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The following is intended to outline our general 

product direction. It is intended for information 

purposes only, and may not be incorporated into any 

contract. It is not a commitment to deliver any 

material, code, or functionality, and should not be 

relied upon in making purchasing decisions.

The development, release, and timing of any 

features or functionality described for Oracle’s 

products remains at the sole discretion of Oracle.



Solutions!

• Workforce Planning!

• Succession Planning!

• Talent Planning!

• Strategic Planning!

• Alignment!

• Employee Engagement!

• Employer Value Proposition!

Have You Heard?
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Talent 
Planning

Career Planning

Learning & 
Development

Compensation

Measure 
and Report

Succession
Planning

Recruiting

Performance 
Management

Talent Management



Profile Management

• Defining
• Recruiting
• Measuring
• Developing
• Advancing
• and Rewarding 

The foundation for establishing consistent, standard yet 
flexible attributes for the purpose of…

…your talent
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“We need a common standard for defining 
and measuring a job.”

“It is essential that we get the right people in 
the right jobs.”

“We need to move our talent forward in a 
more proactive way.”

“We need to identify and develop those 
skills that are essential to our company’s 

success.”

PeopleSoft HCM Customers



Profile Management

Model Profile

Requirement

Talent Plan

Person Profile
Gap Analysis 

Organizational Strategy 

Development



Practical Example 
Retail Focus on Customer Service

• Consider Organizational Strategy
Differentiator – Customer Service

• Identify Critical Roles
Store Sales Supervisor is the pivotal role in customer service

• Create Model Job Profiles
Identify commonalities, proficiencies of top sales supervisors: 
tenure, source, experience, behavioral competencies

• Leverage Profiles to Build Talent Pool 
Recruit external talent from similar sources, experience      
Farm internal talent based on behavioral indicators             
Develop current staff based on experiences

• Plan for Future Needs
Monitor talent pipeline versus new stores, attrition



Practical Example 
R&D Drives Innovation

• Consider Organizational Strategy
Creating new product lines, ending others

• Identify Critical Roles
Need scientists with certain skills, no longer need others

• Create Model Job Profiles
Mix of hard skills, behavioral competencies and industry 
experience 

• Leverage Profiles to Build Talent Pool 
Redeploy existing talent that match up well to new needs  
Recruit talent where existing talent cannot be developed

• Plan for Future Needs
Create comprehensive segmentation plan for new lines of 
business
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“Profile Management is … a 

compelling vision for how 

competencies can underlie and 

integrate the TMS.”

Bill Kutik

HR Executive Magazine 

September 1, 2006 
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Organizational Strategy
Define Your Framework

Tier 1

Define Adjust

Tier 2

Accept

Tier 3

• Identify critical roles, jobs, organizations.

• Establish profiles according to tier.

• Partner early with a profile content specialist:

• DDI

• Lominger

• PDI



Model Profile
Architecture

• Flexible

• Supports simple and multi-tiered strategies.

• Profiles may be tied to any entity, not just jobs.

• Copy, syndication functions available for building.

• Extensible

• Supports:

• Competencies 

• Accomplishments

• Objectives

• Career Interests

• Industry/Org specifics   

• Reusable content catalog

• Global

Example

Job Family

Engineering

Level 4 

Proficiency

in Mechanical 

Design

Country

Japan

Fluent 

Japanese

Job

Sr. Eng Japan

•4 Prof in 

Mech Design

•Fluent 

Japanese



Model Profile
Layout

• Configurable

• Configurable content sections.

• Structured and unstructured data.

• Custom attributes.

• Accessible

• Self-service access.

• Secured

• Each section separately secured: 

• Viewing 

• Editing 

• Approval

• Printable



Person Profile

• Single View

• Self-maintaining

• Created by recruiting, job profile

• Updated via performance, learning

• Architecture mirrors Job Profile

• Flexible

• Configurable

• Extensible

• Accessible

• Secured

• Printable

� Easy Search & Compare



Gap Analysis
Decision Support

.

• Flexible comparisons

• Job to People

• Person to Jobs

• Person to People

• Job to Jobs

• Official or Ad Hoc

• Accessible through SS

• Interest List

• Proven technology

• Verity



Requirements/Development
Recruiting

• Find the right candidate, with accurate requirements

• Update Job Profiles as part of standard recruiting business 

process.

• Leverage job profile to create job requisition.

• Measure candidate against true expectations.

• Include internal applicants in the search for talent.

• Start new hire career off right

• Applicant information transferred to Person Profile.

• Initial gaps translated to learning and development activities.



Requirements/Development
Performance

• Measure employees against the true expectations of 

the job/organization

• Automatically derive evaluation criteria

• Measure all employees in a job or role consistently

• Aid in continuous performance improvement

• Track ongoing performance 

through notes, status fields.

• Drive learning and 

development 

activities based on 

performance results.



Requirements/Development
Learning & Development

• Provide targeted learning 

opportunities

• Tie job requirements to learning objectives.

• Trigger learning based on gaps between employee profile 

and job requirements.

• Update employee’s profile 

upon learning completion.

• Ensure Compliance

• Track certifications and trigger according to expiration.

• Update employee’s profile upon certification 

completion/renewal.



Requirements/Development
Advancement

• Give employees the tools to drive their own career

• Access to view job profiles.

• Maintain an interest list.

• Gap self against profile of interest.

• Seek out learning and development 

opportunities based on gaps.

• Make better advancement decisions

• Score individual(s) objectively based on pre-set criteria.

• Weigh criteria according to importance.

• Provide targeted development to those not ready.



Talent Plan

• Create a holistic talent view and plan.

• Future needs vs. current capabilities

• Cost of recruiting vs. developing

• Success of learning/dev programs 

• Vulnerable positions vs. Pipeline

• High Performer analysis

• Regrettable Losses



Profile Management Integration

• Career Planning / Succession Planning

• Administer Workforce (Federal) 

• eDevelopment (EE and MGR self service)

• ePerformance

• Enterprise Learning Management

• Training Administration (legacy product)

• French Public Sector

• Talent Acquisition Manager

• Candidate Gateway

• Campus Self-Service

• CRM 

• EPM

• Third Party applications (loading competency content 
into content catalog:  DDI, Lominger, etc)



Configuration Highlights

What are the changes from previous releases?

• In 8.9 (and older), everything for 

setting up and defining employee 

and job competencies was done under 

Workforce Development > 

Competency Management



Configuration Highlights

In Release 9.0: 

• Everything is now Profile  Management.
All content for person and organizational                   
profiles is maintained here by an                   
Administrator                                              

• All new table structures used                                   
a JPM% prefix …

• Upgrade will convert existing                                   
data to new table structures



Configuration Highlights

In all previous releases 

• Setup data for underlying personal data and job data / position was 

defined in multiples tables and pages    



Configuration Highlights

In release 9.0:

• Content Catalog is used to define all Competencies Accomplishments,  

etc.  

• Profiles are defined as ‘template’ based definitions using data defined 

from the Content Catalog for: 

• Profile Types, Attributes, Content Sections, Tabs, Security, etc.     



Configuration Highlights

Flexible Profile Configuration



Configuration Highlights

Flexible Search Configuration
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FAQ’s

• Is Profile Management separately licensed?

No.  The Profile Management architecture is part of 

Core HR; Self Service is part of eDevelopment.

• What happens to my existing investment in 

profiles and competencies?

All competencies, accomplishments, responsibilities 

as well as job profiles in your system will be 

automatically upgraded.

• How can I populate my profile content?

We have great certified partner integrations that 

we will continue to invest in and enhance.



FAQ’s

• Can I track …mother’s birthday?

Yes!  You can add any attribute to your profiles that is 
important to track from a career perspective … or 
even things that aren’t important.

• Can I manage my talent without profiles?

Maybe, but I can’t imagine it would be as effective.

• When will profiles be available?

Available now in HCM 9.0



FAQ’s

• Will this be in Fusion?

Our HCM Strategy Vision is that Profile Management is 

the foundation for successful Talent Management.

• How do I Learn More?

HCM 9.0 Release Notes available on Customer Connection

HCM 9.0 PeopleBooks

HCM Advisor Webcasts
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Cedar Crestone 
2007-2008 HCM Survey:

Conclusion: 
What Really Matters

To achieve service delivery excellence:

• Move to shared services and implement an 

HR-oriented help desk application

To achieve performance excellence:

• Create an integrated talent management strategy 

with competency management at the center

• Whatever you do, stick to it, and excel




