
Fotertial

Performance Rating FWens Good

High Fotential Candidate

Fosanna Channing

Senior ManagerAccounting

Zlobal Business Institute

Global Business Institute BU

Carporate Accounting

Retirernent Date 07/ 2152020

Date of Replacemert 04012011
Rizk of Leawing High

Readiness 1- 2 Years

Career Development Plan

Field or Control

Description

Projected Vacancy Date

If the incumbent has a career plan in HR, the projected
vacancy date is the retirement date indicated in their career
plan. Otherwise, enter a date in this field.

Copyright © 1988, 2026, Oracle and/or its affiliates.

71




Planning Successions

Chapter 3

Field or Control

Description

Plan Status

Select among the options Draft, Inactive and Official:

*  Draft: The succession plan will be in draft and the
administrator can edit this version as needed.

* Inactive: The plan is inactive and will not be visible.

*  Official: The succession plan is final and cannot edit
further.

Performance Rating

Display the Overall Summary Rating found on each
performance document. This field provides a link on the
performance rating to the performance document.

Note: The Performance document link is only available if
you have the appropriate ePerformance roles and associated
permission lists to view performance documents.

Candidates Page

72

Use the Candidates page (SUCCESSION_ PLAN?2) to search and compare employee profiles to identify

potential candidates.

Navigation:

¢ Organizational Development > Succession Planning > Create Succession Plan > Candidates

* Organizational Development > Succession Planning USF > Create Succession Plan >

Candidates

* Organizational Development > Succession Planning > Maintain Succession Plans >

Candidates

From the Succession Plan - Candidates page, you can create a list of potential successors, using
PeopleSoft Profile Manager and ad-hoc SQL based search methods. The search results pages enable you
to select employees and include them in the succession plan candidate list.
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This example illustrates the fields and controls on the Succession Plan - Candidates page. You can find
definitions for the fields and controls later on this page.

Succession Plan || Candidstes || Ratings Box || Slate
Flan 10 KUSPLANOZ Flan Type  Person Key Person KUOO4G
Flan Incumberit
Plan Details Find | View All First 4 1 0f 1"} Last
Effective Date 01/27/2000 Mext Succession Flan Date
Flan Status Official Frojected Wacancy Date 07/31/2030
Candidate Selection
Search Method <Select From List= Find Candidates
Candidates Personalize | Find | Wiew a | 2] First 4 1-40f4 '} Last
Succession Detsils || Performance and Career || Job Data || Salary Plan | [
Select Order Person 1D Hame Candidate *tatus *Succ_ession Target Date Impact of Loss RiSk.d Notes
Type Readiness Leaving
1 KU0044 Daryl Reese Persan Auctive Ready Mow High High _]
2 KUooss Derek Holsinger Ferson Active 1-ZYears 08/30/2009 hledium Medium _]
2 KUDDTE Mei Lee Person Active 2.5 Years Medium Medium (]
4 KU0059 Wicki Zinn Persan Auctive 3-8 Years Medium High _]
Add Person Add Applicant Delete Selected
Field or Control Description

Search Method

Select the search method the system uses to search for
candidates for this succession plan. The search method options
differ depending on the Plan Type: Position, Job Code or
Person. Different search methods change the appearance of
the Candidates region of the page to enable you to locate
succession plan candidates based on specific criteria.

Find Candidates

Click to search for succession candidates based on the search
method selected.

If you want to add additional candidates manually, enter new
data rows and select the candidate's employee ID.

The system displays a message indicating that the process is
unavailable if the search indexes for Job Profile Management
have not been created.

Candidates

The Candidates scroll area lists potential successors for the selected position. The succession planning
process maintains static data and must be updated by creating new succession plans for each key entity as
needed. Creating new succession plans prevents data from becoming outdated.
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Field or Control

Description

Order

Enter a succession order for each candidate. Assign the
number [ to indicate that a candidate is the first choice in
the list. Proceed in descending order. When you save the

succession plan, the candidates appear in order of rank.

Note: You rank the candidates and save the information before
viewing candidates on the Succession Plan - Slate page, where
you view the hierarchy of successors to a candidate, job code
or position.

Name

Click to open the Profile Manager-based Person Profile page,
if available, for the selected individual.

Candidate Type

Indicates whether the candidate is an applicant for the
succession plan. The field displays Applicant when you add
the candidate manually using the Add Applicant button. The
field displays Person when you add the candidate manually
using the Add Person button, or if the candidate was retrieved
using any of the search methods.

Status

Select the status of the individual within the succession plan.

Select Active or Inactive.

Succession Readiness

Select the readiness level for an individual in the succession

plan. Select from the following values:
* I-2Yrs (12 years)

The employee will be ready for the position change
within the next two years.

o 3-5 Yrs (3-5 years)

The employee will be ready for the position change in

three to five years.
*  Emergency

The individual is ready to step in to the role/job/position
in case of an emergency vacancy, but may not be the most

suitable successor long-term.
*  Ready Now

This indicates that this employee is in the highest level of
readiness.
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Field or Control

Description

Target Date

Enter the date when you expect the candidate to move into the
selected position.

Impact of Loss

Specify the impact losing this employee would have on the
organizations goals. Values are Low, Medium, or High.

Notes

Click to open the Notepad page in order to document notes for

any successor or talent pool candidate.

Performance and Career

Click the Performance and Career tab in the Candidates region.

Field or Control

Description

Compare Profiles

Click to access the Compare Profiles - Match Results page.

Performance Rating

Displays the performance rating of the employee’s most
currently completed performance document. Click the
link to access the corresponding performance document in
ePerformance.

Career Development Plan

Click to open the Career Development plan page for the
selected individual.

On the Job Data and Salary Plan tabs, the system displays the candidates' current position, and salary

details from the Career Ranking and Potential page.

Entering Succession Rating Page

Use the Ratings Box page (SUCCESSION RATINGS) to rate successors using configurable X-Y

matrices, or 9-boxes.

Navigation:

* Organizational Development > Succession Planning > Create Succession Plan > Ratings

Box

* Organizational Development > Succession Planning USF > Create Succession Plan >

Ratings Box

* Organizational Development > Succession Planning > Maintain Succession Plans > Ratings

Box
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This example illustrates the fields and controls on the Succession Plan - Ratings Box page (1 of 2) for an
Auto Load Ratings flag. You can find definitions for the fields and controls later on this page.

Succession Plan Candidatas Ratings Bosx Slate

Plan ID KUSPLANDZ Flzn Type Ferson Key Person KUDD4S

Plan Incumbert

Plan Details Find | Wiew All First ‘"4 1 of 1 &' Last

Effective Date 015272009 Mext Succession Plan Date

Flan Status Official
Ratings Box Selection

Projected Wacancy Oate 073102020

Select up to three (30 ratings boxes.

Ratings Box Detailz

Pemonalize | Find [0 B Fit 4 1.2 ai2 2 Last
:?Da‘tings Eox Title Dezcription Wiew Ratings
KUSPRBO1  PERFORMANCE WS POTENTIAL  S-Box Wiew Ratings =
KUSPRBOZ  BEHAWIOR WS, INFLUENCE 9-Box Wiew Ratings =

Add Ratings Box
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This example illustrates the fields and controls on the Succession Plan - Ratings Box page (2 of 2). You
can find definitions for the fields and controls later on this page.

Ratings Box

ERFDRMANCE WE. POTENTIAL [(KUSFREOT]

HIGH

Derek Holsinger

FOTEMTIAL
MELC LK

Loy

Loy WAED LA

FERFORMANCE

Biox Ratings - Perfarmance %'s.

Feonalize | Find | wiew sl G0 B Fist 4 1.9 019 b Last

Wicki Zinn
Daryl Resse

HizH

Paotential

Person ID Name PERFORMANCE POTENTIAL

KUOO3S Derek Holsinger [ MEDIUM w| [MEDIUM |

KUDO44 Daryl Reese [ HIH w| |HIGH v |

KUDDSS Widki Zinn [HizH ~| [HIGH v

KUDOTE MeiLee | | | v |
Field or Control Description

View Ratings Click to view the Ratings Box chart on this page using the
candidates and ratings specified in Box Ratings region of this
page.

Add Ratings Box Click to add additional ratings box charts to this succession

plan.
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Note: You can rate successors using configurable X-Y grids for ratings boxes, or 9-boxes. Use ratings
boxes to track custom-defined criteria such as performance, potential, readiness, and so on.

If the status of any succession candidate or talent pool member is changed from active to inactive and the
employee has been rated in a ratings box, then the employee or applicant is automatically removed from
all rating boxes.

If the Auto Load Ratings are not enabled and there are many candidates in the succession plan, then the
field of Performance and Potential will be blank. You can manually designate the rating or change the
rating by selecting the appropriate rating in the drop-down box. You can select the checkboxes and load
the mapped ratings at any point in time.

From this page, you can manually select the ratings or the ratings can be defaulted from the employees
performance rating in ePerformance, the career potential rating in Career Planning, or both. When the
administrator adds a new succession plan and selects the View Ratings button on the Rating Box page,
the system checks if the Auto Load Ratings field on the Succession Planning setup page is enabled for
the rating box. If the option is selected, the system finds the appropriate ratings from Career Planning and
ePerformance, maps those ratings, and populates the Box Ratings in the grid. This auto load process is
enabled each time when a new candidate is added to an existing Succession Plan.

Use ratings boxes to track custom-defined criteria such as performance, potential, readiness, and so on.

Box Ratings

The Box Ratings region enables you to select ratings for each candidate specified on the Candidates page.
Based on your selections, the names of the candidates appear in the Ratings Box chart on this page. The
column titles correspond to the X-Axis Title and the Y-Axis Title specified on the Define Ratings Box
page. Select from the values specified on the Define Ratings Box page for the X-Axis Ratings and the Y-
Axis Ratings.

Slate Page

Use the Slate page (SUCCESSION_SLATE) to view the finalized list of candidates slated to replace the
incumbent in a succession plan.

The Succession Planning business process enables you to manage the slate of candidates. Create
successor order, successor plan status (active or inactive), and successor rating box assignments. The
Slate page enables you to view the roster of candidates that you manage on the other pages in the
Succession Plan component. The Slate page updates as you add or delete candidates on the Candidates

page.

Link to defined succession plan records for any of the candidates to help determine any blocked scenarios.
Navigation:

* Organizational Development > Succession Planning > Create Succession Plan > Slate

* Organizational Development > Succession Planning USF > Create Succession Plan > Slate

* Organizational Development > Succession Planning > Maintain Succession Plans > Slate
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This example illustrates the fields and controls on the Succession Plan - Slate page. You can find
definitions for the fields and controls later on this page.

Succession Flan | Candidates || Ratings Box || Slate
Flan |0 KUSPLANDZ Plzn Type Person Fey Person  KUODSE
Plan Incumbent
Plan Detailz Find | Wiew All First % 1 0f 1% Last
Effective Date 0172772008 Mext Succession Plan Date
Flan Status Official Projected Wacancy Date  07/31/2030
Succession Slate Persanalize | Find | View All [ £ | =] First % -4 0f 4 b Last
m Job Succession Career Numnber of Succession Plan for

Order  |Perscn 1D Harne Position |Title Code  Readiness  Readiness D% qiiiccore Candidate

1 KUOOSG Daryl Reese 140035 Ready Mow Ememgency N Create

2 KUooz2 Derek Holsinger 129000034 Accountant 140000 1 -2 Years Ready How M

3 KUDOTS Mei Lee 110000 3 -4 Years Ememgency M

4 KLODS3 icki Zinn 110000 3-6vears  1-2veas N

Updated on Updzted By

o Save | [[@ Return to Search | [F2] Notify Update/Display || bl Include History ||| % Canect Histary
Succession Plan | Candidates | Ratings Box | Slate

Succession Slate

Use the options in the Succession Slate region to view plan incumbents for a key role or replacements for
a key person, depending on the plan type.

The Succession Slate region enables you to view the selected candidates from the Candidates page, in the
succession order.

All names in the grid are candidates for the succession plan. The title of the far right column is dynamic
based on the Plan Type. Click the links in this column to access succession plans based on the plan type.
For position plans, where the person is a candidate, click the link to access a position succession plan. For
job code plans, click the link to access the succession plan for the job code. For person plans, clicking the
link accesses the succession plan for the person.

The system sorts the succession plan rows in ascending succession order.

The adjustments to the readiness status for successors is probably the last step toward finalizing
succession plans.

This page is particularly useful after you've created succession plans for several key positions, because
you can see if succession plans are in place for other key positions and key job codes for which the
successors may be incumbents. This helps to ensure that no gaps exist in replacements and to identify
and prevent any organizational bottlenecks. See which candidates are blocked in their current position so
that you can prepare them for other roles or change their rotations, thereby preventing the loss of high-
potential employees.

The system checks the employee's readiness. If this is set at 3—5 Yrs (ready in three to five years),
Emergency (ready in an emergency) or Retirement (retire in current position), then Blocked is set to N
designating that this employee is not ready.

If the employee's readiness is Ready Now or 1-2 Yrs (ready in one to two years), the system checks the
incumbent's readiness. If there is an incumbent but the incumbent has no row on the succession plan table
for this or any other position, Blocked is set to Y.

If the incumbent has one or more rows on the succession plan table (any position) then the system checks
the lowest readiness in all positions.
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If the incumbent's minimum readiness is set to Ready Now or 1-2 Yrs, Blocked is set to N; otherwise, if
readiness is set to 3—5 Yrs, Emergency or Retirement, Blocked is set to Y.

Managing Talent Pools

A talent pool is a group of individuals that is generally identified as the top talent within an organization.
In order to prevent attrition and provide motivation, individuals that have met certain criteria for success
are placed in a pool based upon their role, job code, or position.

Understanding Talent Pools

Talent pools provide flexibility in the selection process for a leadership team. Creating a talent pool rather
than choosing one employee with key competencies is more effective and efficient for an organization.

For example, a championship athletic team usually finds the best available athletes based on a
predetermined talent pool, and then determines where to fit those athletes into the team lineup. This is in
sharp contrast to the traditional business approach, in which companies begin by assigning employees to
more limited career paths.

An integrated approach identifies and grooms candidates for increasingly demanding leadership positions
and prepares the organization for demographic trends that sharply decrease leadership ranks. The majority
of high-potential development programs encourage cross-functional rotations to develop breadth of
knowledge in future company leaders. Many companies focus on identifying and promoting talent within
the organization as a whole, often seeking to deploy this talent across business units. Making cross-
functional development training part of the job prevents disruption in the flow of business.

Pages Used to Create Talent Pools

Page Name Definition Name Usage

Define Talent Pool Categories Page HR _TPOOL CATEGORY Define talent pool categories.
Managing Talent Pools Page HR TPOOL DEF Search for and edit existing talent pools.
Talent Pools - Ratings Box Page HR _TPOOL RATINGS Rate successors using configurable X-Y

matrices, or 9-boxes. Use ratings boxes
to track custom-defined criteria such as
performance, potential, readiness, and so
on.

Manage Talent Pools - Learning Page HR TP LRN PRG Associate learning programs or a list
of coursework for a specific talent pool
through integration with Enterprise
Learning Management.
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Define Talent Pool Categories Page
Use the Define Talent Pool Categories page (HR TPOOL CATEGORY) to define talent pool categories.

Talent pool categories enable you to refine the definition of a Talent Pool. Defining a talent pool
specifically for defining Key People allows you to create person-based succession plans for the talent pool
members, and creates a search base for person-based succession plan definitions.

Navigation:

Set Up HCM > Product Related > Organizational Development > Define Talent Pool
Categories

This example illustrates the fields and controls on the Define Talent Pool Categories page. You can find
definitions for the fields and controls later on this page.

Define Talent Foal Category

Category I0 Emerging Leaders

Talert Pool Category Details Find | Yiawm all First ' * 1 0f 1% Last
Effective Date 01.04/1000 ci =]
Status | Active L

Description |Track emerging leadars
Cateqory Hame Emerging Leaders

DTaIent Fool Defines Key People

Comrmernts (Use this categony for defining and tracking emplovees as'emerging
leaders for any Business Unit, Depatment, etc.

Gl Save 2" Return to Search = Hotify + Audd Update/Display || bl Include Histony . Correct Histany
Field or Control Description
Talent Pool Defines Key People Select to indicate that any talent pool associated with this
talent pool category is used to source person-based succession
plans.

Managing Talent Pools Page

Use the Manage Talent Pools - Talent Pool page (HR_TPOOL_DEF) to search for and edit existing talent
pools.

You can manually add internal and external individuals to talent pools based on performance and potential
analysis. Add internal individuals automatically using Profile Manager's search and match feature.
Depending on your organization's practices, readiness is a key monitor factor for talent pools. You can
manually specify each employee's readiness based on criteria established by your organization.

Navigation:
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Organizational Development > Succession Planning > Manage Talent Pools > Talent Pool

This example illustrates the fields and controls on the Manage Talent Pools - Talent Pool page. You can
find definitions for the fields and controls later on this page.

Talent Pool Eatings Buox Learning

Talert Pool D KUSPTRO1

Talert Pool Details Find | Wiewn All First't 4 of 10 Last
*Effective Date [10r16/2002 W =
Status | Active hd Fosition Mumber A,
Category |Key People for Finanoe A, Eusiness Unit [GBIBL 4, @&lobal Business Institute BU
*Description Define Key People in the Fin Org Job Code 3,
Short Description Define Key People in Job Family 3,
I:l Usedfor 5P Candidste Searches Department <4
Company 3,
Member Selection
Search Method | <Select From List= b Find Members
Metmbet s Fesonalize | Find | view sl | 2] B it 4 1.5 055 0 Last
Talent Pool Details Ferformance and Carzer Job Data Salary Flan D
Select Ferzon 10 Marng _llf;prgber Status .I;ael:g?nizgl Irmpact of Loss Eniasatiafg MNotes
[0  wuooor Betty Locherty Person Active [ | [Hiah | Hiah 0
[0 wuoozs Steve Religioso Person Active v ~ | |Hiah v | Medium 0
O wuooaa Daryl Reese Fason Active w | |High w | High 0
I:‘ KUO045 Rozanna Channing  Person Active et ot High | High ]
O  wuo1o1 Cynthia Adams Person Active v | |High | Medium |
Salact All Deselect All
Add Person Add Applicant Delete Selacted
Field or Control Description

Category

Select the talent pool category for this talent pool. Select from
the values defined on the Talent Pool Categories page.

Used for SP Candidate Searches (used for succession
planning candidate searches)

Select to specify that this talent pool can be used for
succession plan searches. You must associate the talent pool
with a rating box defined for use with succession candidate
search filters in order to search the talent pool through the
Talent Pool ID field for Talent Category-based searches.

Search Method

Select the search method the system uses to search for
members to include in the talent pool. Different search
methods change the appearance of the Member Selection
region of the page to enable you to locate potential talent pool
members based on specific criteria.
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Field or Control

Description

Name Click to open the Person Profile page for the selected
individual.
Status Select the status of the individual within the talent pool. Select

Active or Inactive.

Talent Pool Readiness

Select the readiness level for an individual in the talent pool.
Select from the following values:

*  1-2Yrs (12 years)

The employee will be ready for the position change

within the next two years.
e 3-5 Yrs (3—5 years)

The employee will be ready for the position change in
three to five years.

*  Emergency

The employee is overdue for a job move and needs to

move as soon as possible.
*  Ready Now

The employee is ready for the move now.
*  Retirement

The employee will not move to another position after
his or her current position. For example, because an

employee is nearing retirement age.

Impact of Loss

Specify the impact losing this employee would have on

the organizations goals. The Plan Careers business process
provides this value if you select the Career Planning Impact
of Loss field on the Succession Planning Setup page. You can
override the value on this page. Values are: Low, Medium, or
High.

Notes

Click to open the Notepad page in order to document notes for
any talent pool member.
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Performance and Career Tab

Field or Control Description
Compare Profiles Click to access the Compare Profiles - Match Results page.
Performance Rating Displays the performance rating of the employee’s most

currently completed performance document. Click the
link to access the corresponding performance document in
ePerformance.

Note: The Performance document link is only available if
you have the appropriate ePerformance roles and associated
permission lists to view performance documents.

Career Development Plan Click to open the Career Development plan page for the
selected individual, if available.

Job Data Tab

Field or Control Description

Job Summary Click to open the Workforce Job Summary page.

Talent Pools - Ratings Box Page

Use the Manage Talent Pools - Ratings Box page (HR_ TPOOL RATINGS) to rate successors using
configurable X-Y matrices, or 9-boxes.

Your organization's administrators can use a ratings box, configurable X-Y grids, to place individuals
into different quadrants of the ratings box in order to track user-defined criteria such as the performance,
potential, and readiness, of the talent pool members.

Use ratings boxes to track custom-defined criteria such as performance, potential, readiness, and so on.
Navigation:

Organizational Development > Succession Planning > Manage Talent Pools > Ratings Box
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This example illustrates the fields and controls on the Manage Talent Pools - Ratings Box page. You can
find definitions for the fields and controls later on this page.

Talent Foal Ratings Box Learning
Talent Pool 100 KUSPTPOA

Talent Pool Details: Find | Wiew All First'$ 4 of 1'%/ Last

Effective Date 10MG/2002

Hatus Active Position Hurmber

Category Kew People for Finance Business Unit GHIBU Global Business Institute BLU
Description Define Key People in the Fin Org Job Code
Short Description Define Key People in Job Family
IUzsed for 5F Candidste Searches Department
Cornpany

Rating= Box Selection

Select up to three (3) ratings boxes.

Ratings Box Details Fesenalize | Find | 2| E First'# 1-2 of 2 & Last
Ratings Eox 10 Title Description Wiew Ratings

KUSFREOZ BEHAVIOR W, INFLUENCE O-Buox Wiew Ratings =l
KUSFRBOS FIMAMNCIAL ORG SKILL SETS Categorize Talent Pool Members “Wisw Ratings =]

Add Ratings Box
Updated Updated By
on
il Save M Return to Search =] Motify & Audd Update/Display | ol Include Histony _* Comect Histony

Talent Fool | Ratings Box | Learning

Field or Control Description
View Ratings Click to view the selected ratings box for this talent pool.
Add Ratings Box Click to add additional ratings box charts for this talent pool.

Manage Talent Pools - Learning Page

Use the Manage Talent Pools - Learning page (HR_TP_LRN_ PRG) to associate learning programs or a
list of coursework for a specific talent pool through integration with Enterprise Learning Management.

You can associate learning programs or a list of coursework for a specific talent pool through integration
with Enterprise Learning Management. If a talent pool member has an active pool status, the system
adds the learning program to the talent pool members' Learning Plan page (LM_LEARNING HM) in
Enterprise Learning Management. The learning definitions are initiated on the Learning tab of the Create
Talent Pool page.

Note: Enterprise Learning Management must be installed in order to display the Manage Talent Pools -
Learning page.

Navigation:

Organizational Development > Succession Planning > Manage Talent Pools > Learning
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This example illustrates the fields and controls on the Manage Talent Pools - Learning page. You can find
definitions for the fields and controls later on this page.

Talent Pool Eatings Box Learning

Talert Fool 1D KUSFTROA

Learning Find | Wiew All First ' * 1 of 1% Last

Effective Date 10MEG/2002

Learning Programs Fersonalize | Find | &2 |-' | First %' 1 of 1" Last
Frogram 10 Marne :.;arning B Description Status Expiration Date
bt ] ] |[=]
Updated Updated By
on
il Save 2P Return ta Search =] Natify + Add UpdateiDisplay | wlInclude Histany * Corract Histony
Talent Paol | Ratings Box | Learning
Field or Control Description
Program ID Select the learning program to associate with the talent pool
Learning Group ID Select the learning group for the specified Program ID.

Managing Succession Trees

Succession trees provide a graphical view of an organization's succession plan. Succession trees show
which workers currently hold key positions and which candidates are slated to move into this position.

Building Succession Trees

86

To build succession trees, use the Tree Manager (PSTREEMGR), Tree Structure (PSTREESTRCT), Tree
Auditor (RUN_TREE_AUDITS), and Tree Viewer (PSTREEVIEWER) components.

Note: You must create successions plans and identify succession candidates before creating the
succession tree.

Use the PeopleSoft Tree Manager to build, view, modify, and control access to succession trees. To
represent positions as a hierarchy, identify the reporting relationships among the key positions and then
build the succession tree.

Succession trees are effective-dated; you can build multiple trees to maintain a history of the
organization's succession planning and to track planned and actual changes. You can also build alternative
scenarios using the Save As feature to clone a tree and then changing hierarchy properties to create
different scenarios.

See PeopleTools 8.52: PeopleSoft Tree Manager

See “Creating Organization Charts” (Application Fundamentals).
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Determining Security Access

You can determine the type of access that users have to succession trees. Many levels of access exist: to
the tree itself, to key position and succession plans, and to career plans.

For example, you might allow many users to update key position, succession plan, and career plan
data from within succession trees yet permit only a few users to make changes to the succession trees
themselves. You might want other users to view key position, succession plan, and career plan data as
display-only. You can delegate the maintenance of different levels in trees by specifying the level of
access or update authority that a user or a set of users has.

Use object security to specify which users can access trees and to control whether the trees that users
access are display-only. User security determines whether users can access pages from nodes and details
and controls whether they are display-only pages. Use employee data security to specify whether users
can access the data in pages tied to specific nodes and details.

See PeopleTools 8.52: Security Administration

Adding and Viewing Details in Succession Trees

Once you've created succession plans with candidate lists, you can view career plans and related
employee data for succession candidates. Use this information to make decisions about particular
candidates, to re-rank candidates in succession plans, or to remove candidates from the candidate list.

See PeopleTools 8.52: PeopleSoft Tree Manager

Viewing Details in Succession Trees

Use the Detail feature of Tree Manager to view and update career plans for succession candidates and to
view and update several other pages containing pertinent employee data, such as compensation history,
skills, languages, and prior work experience.

This diagram illustrates a succession tree:
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This example illustrates the fields and controls on the Illustration of a succession tree. You can find
definitions for the fields and controls later on this page.

Tree Manager

SetlD:; Last Audit:  valid Tree

Effective Date: 01/01/1980  Status: Active

Tree Hame: SUCCESSION_PLAN Succession Tree
Save As Close Tree Definition Display Options Print Format

19000001 =>19000500
Collapse & wpand A - First Page 15 of 24 El Lem P

%‘"'EE']QDD%DO-UP-International Cperatons % i He B B OF B X ¥

"3 19000003 - Manager-CompensationBenefits
19000004 - Manager-EmploymentRecruitrment
19000600 - Manager Training & Dvip

C B 12000025 - Manader-Employee Relations

- 19000029 - Manager-HR Systems

B2 19000400 - VP-Sales & Services

- 3119000300 - VP-Operations

(3119000024 - General Auditor

B2 19000220 - Director-IT

[=] Metity |

Adding Details in Succession Trees

To add details to the succession tree, click the Insert Detail button. When you double-click the button, a
list of candidates in the succession plan for that position appears. Select the candidate for whom to view
career plans or related employee data.

Note: Before you can view career plans and other employee data, create succession plans for key
positions and include succession candidates in them. These pages are available in Tree Manager only for
succession candidates.

To add a detail to succession tree:

1. In Tree Manager, open the succession tree and select the key position for which you want to add a
detail.

2. Click Insert Detail.

3. Select the Dynamic Flag check box on the Detail Value Range page and click Add.
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The detail is placed on the tree in what appears to be a lower level in the plan. For example, a detail for
Position 1 in the CEO level appears under the EVP level.

To hide the details in a succession tree:
1. Click Display Options.
2. Deselect the Display Node Description check box on the Configure User Options page.

When you highlight a detail and click Edit Data, the system displays a list of candidates in the succession
plan for the key position. The candidates are sorted first by succession plan date, then by ranking, and
then by readiness. If a candidate is in more than one succession plan, they appear in this list only for the
most current succession plan. Click the Update button on the line for the candidate for which you want

to view additional information. The first page in the group, Career Plan, appears. If you prefer to access
other pages from within Tree Manager, you can change the link between Tree Manager and the pages.

Note: You can specify which page you'll see when you select to see details on a tree object, by selecting a
page on the Details menu.

Managing Succession Plans

This topic provides an overview of Succession 360° and discusses how to configure the related setup.

Pages Used to Manage Succession 360°

Page Name Definition Name Usage

Succession 360° Setup - Search Setup HR VT SETUP1 SRCH Define the default search criteria and

Page page layout for the Succession 360°
page.

Succession 360° Org Chart Page HR VT SETUPI Define organizational chart hierarchies

for the Succession 360° page.

Succession 360° Setup - Profile Content | HR_ VT _SETUP2 Define profile content for the Succession
Page 360° page.
Succession 360° Setup - Legend Page HR VT SETUP3 Configure icons and color values for the

Succession Readiness Legend used on
the Succession 360° page.

Succession 360 Page HR VT DASHBOARD Visually review and manage a person
or role within the context of the
organization.
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Understanding Succession 360°

You may want to use a talent review process centered on a person or role when you initiate succession
planning. The Succession 360° page enables you to visually review and manage succession planning-
related processing for a person or role within the context of the organization.

Use the Succession 360° page as planning tool or reviewing tool. The page highlights the completed
portions of the succession planning process or any unfinished business in the succession planning process.

The Succession 360° feature gathers and displays a variety of pertinent data from PeopleSoft HR. You can
perform the following functions:

» Search for people, succession plans, and positions or job codes.
*  View graphical representations of reporting hierarchies.

*  View profile summaries for people, positions, or job codes.

* View succession plans for people, positions, or job codes.

» Edit succession plans.

The Succession 360° component exchanges succession plan data from the underlying succession plan
record. For example, in the Successor Details region of the Succession 360° component, the system
retrieves the Ratings Box information and the candidate list from the Succession Plan ID specified on the
Successors tab.

The system updates the information in the plan record as you make changes in either the Succession 360°
component or the Succession Plan pages.

Succession 360° Setup - Search Setup Page

90

Use the Succession 360° Setup - Search Setup page (HR_VT SETUP1 SRCH) to define the default
search criteria and page layout for the Succession 360° page.

Navigation:

Set Up HCM > Product Related > Organizational Development > Succession 360° Setup >
Search Setup
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This example illustrates the fields and controls on the Succession 360° Setup - Search Setup page. You
can find definitions for the fields and controls later on this page.

Sesrch Setup Org Chark Erofile Content

Search Criteria

@ Perzons O Pasitians

Gl Save || Notify

Search Setup Find | Wiew All First' & 1 0f2 Last

Effective Date 01401/1990)

*Page Layout sfter Search | Drganization Chart and Profile s

Search Setup | Org Chart | Frofile Content | Legend

|+
I

O Succession Plans

Field or Control

Description

Persons

Select to specify a person search as the default search method
on the Succession 360° page. This enables users to perform

a search for persons in the system that may or may not be
associated with a succession plan. The search returns any
person to whom the user has security access. When you select
this option, the system uses the person-based hierarchy setup
information, defined on the Org Chart page, for rendering the
chart on the Succession 360° page

Positions

Select to specify a position search as the default search method
on the Succession 360° page. This enables users to perform

a search for positions in the system that may or may not be
associated with a succession plan. The search returns any
position to which the user has security access. When you select
this option, the system uses the position-based hierarchy setup
information for rendering the chart on the Succession 360°
page. If full or partial position management is not installed,
then this search option is not displayed.

Job Codes

Select to specify a job code search as the default search
method on the Succession 360° page. This enables users to
perform a search for job codes in the system that may or may
not be associated with a succession plan. The search returns
any job code to which the user has security access. When you
select this option, the system uses the job code-based hierarchy
setup information for rendering the chart on the Succession
360° page.

Succession Plans

Select to specify a succession plan search as the default search
method on the Succession 360° page. This enables users to
perform a search for existing succession plans in the system.
The search returns any succession plan to which the user has
security access.
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Field or Control

Description

Page Layout after Search

Select the default layout of the Succession 360° page after the
user performs a search.

Values are: Organization Chart and Profile, Organization
Chart Maximized, or Profile Only.

Succession 360° Org Chart Page

Use the Succession 360° Setup - Org Chart page (HR_VT SETUP1) to define organizational chart

hierarchies for the Succession 360° page.

Navigation:

Set Up HCM > Product Related > Organizational Development > Succession 360° Setup >

Org Chart

This example illustrates the fields and controls on the Succession 360° Setup - Org Chart page. You can

find definitions for the fields and controls later on this page.

Search Setup Org Chart Erofile Content Legend

Organization Chart Find | Wiew &l

Effectiwve Date 015041280
Perzon Hierarchy Source

*fccess Type | By Fart Fosn Mamt Superniisor w

Position Hierarchy Source

@USE Position Data

First ‘4" 1 of 2 Last

O Use Position Tree Fosition Tree Name

Job Code Hierarchy Source

Enter only one Job Code Tree Name per S5et ID

Job Code Trees Personalize | Find | ) B pip 4
*5et 1D *lob Code Tree Mame

SHARE 3, KUJCTREEDA
il Save || = Motify

Search Setup | Org Chart | Profile Content | Legend

1 of 1

Polast

hd
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Field or Control

Description

Access Type

Select the reporting access type from which the person-based
chart hierarchy on the Succession 360° page is derived.

Values are:
* By Department Manager ID

Select this value to display the hierarchy based on
information in the Manager ID field on the Department
Profile page.

* By Dept Security Tree

Select to display the hierarchy using information from the
department security tree.

* By Part Posn Mgmt Supervisor (by partial position
management SUpervisor)

Select to display the hierarchy by both the Reports To
and the Supervisor ID fields on the Work Location
page. This is designed for the organizations that use
partial position management. The system searches for
reporting relationships based on Report To first, and then
Supervisor ID.

* By Reports to Position,

Select to display the hierarchy based on information in the
Reports To ficld on the Work Location page.

* By Supervisor ID

Select to define the reporting relationship based on
information in the Supervisor ID field on the Work
Location page in Job Data.

Position Hierarchy Source

Field or Control

Description

Use Position Data and Use Position Tree

Select one of these options to indicate that the position-
based chart hierarchy on the Succession 360° page is derived
from either position data or a position tree. Selecting the Use
Position Tree option requires the selection of a valid position
tree in the Position Tree Name field.
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Job Code Hierarchy Source

Use the fields in this region of the page to select the SetID and Job code Tree Name of each tree you
want to use for job code-based organizational chart hierarchies on the Succession 360° page. The valid
values in the Job code Tree Name field are any job code-based hierarchies created using Tree Manager,
or any tree with a tree structure that uses the JOBCODE TBL record as the Tree Node Record Name.

Succession 360° Setup - Profile Content Page
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Use the Succession 360° Setup - Profile Content page (HR_VT_ SETUP2) to define profile content for the
Succession 360° page.

Navigation:

Set Up HCM > Product Related > Organizational Development > Succession 360° Setup >
Profile Content

You can specify the content on the Succession 360° page using the Succession 360° Setup - Profile
Content page.

This example illustrates the fields and controls on the Succession 360° Setup - Profile Content page (1 of
2). You can find definitions for the fields and controls later on this page.

Search Setup Org Chart Frafile Conternt Legend
Profile Content Find | YWiew All First ‘4" 1 af 2 Last
Effective Date 014014930
Mon-Perzon Profile Content Person Profile Content
Job Title and Incumbent Hame will alwaws dizplay an the Ferzon Mame and Job Title will always display on the
Frofile Frofile
Key Position loon Key Job Code lcon Fhcto Key Person loon
Select up to 8 Mon-Perzon Profile attributes Select up to 8 Person Profile attributes
MNon Person Aftribote Count 2 Ferson Atribote Count 2
Company Regular / Temporary Ferson 1D arg Rel=tionship
Business Unit Standard Hours Cortact Information
Department Standsrd Work Period Telephone Mumber Business Address
Location Cost Center Business Busine=ss Emzil Address
Fasition Humber Reparts To hdabile
Job Code 'Dotted-Line' Reports To Business Unit Location
Job Farnily Salary Flan ! Grade [ Step Cormpany Jab Family
Job Code Function Department Stardard Hours
Job Function Code RegularTemporary
Standard Work Period Years of Service
Cost Center Reports To
Salary Plan ! Grade [ Step Rizk of Leawing
Impact of Loss
Talent Category [Box Rating)
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This example illustrates the fields and controls on the Succession 360° Setup - Profile Content page (2 of
2). You can find definitions for the fields and controls later on this page.

Select & Set of Box Ratings
Talert Fool 1D |KUSPTROZ 2, Ratings Bowx ID | KUSPREOG
Fefresh leon Mapping Grid

Talert Category lcon Mapping

Ratings Box Display/Edit Mode A-Mxis Rank *Content Mame Irmage
IMFROVER FE_STAR_1OF4_IMG |3, %
lG}I:Irag =nd Orop Chart O Grid Only

HIGH POTEHTIAL PS_STAR_ZOF4_IMG |3 wrr
ACHIEVER FS_STAR_ZOFS_IMG
TOF FERFORMER FS_STAR_AOFS_IMG

Non-Person Profile Content

Field or Control Description

Key Position Icon Select to display an icon on the Succession 360° page for any

position defined as a key position using Position Management.
The icon is visible in the Org Chart Node, Slate Node and
Non-Person Profile topics of the Succession 360° page.

Key Job Code Icon Select to display an icon on the Succession 360° page if the
job code is defined as a key job code using the job code table.

The icon is visible in the Org Chart Node, Slate Node and
Person Profile topics of the Succession 360° page.

Select up to eight of the remaining check boxes in this region to include specific fields to display in the
Profile Summary topic of the Succession 360° page. The system displays the selected content in the
profile summary topic of the Succession 360° page in the order displayed on this page.

Field or Control Description

Non Person Attribute Count Displays the number of selected options in the Non-Person
Profile region of this page. The selections made for the Key
Position Icon or Key Job Code Icon are not included in the
displayed count.
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Person Profile Content

Field or Control Description

Key Person Icon Select to display an icon on the Succession 360° page for any
employee defined as a key person. The icon is visible in the
Org Chart Node, Slate Node and Person Profile topics of the
Succession 360° page.

Select up to eight of the remaining check boxes in this region to include specific data types in the Profile
Summary topic of the Succession 360° page. The system displays the selected content in the profile
summary topic of the Succession 360° page in the order displayed on this page.

Field or Control Description

Person Attribute Count Displays the number of selected options in the Person Profile
region of this page. The selections made for the Photo or Key
Person Icon fields are not included in the displayed count.

Talent Category lcon Mapping

Field or Control Description

X-Axis Rank Displays the box rating labels defined in the X-axis for the
specified Rating Box ID. The maximum numbers of displayed
ratings is five. This area displays the box rating labels in
reverse order. For example, the first row in the Talent Category
Icon Mapping region displays the box 5 label on the X-axis

The second row displays the box 4 label on the X-axis, and so

on.
Content Name Specify pre-configured talent category icon names.
Image Displays the image associated with the value specified in the

Content Name field. Five pre-configured icons are delivered
and used as the default Talent Category icons.

Succession 360° Setup - Legend Page

Use the Succession 360° Setup - Legend page (HR_VT SETUP3) to configure icons and color values for
the Succession Readiness Legend used on the Succession 360° page.

Navigation:
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Set Up HCM > Product Related > Organizational Development > Succession 360° Setup >
Legend

This example illustrates the fields and controls on the Succession 360° Setup - Legend page. You can find
definitions for the fields and controls later on this page.

Search Setup Org Chart Erofile Content Legend

Legend Find | Wiew All First 4/ 1 af2 Last

Effective Date 010401900
Succeszion Readiness lcon Mapping

dr Fating= E
Succession Readiness *lcom Name Chart *Ratings Box leon Name ||n_g_s - oK

Irage rage
Ready Mo PS_STATUS_DIARMOMND_|1L & PS_STATUS_PERSON_DIARG s B &
1-2%ears PS_STATUS_SQUARE_ICG O FS_STATUS_PERSON_SQUIE §n %] | =
2-58%ears PS_STATUS_CIRCLE_ICH@, (9] FS_STATUS_PERSON_CIRCE, g | =]
Emeargency PS_STATUS_TRIANGLE |G 'y FS_STATUS_PERSON_TRIAGL,  fa 1+l | =]

Five pre-configured icons are delivered and used as the default Succession Readiness icons for use in the
Succession Readiness legend.

Field or Control Description

Succession Readiness Displays the current system defined succession readiness
translate values. Values are: Now, -2 years, 3-5 years, and
Emergency.

Icon Name For each value in the Succession Readiness column, specify

the name of the icon image to display in the organizational
chart, Succession Readiness legend, and Successors Details.

Ratings Box Icon Name For each value in the Succession Readiness column, specify
the name of the icon image to display in the Ratings Box.

Org Chart Image and Ratings Box Image Displays the image associated with the specified values in
thelcon Name and Ratings Box Icon Namefields.

Succession 360 Page

Use the Succession 360 page (HR_VT DASHBOARD) to visually review and manage a person or role
within the context of the organization.

Navigation:
* Organizational Development > Succession Planning > Succession 360°

* Manager Self Service > Succession Planning > My Succession 360°
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This example illustrates the fields and controls on the Succession 360 page (1 of 2). You can find

definitions for the fields and controls later on this page.

Chapter 3

Succession 360

“Search For | Persons ~| Name |

#¥KeyPerson Y ReadyNow [112Years ©3-5 Years A Emergency

¥ Betty Locherty
Financs Director

Last Name

Empl ID ‘

~ Rosanna Channing - Senior Accounting Manager @

Person Details Compare To Role ‘ Performance and Career

Rosanna Channing
Senior Accounting Manager

E

Go To | Person Profile

Person ID
KU0046
Location

Corporation Headquarters

Business Address
520 Madison Ave

#30
New York, NY 10022
Business Phone

925555.1234
Mobile Phone

9255551111

~ Successor Details - Rosanna Channing ®

Successors

PlaniD KUSPLANO2

Compare to Incumbent

Ratings Box

Plan Type  Person

Plan Status  Draft

Retum to Search

Department
Corporate Accounting
Years of Service
348
Talent Category

Ashiever e

Plan for Rosanna Channing

Plan Effective Date  12/03/2012

Active Successors 5

This example illustrates the fields and controls on the Succession 360 page (2 of 2). You can find

definitions for the fields and controls later on this page.

Succession Candidates

5 1505 | View Al
Order Name *Status ;;‘;%‘;::zis““ Impact of Loss Risk of Leaving
1] Jonn Patterson Active «| [ReagyNow v | Hign ©| High i}
2\ Daryl Reese Active T\ 1-2Years v ‘ High “] Medium a
3| Derek Holsinger Active v [1-2veas V] | Medium o Medium a
4] MeiLee Active v |3-5veas V| | Medium v Medium a
5‘ Vicki Zinn Active v‘ 3-5 Years v ‘ Medium ~|  High i}
Add Candidates ‘ ‘ Save ‘ (Date change takes effect: 06/17/2021)
View Succession Plan History Maintain Succession Plan
~ Related Succession Plans
Related Plans as of 06/17/2021
5 | ‘? 1-10f1
Plan Type Plan ID Plan Description
Job Code KUSPLANOG Plan for Senior Manager-Accoun

The Succession 360 page has two primary topics:

* An organization chart or reporting hierarchy.

This information, on the left side of the Succession 360 page focuses on a person or a role and enables
you to navigate to another person or role of interest.

* A profile view.

This region displays details regarding the person or role in focus on the organizational chart.

Depending on the perspective of the Succession 360 page, you can compare the succession candidates
to the role profile or the incumbent profile. You can expand or collapse this information to optimize
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the workspace for a particular task. For example, when focusing on succession information, you may
choose to collapse the incumbent details topic.

Organization Chart or Reporting Hierarchy

The system uses trees from Tree Manager to build the hierarchies rendered by the organization chart. The
organization chart supports three types of hierarchies:

¢ Person-based

The chart hierarchy derives from the reporting Access Type defined in the Succession 360° Setup
component.

*  Position-based

The chart hierarchy derives from either Position Management data or a position tree as configured in
the Succession 360° Setup component.

e Job code-based

The chart hierarchy derives from a job code tree as configured in the Succession 360° Setup
component.

You can scroll both vertically and horizontally through the chart on the Succession 360 page. The chart
displays a maximum of three vertical levels at any time.

The focus chart node is displayed in a contrasting color from other nodes in the chart. You can change the
focus node by clicking the name, job title, or role link in each node of the chart. Changing the focus node
updates the contents of the profile topic on the right-hand side of the Succession 360 page.

Profile View - Person-based

This region of the Succession 360 page displays details about the person that is the focus of the
organization chart. The region has three tabs that change based on the selected hierarchy type.

For a person-based hierarchy, the profile view region displays the name and job code title from the job
record of the employee specified in the focus node of the organization chart region. If a position title is
not available, then the system displays the job code title. There are three tabs associated with a person-
based profile view:

¢ Person Details

The information on this tab is based on information in several HR tables. You can configure the
information on the Succession 360° Setup - Profile Content page.
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Field or Control

Description

Go To

Select the detailed career or profile page you want to access
and click the Transfer icon to access the desired page. For
the selected employee, select from the following pages:

*  Select Career Development Plan to go to the Career
Development Plan page.

*  Select Career Path to go to the Career Path page.

*  Select Person Profile to go to the Profile Manager
Person Profile page.

*  Select Performance Document to go to the Maintain
Performance Documents page.

Note: The Performance document link is only available
if you have the appropriate ePerformance roles and
associated permission lists to view performance

documents.

®

(Transfer icon)

Click the Transfer icon to access the selected page in the Go
To field.

* Compare to Role

Click the Compare to Role button on this tab to perform a Profile Manager-based comparison
between the selected employee and their current role. The results display a side-by-side comparison
of the employee's qualification content topics, if defined in Profile Manager, with those of the
employee's current role, if defined in Profile Manager. The system displays a message indicating that

the process is unavailable in the following cases:

» If'there are no defined profiles for the employee or role.

» If'the search indexes for Job Profile Management have not been created.

See “Understanding Setting Up Search and Compare Profiles” (PeopleSoft Human Resources

Manage Profiles).

e Career

The Career tab displays a summary of future career moves and career history for the current

employee.

Profile View - Position or Job Code-based

This region of the Succession 360 page displays details about the selected role, job code, or position that
is the focus of the organization chart. The region has three tabs that change based on the selected node in

the organizational chart.
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For a position-based or job code-based hierarchy, the profile view region displays the position or job code
associated with the focus node of the organization chart region. There are three tabs associated with the
profile view for non-person profiles:

¢  Details

The information on this tab is based on the position or job code associated with the focus node of the
organization chart region.

* Required Competencies

The Required Competencies tab displays a list of competencies and associated required ratings,
based on the Profile Management non-person profile for the role or job code selected in the
organization chart region.

¢ Incumbents

The Incumbents tab displays a grid of incumbents for the job code or position.

Field or Control Description

Compare Incumbent to Role Select an employee from the displayed list and click to
perform a Profile Manager-based comparison between the
selected incumbent and the current role. The results display
a side-by-side comparison of the incumbent's qualification
content topics, if defined in Profile Manager, with those of
the current job or role, if defined in Profile Manager. If there
are no defined profiles for the employee or role, the system
displays a message indicating that the process is unavailable.

See “Setting Up Searches” (PeopleSoft Human Resources
Manage Profiles).

View Career Detail Select an incumbent from the displayed list and click to
displays a summary of future career moves and career

history for the selected incumbent.

Successor Details
This region of the Succession 360 page displays three tabs associated with the source succession plan:
»  Successors

This tab displays summary succession plan information and a succession slate grid, if the information
is available, from the associated succession plan. The slate grid enables you to edit succession order
and plan status, which is updated in the associated succession plan and the slate pop-up when you
click the Save button in this region.

e Compare to Incumbent or Compare to Role
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Select a candidate and click the Compare to Incumbent button or the Compare to Role button to
perform a comparison between the two profiles. If there are no defined profiles for the selected person
or role, the system displays a message indicating that the process is unavailable.

See “Setting Up Searches” (PeopleSoft Human Resources Manage Profiles).
* Ratings Box

This tab enables you to view and edit all of the rating boxes defined for the succession plan for any
previously rated candidates. There can be up to 3 rating boxes defined for a succession plan.

Related Succession Plans

This region of the Succession 360 page displays any succession plans in the system related to the person,
position, or job code specified in the organization chart region of the page.

For persons in focus, the grid displays succession plans, if available, for the role the person holds.

For position in focus, the grid displays succession plans, if available, for either a job code associated with
the focus position or an incumbent of the position.

For a job code in focus, the grid displays succession plans, if available, for either a position associated
with the focus job code or an incumbent of the job code.

Reviewing Career Summaries

This topic lists the pages used to review career summaries.

Pages Used to Review Career Summaries

Page Name Definition Name Navigation Usage
Career Assignments CAREER_SUMMARY *  Organizational Review employee job status
Development > and job history.

Succession Planning >
Review Career
Summaries > Career
Assignments

*  Organizational
Development >
Succession Planning
USF > Review Career
Summary Info >
Career Assignments
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Page Name

Definition Name

Navigation

Usage

Compensation

COMP_SUMMARY

Organizational
Development >
Succession Planning >
Review Career
Summaries >
Compensation

Organizational
Development >
Succession Planning
USF > Review Career
Summary Info >
Compensation

Review employee
compensation history.

Training

TRN_STUDNT CRS SUM

Organizational
Development >
Succession Planning >
Review Career
Summaries >
Training

Organizational
Development >
Succession Planning
USF > Review Career
Summary Info >
Training

Review employee training
history.

Running Succession Reports

This topic provides an overview of succession planning reports and describes the pages used to run
Succession Planning reports.

Understanding Succession Reports

The summary metrics in Succession Planning reports enable administrators to see key people or roles that

are in line for succession planning and identify key persons or roles that require succession plans. This

enables organizations to define activities and strategies to search for and select the best candidates for
person and role-based succession plans.

Key Person/Job Codes/Positions

The Key Person/Job Codes/Positions page enables you to create the following reports:

» Plans for Key Entities, people, positions, and job codes

* Projected Vacancy for Key People

* Risk of Leaving for Key People
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The Plans for Key Entities report tracks the status of succession plans for key people, key job codes, or
key positions, as of the report date.

The Projected Vacancy for Key People report provides information about projected vacancies, career
readiness information for a key employee or person's next job code or position, and the availability of
successors to fill their projected vacancy.

The Risk of Leaving for Key People report enables managers and administrators to view the likelihood of
key people leaving and impact of their loss on the organization. The system also indicates whether there
are any possible successors to replace key employees with a high risk of leaving.

Talent Pool Readiness

The Talent Pool Readiness report displays all of the active members of an active talent pool. Changing the
filters for the report enables managers and administrators to evaluate various talent pool readiness values.

Talent Pool Ratings Box Assignments

The Talent Pool Ratings Box report displays a box rating assignment summary of talent pool members for
a given talent pool.

Pages Used to Run Succession Reports

Page Name Definition Name Navigation Usage

Key Person/Job Codes/ HR SUCC _METRICSI1 Organizational View candidates for

Positions Development > Succession | hierarchical-based succession
Planning > Reports > planning, and identify key
Person/Job Code Position entities that require succession
Rpt > Key Person/Job plans.
Codes/Positions

Talent Pool Readiness HR TPOOL METRICI1 Organizational Displays the people assigned
Development > Succession | to an active talent pool
Planning > Reports > and enables managers and
Talent Readiness Report > | administrators to evaluate
Talent Pool Readiness various readiness values.

Talent Pool Ratings Box HR TPOOL RATEI1 Organizational Displays a box rating
Development > Succession | assignment summary of talent
Planning > Reports > pool members for a given
Active Talent Pool Report talent pool.

Key Person/Job Codes/Positions Page

104

Use the Key Person/Job Codes/Positions page (HR _ SUCC METRICS1) to view candidates for
hierarchical-based succession planning, and identify key entities that require succession plans.

Navigation:

Succession Planning > Reports > Person/Job Code Position Rpt > Key Person/Job Codes/
Positions
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This example illustrates the fields and controls on the Key Person/Job Codes/Positions page. You can find

definitions for the fields and controls later on this page.

Key PersoniJob CodesiPositions

Instructions

Genearate reports forkey person, job codes, or positions based on vour selected criteria.
1. Select report parameters such asreport name and date range.
2. Specify additional search eriteria such as Business Unit and Company.

2. Review output and select futher filtaring options as needed.

Select Succession Planning Report Parameters

*Report Mame | Flans for Key Entities W
*Kay Ertity | Kew Feaple Lv
*Time Frame | Specify Dates b

From Date (07012003 (&)

To Date D9/30/2008] 5

Aclditional Selection Criteris

Eusiness Unit | GBIBLU &, lobal Business Institute BU
Company &,
Department A
Location Code 3,
Save Clear Run Report
Field or Control Description
Report Name Select the type of report to view. Values are Plans for Key
Entities, Projected Vacancy for Key People, and Risk of
Leaving for Key People.

Plans for Key Entities

Access the Plans for Key Entities page (Select Plans for Key Entities, on the Key Person/Job Codes/

Positions page).
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This example illustrates the fields and controls on the Plans for Key Entities page (1 of 2). You can find
definitions for the fields and controls later on this page.

Report Criteria

Filters

Key Personilob Codes/Positions

Plans for Key Entities
This chart shows Plan information for all Key People for the period 01:07/2008 through 09:30:2008.

‘Key Entity | Key People v

23.53%

Report Name Flans for Key Entities
Time Frame Snpecify Dates
From Date  01/07/2008

To Date 0903052008

M.78%

nrE%

52 94%

‘Plan Available

Use additional filters to further narrow your selection of the grid results. Refresh the resulting data by selecting the Refresh huttan.

Business Unit  GBIBL Global Business Institute BU

Company
Department

Location Code

‘Number of Successors Refresh

M K=y People without Succassion Plan
M Key Feaple with Flan and 0
Key People with Plan and 12
M Key Feople with Succession Flan and 3 or more Successors

A

This example illustrates the fields and controls on the Plans for Key Entities page (2 of 2). You can find
definitions for the fields and controls later on this page.

Search Results: Key People Personalize | Find | viewal |V First @ 1170117 2 Last
Employee I Hame Title Attn 2:::‘:2?33:3 Succession Plan 'Talent Pool Vie.:.o.l:;'llem
KOv208 Rarmon Skinny Analyst-Budget I 2 Review/Edit Lse for Overall Perf )] e
KMWA208 Judah Rosen Analyst-Budget 1] 3 Review/Edit Lze far Cwerall Perf @
KIWW207 Steve Dryckus Analyst-Financial 4 Review/Edit Use for Cwerall Perd @
K208 Barry Larson AnalystFinancial @ Create Use for Cverall Perf @
ko209 John Gare AnalystFinancial @ Create Use for Overall Perf @
KWW302 Wictar Trujivo Administratar Customer Service @ Create Technical Key Peaple @
Kuoood Douglas Lewis President & CEO @ Create Technical Key Peaple @
Kuozy Grace Stangl Fire Safety Person @ Create Technical Key Peaple @
KUOD44 Danyl Reese AnalystFinancial @ Create D)
k0101 Cynthia Adams Corporate Controller @ Create @ .
Field or Control Description

Key Entity

Select to display the key people, key job codes, or key

positions in the chart on this page.

Plan Available

Select the basic status of succession plans for the specified key

entities. Values are A/, Yes, and No.
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Field or Control Description

Number of Successors Select to track the number of successors for the specified key
entities. Values are Any, 1-2, 3 or more.

Attn (attention) Displays an exclamation point when the number of successors
is zero, otherwise this field is blank.

Number of Successors Displays the number of possible successors for the key entity
as of the dates specified for this report. If the key entity does
not have a succession plan, this field is blank.

Succession Plan Click a link in this column to create, review, or edit the
succession plan for the key entity.

Talent Pool This column displays a description of the talent pools
associated with the key person, based on the report date. When
a key person belongs to more than one talent pool, select the

desired talent pool from a list.

This column only displays for the Key People results set. The
column is not displayed when the search is based on Key Job
Codes or Key Positions since only people can be part of a
talent pool.

Go Click an icon in this row to display details of the selected
talent pool. If there is more than one value in the Talent Pool
field, you must select a talent pool before clicking on this icon.

This column only displays for the Key People results set. The
column is not displayed when the search is based on Key Job
Codes or Key Positions since only people can be part of a
talent pool.

Succession Planning Self-Service

PeopleSoft delivers a manager self-service succession planning dashboard that allows managers to view
and manage the succession planning information for their direct and indirect reports. The manager self-
service succession dashboard supports the following views:

¢  View Succession Plans.
¢ View Person Profile Summaries.

* View successors and succession readiness levels, risk of leaving and impact of loss.
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e Re-rank successors.

e Activate and deactivate successors.

* Compare an employee's person profile with their current role's profile.

Chapter 3

* Compare a successors' profile to a succession plan's incumbent, job code or position

» Edit successor rating box assignments.

Self Service Pages Used in Succession Planning

Page Name

Definition Name

Navigation

Usage

Page

Manage Succession Plans

HR_SUCC PLN_MGR

Manager Self Service >
Succession Planning >
Manage Succession Plans

Review or edit plan details
such as effective date, plan
status, and projected vacancy
date. Review incumbent job
and career plan details.

Succession 360 Page

HR VT _DASHBOARD

*  Manager Self
Service > Succession
Planning > My
Succession 360°

*  Organizational
Development >
Succession Planning >
Succession 360°

Visually review and manage
a person or role within the
context of the organization.

Manage Succession Plans Page

Use the Manage Succession Plans page (HR_SUCC PLN_MGR) to review or edit plan details such as
effective date, plan status, and projected vacancy date. The page is also used to review incumbent job and

career plan details.

108

Copyright © 1988, 2026, Oracle and/or its affiliates.



Chapter 3 Planning Successions

This example illustrates the fields and controls of the Manage Succession Plans Page.

Manage Succession Plans

You can view summaries of your employee profile, career plan and candidate slate.
You can also compare employee's person profile against the employee’s role profile and candidates profile

againstthe employee’s person profile.
Incumbent Details (2

Person Details Compare To Role Performance and Career

Name Cynthia Adams
Title Corporate Controller
EmailID cynthia.adams@xyzcompany.com
Telephone 925.555.6543

Location Corporation Headquarters

Years of Service 17 Years 2 Months

Successor Details (7

Successors || Compare to Incumbent || Ratings Box

Cynthia Adams is not associated to a succession plan.

Return to Select Employees Return To Manager Self Service Succession 360
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Using the Fluid User Interface for Career
and Succession Planning

Using the Fluid User Interface for Career and Succession

Planning

This topic discusses how administrators use the PeopleSoft Fluid User Interface to plan career and
succession. Fluid career and planning succession provides you with access to perform career and

succession-related transactions.

Pages Used to View the Career and Succession Planning the Using Fluid

User Interface

Page Name

Definition Name

Usage

Career and Succession Planning Tile

_AUTOGEN_NAVCOLL 7 (cref for the
tile)

Access a collection of Career
and Succession Planning talent
administration components.

Person Profile Page

Setting Up Job Data

JPM_PERSON_PROFILE

Search the existing person profile, create
new and update it.

Key Positions

Defining Key Positions

POSITION_DATA

Create position hierarchies (which are
required for successions plans).

Position Profiles

JPM_NON_PERS_PROFL

Create profiles for key employees and
roles.

Career Path

Career Path Page

HR_CP_PATH

Define an employee's career path;
modify a default career path; configure a
job progression.

Career Progression Chart

HR_CP_ADM_CHART

View career paths and non-person
profile summaries in order to perform a
competency gap/fit analysis.

Manage Career Plan

Manage Career Plans Component

CAREER_PLAN

Perform career planning activities for the
respective managers direct reports.
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Page Name

Definition Name

Usage

Create Succession Plan

Succession Plan Page

HR_CREATE SUCC PLN

Enter plan details such as effective date,
plan status, and projected vacancy date.

Maintain Succession Plans

SUCCESSION_PLAN

Enter any information you have and click
Search. Leave fields blank for a list of all
values.

Managing Talent Pools Page

HR_TPOOL_DEF

Search for and edit existing talent pools.

Succession 360 Page

HR_VT DASHBOARD

Search, review and manage a person
or role within the context of the
organization.

Manage Talent Pools - Learning Page

HR_TPOOL_DEF

Search for and edit existing talent pools,

Career and Succession Planning Tile

112

The Talent administrators use the Career and Succession Planning tile to access a collection of Career and

Succession Planning components.

Navigation:

The Career and Succession planning tile is delivered as part or the Talent Administration home page,
but the location can change if you change the delivered home pages or if administrators personalize their

home pages

This example illustrates the Career and Succession Planning tile for the tablet.

Career and Succession Planning

&«
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This example illustrates the Career and Succession Planning tile for the smartphone.

Career and Succ...

&

Click the Career and Succession Planning tile to access the Career and Succession Planning application
start page.

This example illustrates the Career and Succession Planning application start page for the tablet.

< Talent Administrator Career and Succession Planning /ﬁ\ Q @ — I

. . MNew Window
¥4 Position Management v

Person Profiles

. Enter any information you have and click Search. Leave fields blank for a list of all values.
Person Profiles

Find an Existing Value Add a New Value
Key Positions —
Search Criteria

Position Profile

Empl! ID: begins with v
Profile Type: begins with v (&}
4 Career Planning & | Name: begins with v
Last Mame: begins with v
Es Succession Planning [ Alternate Character Name:| begins with »
Include History ¥ Correct History Case Sensitive
. [ -
Search Clear | BasicSearch 2 Save Search Criteria

Find an Existing Value | Add a New Value
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This example illustrates the Career and Succession Planning application start page for the smartphone.

€ Career and Succession P... @ —

. MNew Window
2 Position Management W

ave fields
Person Profiles

Key Positions

Position Profile

3.1 Career Planning v

E@i Succession Planning W
nsitive

 Search

This application start page is a navigation collection that enables administrators to access frequently-
used Career and Succession Planning components from one location. The left panel of this page lists the
components collected under three categories:

* Position Management
e Career Planning
*  Succession Planning

The right panel displays the component selected in the left panel.
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