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Abstract. In this research, the degree of support of Human Resource Management System (HRMS) Suite of Oracle Applications
ERP System for People Capability Maturity Model (P-CMM) is examined. The analysis is carried out through key practices of
each key process area in P-CMM Levels. Each key process area (KPA) in second and third levels is mapped to the functionality
provided by the HRMS. While the degree of support for Level 3 is not significantly different from the one provided for Level
2, the degree of support for each key process area in two levels shows considerable variation. The results of the analysis for the
key process areas in second and third levels show that, despite some lack of functionalities in some of the key process areas, the
HRMS provides utilities and functionalities that will facilitate and support the performance of most of the key process areas in
second and third levels. However, the support for fundamental team processes is relatively limited and there is an opportunity for
these systems to extend their functionalities towards these processes.
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1. Introduction

During the last 10 years a number of large and
medium sized organizations have implemented en-
terprise solutions [3,6]. Most of these companies
have included Human Resource Management System
(HRMS) as one of the implementation domains. At
the same time increasing number of companies work
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on improving the management and development of
their human assets including the efforts for increas-
ing the performance of teams within their organiza-
tions [5,12]. Although these initiatives are strongly re-
lated, HRMS implementation and efforts for improve-
ment in human resource development and management
are usually not coupled. We perceive major advantages
to bring these two efforts in harmony.
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This research examines the degree of support of Hu-
man Resource Management System (HRMS) Suite of
Oracle Applications ERP System for People Capability
Maturity Model (P-CMM) [1]. How and to what extent
do HRMS applications support organizations to adapt
models for improving the management and develop-
ment of human resources was our primary research
question. The objective of this study is limited to or-
ganizations whose team processes are at repeatable or
defined levels with respect to P-CMM.

The results of this research provides a roadmap for
organizations that plan to adapt P-CMM or similar
team process improvement models as to find out the
usability of ERP suits in general and the HRMS in de-
tail to automate their processes. Those planning to uti-
lize Oracle HRMS or similar human resource manage-
ment suites can also benefit from the results to create
road maps for implementation and to evaluate specific
suites for their specific needs.

1.1. Scope and assumptions

In this study, each key process area (KPA) in second
and third levels of P-CMM is mapped to the function-
ality provided by Oracle HRMS. Key process areas of
fourth and fifth levels are left out of the scope of this
study and are subjects to further studies.

In analyzing the degree of support for each key prac-
tice in KPAs, together with the level (rate) of sup-
port, where appropriate, the alternative(s) approaches
are provided as responses. The level (rate) provided for
the degree of support is derived from the alternatives
proposed. For different alternatives, the level of sup-
port might be different. For many key practices, there
might be other alternatives to be considered. Generally,
these alternatives given in responses are not the unique
ways to handle the key practices.

Every key practice in each KPA are analyzed and
mapped to the functionalities provided by the Oracle
HRMS system. Details of the responses for key prac-
tices are documented and presented in a technical re-
port [8].

In general, ERP system implementations include
merging the ERP system functionalities with business
processes and vice versa. This is made possible by
adaptation features provided by ERP systems. How-
ever, for some situations, the business processes cannot
be handled with adaptations. In these cases, either the
business processes are changed or the standard struc-
ture of the system is changed with customizations [2]
by changing the source code or writing add-ons. Cus-

tomizations, can be costly to perform and maintain,
and requires additional technical expertise. In addi-
tions, there is a considerable risk of damaging the in-
tegrity of the system. Thus, most of the ERP systems,
including Oracle Applications, are flexible enough to
handle processes with customizations; however, there
are risks and additional costs associated with perform-
ing them. In this study, we approached customization
as the last option to be careful as an alternative for the
support of any key practice or process area.

1.2. Article structure

First two sections present the fundamentals of Peo-
ple Capability Maturity Model and Oracle Human Re-
source Management System respectively.

Section 4 presents the findings of the analysis of the
HRMS to understand the degree of support of P-CMM
key practices and key process areas in second and third
levels. This section also describes the rating scale used
in the analysis. Finally Sections 5 and 6 present the
conclusions and discussions about findings.

2. People Capability Maturity Model

People Capability Maturity Model is a maturity
framework that focuses on continuously improving the
management and development of the human assets of a
software or information systems organization. P-CMM
can be perceived as the application of the principles
of Capability Maturity Model [7] to human assets of a
software organization. It describes an evolutionary im-
provement path from ad hoc, inconsistently performed
practices, to a mature, disciplined, and continuously
improving development of the knowledge, skills, and
motivation of the workforce. Although the focus in
P-CMM is on software or information system organi-
zations, the processes and practices are applicable for
any organization that aims to improve the capability of
its workforce. P-CMM will be guiding and effective
particularly for organizations whose core processes are
knowledge intensive.

People Capability Maturity Model, Version 1.0 [1] is
the fundamental resource on P-CMM. It describes the
structural components, consisting of key process areas
within the five maturity levels of the P-CMM, and the
principles that underlie each of the maturity levels.

As organizations establish and improve their peo-
ple management practices, they progress through five
levels of maturity. Each maturity level as depicted in
Fig. 1 provides a layer in the foundation for the con-
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Fig. 1. The Five Maturity Levels of P-CMM.

tinuous improvement of an organization’s workforce
practices. Maturity levels are composed of key process
areas (KPA) that identify clusters of related work-
force practices. When key practices (KP) of a KPA
are performed collectively, they achieve a set of goals
that are significant for enhancing workforce capability.
Achieving each maturity level in the P-CMM institu-
tionalizes new capabilities as a result of an organiza-
tional improvement program, resulting in an overall in-
crease in the workforce capability of the organization.

2.1. Structure of the P-CMM

The relationships among the components of a matu-
rity level are illustrated in Fig. 2. The components of
the P-CMM’s structure include [1]:

• Maturity levels, which are well-defined evolution-
ary stages that establish a level of capacity for im-
proving workforce capability.

• Workforce capability describes the level of knowl-
edge and skills in the organization’s workforce

Fig. 2. The Structure of P-CMM.

and the ability of the workforce to apply them to
improving business performance. Workforce ca-
pability is an important predictor of business per-
formance.

• Except the initial level (Level 1), each maturity
level is composed of key process areas (KPAs).
Each KPA contains a set of goals that, when sat-
isfied, establish that key process area’s ability to
affect workforce capability.

• The goals of a key process area summarize the
states that must exist for that key process area to
have been implemented in an effective and lasting
way. The extent to which the goals have been ac-
complished is an indicator of how much capabil-
ity the organization has established at that matu-
rity level.

• Each key process area is organized into five sec-
tions called Common Features. The common fea-
tures specify the key practices that, when collec-
tively addressed, accomplish the goals of the key
process area. These five types of common features
include:

– Commitment to Perform
– Ability to Perform
– Activities Performed
– Measurement and Analysis
– Verifying Implementation

• Each key process area is composed from a set of
key practices that, when implemented, help to sat-
isfy the goals of that key process area. The key
practices describe the elements of infrastructure
and workforce practice that contribute most to the
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effective implementation and institutionalization
of their key process area.

3. Oracle Human Resource Management System

Oracle Applications is an integrated set of more than
50 software modules for human resources, financial
management, supply chain management, manufactur-
ing, project systems, and sales and service manage-
ment that aims to integrate the entire enterprise. The
subject of this study is the Release 11 (11.0.2) of Ora-
cle Applications.

Oracle Human Resources Management System is
the family name for an integrated group of applications
that support the management of people [10]. It com-
prises modules that enable companies to manage their
workforce through recruitment, staffing, training, com-
pensation, and planning.

4. Support of Oracle HRMS through key practices

This section presents the analysis of Oracle HRMS
to understand the degree of support of P-CMM key
process areas in second and third levels.

Each key practice of key process areas is analyzed to
understand and assess the degree of support of Oracle
HRMS. Details of the study are presented in the tech-
nical report [8], where for each key practice, associ-
ated response states the underlying reasons for the rat-
ing level determined. Responses also include (if avail-
able) the features provided by the system for that prac-
tice and also the way these features can be utilized. In
some of the practices, responses give the details of how
these functionalities can be used to support the practice
including workaround suggestions. A detailed study of
the key practices and detailed responses for a sample
KPA (staffing) is presented in Table 2 at the end of Sec-
tion 6.

4.1. Rating scale utilized in assessing key practices
and key process areas

The rating scale is a percentage scale from zero to
one hundred percent that represents the extent of sup-
port of the attribute. The scale is an ordinal rating scale
and has four levels:

N Not supported: 0% to 15% – There is little or no
evidence of support to the practice or process.

P Partially supported: 16% to 50% – There is evi-
dence of a support to the practice or process, but
achievable or required support is far more.

L Largely achieved: 51% to 85% – There is a
strong evidence of a support to the practice or
process, but there still remain points that should
have been considered and supported.

F Fully achieved: 86% to 100% – There is evi-
dence of a complete and systematic support to
the practice or process.

In addition to these scale values, NA (Not Applicable)
is also included in the legend in order to represent the
situations where the support of a tool is not practical
or where it is not convenient to talk about a support of
such a system for that particular practice.

Together with above scheme, implementation re-
lated issues of the system are also considered while
rating the degree of support. Instead of performing
customizations, generally extra functionalities are tried
to be satisfied with workarounds within the limits of
adaptation.

In assessing the degree of support, method used to
satisfy the performance of the practice is declared in
parenthesis.

(W) – The support is provided with workaround.
(C) – The support is provided with customization.

No additional method declared with the rate letter im-
plies that the support is provided with standard func-
tionality (with adaptation). For example; a rate level
of “L(C)” implies that the practice can be largely sup-
ported with customization while a rate “F” implies that
the system can fully support the practice with its stan-
dard functionality (with adaptation).

4.2. Level 2: Repeatable

“The key process areas at the Repeatable level focus on
establishing a foundation of basic workforce practices
that can be continuously improved to develop the work-
force and on eliminating problems that hinder work per-
formance”.

In this level, basic workforce practices are established
for staffing, performance management, training, and
compensation. Basic discipline is in place in the orga-
nization’s workforce activities.

Key process areas:

• Work Environment
• Communication
• Staffing
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• Performance Management
• Training
• Compensation

The following sections of the report present the details
of the support provided for each key process area of
this level. The aggregated degree of support at level ba-
sis is not provided in this report. The degree of support
is concluded at most at key process area level.

4.2.1. Works Environment
“The purpose of Work Environment is to establish and
maintain physical working conditions that allow individu-
als to perform their tasks efficiently and to concentrate on
their tasks without unnecessary or inappropriate distrac-
tions”.

HRMS does not provide specific utilities to track Work
Environment related information. However, system en-
ables similar objects to be defined and tracked in the
system like organization units and/or locations. Thus,
as a workaround, each work environment can be in-
troduced into the system either as an organization unit
or a location and related information can be tracked in
additional fields activated in the system.

Degree of Support: L(W) (Largely supported with
Workaround)

4.2.2. Communication
“The purpose of Communication is to establish a social
environment that supports effective interaction and to en-
sure that the workforce has the skills to share information
and coordinate their activities efficiently”.

HRMS provides utilities for competency definitions
and assessments to capture the information related
with the level of communication skills of the work-
force, and have facilities to keep track of the informa-
tion related with the activities performed to increase
the level of communication skills of the individuals
(in Training Administration Module). However, it does
not provide specific utilities to facilitate communica-
tion between workforce.

Degree of Support: P(W) (Partially supported with
Workaround)

4.2.3. Staffing
“The purpose of Staffing is to establish a formal process
by which talent is recruited, selected, and transitioned into
assignments in the organization”.

HRMS provides extensive utilities for staffing. It of-
fers and supports a procedure to be followed during

staffing process. This procedure is supported by the
standard functionality with the following features: Va-
cant positions can be declared open; recruitment activ-
ities (advertisement, campaign, etc.) to announce the
availability of positions can be entered and tracked; a
list of qualified candidates can be developed; compe-
tency requirements of related positions can be defined;
the most qualified candidate can be evaluated and se-
lected; competence profile of each candidate can be en-
tered; and outcomes can be communicated to candi-
dates by system generated letters.

Degree of Support: F (Fully supported)

The details of the analysis for each key practice as
the justification of above degree are presented as a
sample in Table 2 at the end of Section 6.

4.2.4. Performance Management
“The purpose of Performance Management is to establish
objective criteria against which unit and individual per-
formance can be measured, to provide performance feed-
back, and to enhance performance continuously”.

HRMS offers specific utilities for supporting perfor-
mance management activities. It provides utilities to
develop performance criteria; to define competencies
and associated rating scales; to define competency re-
quirements of each positions and jobs; to assess the
performance of the individuals; and to grant access
to and ensuring confidentiality of performance data.
However, Oracle HRMS does not provide direct sup-
port for performance management activities of an orga-
nizational unit. In addition, measuring the performance
of this process and verifying that it is conducted with
regard to organization policies requires special reports
to be prepared.

Degree of Support: L (Largely supported)

4.2.5. Training
“The purpose of Training is to ensure that all individuals
have the skills required to perform their assignments”.

Training involves identifying the skills required to per-
form critical tasks, identifying training needs within
each unit, and ensuring that needed training is received.
Each unit identifies the skills required to perform criti-
cal tasks involved in the assignments given to individ-
uals. Training needs are identified for each unit, and
a plan is developed to ensure that needed training is
received. The HRMS suite has a separate module for
training activities. Training Administrator module pro-
vides these functionalities to support the training activ-
ities of an organization mentioned above.

Degree of Support: F (Fully supported)
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4.2.6. Compensation
“The purpose of Compensation is to provide all individu-
als with remuneration and benefits based on their contri-
bution and value to the organization”.

With HRMS, a working model of organization’s own
types of compensation and benefits, and the policies,
or business rules that govern the allocation of these
to employees can be defined. The system provides
a basis for determining and adjusting compensation,
which includes skill qualifications and performance.
The first step in the process is to define the separate
types of compensation and benefit that are required
to be tracked. In Oracle HRMS, these are defined as
elements [10]. Criteria for determining and adjusting
compensation according to qualifying conditions and
to a unit, position, job, etc. can be set. The system
also provides a schema for defining the frequency with
which compensation activities are performed.

HRMS has standard reports and reporting tools
(“Discoverer” for end users and “Reports” for develop-
ers) that enables the aggregation of individual compen-
sation related information and element related trends
at the organization level or any level (compensation el-
ement type level, etc.) within each unit. These may in-
clude;

– total and projected compensation,
– growth in compensation,
– effects of criteria on compensation,
– compensation by position, job, etc. types,

However, it does not provide utilities to measure the
timeliness and efficiency of compensation activities
and may need highly customized and complex reports
to assess compensation versus individual, unit, and/or
organizational performance.

Degree of Support: L (Largely supported)

4.3. Level 3: Defined

The key process areas at the Defined level address
organizational issues. The organization identifies its
core competencies and plans, and tailors and executes
its defined workforce practices to enhance its capa-
bilities in the core competencies required by its busi-
ness environment. The organization tailors its work-
force activities for developing and rewarding these
core competencies. Career development activities are
undertaken and a participatory culture is nurtured.

Key process areas are:

• Knowledge and Skills Analysis

• Workforce Planning
• Competency Development
• Career Development
• Competency-Based Practices
• Participatory Culture.

4.3.1. Knowledge and Skills Analysis
“The purpose of Knowledge and Skills Analysis is to iden-
tify the knowledge and skills required to perform core
business processes so that they may be developed and used
as a basis for workforce practices”.

HRMS support this process by providing competence
definition with regard to business goals, then assign-
ing competence requirements for an organization unit,
a job or a position. However, Oracle does not provide
any means to track the data that can be used to deter-
mine the quality of knowledge and skills profiles. This
can be accomplished by providing additional segments
(descriptive flexfields) to keep information about qual-
ity of knowledge and skills profiles, which are hold
as competency requirements in “Competency Require-
ments” window.

Degree of Support: L (Largely supported)

4.3.2. Workforce Planning
“The purpose of Workforce Planning is to coordinate
workforce activities with current and future business
needs at both the organizational and unit levels. Work-
force Planning involves developing a strategic workforce
plan that sets organization-wide objectives for compe-
tency development and workforce activities, and develop-
ing near-term plans to guide the workforce activities of
each unit”.

In HRMS, non-monetary workforce budgets, such as
headcount or full-time equivalents, which are based on
organization’s work structures, can be defined. Work-
force budgets can be defined against an organization
unit, job, position, or any combination of these. Work-
force budgeting functionality (feature) provides a com-
parison between the budgeted (planned) and actual
workforce values. In that sense, workforce budgets are
useful features for workforce planning. Also, compe-
tency definition and competency requirement assign-
ment for business processes can enable the analysis of
workforce needs of the organization with respect to the
processes needed in the vision of the organization.

Degree of Support: F (Fully supported)
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4.3.3. Competency Development
“The purpose of Competency Development is to constantly
enhance the capability of the workforce to perform their
assigned tasks and responsibilities”.

HRMS provides features to support competency devel-
opment and training activities. Oracle HRMS Train-
ing Administration module has utilities for establish-
ing training and development programs. It also pro-
vides utilities to report the current status of these pro-
grams at organization and individual levels (see 4.2.5
– Training KPA). It can provide the anticipated num-
ber of people with the needed competency by specified
dates. Although it does not enable to keep information
about how the number of people with the competency
will be developed and/or provided, but it supports the
activities of any recruitment (see 4.2.3 – Staffing KPA)
or training for competency development (see 4.2.5 –
Training KPA).

Degree of Support: L (Largely supported)

4.3.4. Career Development
“The purpose of Career Development is to ensure that all
individuals are motivated and are provided opportunities
to develop new skills that enhance their ability to achieve
career objectives”.

HRMS has features to track and provide related infor-
mation in the personal development plan. It provides
utilities to track career objectives and career paths of
individuals to achieve those objectives. It also enables
knowledge and skills identification and track in per-
formance management activities to enhance perfor-
mance in the current assignment. System can track
skills needed to progress toward the career objectives,
potential next assignments, and plan for developing the
skills required for potential next assignments.

Degree of Support: F (Fully Supported).

4.3.5. Competency-Based Practices
“The purpose of Competency-Based Practices is to ensure
that all workforce practices are based in part on develop-
ing the knowledge and skills of the workforce”.

Competency-Based Practices involves recruiting
against knowledge and skill needs, basing selection
methods on assessing the knowledge and skills of can-
didates, assessing job performance against the tasks
and roles assigned to the position, and basing com-
pensation at least in part on growth in knowledge and
skills.

HRMS enables competency type definitions and
competency requirements for jobs or positions in the

system. These definitions can be utilized during re-
cruitments (applicants are evaluated according to these
competencies and competency requirements of the po-
sition they are applying), during assessments (as the
performance of the individuals are assessed with re-
gard to the competencies defined).

Once the organization’s requirements for core com-
petencies are defined, recruitment activities can be
based on these requirements. Applicants can be evalu-
ated with respect to these requirements set for the re-
sponsibilities they apply. Also web based tool “Suit-
ability Search” can be used to search for and match
the most suitable person to a job or position. Search
can be performed by personal characteristics, assign-
ment characteristics and competencies or combination
of both. Potential individuals with a proficiency level
in a specific competence, at a required level and above
(or below) can be searched.

On the other hand, in HRMS, performance criteria
are at individual level. Individual performance can be
aggregated at unit or organization level. Oracle HRMS
provides ways to define performance criteria that in-
clude objectives for developing the core competen-
cies. However, it does not provide similar structure for
defining performance criteria at unit levels. Nonethe-
less, these values can be defined in additional segments
(custom attributes) of Organization object in the sys-
tem.

For some of the key practices of this key process,
(Activity 7, 8, 9 and 10) the performance of the practice
solidly depends on how the organization understands
the accompanying objectives, how effectively devote
resources on the process. Thus, HRMS provides utili-
ties that an enable organization to effectively perform
the process, however, it does not provide any utility to
ensure that this is realized.

Degree of Support: L (Largely supported)

4.3.6. Participatory Culture
“The purpose of a Participatory Culture is to ensure a flow
of information within the organization, to incorporate the
knowledge of individuals into decision-making processes,
and to gain their support for commitments. Establishing
a participatory culture lays the foundation for building
high-performance teams”.

Participatory Culture involves establishing effective
communications among all levels of the organization,
seeking input from individuals, involving individuals
in making decisions and commitments, and communi-
cating decisions to them.
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Table 1

Degree of support of Oracle HRMS for each KPA

Level Key process area Degree of support

Level 2 Repeatable Work Environment L(W) (Largely supported with Workaround)

Communication P(W) (Partially supported with Workaround)

Staffing F (Fully supported)

Performance Management L (Largely supported)

Training F (Fully supported)

Compensation L (Largely supported)

Level 3 Defined Knowledge and Skills Analysis L (Largely supported)

Workforce Planning F (Fully supported)

Competency Development L (Largely supported)

Career Development F (Fully supported)

Competency-Based Practices L (Largely supported)

Participatory Culture P (Partially supported)

For many cases, HRMS does not have specific func-
tionalities to establish a flow of information within the
organization to incorporate the knowledge of individ-
uals into decision-making processes, and to gain their
support for commitments. However, the architectural
characteristics of the system enable any information
to be shared through organization easily. In essence,
for most of the activities to be performed for estab-
lishing a participatory culture, a tool can barely be uti-
lized to help or enhance the performance of that activ-
ity. The performance is very much related with how ef-
fective the communication is established, how manage-
ment supports and tries to incorporate the individuals
in decision making process. HRMS, in that sense, can
support organizations to establish the system to make
available adequate information to any level of the or-
ganization for decision making.

Degree of Support: P (Partially supported)

5. Conclusion

Many of the companies have implemented or im-
plementing HRMS applications of ERP systems. On
the other hand, increasingly companies are trying to
adapt frameworks and approaches to improve the qual-
ity of the processes, products and enhance their work-
force capabilities. To bring these two efforts especially
in software organization in harmony we examined the
degree of support of a Human Resource Management
System (HRMS) for People Capability Maturity Model
(P-CMM).

The support was analyzed through key practices of
each key process area (KPA). KPAs in second and third

levels are mapped to the functionality provided by the
HRMS. Table 1 summarizes results by presenting de-
gree of support ratings for each KPA of Levels 2 and 3.

The degree of support of HRMS for each key
process area shows considerable variation. In Level 2,
while the degree of support for communication KPA
is relatively limited, the support for work environment
KPA could mostly be provided with workarounds. The
system provides all essential utilities, particularly for
staffing and training key process areas.

The degree of support for Level 3 is not signif-
icantly different from the one for Level 2. Mostly
due to its people oriented success factors, participa-
tory culture key process area can only be partially sup-
ported by the system. On the other hand, work plan-
ning and career development key process areas are
fully supported. The remaining KPAs, knowledge and
skills analysis, competency development and compe-
tency based practices were largely supported by the
system.

6. Discussion

Communication and Participatory Culture key
process areas include fundamental functions towards
team process improvement. While there is an exten-
sive support of these similar ERP systems for basic
HRM processes in classical sense, the support for team
processes are not adequate. Having limited support
to fundamental team processes, these systems have
great opportunity to extend their functionalities to-
wards these processes.
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Table 2

Analysis of staffing KPA (sample)

Practice Grade Response

Commitment to perform

Commitment 1. The organization follows
a documented policy for conducting its
staffing activities.

L Response 1: HRMS can help to setup a workflow by arranging the sequences of
forms to be reached consequently with regard to documented procedure. It offers and
supports a procedure to be followed during staffing process. The procedure offered
and supported by the standard functionality includes the following steps:

– Vacant positions declared open (“Requisition and Vacancy” window);
– Availability of the position announced by recruitment activity (advertisement,

campaign, etc.) (“Recruitment Activity” window);
– A list of qualified candidates developed (“Applicant Quick Entry” window);
– The most qualified candidate evaluated and selected (“Suitability Search”, web

based interface. Also competence profile of each candidate entered in “Compe-
tence Profile” window);

– Outcomes communicated to candidates (Letters);
– Selected candidates transitioned into their new position (Personnel type updated in

“Enter and Maintain” window);
– Orienting selected candidates to the organization (Training needs identified after

competency analysis and information about training courses to be taken entered in
Training Administration Module);

– Also, Oracle HRMS can keep documented policy for staffing process by “Attach-
ments” feature (if staffing process is entered into the system as a position or job
object).

Commitment 2. An organizational role(s)
is assigned responsibility for assisting
and advising units on staffing activities
and procedures.

L Response 2: HRMS can provide responsibility assignment for a role in the organi-
zation and keep additional information about the details of the responsibilities and
associated skills. An individual(s) in an organizational unit can be assigned respon-
sibilities by first declaring related responsibilities either as a “job” or “position” then
assigning this responsibility to the individual(s).

Ability to perform

Ability 1. Within each unit, an individ-
ual(s) is assigned responsibility for en-
suring that staffing activities are per-
formed.

L See Response 2.

Ability 2. Adequate resources and fund-
ing are provided for the planned staffing
activities.

L(W) Response 3: HRMS does not provide specific standard utilities to keep track of
the resources required and utilized for the execution of an activity. However, as a
workaround, staffing object can be introduced into the system as a “job” or a “po-
sition” object that can be assigned to one or more individuals as responsibility as it
is offered in responsibility and assignment related activities. This definition can be
performed in “Job -> Define” or “Position -> Define” forms in HRMS. After defin-
ing this object, now it is not only an entity to be assigned to individuals but also an
object whose required and used resources can be kept tract of. This and similar in-
formation can be kept in “Extra Information Types (EIT)” structures. By this way,
one can have information about the required and utilized resources for that process
and have information about whether adequate resources are dedicated and utilized
for that process.

Ability 3. Individuals responsible for
staffing activities are trained in methods
and procedures relevant to their responsi-
bilities.

F Response 4: Oracle HRMS Training Administration Module can keep track of train-
ing activities with its associated material, resources and individuals to be participated
as trainers and trainees. Competency levels for any process or position can be defined
and trainees can increase their levels of competency as they proceed through train-
ing activities and make themselves eligible for jobs, which have certain competency
requirements. Information within these activities can be controlled in the system.

Ability 4. Individuals participating in
staffing activities receive orientation in
the laws, regulations, methods, and orga-
nizational policies relating to the staffing
process.

F See Response 4.
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Table 2

(Continued)

Practice Grade Response

Activities performed

Activity 1. Responsible individuals plan
and coordinate the staffing activities of
their units in accordance with docu-
mented policies and procedures.

P(W) Response 5: HRMS only supports this activity by keeping documented policy for
staffing by “Attachments” feature and can provide ways for each employee to reach
policies.

Activity 2. Position openings within a
unit are identified and analyzed.

F Response 6: HRMS provides extensive utilities that facilitate staffing. It can provide
ways to budget positions, analyze open positions, and analyze the requirements and
responsibilities of these positions. Budgets can be defined to reveal the headcount
requirements within enterprise, and then requisitions can be raised for the vacancies
required. These are handled in “Positions -> Budgets” form. In this form detailed
analysis of current workforce, past budgets and realization of the budgets can be ana-
lyzed. Positions are opened and tracked in “Recruitment -> Requisition and Vacancy”
form. For each open position, competency requirements can be entered to match with
the skills of the applicants during selection process.

Activity 3. Position openings within the
organization are widely communicated.

F Response 7: HRMS does not provide specific communication utility within the work-
force but can facilitate this activity by proving the “rights” for everyone to see the
vacancies (open positions) in “Recruit -> View Vacancies” form. Also reports are
also available for all employees (who have rights) to see open positions with their
requirements.

Activity 4. External recruiting activities
are planned and coordinated with unit re-
quirements.

F Response 8: In HRMS open positions are defined (“Recruitment -> Requisition and
Vacancy” form). Also, budgets can be defined to reveal the headcount requirements
within enterprise, and then requisitions can be raised for the vacancies required.
These are handled in “Positions -> Budgets” form. A set of open positions can be
communicated to external sources through relevant media. Information about these
communication activities (such as advertisements) is entered into the system with
“Recruitment -> Recruitment Activity” form. All relevant information about these
activities can be kept in the system in standard segments and descriptive flexfields of
related form.

Activity 5. A selection process and ap-
propriate selection criteria are defined for
each open position.

F Response 9: For each open position, competency requirements can be entered to
match with the skills of the applicants during selection process. For suitability match-
ing, competence requirements for jobs and positions in the Competence Require-
ments window can be entered. Oracle HRMS provides a web-based tool “Suitability
Search” to search for and match the most suitable person to a job or position. This
might be performed during recruitment, succession planning, and so on. You can
search by, personal characteristics, assignment characteristics and competencies or a
combination of both. In the search, you can identify which competencies are required
and which are optional. You can also search for people with a proficiency level in a
specific competence, at a required level and above (or below). Suitability Search then
produces a list of all people who possess the required and optional competencies, at
the level defined. Besides, Line Manager Direct Access (LMDA) enables line man-
agers to perform searches to identify people by skills, personal characteristics, and
applicant or employee information. The “person list” generated from the search is
used for processes such as graphical comparisons, group ranking, appraisals and as-
sessments. Managers can save the list and use it many times; enabling them to easily
access the people they deal with frequently.

Activity 6. Each unit, in conjunction with
their human resources group, conducts a
selection process for each position it in-
tends to fill.

F Response 10: All candidates who applied to an open position are entered to the sys-
tem in “Applicant Entry” form. HRMS provide utilities to record addresses, personal
details, application information, competencies, qualifications, school and college at-
tendances, and work choices for all applicants. Applicants are interviewed and all
interview related information is entered in “Applicant Interview” form. An applicant
can go through number of interviews. All information about the interviewers can also
be entered into the system.
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Table 2

(Continued)

Practice Grade Response

Activity 7. The position is offered to the
most qualified candidate.

F Response 11: After interviewing with the applicants, the position is offered to the
applicant and applicant assignment status is made approved. All rejected applicants’
status can be mass updated and changed to Terminate Application. Reasons for re-
jection can also be entered. All relevant letters are prepared by the system to be sent
to all applicants.

Activity 8. The organization coordinates
to attract the selected candidate.

F Response 12: For this activity, HRMS only offers interviewing utility. Applicants are
interviewed and all interview related information is entered in “Applicant Interview”
form. An applicant can go through number of interviews. All information about the
interviewers can also be entered into the system.

Activity 9. The selected candidate is tran-
sitioned into the new position.

F Response 13: After applicant is entered to the system and status is changed from
“applicant” to “employee”, the requirements of the position applied together with its
responsibilities are automatically assigned to the new employee.

Activity 10. All appropriate members of
a unit are actively involved in its staffing
process.

F Response 14: HRMS only supports this activity by providing ways to enter interview
related information particularly the workforce that participated directly in related
staffing activity.

Activity 11. Workforce reduction and
other outplacement activities are con-
ducted in accordance with the organiza-
tion’s policies and procedures.

F Response 15: HRMS only supports this activity by providing position budgeting util-
ity that keeps track of the intended (planned) workforce within selected time interval.
Deviations from budgets are also tracked by this feature.

Measurement and analysis

Measurement 1. Measurements are made
and used to determine the status and per-
formance of staffing activities.

L Response 16: HRMS only supports this activity by providing the “View Vacancies”
window to see lists of vacancies for an organization, location, job, position, grade,
group, recruiter, or recruitment activity. All vacancies of a particular status can also
be searched.

Measurement 2. Unit measures of staffing
status are collected and aggregated at the
organizational level.

F Response 17: HRMS provides extensive and flexible reporting utilities for reporting
the current and past statistical data about staffing activities.

Verifying implementation

Verification 1. A responsible
individual(s) verifies that staffing
activities are conducted according to the
unit’s plan and the organization’s
documented policies.

F Response 18: HRMS can only support these activities by keeping documented policy
for each object by “Attachments” feature and also by providing status viewing of the
staffing activities with “View Vacancies” window. Also reports can be designed to
aggregate and document the information related to the current status of the activities.

Verification 2. Executive management
periodically reviews the status of the or-
ganization’s staffing activities to deter-
mine if they comply with its documented
policies.

L See Response 18.

From common features viewpoint, HRMS is partic-
ularly useful for “activities performed” common fea-
ture. For commitment to perform, HRMS supports
policy statements either by attachments feature as a
workaround or its standard workflow structure. Simi-
larly, leadership role assignment to processes generally
supported with workarounds only if that key process is
defined as an entity in the system. If these processes are
introduced into the system, then it is also possible to
keep track of resources and funding needed for the per-
formance. Training is supported with a separate mod-
ule not only for the processes area but also for ability
to perform common feature for all processes. Proce-

dure to be followed for the execution of the process is
either embedded in the system as proposed procedure
or can be designed through workflow module. On the
other hand, for most of the key process areas, HRMS
does not provide specific utilities to measure the per-
formance of the processes and verify that they are per-
formed, but provide reporting tools to mine useful in-
formation as indicators of measures and means for ver-
ifications.

Considering findings for levels 2 and 3, despite some
lack of functionalities in some of the key process ar-
eas (particularly for fundamental team processes) and
in common features in general, HRMS is a useful tool
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that provides a variety of features to support organiza-
tions that are adapting similar maturity frameworks or
approaches.

6.1. Using team process improvement models to
implement HRM suites

In this study we focused on the usability of HRMS
in the context of P-CMM. During our studies we have
also observed a number of benefits in the reverse direc-
tion.

First of all team process improvement models can be
excellent enablers for HRMS automation. Before the
implementation of an HRMS system, a well-defined
process model developed as part of a team process im-
provement effort enables automating right processes.
Once the (whole or partial) implementation is com-
plete, the defined processes can enable to verify that
the software automates the processes right.

An even more critical benefit is related with change-
ability of HR requirements. The requirements of hu-
man resources are not fixed, that is, one time imple-
mentation of a specific suite for a specific process set
is only a beginning. As the needs of human resources
change, the implementation is expected to conform to
the changing requirements. The efforts for conformity
might be substantial. Depending on the suite and mag-
nitude of change it might be required to reengineer the
whole system or sub-system. Team process improve-
ment models on the other hand, prescribe generic road
maps for changes in human resources. Based on these
road maps the usability and sustainability of specific
ERP suites for specific organizations can be predicted
in advance.

Finally, as studies to harmonize automation and im-
provement efforts mature, ERP Solution providers will
also benefit from the results. Particularly, the first effort
might be on providing enhanced functionalities to sup-

port team processes. The team process improvement
models and the coupling efforts will provide necessary
feedback to improve their suits.
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