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Disclaimer

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. 
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Executive Summary 

The concept of HR transformation is not new, but many HR organizations are still 
striving to achieve the transition from a purely transactional function to one that also 
delivers strategic value. A 2010 survey of enterprises in Europe, the Middle East and 
Africa revealed that over half of organizations are still in the process of transformation 
or planning to start an HR transformation project1. 

Across the globe, HR directors and the functions they oversee are finding that 
ageing, complex and fragmented IT systems are standing in the way of completing a 
successful transformation. Yet financial pressures in a down economy are preventing 
them from gaining the budget they need to transform their IT systems alongside their 
organizational structure. 

This white paper examines some of the fundamental problems that fragmented IT 
systems are causing for HR functions that have adopted – or are planning to adopt 
– the Ulrich model: from the HR director through to the shared service centre, HR 
business partners and centres of expertise. 

Taking each “channel” of Ulrich’s model2, it looks at what the HR function needs to 
do in order to become a truly value-adding, strategic contributor to the business. It 
examines why IT is currently holding HR back from achieving its goals, and shows how 
modern and integrated cloud-based applications can provide the necessary business 
tools and capabilities to complete the transformation – rapidly, affordably, securely, and 
without the need for capital expenditure (CAPEX) budget. 

1 “HR Transformation in EMEA”, Mercer, 2010
2 “HR Transformation”, Dave Ulrich, 2009
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Introduction: The Persistent Challenge of HR Transformation 

For more than half of enterprises today, HR transformation is still an ongoing project. In a 2010 
survey of over 500 European, Middle Eastern and African organizations by HR consultancy Mercer, 
42 percent of respondents said they were currently in the midst of a transformation process, with a 
further 10 percent planning to start a transformation project in the next 12 months3.

Figure 1. Status of HR Transformation in EMEA (Source: Mercer, 2010) 

Transformation is long and slow in coming. The HR function has been striving for 15 years to 
evolve from a purely administrative service to one that plays a central role in defining business 
strategy and, in doing so, delivers positive, measurable business value to the organization.  

The theory is all in place – the Ulrich model is widely accepted as a blueprint for HR’s evolution to 
a strategic function on a par with Finance – and there is a wealth of talent and will to succeed. So 
why is transformation taking so long? 

3 “HR Transformation in EMEA”, Mercer, 2010
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Figure 2. The Ulrich Model of HR 

One reason is that HR is held back by not having the right tools. Many organizations that have 
adopted the Ulrich model have discovered that they automated somewhat the administrative 
functions of shared services, only one of the different HR functions, and they have created 
disconnected islands of systems, data and functionality that prevent the organization from adopting 
an effective, coherent and holistic approach to strategic people management that would drive 
business value. 

HR has also suffered from being perceived as the “poor relation” to finance, sales and marketing 
when it has come to allocating budget for new systems. Many organizations have invested in 
powerful new software systems to drive business strategy and boost sales and marketing initiatives, 
especially as globalization and economic uncertainty have made the business environment more 
challenging. 

As a function that has historically had little direct impact on revenues and profits, HR has had to 
fight harder, and often unsuccessfully, to gain budget approval for new tools. As a result, HR is 
struggling to become a more valuable contributor to the business without access to the same kind of 
modern IT functionality enjoyed by its counterparts elsewhere in the enterprise. 

That struggle is compounded by the fact that the business is continually evolving and new critical 
demands on HR have emerged, and the idea of what constitutes “HR transformation” is itself in 
flux. As new technologies change the nature of work, market conditions fluctuate and employees 
from younger generations join the workforce, HR can’t stay still: it must move with the times to 
ensure that it remains relevant, valuable and innovative, and ultimately support the business. 

In that sense, HR transformation can never really be considered complete. Good HR leaders will 
always have one eye to the future, and be ready to alter or abandon any transformational goals that 
are no longer relevant to the way the business operates. 

This white paper looks at each HR function in turn, outlines what each needs to do in order to 
deliver maximum value to the organization, and explores the critical success factors for an effective 
transformation. It then shows how each HR function can get the tools it needs to complete its 
current transformation aims quickly, and without the need for CAPEX budget for new HCM 
systems.

Corporate HR  (HR Oversight and Leadership) Top management, Integration, 
Corporate initiatives 
CHROs

Centers of Expertise
(HR expertise)
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Business Partners
Embedded HR
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Information

Work

Project Team

Employees
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Source: HR Transformation, Dave Ulrich, 2009
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Implementing Ulrich: The Vision and the Reality 

For most midsize to large organizations today, adopting or refining Ulrich’s model is seen as the key 
to HR’s transformation from a transactional to a strategic function.

The following table illustrates the basic and strategic aims of each key role in the Ulrich model.  
When these aims have been achieved, HR transformation can generally be considered complete. 

Table: HR’s Basic and Strategic Aims4 

Function Basic Aims Strategic Aims

HR Leadership -  Ensure that core HR processes 
are delivered smoothly, rapidly, 
consistently and in line with 
compliance obligations and the 
expectations of employees and senior 
management

-  Improve HR’s reputation for efficiency 
and good service

-  Deliver innovative, value-adding 
initiatives that align with business 
objectives and have a demonstrable 
strategic impact on the overall business

-  Develop leadership throughout the 
business

-  Gain accurate, meaningful business 
intelligence and execution to drive 
decision-making and strategy formulation 

HR Business Partners -  Monitor and understand people-related 
trends in the business 

-  Identify headcount and initiate the 
hiring process to fill open positions

-  Work with line managers to clarify and 
deliver supportive HR strategy and 
act as strategic advisors to business 
managers to create a workforce aligned 
to corporate objectives 

-  Manage talent and organizational 
planning, perform organizational audits 
and measure performance to see 
whether the HR investments made by 
the business deliver the intended value

HR Shared Service 
Centre

-  Streamline HR processes to improve 
service delivery 

- Run payrolls efficiently

-  Lower the cost of delivering HR 
services to the organisation

-  Monitor and automate processes for 
continuous improvement 

-  Deliver e-HR 

-  Be recognised as a cost-efficient 
function in its own right

HR Centres of 
Expertise

-  Become specialist expert advisors to 
the business in key areas: Learning 
& Development, Compensation & 
Benefits, Performance Management, 
Resourcing, and Organizational 
Planning

-  Create HR services driving business 
strategy around

•	 People

•	 Performance	

•	 Communication	

•	 Work	

-  Formulate and implement strategies 
that enhance the business’s competitive 
advantage, based on strong insight 
into and understanding of internal and 
external factors

In reality, however, many organizations have not fully adopted the Ulrich model. Mercer’s 2010 
survey found that only 15 percent of HR time is spent on strategic activities, while 71 percent is still 
spent on service delivery, recordkeeping, compliance and internal management5. 

4 “HR Transformation”, Dave Ulrich, 2009
5 “HR Transformation in EMEA”, Mercer, 2010



8

Oracle Fusion HCM Cloud Applications: Accelerate and Complete Your HR Transformation

Figure 4. Percentage of HR Time Spent Performing HR Activities (Source: Mercer, 2010)

Fragmented and Outdated IT Systems Block Progress 

So what is holding HR back from achieving its strategic aims (and many of its basic aims too)? One 
key problem is that many HR IT systems have not moved with the times. Many organizations are 
stuck with the same kind of transactional, admin-focused HR systems they were using before the 
transition to Ulrich. As CAPEX budget for new IT systems has been scarce, HR has found itself at 
the back of the queue for modern, information-driven business systems. 

In frustration, many HR business partners and heads of centres of expertise have adopted niche, 
cloud-based applications for emerging disciplines like talent and performance management. These 
are generally used in isolation from the rest of the business’s systems, creating islands of data and 
standalone processes that can’t interoperate with the rest of the organization. 

The consequences of this situation are threefold. Firstly, it causes processes to be fractured 
and inefficient, contributing to HR’s often poor reputation for service delivery. Secondly, HR 
professionals cannot access a “single source of truth” about the workforce on which to base their 
planning, management reporting and decision-making. Without that single source of truth – and 
the tools to analyze, understand and act on it – HR will remain a predominantly administrative 
function. And thirdly, without modern tools, HR risks losing employee engagement as the 
workforce fills up with Generation Y employees used to operating in a highly mobile, social and 
digital age. 

In the next section, we examine in more depth the critical success factors for HR’s transformation to 
a strategic function.

Delivering HR Services

Transacting / recordkeeping

Internet Management

Compliance / auditing

Strategic partnering

Designing HR Programmes or systems

27%

18%

15%

14%

14%

12%
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Critical Success Factors for Transformation 

Get the Basics Right: Process Efficiency 

Before it can start delivering strategic value, HR needs to get its house in order as regards its core 
mission: delivering efficient, cost-effective personnel management services.  All processes relating to 
joiners, movers and leavers need to be smooth, rapid and automated, as inefficiency can damage the 
perception of HR and block its path to becoming a valued and valuable partner to the business. 

Too often, however, basic processes such as providing new joiners with the equipment, passwords 
and permissions they need to do their job, can take weeks or even months to complete.  This 
kind of inefficiency may be one of the reasons that in a 2006 survey by the Center for Effective 
Organizations, only 5 percent of CEOs said they were satisfied with their HR function6. 
Transformation projects should therefore focus as much on improving process efficiency as on 
elevating HR’s strategic capabilities. 

Improve Insight 

A second critical success factor for HR transformation is gaining sophisticated, enterprisewide 
analytical capabilities in order to be aligned and support the business. While enterprises have 
invested in management intelligence, data mining, forecasting and predictive analytics systems for 
finance, HR has had to make do with a mixture of operational systems that do not offer the ability 
to make complex interrogations of people-related data. 

When HR analytics are required, all too often it’s had to be done on spreadsheets within individual 
business units or centres of expertise, with all the errors and limitations that manual spreadsheet-
based analyses incur.  

The net result is that the CFO can contribute strategically to the business by using accurate and 
up-to-the-minute data to back up arguments, make persuasive business cases for new initiatives and 
investments, and demonstrate why strategic initiatives will or will not work. The HR director, by 
contrast, has to rely on fragmented data, anecdotal evidence, ‘gut feeling’ or no hard evidence at all. 

Win the War for Talent 

As the positive and negative impacts of globalization and economic uncertainty continue to 
transform the face of business, and as economic pressures force organizations to make difficult 
decisions about the size and shape of the workforce, the importance of identifying and retaining the 
best talent has never been greater. 

In a Manpower survey cited in the Economist in 2011, 46 percent of senior HR executives said that 
a talent gap was making it harder for their organization to implement its business strategy, and only 
27 percent said they felt their business had the talent it needed7. The ability to attract and retain the 
right talent is critical, and one of the cornerstones of HR transformation. 

However, traditional, transactionally-focused HR systems offer little scope for identifying, 
developing and optimally deploying talented individuals. In order to get the required functionality, 
organizations have either had to invest in expensive on-premise talent management software, or 
resort to a niche talent management application in the cloud, which operates in isolation from the 
rest of the HR function. 
6  Achieving Strategic Excellence: An Assessment of Human Resource Organizations, USC Center for Effective 

Organizations, 2006
7 Cited in “Got Talent? Competing to Hire the Best and Motivate the Rest”, Economist, 10 September 2011
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Optimize Workforce Effectiveness 

In times of economic uncertainty, senior management needs HR to ensure the organization is 
getting the most value from its existing workforce. Businesses that are trying to operate as normal 
with a reduced workforce, or trying to grow by unlocking the full potential of each employee, know 
that the ability to manage and improve performance is critical to future success. 

Business partners and HR specialists tasked with helping the organization to get the best out of the 
workforce first need to understand many factors. They need to know what motivates each employee, 
where their skills and knowledge can best be deployed, what career path would be of most benefit 
to the employee and the organization, and what additional skills they need to perform to the best of 
their ability. 

All of that needs to be mapped to overall business objectives so that all performance management 
initiatives are conducted with the aim of helping the organization get to where it aims to go. Yet 
performance management is poorly catered for in traditional HR systems, requiring as it does tight 
integration and collaboration between HR business partners, the relevant centres of expertise, and 
the workforce itself. 

Build an Organization That’s Ready for Change 

Now more than ever, organizations need to be prepared for change. The global, social, mobile and 
interconnected world means change is constant and unpredictable. Business models are continually 
disrupted, new competitors arrive from unexpected directions, and economic fluctuations require 
rapid changes in focus and trajectory. 

For HR business partners and resourcing specialists, that means being equipped to find and hire the 
best people, and ensure that a complementary people strategy is in place to support the business’s 
changing aims and objectives.  It also means ensuring that the workforce has the right tools to 
respond quickly and innovatively to business conditions that are in a state of constant flux. 

A limiting factor with many HR functions and systems is that they don’t support the way different 
generations of employees prefer to work.  In many businesses today, there are at least four 
different “generations” in the workforce, each with its own attitudes, workstyles and technological 
preferences. As the corporate ladder fills up with workers from generations X and Y, systems 
that are flexible enough to support each generation’s working preferences will be embraced more 
enthusiastically and thus deliver more value.
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Table: Four Generations in the Workplace

 Pre-1946 1964 1982-2000
Traditionalists

(born: pre-1946)
Baby Boomers

(born: 1946-1964)
Generation X

(born: 1965-1981)
Generation Y

(born: 1982-2000)

•	 Patriotic 

•	 Loyal

•	 Heads down, 
onward and upward 
attitude

•	 Polite 

•	 Fiscally 
conservative 

•	 Faith in institutions

•	 High work ethic

•	 Graciousness

•	 Experience 

•	 Keepers of 
institutional 
memory 

•	 May feel overlooked 
and unappreciated 
(“I’ve acquired 
wisdom over the 
years but there 
doesn’t seem to 
be much demand 
for it.”)

•	 Idealistic and 
optimistic 

•	 Highly competitive

•	 Overwhelming 
need to succeed 

•	 Question authority 

•	 The “sandwich 
generation” with 
elder-care concerns 

•	 Responding to 
healthcare issues, 
divorce, death 
of parent, kids in 
college

•	 May be turning 
inward 

•	 Have difficulty 
admitting 
something is wrong 

•	 Don’t like to ask for 
help 

•	 At risk for burnout 

•	 Experienced

•	 Team-workers 

•	 Skilled at mentoring

•	 Eclectic 

•	 Resourceful

•	 Comfortable with 
change 

•	 Self-reliant

•	 Adaptable 

•	 Skeptical about 
relationships and 
distrust institutions

•	 High divorce rate

•	 Infohighway 
pioneers

•	 Entrepreneurial and 
independent

•	 Innovative 

•	 Full of energy 

•	 Fun at work

•	 The generation that 
“got rid of the box”

•	 Aka “The Digital 
Generation” 

•	 Globally concerned 

•	 Integrated

•	 Cyber literate 

•	 Media and 
technology savvy

•	 Expect 24-hour info

•	 Realistic 

•	 Probably have too 
much stuff to sort 
through 

•	 Acknowledge 
diversity and expect 
others to do so

•	 Environmentally 
conscious 

•	 Will try anything

(Source: When Generations Collide: How to Solve the Generational Puzzle at Work, Lynne C. Lancaster, Executive 
Forum Presentation, 2004)

These drivers make it imperative for HR to accelerate and complete its transformation to an 
efficient, effective, and value-adding function that understands the nature and goals of the business 
and actively enables it to achieve its objectives. That means gaining access to modern, integrated, 
intelligent, and enterprise-grade human capital management (HCM) systems at a time when IT 
budget is thin on the ground.
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Enter the Cloud

The cloud offers an outstanding opportunity for HR 
functions to accelerate their transformation projects 
at low cost. With no need to purchase software 
licenses, invest in new server hardware or splash out 
on lengthy implementation and integration projects 
that require the involvement of IT, organizations 
can start deriving value from cloud-based HCM 
applications very quickly. Not all cloud-based HCM 
applications are created equal, however, and some can 
create as many problems as they solve. While niche 
cloud applications can give HR executives quick 
access to much-needed new functionality, if used in 
isolation they also create even more islands of data 
that can’t be accessed and used by other HR systems 
and professionals. The result is that people-related 
data becomes inconsistent and out of sync, complex 
queries can’t be answered accurately (or at all), and 
processes that may previously have been automated 
become disjointed and inefficient.

Manually integrating different cloud applications eats up time and money, negating the 
cost and speed advantages of cloud computing. Using different applications from different 
vendors also ramps up vendor management costs (by as much as 32 percent, according to 
PricewaterhouseCoopers8) and creates a confusing patchwork of user interfaces and login screens 
that slow down productivity. 

Perhaps most importantly, adopting different cloud applications for different parts of the HR 
function introduces a significant amount of business risk: from the point of view of data security as 
well as the future viability of each individual vendor and application. And many organizations are 
finding to their cost that by choosing a cloud application they become locked into the cloud model: 
there is no way to move the application to their own data centre if they later decide that cloud is not 
the right strategy for them.

(For more about the underlying technical considerations that need to be taken into account when 
choosing a cloud-based HCM solution, see our companion paper Oracle Fusion HCM Cloud 
Applications: A Buyer’s Guide for CIOs.)

An Enterprise-Grade Solution: Oracle Fusion HCM Cloud Applications 

Oracle Fusion HCM Cloud Applications are the only cloud-based HCM system that addresses 
all of these limitations. With modules for all core HR functions, including onboarding, payroll, 
benefits administration and absence management, as well as groundbreaking new functionality for 
goal management, performance management and workforce intelligence, it can serve as a complete, 
affordable, rapidly-implemented replacement for the patchwork of different spreadsheets and 
systems run by the majority of HR functions today.

Organizations can run Oracle Fusion HCM Applications in the public cloud, in a private cloud or in 
the enterprise data center, giving customers ultimate flexibility in their choice of deployment model. 

8 “The Hidden Reality of Payroll & HR Administration Costs”, PricewaterhouseCoopers, January 2011

A Global Leader in HCM

Oracle is the leading vendor of HCM 
software for midsize to large enterprises 
today, managing the employee lifecycle for 
40 million workers in 14,000 organizations 
across 40 countries.

A Global Leader in Cloud

Oracle was one of the first technology 
vendors to offer cloud-based applications, 
first delivering our Oracle E-Business Suite 
applications on-demand from our own data 
centers and partner data centers in 1999. 
Today, Oracle is the world’s second-largest 
vendor of software as a service, with more 
than 5.5 million subscribers using Oracle 
software in the cloud.
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Oracle Fusion HCM Cloud Applications are helping HR functions in global organizations to 
overcome the problems caused by fragmented and out of date HR systems: 

Maximize HR Process Efficiency 

Oracle Fusion HCM Cloud Applications are a fully-integrated suite of operational and strategic HR 
tools that integrates readily with other, existing enterprise applications. For organizations that want 
to keep their existing systems but add new functionality to increase efficiency, Oracle Fusion HCM 
Cloud Applications are an ideal solution. Customers can cherry-pick the functionality (e.g. talent 
management) they would like to add, subscribe to the relevant modules in Oracle Fusion HCM 
Cloud Applications, and find they integrate easily with existing systems to create a single pool of 
HR data, fully automated processes and sophisticated analytical capabilities. 

In doing so, organizations can achieve process efficiency far quicker, and without incurring any 
CAPEX costs for new software licenses, hardware and implementation services. Pricing for Oracle 
Fusion HCM Cloud Applications is a simple monthly subscription based on the number of users 
accessing the modules, so there’s no large upfront outlay required. 

Because all of the software is already installed on secure, high-performance Oracle hardware 
servers in the Oracle Public Cloud, implementation takes a fraction of the time of an on-premise 
implementation of new HR systems. And as Oracle Fusion HCM Cloud Applications are built on 
Oracle’s world-leading Fusion Middleware integration platform, it’s easy to integrate it with other 
applications, whether they are on-premise or in the cloud. 

All of this makes Oracle Fusion HCM Cloud Applications the most effective, affordable and rapid 
method of finally achieving the kind of automated, end-to-end process efficiency that has eluded 
HR for so many years. 

Oracle also makes monitoring that efficiency much easier. The built-in dashboards and reports in 
Oracle Fusion HCM Cloud Applications enable shared service centre personnel to track process 
effectiveness, demonstrate compliance with SLAs, identify any problem areas to rectify, and adopt a 
continuous improvement approach to service delivery. For shared service centres with ambitions to 
deliver valuable workforce insights and other strategic services to the business, Oracle Fusion HCM 
Cloud Applications are a critical enabling tool. 

Enable Strategic Decision-Making 

Oracle Fusion HCM Cloud Applications offer by far the most advanced analytical capabilities of 
any human capital management system available today, either in the cloud or on-premise. Users 
can run any one of its numerous built-in reports, or customise their own using the software’s 
user-friendly Report Composer function.  Because Fusion HCM Cloud Applications integrate 
easily with other enterprise applications, its analytical capabilities can take into account data from 
other areas of the organization to answer complex questions such as “what effect did the increase in 
compensation have on sales performance in the pharmaceutical division?” 

With its backward-looking (“what happened?”), real-time (“what’s happening now”?) and forward 
looking (“what would happen if we did X?”) analytical capabilities, Oracle Fusion HCM Cloud 
Applications provide HR professionals with deep insight into all aspects of the workforce – all 
for one affordable, monthly fee. This insight enables HR to identify gaps and opportunities for 
improvement, put forward strategic people-related initiatives and model and demonstrate the 
human capital impact of proposed mergers, acquisitions, layoffs and entries into new markets. 
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Identify and Retain Top Talent 

Oracle Fusion HCM Cloud Applications enable HR professionals to get the best of both worlds: 
an affordable, fully-featured talent management system that works seamlessly with the rest of the 
business.  Its comprehensive suite of modules for talent management integrate automatically with 
existing on-premise HR systems from Oracle, PeopleSoft and JD Edwards, and can integrate readily 
with other enterprise applications too. That means organizations can rapidly benefit from Oracle 
Fusion HCM’s talent management functionality while retaining existing core HR systems. 

Achieve Maximum Workforce Performance 

Oracle Fusion HCM Cloud Applications’ Workforce Prediction and Talent review modules enable 
the kind of insight that can drive world-class performance management.  It can answer questions 
like: who are likely to become your top performers? What motivates them? Which employees are 
likely to leave? What changes will most improve worker or team performance? 

For a deeper understanding of each employee’s capabilities and potential, Fusion HCM’s powerful 
Profiles capture formal and informal worker information, from performance ratings to expressed 
interests. Its reports, embedded analytics, and dashboards empower HR users to create, modify and 
distribute customized reports from over 9,000 pieces of worker information. 

Managers can use Oracle Fusion HCM Performance Management to set and manage individual 
performance objectives to tie in with departmental and overall business objectives, while 
compensation and  reward specialists can use performance data to establish and refine competitive 
remuneration and reward strategies. HR directors can model and understand different workforce 
deployments to assess the impact on the business, as well as identify and address underlying trends 
affecting performance, such as skills gaps and abnormal absence patterns. 

Support Enterprisewide Productivity and Collaboration 

Oracle Fusion HCM Cloud Applications have been designed from the ground up for the way 
people work today. Unlike other cloud-based HCM applications, it is fully configurable by each 
employee to reflect their job role, personal work style and daily tasks. Users can alter screen 
layouts, modify processes and design and run ad-hoc reports – whatever they need to get their 
job done faster, more efficiently and more enjoyably.  Tests show that Oracle Fusion HCM’s 
intuitive interface and extreme configurability  improves productivity – for HR staff, managers and 
employees – by 40-60 percent over traditional HR systems. 

What’s more, Oracle Fusion HCM in the cloud has full support for mobile access from a range of 
smartphones and tablets, and it includes Oracle Fusion Network at work, a secure, private social 
network that enables everyone in the organization to work together to find the best answers, best 
skills, and best opportunities for career development. 
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Conclusion 

HR has the opportunity to play an increasingly strategic role in the enterprise, and this is recognized 
in the many HR transformation projects, based on Ulrich’s HR transformation model, that are 
underway in organizations across the globe. 

However, transformation is taking longer and proving more difficult than envisaged, not least 
because existing HR IT systems are fragmented and out of date, and because HR has traditionally 
had difficulty accessing CAPEX budget for the new systems and modern IT functionality it needs. 

Cloud-based HR applications represent a fast, affordable way to speed up the transformation 
process, but most come with significant disadvantages. Niche cloud applications are disconnected 
from the rest of the business, and at best offer only a partial solution to what are effectively macro 
problems of process inefficiency and lack of access to data. Operating in isolation from other 
applications, they fragment data and processes, creating more inefficiencies than they resolve and 
preventing a holistic view of people-related data and activities across the organization. 

Oracle Fusion HCM Cloud Applications are the only cloud-based HCM solution that enables 
organizations to accelerate and complete their HR transformation without any of the disadvantages 
inherent in niche cloud HCM applications. It is fast to implement, comes at a predictable monthly 
cost, integrates readily with other business applications and offers a full range of functionality for 
core HR management, talent management and advanced workforce analytics and reporting. 

HR professionals interested in discovering how Oracle HCM Fusion Cloud Applications deliver 
on the promise of HR transformation can find out more at cloud.oracle.com or by accessing the 
additional resources listed below. 

Further Resources 

Web Links

Oracle Public Cloud – See Oracle Fusion HCM Cloud Applications in action and register for 
access.

Oracle.com/hcm – Information and resources on Oracle Human Capital Management solutions.

HR Virtual Briefing Center – Find a wealth of information and resources about Oracle Fusion 
HCM Applications.

White Papers

Oracle Fusion Talent Management Overview – An introduction to the comprehensive talent 
management capabilities of Oracle Fusion HCM Applications in the cloud.

HCM in the Cloud: Bringing Clarity to SaaS Myths and Manifestos – A look at some 
common myths surrounding cloud-based HCM applications.

Rethinking the Business of HR – An exploration of how the HR function is changing, and how 
Oracle Fusion HCM applications support that shift.

Oracle Fusion HCM Cloud Applications: A Buyer’s Guide for CIOs – A detailed look ‘under 
the hood’ at what makes Oracle’s cloud-based HCM applications the best choice for enterprises today.

Videos

An Introduction to Oracle Fusion HCM – This four-minute video is a great starting point to 
understand the underlying technology and business benefits of Oracle Fusion HCM Applications.

http://cloud.oracle.com
http://www.oracle.com/hcm
http://event.on24.com/r.htm?e=240159&s=1&k=88A4B28D96869E925A7143DD988696A9&partnerref=EMEA
http://www.oracle.com/us/products/applications/fusion/oracle-fusion-hcm-solution-brief-173018.pdf
http://www.oracle.com/webapps/dialogue/ns/dlgwelcome.jsp?p_ext=Y&p_dlg_id=10050792&src=7020684&Act=39
http://www.oracle.com/us/products/applications/fusion-hcm-rethink-hr-wp-365545.pdf
http://medianetwork.oracle.com/video/player/1452922774001
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