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About Me... <

1Pr03‘>n
Amy Grubb, CEO/Principal Consultant @ Cloud
Consulting Partners, Inc.

— 17+ years SAP and Human Capital Mgt consulting

— 8 years SuccessFactors implementation experience (across
suite), 9 years SAP HCM implementation experience

— Teaches SFSF Mastery courses for SAP Education

— Author, SuccessFactors for SAP ERP HCM 15t and 2"¢
Editions

— SME on SuccessFactors for SAP Labs development on SAP-
SFSF integration

— Expertise includes deep knowledge across entire SFSF suite
including integration of modules; Talent management
process design
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e Discuss Overview of Talent Management tools in
SuccessFactors including:

— Goal and Performance Management
— Succession and Development

* Review processes in the system and view a demo
e Discuss data flow between modules

iProCon: Better HR



Completing a Performance Process in the 1{“)(: n
System

It Begins With The Goal Plan
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The Performance Process in SuccessFactors

HCM | | . ~ 1ProCoN
* The process begins with setting goals using

the Goal Plan

 The Goal Plan is comprised of:
— Goal Categories
— Align and Cascade Goals
— SMART Goal Wizard
— Best-Practice Goal Library
— Goal Alignment Spotlight
— Dashboards and Spotlights

First we'll briefly talk about each item of the Goal Plan...then,
we’ll work to create and align goals in the system....
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Completing a Performance Process in the 1{roC "N
System—Goal Plan )

e Goal Plan

— Standard goal categories based on Balanced
Scorecard are used to organize goals

— Customers may configure additional or different goal
categories to meet their tracking and reporting
requirements
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O Increase market share by 8% edx
2§ Gosl alined dawn o Brenda Davis
sbsence
O Implement a system to provide online monitoring of
VVVVVVV Edit




Completing a Performance Process in the %~
System—Goal Plan

* Aligning and Cascading Goals encourages
organizational goal adoption throughout business
units, departments, and other organizational groups

e Cascading goals ensures company alignment
* Allows linkages and tracking across the organization

# Goals~ Mary Battie Stump (mary) on behslf of Carla Grant3 (ogrant3) v Q. People Success!gsgsﬂ’g

GoalPlan  SisiusReport  Execufion Msp  Mesfing Agends  Help & Tutorials

f_g Carla Grant2 ~ 2014 Goals ~ Mass Assign Cascade () AddMew @& Display [+
|
Goal Status:Not Approved
Dispiaying 17 of 7 Gosls 2] Cascade Goal -- Webpage Dialog
- - - - I Total Weight: 100.0%
@ https://salesdemod.successfactors.com/tgmGively: _s.crb=f4ZhtBdfjk2hjZe2ftla
Financial
Goal Weight Start Date Due Date Status Action
astep 10 2. Select the employees to whom you want to cascade the goal,
Decrease average cost per hire 10% by first e 0% 0101201 T2Ets
quarter edt Employee Hierarchy
Goal
G031 augneq dawn 1o RIChard Max: plan 0% 0% 010172014 123112014 Mot Started
Decrease average cost per hire 5% by first guarter O mame Title Humber of Team Members  Cascaded  state
alexander Thompson  President 6 wot
R ot augnea down to S Morion 2pproved 0% 10% 01012014 123112014 Not Started
Wl Decresse averape cost per hire 5% by first quarter = Carta Grants P, sales 6 not
Approved
(] 4, Brenda Davis Administrative Assistant 0 Hot
zpproved
. Marcus Hoff Sales Director, NE s spproved
O Increase market share by 8% edr =] 1, Richard Marcx Sales Director, NC 4 cascaded Mot 5% WK 0101204 120312014
Approved
f] P — [} Sid Mortan salles Director, ST 7 cascaded wprmgﬂ - B ntoc s0.0x G110 P —
Document il administrative procedures for position o A wikma soem Senior pirecor, sales B ot 100%
absence Approved
M Wic Stokes Sales Director, SW 4 Mot
spproved
Other Employees. % Find Other Employzes
[1___Imnlemeant a sustem tn nrovide anline maoni . 0% 10% 014012014 12/31/2014 Not Started
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Completing a Performance Process in the .
System—Goal Plan 1Pr09n

* SMART Goal Wizard
— This is a step-by-step =

SEeErel B Oy W DhE WRET wTLh B0 T £ DEeely DS 180T il el g E s -
prctsberm by Devembes 13, 2008] W |

wizard to create goals | - —
that are:

» Specific mme @

Wrelcoms to the Succeafactors SMART Goal Virard ™ which will help you quickly write effective goals,

Eudg: Sperd a “day in the life” with 10 potential customer to kearn real-world market problems by Decs
15,

e Measureable
e Attainable
e Relevant

 Time bound

B Confirm and Save

. Plaasa conflrm your geal and click Save, =

Stawt Dabes Fnd Date:
A0S ATk IS Confirm yeur SMART paal

Specific: iBehavinral Goah)
Spend & “day In the Ufe” with
December 15, 115,

- WWWw.iprocon.com




Completing a Performance Process in the 1{”)9»“1
System—Goal Plan

* Best Practice Goal Library

— |s a best-practice collection of goals that
organizations can leverage

— More than 500 ready-to-use, role-specific goals
for:

e Corporate goals
* Individual goals

- WWWw.iprocon.com



Completing a Performance Process in the 1{“)3”,

System—Goal Plan

 Dashboards and Spotlights provides managers and other
organizational leaders dashboard visibility into progression of
the organization against corporate goals

 Managers can track how their team is performing against
corporate strategy

Filters

Oy EEE >




Completing a Performance Process in the ]{myn
System...

It Continues With The
Performance Evaluation
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Completing a Performance Process in the 1{roC n
System—Performance Management j

Let’s discuss the performance evaluation:

First, from the employee’s perspective,
Then, from a manager’s perspective....
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Completing a Performance Process in the 1{roC n
System—Performance Management j

« Completing a performance evaluation — Employee perspective

nitluznosbuols

O+ (St Exnend ahed o Harod o e qrms? oo el

— Goals are created and e e e J——
maintained on the Goal - = ~ ~ - -
Plan - = T =1

- Goa |S a re rated On the R N e Yo griharinam snino sbioq of msta & Jnsmslar
Performance Review e

Perfarmance Evaluation for Sid Morton omen
= e : =

O e *0 1 =Loading.. 1515
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Objectives (50%)
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Completing a Performance Process in the 1{roC n
System—Performance Management j
 Completing a performance evaluation —
Employee perspective
+ An employee can:
» Add/Edit job responsibilities
» Complete required forms
» Add overall comments

» Add comments to Goal and Development sections
» Signoff on the evaluation

WWWw.iprocon.com




Completing a Performance Process in the . -0
System—Performance Management

 Employees manage and access their
performance review and 360 Multi-Rater
forms from their Performance Inbox

# Performance - WMary Esttle Stumg (mary] on behslf of Carls Grant3 (cgrantZ) » @ People ‘3'09,5!‘,39(3?9“'?'“9
Reviews Team Cverview Help & Tutorials
My Forms
All Forms Itams per page: Showing 1-4 of 4 ® gl O My Direct Reports
In Fragress [ Create Naw Form || = Send to Next Step
Inbox
[ search
En Route
Completed [ pisplay options
Form Status § = = . o 5 §
B Form Tite Employee Step Date Assigned Step Due Date E Form Start Dste Form End Date 4] Form Due Date ] Last Modified ] Sent Frem
] Form Title Employee Step Date Assigned Step Due Date Form Start Date Form End Date Form Due Date - Last Modified Sent From Action
O Performance Evaluation for Sid Morton Sid Morton 31 Manager Evaluation 111072014 0B/18/2014 10172014 10/19/2014 11192014 Sid Morton i) (i JF 4
O Performance Evaluation for Vic Stokes Wic Stokas 2] Manager Evaluation 1001002014 0B/18/2014 101872014 10192014 1119/2014 Vic Stokes L0 X
O Performance Evaluation for Brenda Davis EBrenda Davis 2] Signature 101072014 08182014 101182014 10182014 1WIH2014 Carla Grantd 10 X
O Tearn Evalustion for Carla Grant2 Carla Grant3 31 Employse Assessment 1002072014 13112012 10202014 11112014 1119/2014 11102014 Amy Grubb i) [i ]
Hems per page: Showing 1-4 of 4 ®ua O My Direct Reports
Copyright & 2014 SuesessFackors, Inc. Allights reserved. These orline services are SucoessFaciors confidential and propretsry and for use by sulhorized SuccessFactors cuslomers anly. Show version Infomaion. successfactors
An SAP Corngany,
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Completing a Performance Process in the 1{roC -
System—Performance Review j
 Completing a performance evaluation —

Employee perspective
+ Performance Management (PM) Forms:

» Here, the employee completes their self-assessment
based on the goals that has been cascaded to them

fi  Performance » Mary Batfle Stump (mary) on behalf of Carla Geant2 (egrant3) » O People succeSSfaCtvrS

AnSAP Company

Reviews  Team Overview  Help & Tutorisls

ted . i
. %0 Hee eLoading.. 1810
\ | Overall Score Incompletz Items Out of B \i#gr;?anllggn Gap Analysis

S5855ment
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Completing a Performance Process in the Ve

System—Performance Management 1Pf0§m
 Completing a performance evaluation — Employee
& Managers

+ Performance management tools:

» Writing Assistant and Coaching Advisor contains Best

Practice content for commenting on competency
feedback

» Flexible Workflows enable forms to be routed through
the system based on hierarchical reporting structure (E,

EM, EM+, etc)
» Legal Scan is a tool that works similar to spell check and

reviews/flags potentially inappropriate language within a
performance review

WWWw.iprocon.com




Completing a Performance Process in the .
System—Performance Management 1Pro§m

+ Performance Management (PM) Forms:

» Optional 360 Multi-Rater — Facilitates gathering
performance feedback on goals and competencies from
everyone

» Internal employees
« External people

#i  Performance - Mary Battle Stump [mary) on behslf of Carla Grant3 (cgrant?) » O People successmmors

An SAP Company
Reviews Team Cverview Help & Tutorials
Back to: All Forms
360 Degree / Multi-Rater Review for Richard Maxx 3 e & o=
L=
Employee Information
st Mame:  Maox
First Mame:  Richard
Title:  Sales Director, NC
Department:  Sales (SALES)
cat ateo (US_SFO)
Deetailed 350 Report
mmmmm Statu: Ratin.
aaaaaa Complsted 285,
Pesr Completed 2805,
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Completing a Performance Process in the -
System—360 Multi Rater 1ProCon

* 360 Multi-Rater can enhance the performance
process by gathering feedback from many
others such as peers, direct reports and even
external users

 Manager can access this feedback from within
the PM form

* 360 reviews provide ratings against role-
specific competencies



Completing a Performance Process in the 1{roC -
System—Performance Management j

Now, let’s talk about the Performance Reviews
from

a Manager’s Perspective....
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Completing a Performance Process in the Ve

System—Performance Management 1Pr03>n

e Completing a Performance Evaluation —
Manager Perspective

+ A Manager Can:

» Ask internal or external team members for feedback on
an individual

» Track responses

» Send and review email messages

» Edit job responsibilities, goals, development plans
» Provide overall rating and comments

» Confirms manager meeting with the individual

WWWw.iprocon.com




Completing a Performance Process in the 1{roC n
System—Performance Management )

+ Performance Management (PM) Forms—Manager View

» Team Overview — a “one-stop-shop” for managers to
manage the reviews of their entire team in one place

i Performance - Amy Grubb (ad on behalf of Alexander Th

Reviws [ oam O | ot & Tt
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Completing a Performance Process in the 1{roC n
System—Performance Management )

+ Performance Management (PM) s s ey

tools B - - amm
» Team Overview — allows H -

managers a dashboard-like view ™°
of their team’s review status .

» Ask For Feedback — requests for B e T

feedback are sent and l —
respondent can reply via email —

« The responses are visible from
within the performance review

form

U

i
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Completing a Performance Process in the 1{roC n
System—Performance Management j

+ Performance Management (PM) forms

» Team Rater — allows managers to rate team members
against one another and calibrate ratings against the
entire team.

» This leads to more objective ratings & feeds into other
processes like Compensation and Succession Planning

# Performance - Mary Battle Stump (mary) on behalf of Carla Grant3 {ogrent3) » (1 People SUCCGSSL&SA(E&&E'
ews Team On ew Help & Tutorials.
Team Evaluati Compatencies
Hsave | @ca | ] Print Preview Rater
. -
o '} 3 ﬁ ananan
i 370
Brenda Marcus icha sid Wilma Vie 2 Ria
Davis Hoff M Morton Sown Stokes )
Accepting Directior E o nia na na na 3 ﬂ Marous.
Hoff
" - - - 350
Communication as a 3] (3 WS g-~-.a 3 . Richard
M
‘Customer Focus. nia 8 a a-.g ) a ];E:
sid
- - - Morto
nnnnn B  SOJR SELYUES SCpRReN A
Vic
mmmmmmmmmm Vs Q o na 3 & Stokes
350
g.- ' n's na
ject Managemer E o Va
ense of Urgency (4] va
ot a a 3] a a a
50 3.50 3.50 58 50
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And, the Performance Process Continues
with
Reviewing Merit/Bonus Increases
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Completing a Merit Process in the System orCon

* Reviewing and planning merit/bonus increa
becomes easier and more efficien

# Compensation ~ Mary Battle Stump (mary) on behslf of Carls Grant3 (cgrant3) w  Q,  People successmra&cptgg

Forms Executive Review Planning Permissions
Compensation Adjustment Form
Salary F| Budgets [0 Instructions ~ Hide

Use this grid to provide pay adjustment recommendations.

For more assistance, please contact your Human Resources Business Partner.

©Display @Filter Options ~ J» Employees | can edit v Total number of employses
Employes Information Current Information Pay Incresse Recommendstion
4+ Employee Current Base Rate Current Compa Rafio  Job Title Gr'::j'fe Rating Adjuctment Ameount Adjustment Reason Promafion Amount Effactive Date Final Pay Grade Final Job Raole
i Sales
ﬂ darcus Hoff (] o #- §162,500.00  MA Director,  GR-18 Exceeds Expectations  § 0.00 000 %  NoneSelected[~]  § 0.00 000 %  MMIDDAYYYY GR-18
NE
Group Total: $0.00 0.00% $0.00 0.00%

Items per page Page 1 aof 1 Import Export Cancel E
[ 32nd emsil notficstion to onginal plannerimanager of the affected compensation form S”CCessfﬁcfg‘m'S F

[J S2nd email notification to current reviewer of the affected compenzation form

My Forms: 2012 Comp and Bonus Plan for Carla Grant (cgrant) 40
e

R -

— T e

o
Pt
e page 10 % ey -bert
Current Salary. Mort Adjustment Lump Sum
Lot | Gt -
Vo @ | o | et i ) | RS 21 sy o - [
o | g e —
B g [P s smom v v [ A P T o ooy e
L s e v ks ey TEw ol 0| uwmws G
o | Mo e 1o R (s curinss 3 i s ey s s 0 Ges T s
i Hors satme| €025 UG [5100 s gy ey w7l o oss Tt
i o stics| 4008 UEn [3ioacon cuvoiaos MERKT | nos 0 Anazi sty s [T )
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Completing a Merit Process in the System 1{r0C§>n
-Te e
* Reviewing merit/bonus increases = w
— Display relevant salary planning budget —— e
worksheet . """"
— Make salary adjustments/promotion i
increases
— View merit guidelines and merit eligibility
— Make merit recommendations based on e —
viewable performance ratings D 1
— Plan equity, calculate new base pay, T e
convert currency e
— Give promotions e
— Submit for approval *.®.9
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Now, let’s switch gears and talk about how to

Nominate Successors and Set Development
Goals....

- WWWw.iprocon.com



Succession Management and Developmentlﬁ

r?n
e Succession planning is a critical process for protectin
key positions

e Career and Development planning is a critical process
for nurturing key talent within your organization

e SuccessFactors leverages the following applications for

both these aforementioned processes
Talent
Assessment

— Employee Profile
— Performance and Goals
— Presentations
Talent
Development

Talent
Planning




Succession Management and Development ¢~

1ProCoON
* SuccessFactors offers two best-in-class solutions to support
Succession Planning and Career Development Planning (CDP)

+ Succession Planning + CDP functionality covers:
functionality covers: » Career Plans
» Succession Plans » Development Plans
» Org Charts » Integration with
» Talent Pools Learning

» 9-Box Matrices
» Talent Search

« SuccessFactors leverages data from Employee Profile,
Scorecard, and Talent Info. It is also integrated with
Metadata Framework and Position Management.

- WWWw.iprocon.com




Succession Management and Development 1{“9”

* Nominating successors

— The Succession Org Chart provides a graphical view
of talent related data such as risk of loss, impact of
loss, reason for leaving, etc.

— This helps to highlight gaps in succession plans and
facilitates making nominations

a Hag - =




Succession Management and Development ¢

1Pr0)
e Setting development goals

— Development Goals are identified at several points
in the performance-talent process:
* During Performance Reviews
* During Succession Meetings
* During regular Manager-Employee discussions

— What’s the difference between performance goals
and development goals?
* Development goals are not rated

* Development goals can span more than a performance
year



Natural Integration Points e

1ProCoOn
* When we speak of Natural Integration Points)
we are referring to:

— The applications you use within the
SuccessFactors Modules that were designed to
leverage data across the BizX suite to provide a
holistic talent management solution




e

Natural Integration Points (cont.) 1Pr03)n

e The Employee Profile, Goal Management, and Performance
Management Modules run throughout the entire BizX
suite.

You can easily say that they are the
throughout the

system.

-

Let’s take a closer look at the BizX suite....
We'll begin with the Employee Profile.

- WWWw.iprocon.com
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Natural Integration Points: Employee Profile 1Pr09n

 Employee Profile feeds all BizX modules and LMS to
provide consistent data across the platform

PLATFORM
Emplovee Profile




Natural Integration Points: Employee Profile ﬁ-oC AN
(cont.)

 The Employee Profile becomes the repository
for all connected employee data that:
— Helps manage the talent pool by

matching organizational needs
with employee skillsets

— Encourages engagement by
providing employees a place
to connect with their colleagues

— Provides up-to-date employee
talent related data at the manager’s

finger tips




Natural Integration Points: Employee Profile ﬁ-oc AN
(cont.) )

* The Employee Profile integrates with:
— Goal Management — display goal progress on the Scorecard

— Performance Management — display competency ratings on the
Scorecard

— Development Plan — display
development goal progress on
Scorecard and/or Employee Profile

— Succession Management — Manage
talent flags and Succession data that
feeds the Succession Org Chart and 9-box

— Learning — Display last 10 learning completed learning items on
Profile

— Recruiting — Maps Employee Profile data to Candidate Profile

WWWw.iprocon.com



Natural Integration Points: Goals and .
Performance 1Proe(?')n
t

* Performance Management (PM) and Goal Managem
(GM) are two separate modules in the BizX Suite that
work hand-in-hand to support the talent development
process to:

— Drive alignment across the organization thru a series of
goals that are cascaded to every employee.

— Track the progress toward executing the organizational
strategy.

* These modules integrate with:
* Compensation
e Succession Planning
 Development




Natural Integration Points: Goals and Performanﬁ

ro&‘)n

* As goals are established and tracked, they become
part of the performance review process

* They can then be maintained either on the goal
plan or through the performance review form,
depending on the customer’s process and when
forms are generated

* This information feeds into a number of talent
processes within SuccessFactors, such as:

— Compensation Management

— Succession Planning b
[ Q e |
— Learning > 6D

— Career Development " Vd !

8.
A4
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Natural Integration Points: Goals and Performan )
1ProCon

e Goals are maintained on the Goal Plan; goals are
rated on the Performance Review

2013 Goals for Marcus Hoff 5/|&) switch Plar

(Locked) Lock

’ e Cascade Selected to Me

Employee Hierarchy Performance » Admin User(adwinion hehslfof Carls Granticgeanti~  ©L People SUCCESSL EWEWEJS
Display Options Reviews
Displaying 1-3 of 3 Goals o
Team Evaluation for Marcus Hoff BE=B
EEE %0 # e2 | t113
Visibility commitment Overall Soore  Incomplete tems Outof 4 |5 ppoing) Gap fnalysis
[] Public  Align marketing and distribution so that 50% of to o
products )
ntroduction
Customer ‘Wigleome to this year's performance appraisal process, This process iz designad to help you and your manager idertify your accomplishments and geal achisvement during the year, A the end of this procesz, you and yeur manager wil alzo hawe the abity 1o begin the process of idertifying next
year's goals and career dewelopment opportunities. If you have any questions or concems relating to this year's appraisal eycle, you ean contact your manager, your divisional HR representative or consult the Human Resources website
Hide Instruction
Business Process

Goals (50%)
Visibility Commitment
[[] Public Increase Revenue and Profitability with MNew Prog|
MNegotiations

Comment on and rate the individual's demenstration of each of the obejetives listed belon, Hide Instruction

Financial
I tion and Learning Align marketing and distribution =0 that 50% of total revenue comes from new products G -
F0M of Services

Visibility Commitment

[[] Public  Aftend Key Industry and Technical Conferences tg Raling Rating
and Gather | eads e Gy
2ls 2allE Ledls W W W Exeesds Bxpectations e A P o Excees Evpectations
Carla's Comment 0ur reports for this year show that we hawe exceeded this objective by making

Iarous' team has maintained good focus an this target all through the wear. iould fike increased attention and to exceed the target by a bigger percent next year. 8% of revenue from our new product line
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Natural Integration Points: Goals, Performance o/
and Compensation 1Pr03>n

e Organizations are adopting pay-for
performance strategies that tie employee pay
to actual business results; which in turn:

— Provides more visibility and control into the
compensation payout

— Improves budget accuracy
— Reduces risk

- WWWw.iprocon.com



Natural Integration Points: Goals, Performance /
and Compensation 1ProCoOn

* SuccessFactors Compensation enables an organization
to streamline and integrate data between HRIS and
Compensation systems:

— Base pay

— Long-term incentive pay
— Short-term incentive pay
— Variable pay

e SuccessFactors provides a single source of all employee
data to be used to calculate compensation components

- WWWw.iprocon.com




Integration Points: Goals, Performance and
Compensation 1Pr05‘)n

* Goals from the Goal Plan can be populated onto
the Compensation Planning sheet for input to
bonus decisions

* Performance Ratings are displayed as hyperlinks
on the Compensation Planning sheet and the
review form can be referenced directly to drill
down on ratings on specific items

— This can provide critical data when deciding how to
compensate each team member



Natural Integration Points: Succession Planning o
and Development 1Pr05)n

e SuccessFactors Succession and Development modules offer
core features, functionality, and best practices for:

— Succession planning
— Career development planning

 These modules facilitate the management of:
— Key positions
— Successors (nominated and assigned)
— Bench strength
— Key talent data such as performance, potential, and risks
— Career plans/paths
— Development plans

WWWw.iprocon.com




Natural Integration Points: Development, e
: 1ProCoONn
Learning, and Performance Management )

* This module allows both the employee and the
manager to take an active role in assigning and

completing learning activities that are tied to the
Employee’s Development Plan

— Employees can create and track Learning Activities
and link them to Development Goals by browsing the

learning catalog and adding items to their learning
plan

— Managers can manage their own learning activities
and their employees’ activities; and, run reports
regarding the learning progress of their team




Natural Integration Points: Development, &
Learning, and Performance Management (cont.JProCon

e Often, Development Goals are linked to the
Performance Management form

e Existing Development Goals can be updated from the
Performance form and these updates reflected on the
Development Plan

* New Development Goals can also be created directly
on the Performance form and also be reflected on the
Development Plan

. Development Goals are typically not rated and are not
included in the overall performance rating, but their
inclusion on the Performance form provigdeg
place to view and manage them for each




Process Considerations and Best Practices /‘

1Pr03‘)n

e SuccessFactors modules are designed to best practices
so it’s advised to adopt the best practice configuration
options as much as possible (i.e., Performance v12
Route Map and template configuration)

* Take the opportunity to review and challenge your
talent processes and redesign to increase efficiencies

* Leverage the Goal Wizard and Goal Library to reinforce
the SMART goal structure

* Consider enabling Goal Exectuion to monitor and
maintain goal probability of success and level of effort



Froce;s Considerations and Best Practices 1{;03-),1
cont.

 Empower your managers to own the
performance process

— Train them on the process and expectations of them

— Encourage regular manager-employee discussions
throughout the year, using the system to facilitate
talking points

— Make tools such as Writing Assistant and Coaching
Advisor available so employees and managers can
provide meaningful feedback on reviews

— Remove HR and second level managers from the
process and provide information via Dashboards and
Reports to streamline the process



Useful resources

 Amy Grubb, Luke Marson,
SuccessFactors with SAP HCM:
Business Processes and Use (Galileo
Press, 2013; ISBN: 978-1-4932-1173-
9)

* Planning for Talent Management with
SuccessFactors: Q&A with Amy Grubb
— http://sapinsider.wispubs.com/Assets/
Q-and-As/2014/August/QA-with-Amy-
Grubb-on-Talent-Management-with-
SuccessFactors

e SuccessFactors website has helpful
data sheets and videos for each
module

e SFSF Customer Community for those
already customers!




Your Turn!

1Pro§>n

Questions?

How to contact me:
Amy Grubb
Email: Amy@cloudcpi.com
Cell: 760.895.9274
Website: Cloudcpi.com
Twitter: @AmyGrubb91l

Please remember to complete your session ev
WWWw.lprocon.com




