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Introduction RN
Organisation and Positions Civil Service HR

This pack highlights the benefits of Position Management over Job Management and gives an overV| v(g@ what ‘organisations’ (or
‘departments’ on Oracle) are on a cloud system.

ﬁ\\i”(\
A%U?s
Job Management vs Position Management "3 Organlsatlons
» Staffing models influence how we track, manage ‘ ’?3%63 cIoud ;)?9 s, ‘organisations’ (or
or control workers : \% (o 3e ‘depaﬁ on-Oracle), form the structure of how
N on,é%s operate

» Cloud technology HCM systems generally *”
support two types of staffing models: g@\\% x@d‘)ﬁ%;e are multiple organisation ‘types’ on a cloud
A\ plat orm; these include:

\ \ o o ,p]’\{,;{ » Grouping workers based on memberships,
\) C associations and/or characteristics

= Job Management

» Position Management

> Job Management is flexible b Ta\é%‘ng in /} ;3\
structure for workforce&p? rfngng‘%(WFP

> Positions Manage %} %C\%n be tied {0
departments and locations providing rigidity and

discipline to an organisation’s workforce
structures allowing for effective WFP reporting

= Workers will be members of different
éb organisation types
S,

» Each organisation may have different
security support roles (i.e. HR Business
Partners may be assigned on Supervisory
Organisations)



Craig.Lyons
Placed Image


..
Civil Service HR



Craig.Lyons
Placed Image


Staffing Models / Workforce Structures
Job Management vs Position Management Civil Service HR

Cloud technology HCM systems generally support two types of staffing models: Job Management and Position Management. Determining
whether to use Job or Position Management is an important decision that should be made prior to the de&gn&hase of implementing a

strategic HCM solution. Staffing models influence how we track, manage or control workers. i\\ \

The Staffing Model determines: Q o¢ o\
» the process, approvals, and restrictions for opening and closing positions \,ﬂ\ \\ \

X\

« what happens to a position when it is vacated ad &
: R

N \
= \\ N

This document will provide an overview of the relative benefits of Position. M%nagement, hig[yightmg the rigour and discipline it can
L \
provide to an organisation’s workforce structure. al 3) s
"<\ o\
Job ° (?\j}\,x Posif‘nﬂji?;;»
QN Mapa@isent
\@\g\‘ :
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Position vs Job Management
The two options

Below is an overview of the two staffing model options:

Position Management Job Management

Positions Jobs

{
o . N . ST
iI:ousrll’[ilolzlemanagement resembles assigned seating; each chair \.v anager’ - and generic
“ ment or function
Budget control is typically in the creation of the position k‘\': dget CONiro '.w associated with the requisition or the
requisition; not in the staffing/compensation/hiring eve K staffing/cgrpe
Positions offer a well-defined space independe \
person performing the job @
W, S
Positions are defined within.ene ge artn i Jobs can be defined globally/across the organisation

Whilst there are benefits to both options, the following slides will outline the detail and benefits of Position

Management as a recommended approach.
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Position Management
Overview of Position Management

What is a position?

A position is a specific occurrence of one job, fixed within one business unit or
department

What are the characteristics of a position?

Positions must be unique within an organisation and department:
« Represents a specific instance of a job
« There may be one, many, or no holders of a position at any time

« Generally used when there are clearly defined rules for work, reporting
structures, compensation, and headcount

®
Other attributes can be associated to a position: @@

+ Job °

« Location \\©®
«  Work Schedule @@

« Manager \*Q

- Organisation ,&Ki\% (\%

/

@
g@@&’ 22

ALY
Civil Service HR

Positions as assigned seating

A position resembles assignhed seating in which Employees
sit — each position is unique parate. Positions can be
moved from organisatio @ isation.

Position attr @&rs to a set of data which is linked to
that posmo includes title, organisation, job profile, pay

grad Is example new employees are assigned a
% |r whic %nated for them and customised.
e chair m@@:reated and available before the employee

canb ed.



Craig.Lyons
Placed Image


Benefits of Position Management Dl
Why choose a Position Management approach IVI| Service HR

RN\
Benefits of Position Management . %\@0

A

Position Management ensures the integrity of position datawﬁ;\\ym a cloug‘s@m Positions are the
foundational blocks of an organisation unit. ; (’!,%\';} f

It allows for: \ ~C
A Global standard approach overn %@,

Effective budget and fgreﬁag}g% o)

Effective recruitin \ - PN\ iﬁ(

Integration with \c oud mpc@:e&{

Career’progress S D"

Positi |oﬁ§vsjory report @% audltlng

Ea‘f ct orkforcg® hl ing

Pro ctive FTE rep tlng and/or Vacancy reporting

Assignment data can be defaulted based on the position selected

Ability to track and report on open and filled positions, and position history

Helps to monitor actual expenditures and variances to approved budgets

NN N N N N VNN
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Position Management
Further considerations of Position Management

» Detail — Positions provide an additional level of Key

detail on an employee’s role.

« Workforce planning — More detail will increase the
ability to track budgeted headcount and FTE,
encouraging more robust workforce planning and
improved budgeting. Additional information can
be captured against jobs, but there is no means
of capturing budgets, FTE or working hours.

» Control — Position management allows.the \ ’\i;
organisation to track and enforce explicit \)

headcount limits. With Jobs there is @6 “\ :
systematlc control over the Wt&&h@l of “org A “)
creep”.

« Skills mapping — Positions a%ow organlsatlons to
do more detailed skills mapping to a position,
rather then at a job level.

* Reporting — Reporting on the existing job library
only works if the job has an associated position

Considerations

IVI| Service HR

8

) Datg@e&acy When you hire into a position
v of the attributes are defaulted. This can
g}'%%rove data integrity and reduce data entry
errorsf job assignments. There is minimal static
about the role an employee is undertaking, or
% c-yéleflned attributes of the job. This can lead to
\& data entry errors for job assignments

< Heavy governance — Position management needs
strong governance around how positions are
managed, which will need to be defined both in
and outside the system (i.e. who can approve the
creation of a new position?)

* Ongoing management — Managing a position
structure will require material administrative effort.
Requires dedicated resource to manage the
addition, closing or modifying of positions

* Cultural impact — Positions require a rigid
structure and buy-in from the business to utilise
the structures as intended. It requires an up to
date and well managed organisation design
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Civil Service HR

Organisations


Craig.Lyons
Placed Image


Organisation Fundamentals
Organisations overview

‘ ?'{«.{_.
Civil Service HR
On cloud platforms, ‘organisations’ (or ‘departments’ on Oracle), form the structure of how employee

perate.

Organisations are the basic building b @%
-,

SO WS

-~

Organisations group workers based on
memberships, associations and/or

Woarkers will be members of multiple
characteristics

. orgarisation types (i.e. locations, pay group,
legal entity, region)

Each organisation may nave differznt security support roles (i.e., HR Business Partners may
be assigned on Supervisory Organisations)

10
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Organisation Fundamentals
Design considerations — the art of the possible

Forget about today...think about the

NS possible dw
2t

S f Design conmdera@
w « Consider what.y gﬁ@ hiev W
looking at.the @ on des our
system %
. Focus t you w% t out of your
’m ion str t@s ot-what they are
&

g
&

N

_.
Civil Service HR

Getting implementation
ready

Accuracy - review your
current reporting structure — is

it dcourate?

Data Cleanse — clear up your
existing data regardless of the
system you choose

11
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Organisation Fundamentals D
Cloud ‘Organisation’ considerations Civil Service HR

Considerations to make when choosing what your ‘organisations’ will look like

Key considerations for organisations on your cloud

s

* This list is not exhaustive and for illustrative purposes-only; terms may vary by system
12
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Example Organisation Scenario 8
Organisations in practice C|V|I Service HR

Below is an illustrative example of how organisations work in practice taken from a spemf;a‘t@&?endor:

M= 78

c ‘AN W Cost Cent
Superwsry amz ‘ 4 oll Hieraorzhy:elga(;rroll
*\\\ 9

or Pay “\} 7
eratlo Matrix: HRIS Matrix:

Holiday Party
Committee
N Region: Regional Hierarchy:
R Headquarters - Global Modemn
/ Corporate ervices Region
Business Site:
San Francisco

Pay Group:
Salaried
Workforce
Corporate

13
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Civil Service HR

Appendix

14
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Example scenarios based on typical criteria
Job Management and Position Management

Positions or Jobs is one of the key questions associated with any HR implementation, as they both offer very different options of how an HR
implementation will function. The table below shows the outcomes of decisions that organisations haveg icallyymade in defining which

would be appropriate.

\ 4
We alwavs replace We renlaca the nead \We rehire to the same
At count, hut ihe manager position, but the

employees by rehiring

cai use the bcad count manager can request a
to same role

Organisation Type/Industry

et @ differe i /e > reallocation of budget to
a different post

Project-based (an organisation that supports ° o be
project-based forms of organisation in which o &\ & y Jobs
teams of specialists from both inside and outsid ¥ t‘% e

the company report to project managers) “\\

Posj 'o% Positions Positions

Manufacturing \ /Pas{ions Jobs Positions

Retail \ / Positions Jobs Positions
Education \/ Positions Jobs Positions
Other Positions Jobs Jobs

15
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