






Calculate pay increases using absolute values 
instead of percentages. A very common practice 
in organizations is to award pay increases and 
bonuses based on percentages of current salary. 
This aligns well with how budgets are typically 
calculated, but it does little to alleviate pay gaps 
among different demographic groups. If high per-
formance ratings correlate with 5% increases 
across the company, a female employee making 
less than a male employee will still technically be 

rewarded with less money – and this disparity  
will actually grow over time with subsequent 5% 
increases. Compensation professionals should 
consider awarding increases and bonuses in  
absolute values instead. While this will not allevi-
ate initial pay gaps, it also won’t perpetuate and 
increase them in the same manner that percent-
age increases will. In the merit guidelines work-
sheet within SAP SuccessFactors Compensation, 
toggling between “percentage” and “absolute” 
awards is as easy as pushing a button.
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Encourage managers and employees to discuss 
pay. Having discussions related to pay and rewards 
can be uncomfortable, and for that reason many 
people choose not to do it. However, this has been 
shown to be a contributing factor in demographi-
cally based pay gaps. One way organizations can 
address this is by providing training and enable-
ment that instructs both managers and employees 
how and when to have productive discussions 
about pay. Companies can use SAP Jam or SAP 
SuccessFactors Learning to deliver this kind of 
content, linking directly from SAP SuccessFactors 
Compensation. This kind of information signifies 
to employees that the company culture supports 
them in seeking transparent information about 
how compensation decisions are made.
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CONCLUSION
Demographically based disparities in pay and 
other rewards are ultimately perpetuated by how 
initial and ongoing compensation decisions are 
made. By effectively leveraging technology to  
ensure the pay of new hires and existing employees 
is based on fair and equitable criteria, organizations 
can eliminate bias in how employees across the 
organization are rewarded, ensuring the retention 
and satisfaction of a diverse workforce. 
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How can you measure the impact of your company’s pay practices? Consider tracking the following 
metrics: 
••  Average annual salary by demographic group – The average base salary of each demographic 

group
••  Performance-based pay differentials by demographic group – The average base compensation 

paid to top performers for every dollar paid to midrange to low performers, analyzed by demo-
graphic group

••  Annual bonus by demographic group – The average annual bonus for each demographic group
••  Diverse-to-nondiverse employee stock-holding ratio – The number of stock shares held by diverse 

employees (for example, differently abled) for every one share held by nondiverse employees
••  Average spot bonus by demographic group – The number of employees receiving a spot bonus 

and average bonus amount, analyzed by demographic group
••  Compa-ratio by demographic group – Comparison of an employee’s actual base salary and the 

midpoint of their salary structure, analyzed by demographic group
••  Upward salary change rate by demographic group – The percentage of employees who received 

a salary increase, analyzed by demographic group 
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A company’s leadership team is pivotal in setting 
culture and expectations.1 A visit to the Web site 
of any large organization reveals that leaders  
are also very visible. Peter Howes, vice president  
of Workforce Analytics and Planning at SAP  
SuccessFactors (SAP), once said, “You can tell  
a lot about an organization’s culture by who they 
choose to promote.” Indeed, nothing is more reflec-
tive of the behavior, performance, and capabilities 
that an organization values than who they choose 
to reward with opportunities to lead others. 

We know, however, that leadership ranks tend to 
be the least diverse. Fewer than 6% of S&P 500 
companies2 and 7% of Fortune 500 companies 
are led by women – although this is the highest 
representation in the history of the group.3 There 
have been only 15 black CEOs in the history of the 
Fortune 500,4 even though these companies employ 
about 17.5% of the total U.S. workforce.5 Company 
boards tend to be so homogeneous that some re-

gions of the globe have passed legislation man-
dating greater diversity in the boardroom.6 The 
reality is that in most industries, the higher you 
look in organizations, the less diversity you see.7 
What causes organizations’ promotion processes 
to result in relatively homogeneous groups of 
managers and leaders? 

We implicitly believe that future leaders should 
resemble past leaders. We discussed in a previous 
section how we subconsciously believe a person 
will be effective in a role if he or she resembles 
other people who were previously effective in that 
role. This same phenomenon affects how compa-
nies select leaders. We tend to view people who 
look like our implicit conceptualizations of an “ideal” 
leader as being more competent and well prepared 
for leadership roles, influencing who we choose 
to develop and eventually promote.8 However, these 
decisions often result in leadership teams that do 
not demographically resemble lower levels of the 
organization.

Eliminating Bias in Who Is Promoted: 
Selecting and Retaining Diverse Leaders
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This effect has been demonstrated in the research 
across underrepresented groups. Women, for  
instance, are less likely to be promoted,9 as are 
nonwhite employees.10 Older employees tend to 
be rated as less promotable generally.11 Being dif-
ferently abled is so detrimental to chances of  
receiving a promotion that over 61% of differently 
abled individuals have reported not disclosing 
their disability for this exact reason.12 And some 
research has shown that when participants lis-
tened to a recording of a voice that they felt 
“sounded” gay, they were more likely to say the 
person was ill prepared for a leadership role.13 

In order to address this issue and ensure the most 
capable people are promoted, business leaders 
need tools and processes that enable them to  
get past their implicit conceptualizations of how 
leaders should look and focus on the qualifications, 
skills, and abilities that enable individuals to be 
great leaders. 

Phenomena such as the “glass ceiling” are lower 
than you think. In many industries, the higher up 
in an organization you look, the less demographic 
diversity you see. But this is not a gradual or linear 
relationship. There is a point at which diverse talent 
dramatically drops off, and that point is around  
or before the middle management level.14 This is 
sometimes referred to as the “glass ceiling” effect, 
implying there is an invisible barrier that limits 
promotion of certain groups above a certain level. 
Research suggests that because middle manag-
ers make many decisions that directly impact the 
careers of employees, they are some of the most 
influential in driving workforce equity, diversity, 
and inclusion through their behavior.15 But for a 
variety of reasons, including unwelcoming culture 
and inflexible work characteristics, middle man-
agement is also the point at which diverse talent 
tends to leave.16 Organizations should carefully 
study cultural characteristics and management 
practices that may be adversely affecting diversity 
at the middle management level while also arm-
ing managers with the tools they need to move 
past their own unconscious biases and make  
decisions in a way that is equitable and fair across 
all groups of employees. 
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Promotions are an outcome based on other  
biased processes. Organizations should ideally 
base promotion decisions on assessments of 
performance and development of skills and expe-
riences necessary to succeed in a leadership role. 
However, we’ve discussed in earlier sections how 
decisions around evaluating employees and select-
ing them for developmental opportunities can be 
unintentionally influenced by bias. Women, for  
instance, have been shown to have very different 

paths to promotion than men, often needing to 
demonstrate higher sustained performance and 
relying less on personal and professional networks.17 
This suggests that somewhere in the performance 
evaluation process, a link is being made to promo-
tion opportunities for men that is not being made 
for women in the same way. To address this issue, 
business leaders need to ensure the processes they 
use to get people to the point of being considered 
for a promotion are equitable and inclusive.
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HOW SAP SUCCESSFACTORS SOLUTIONS HELP 
ELIMINATE BIAS IN WHO IS PROMOTED 
We’ve discussed some ways companies can remove 
bias from their promotion processes, ensuring that 
leadership selection practices are equitable across 
all groups of employees. How can technology help? 

Utilize calibration to evaluate potential. In addition 
to views that enable managers to quickly visualize 
and determine performance-based compensation 
decisions, calibration can also be used to categorize 

employees according to performance and potential, 
supporting succession and promotion decisions. This 
tool helps facilitate discussions among managers 
around what high potential looks like, ultimately 
guiding decisions around who should have access 
to higher-level roles. Additional calibration func-
tionality, such as the in-line notes, enables managers 
to approach succession and promotion decisions 
with a shared understanding of what potential looks 
like across all qualified employees. 
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Analyze indicators of potential bias. Even though 
the calibration tool enables discussion around 
how to define potential, managers can still exhibit 
unintentional bias in how they assess that poten-
tial, seeing more of it in people who may look like 
their implicit ideals of leaders. There are indica-
tors within SAP SuccessFactors solutions that 
may shed light on whether this is occurring. For 
instance, employees can be assigned a “risk-of-loss” 
categorization, with top talent that the company 
wants to retain but that could potentially be drawn 

away by other opportunities indicated. These  
categorizations can be seen in the calibration 
tool, as shown below. They can also be brought 
into a report that allows business leaders to see 
whether high risk-of-loss categorization tends to 
occur more for certain demographic groups. If this 
is the case, it can form the basis for investigating 
whether those employees are truly at higher risk 
of loss than others, or if they are just implicitly 
believed to hold more value for the organization 
because of their demographic characteristics.
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Ensure top talent in the company is visible. 
Even though the skills, capabilities, and competen-
cies necessary for success in a leadership role 
should not be associated with demographic char-
acteristics, unconscious bias can cause diverse 
talent to be overlooked for these positions. Deci-
sion makers need tools and processes that enable 
them to “see” all of the qualified talent in the  

organization. There are several ways that SAP 
SuccessFactors solutions help with this. First,  
talent search functionality enables business  
leaders to find employees possessing certain 
skills and qualifications. This information can be 
searched directly from the employee profile, en-
abling employees to self-report and have some 
degree of influence in whether they are consid-
ered for a promotion.
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In the last quarter of 2017, enhancements in the 
calibration tool are planned that will also increase 
visibility into the talent that may be best suited 
for a leadership role. The “alerts” functionality 
within the calibration tool will pull from historical 
data and surface an alert when certain conditions 
are met. In the example below, an employee  
has been placed in the “high performance, high 
potential” box for three years in a row but has  
not received a promotion. This alert encourages 

managers to revisit their decision, removing any 
potential blind spots they may have had for this 
particular employee and increasing visibility into 
the top talent that may be perfect for a higher-
level role. 

*Note: A proof-of-concept watermark denotes  
future functionality and is covered by SAP’s legal 
disclaimer, found here. 
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CONCLUSION 
The promotion process is a key point at which we 
can influence workforce diversity and inclusion in 
the long term. Having similar role models in high-
level positions encourages diverse talent to apply 
to work in the organizations and industries in which 
they believe they too can succeed.18 And because 
leadership teams are so critical in setting strategy 
and culture, more diverse leaders can help ensure 
that inclusive cultures become and stay a part of 
the organization.19 By using technology to ensure 
promotion decisions – and all of the decisions leading 
up to them – are made equitably, companies can 
ensure that bias does not determine the people 
they choose to promote. 
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How can you measure the impact of your company’s promotion processes? Consider tracking the 
following metrics: 
••  Promotion speed by demographic group – The average position tenure prior to promotion,  

analyzed by demographic group 
••  Number of diverse employees promoted by manager – The average number of diverse employees 

(for example, women) promoted per manager
••  Number of diverse successors by manager – The average number of diverse employees who are 

identified as successors per manager 
••  High-potential employees by demographic group – The number of employees considered to have 

high potential in the organization, analyzed by demographic group 
••  Successor readiness rate by demographic group – The percentage of successors analyzed by  

succession readiness rating, analyzed by demographic group. This identifies the proportion  
of different demographic groups in each successor readiness category. 

••  Time in successor pool by demographic group – The average number of days a successor has 
been in the successor pool, analyzed by demo graphic group 

 

18.	 Sheehy, K. (2012). Minorities need STEM role models too. U.S. News. Available here. 
19.	 Groysberg, B., and Connolly, K. (2013). Great leaders who make the mix work. Harvard Business Review. Available here. 
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The preceding sections covered how organiza-
tions can reduce the influence of bias and pro-
vide greater opportunities for diverse talent to 
succeed in every stage of the HR lifecycle. But  
diversity professionals know that diversity is not 
the whole story – diversity may be having the 
numbers, but inclusion is what makes the diverse 
perspectives, experiences, and dynamics work.1 
Without inclusion, organizations can’t truly capi-
talize on the benefits of diversity. And without 
mechanisms in place to ensure the ideas and 
contributions of everyone are valued, inclusion 
quickly falls apart. 

Even when organizations are able to bring in  
diverse talent and keep them for some time, they 
may be inadvertently excluding them in ways that 
are visible and noticeable – and that go beyond 
inequity in traditional HR practices. How?
 
Diverse talent is not given the tools they need to 
develop social relationships. In today’s increas-
ingly collaborative world, having productive working 
relationships with key contributors in the organi-
zation is critical to any individual’s success.2 But 
it can be difficult for diverse talent to form these 
relationships, particularly when they are in the 
minority. In an exclusive organizational culture, 
diverse employees tend to form restrictive social 
networks with other diverse employees.3 Referred 
to as “in-group/out-group dynamics,” this barrier 

has to do with the difficulty people with different 
backgrounds and experiences have in forming 
strong ties to existing, intact groups of people who 
share similar backgrounds.4 However, in-group/
out-group categorization is a largely mental con-
struct created based on perceived differences 
and similarities.5 Companies can and should  
enable employees to create in-groups that revolve 
around similar interests and goals unrelated to 
demographic characteristics.

Diverse talent may find it uncomfortable to 
share ideas. People that perceive themselves to 
be in the minority or “different” from others in an 
organization may be reluctant to share ideas and 
perspectives that vary from the general group 
norms, especially when the organizational culture 
doesn’t support them in doing this.6 This is a sig-
nificant issue because the advantage of diversity 
at work is that it helps create variety in perspec-
tives and approaches, facilitating innovation and 
novel ways of solving problems. If a company’s 
culture is not conducive to employee comfort and 
competence in sharing ideas, the company will 
fail to leverage this key advantage that diversity 
can provide, no matter how many diverse employ-
ees it brings in. This is why organizations should 
provide tools and processes that enable all talent 
to speak up and share ideas, supporting a culture 
in which everyone is valued.

Using HCM Technology to Drive Inclusion
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Certain resources may not be relevant or help-
ful to diverse talent. Companies develop and  
administer policies, practices, and benefits in an 
effort to help employees do the best work possible. 
But in an increasingly diverse workforce, presenting 
resources in the same way across the entire emplo
yee base is unlikely to meet everyone’s needs.7 
Some companies have addressed this by providing 
resources specific to certain demographic groups, 
which helps bring value to those groups but does 
little to promote inclusion and unity across the entire 
employee base.8 Another method is to create em-
ployee resource groups that are targeted toward 
employees of certain demographic categories or 
backgrounds but are open to everyone who supports 
diversity and inclusion and would like to learn 
more about and support the experiences of those 
employees.9
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HOW SAP SUCCESSFACTORS SOLUTIONS 
SUPPORT A CULTURE OF INCLUSION 
There are several ways that companies can utilize 
technology to support a sense of inclusion for all 
employees. 

Utilize onboarding to bring new employees into 
the most important in-group: the company itself. 
The SAP SuccessFactors Onboarding solution 
contains several features that can help socialize 
new employees to your company in a quick and 

engaging fashion, which is likely to be especially 
beneficial for diverse talent. Using this tool, busi-
ness leaders can assign a “new-hire buddy” to in-
coming employees, ensuring they build at least one 
strong social relationship immediately upon en-
tering the organization. The solution also intro-
duces new hires to “people they should meet,” so 
new employees are clear on the people they should 
get to know and the critical social relationships  
to form.
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Utilize SAP Jam to drive social collaboration 
and discussion. The changing nature of work 
means “team discussion” may look very different 
than it has in the past. While meetings and collabo-
ration used to involve face-to-face interaction, 
this is no longer necessarily the case.10 When it 
comes to inclusion of diverse perspectives, this 
may be a positive thing. Diverse employees who 
may be hesitant to speak up or are regularly  

interrupted in face-to-face settings can be encour-
aged to contribute ideas and perspectives online. 
While this may not completely eliminate the reluc-
tance of diverse talent to share ideas, it does pro-
vide another outlet for making those ideas heard. 
SAP Jam also contains features such as polling 
that allow employees to cast their votes and con-
tribute their perspectives in a way that does not 
put them in an unwanted spotlight.
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Utilize SAP Jam to manage employee resource 
and interest groups. SAP Jam allows employees 
to build groups that can vary in terms of topic, focus, 
and access. Many companies have started creat-
ing employee resource groups within SAP Jam 
where employees with shared backgrounds and 
interests come together to discuss common chal-
lenges and demonstrate support for one another. 

In these groups, administrators can post relevant 
documents and resources, as well as drive discus-
sion and collaboration among group members. 
Group membership can also be set to be public 
or unrestricted, so employees who are not neces-
sarily part of the underrepresented group but act 
as supportive “allies” can be included as well.
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Enable enterprise mobility to ensure everyone 
has access to HR information on the go. The 
SAP SuccessFactors solutions we have referenced 
throughout these sections are accessible outside 
of the office on mobile devices. When considering 
structuring jobs in a way that allows people to work 
when and how they can, companies can some-
times overlook the fact that the very tools needed 
to complete those jobs remain tethered to the 
workplace. The SAP SuccessFactors Mobile app 
enables employees to be on the go as needed, so 
they never miss something that might be critical 
to helping them gain access to further opportuni-
ties at work. This is beneficial for all employees, 
and especially for diverse, emerging talent that  

is driving the need for companies to provide more 
flexible, inclusive ways of working.

CONCLUSION
Companies may have excellent capabilities in  
attracting diverse talent, but failing to create a 
culture of inclusion will hinder their ability to fully 
leverage the diverse perspectives and innovation 
that result. By enabling the workforce with tools 
that bring talent into the organization’s social 
structure, encourage contributions and ideas, 
and provide access on the go, companies can 
support a culture of inclusion to create lasting 
workforce engagement for all. 
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This checklist is designed to help you deter
mine whether your organization is using SAP  
SuccessFactors solutions to their full capabilities 
in preventing, detecting, and eliminating bias from 
your HR processes. 

To implement the recommendations we’ve made 
in this document, review the Business Beyond 
Bias implementation guide with your SAP  
account management professional. 

Are you using your SAP SuccessFactors solutions 
to lay the foundation for inclusion? 

Relevant solutions and tools: SAP SuccessFactors 
Employee Central, localization, job profile builder, 
org chart

Does your company do the following:
99 Own and use the SAP SuccessFactors 
Employee Central solution?

99 Leverage localization features within SAP 
SuccessFactors Employee Central to help 
ensure inclusion of employees in different 
regions and cultures? 

99 Use the name pronunciation feature within 
SAP SuccessFactors Employee Central?

99 Utilize flexible demographic categorizations 
within SAP SuccessFactors Employee Central, 
broadening the range of terms employees can 
use to “self-select”? 

99 Utilize the job profile builder tool to identify 
critical elements of a role that shape the 
requirements for how that job performed? 

99 Make diversity- and equity-relevant data 
visible to decision makers via snapshots? 

99 Include contingent and nontraditional laborers 
in the organizational chart and structure? 

Are you using your SAP SuccessFactors solu-
tions to leverage workforce data, insights, and 
planning to inform a diverse, inclusive workforce?

Relevant solutions and tools: SAP SuccessFactors 
Workforce Analytics, SAP SuccessFactors  
Workforce Planning 

Does your company do the following:
99 Own and use the SAP SuccessFactors 
Workforce Analytics solution?

99 Leverage the “investigate” capabilities in SAP 
SuccessFactors Workforce Analytics to easily 
visualize and forecast diversity trends? 

99 Utilize benchmarks to compare internal 
diversity data to external metrics?

99 Use the diversity template for simpler reporting 
on the metrics that matter most? 

99 Include critical diversity metrics in the 
dashboard in SAP SuccessFactors Workforce 
Analytics?

99 Use features such as the headlines functionality 
to push relevant diversity data out to managers’ 
home pages? 

99 Leverage built-in analytics to provide process-
relevant data at the point of decision? 

APPENDIX A

Product Feature Checklist for Business 
Beyond Bias 

91 / 96

© 2017 SAP SE or an SAP affiliate company. All rights reserved.

https://help.sap.com/viewer/70097a1a469d47a0ae08809e4a240f98/PRODUCTION/en-US/0ce3c2810f7b4e17b6d58eaaef707b43.html
https://help.sap.com/viewer/70097a1a469d47a0ae08809e4a240f98/PRODUCTION/en-US/0ce3c2810f7b4e17b6d58eaaef707b43.html


Are you using your SAP SuccessFactors solu-
tions to eliminate bias in who applies and who 
is hired?
 
Relevant solutions and tools: SAP SuccessFactors 
Recruiting, SAP SuccessFactors Recruiting Mar-
keting, SAP SuccessFactors Recruiting Posting, 
job builder profile, LMS, career-site builder,  
interview central

Does your company do the following:
99 Own and use the SAP SuccessFactors 
Recruiting solution? 

99 Convey inclusive messages and images 
through the career site builder? 

99 Leverage recruiting sourcing reports to gain 
insight into where you are recruiting – and 
where you might try recruiting next? 

99 Use job-builder-profile information as a basis 
for writing job descriptions? 

99 Administer training for interviewers and hiring 
managers through an LMS?

99 Bring validated hiring assessment scores into 
recruiting decisions? 

99 Leverage the interview central functionality to 
help ensure interviewers have all the job-
relevant information they need, such as an 
interview guide based on critical components 
of the role? 

99 Leverage the interview central functionality to 
form panels of interviewers rather than relying 
on individuals?

Should you consider deploying the biased language 
checker planned for later this year to help ensure 
your job descriptions attract a gender-balanced 
applicant pool? 

Are you using your SAP SuccessFactors  
solutions to eliminate bias in how people are 
managed? 

Relevant solutions and tools: SAP SuccessFactors 
Performance & Goals, continuous performance 
management, 360, calibration, LMS 

Does your company do the following:
99 Own and use the performance management 
functionality in the SAP SuccessFactors 
Performance & Goals solution? 

99 Own and use the goal management functionality?
99 Leverage cascaded and aligned goals functionality 

within SAP SuccessFactors Performance & Goals?
99 Integrate goals with performance such that 
cascaded or aligned goals are brought directly 
into the performance evaluation form, helping 
ensure managers are assessing employees on 
job- and company-relevant metrics? 

99 Incorporate other aspects of performance, 
such as competencies, into the performance 
evaluation form? 

99 Encourage managers to use the writing assistant 
/coaching advisor tool within SAP SuccessFactors 
Performance & Goals? 

99 Own and leverage the 360 tool to help ensure 
employee performance is rated by multiple 
people? 

99 Own and use the 360 tool to allow employees 
to review the supportive supervision capabilities 
of managers? 

99 Deliver manager training on supportive 
supervision and accurate performance 
assessment through an LMS? 

99 Own and use the continuous performance 
management function to help ensure 
performance is evaluated and discussed  
on an ongoing basis? 

99 Leverage photoless and gender summary 
capabilities within the calibration tool to help 
ensure performance and potential evaluations 
are bias free? 
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Are you using your SAP SuccessFactors  
solutions to eliminate bias in who is developed? 

Relevant solutions and tools: LMS, SAP Jam,  
SAP SuccessFactors Onboarding, career devel-
opment, mentoring, employee profile 

Does your company do the following: 
99 Challenge manager bias around what high 
potential looks like with training via an LMS?

99 Own and leverage the SAP Jam collaboration 
platform to build demographically balanced 
learning communities? 

99 Leverage mentoring within career development 
to help ensure mentors and mentees are 
matched on desired skills, capabilities, and 
experiences and not on demographic similarity? 

99 Own and utilize employee profile and career 
development capabilities to allow employees 
to indicate their interests, achievements, and 
development goals, ultimately enabling them 
to self-select into developmental opportunities? 

99 Leverage an LMS and SAP Jam to build 
learning and development experiences that 
engage everyone? 

99 Leverage mobile capabilities to provide remote 
access to learning opportunities? 

99 Own SAP SuccessFactors Onboarding and 
leverage this solution in conjunction with LMS 
and SAP Jam to help ensure development is 
happening from the first entry point into your 
organization? 

Are you using your SAP SuccessFactors  
solutions to eliminate bias in who is rewarded? 

Relevant solutions and tools: SAP SuccessFactors 
Compensation, variable pay, calibration, LMS 

Does your company do the following:
99 Own the SAP SuccessFactors Compensation 
solution with the variable pay tool?

99 Use compensation reporting functionality to 
help ensure new-hire salaries are based on 
company data and not previous salary?

99 Use compa-ratios to determine pay 
adjustments? 

99 Leverage the calibration tool to help ensure 
pay increases are linked to performance? 

99 Award pay increases and bonuses in absolute 
values rather than percentages? 

99 Utilize tools such as an LMS to help ensure 
managers and employees can have productive 
discussions about pay? 
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Are you using your SAP SuccessFactors  
solutions to eliminate bias in who is promoted? 

Relevant solutions and tools: SAP SuccessFactors 
Succession & Development, calibration, talent 
search 

Does your company do the following: 
99 Own the SAP SuccessFactors Succession  
& Development solution? 

99 Own and use the calibration tool for 
succession to help ensure potential is 
evaluated fairly? 

99 Leverage talent search capabilities to find 
internal talent? 

99 Analyze data such as risk-of-loss 
categorization to challenge the company’s 
view of who is truly critical? 

Should you consider deploying enhancements  
in the calibration tool that are planned for later  
in 2017 to help ensure outcomes and decisions 
made through this process are appropriately  
determining promotions in a bias-free way? 

Are you using your SAP SuccessFactors  
solutions to support workforce inclusion? 

Relevant solutions and tools: SAP SuccessFactors 
Onboarding, SAP Jam, SAP SuccessFactors Mobile 

Does your company do the following:
99 Own SAP SuccessFactors Onboarding and use 
capabilities such as “new-hire buddy” and “people 
you should meet” to help ensure new hires 
have the connections they need to succeed? 

99 Own SAP Jam and use it to connect people 
across the company? 

99 Use SAP Jam to support employee resource 
groups?

99 Leverage the SAP SuccessFactors Mobile  
app to help ensure everyone has access  
to a comprehensive HCM experience? 
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Which recommendations are most relevant to your 
company, based on the SAP SuccessFactors  
solutions you own? See below for page numbers 
indicating where you can find recommendations 
for how to use features within each individual 

module to prevent, detect, and eliminate bias. If 
you are unsure whether your company currently 
owns any of the following solutions and tools, 
please reach out to your SAP account management 
professional.

Appendix B

SAP SuccessFactors Solution Index 
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Core HR
SAP SuccessFactors Employee Central 				    Pages 12, 13, 14, 15, and 17

Analytics
SAP SuccessFactors Workforce Analytics				   Pages 23, 24, 25, 26, 27, and 28 
Reporting tools							       Pages 35 and 71 

Talent
SAP SuccessFactors Recruiting					     Pages 34, 37, 39, 40, and 41
SAP SuccessFactors Onboarding					     Pages 65 and 87
SAP SuccessFactors Performance & Goals     			   Pages 47, 48, 49, 53, 54, and 73   
Continuous performance management (CPM) tool 		  Page 52
360 tool								        Pages 50 and 51
Mentoring tool							       Page 61
SAP SuccessFactors Compensation 				    Pages 72, 74, and 75
SAP SuccessFactors Succession & Development  		  Pages 61, 62, 80, 81, and 83

Learning and Social Collaboration 
SAP SuccessFactors Learning					     Pages 38, 51, 59, 63, 64, 65, and 75
SAP Jam								        Pages 60, 63, 65, 75, 88, and 89

Platform 
Job profile builder tool						      Pages 16 and 36
Talent search tool 							       Page 82
Org chart tool							       Page 18
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This document is brought to you by the HCM Research and Solution Management teams from SAP. If you 
have any questions about the Business Beyond Bias capabilities supported by SAP SuccessFactors 
solutions, please contact:

Gabriela (Gabby) Burlacu, PhD
gabriela.burlacu@sap.com

Patricia (Patti) Fletcher, PhD
patricia.fletcher@sap.com
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