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Selecting New Talent-Acquisition Technology

Introduction

Faced with talent shortages, low unemployment levels
and increased competition for skilled talent, the majority
(80%) of organizations are implementing a wide variety
of talent-acquisition technology solutions to make their
hiring practices more agile and improve their chances to
win the war for talent. Some of the factors contributing to
their technology selection are the different functionalities
available across the talent-acquisition spectrum, the age of
their technology in place and whether they need a best-of-
breed solution or full HCM suite.

Sourcing
(search, recruit, market, track)

Average # of Months*

38

Average # of Months*

37.2

Source: Brandon Hall Group 2018 Talent Acquisition Technology Survey
*Average calculated on range mid-points.

Evaluating
(interview, screen, assess)

Talent-acquisition technology solutions can be grouped
into three categories: 1) sourcing/recruiting, 2) evaluating/
interviewing and 3) onboarding. Sourcing/recruiting can
include applicant tracking systems (ATS), job posting
distribution, automated sourcing, recruitment marketing
(or candidate relationship marketing (CRM), social
recruiting and more. Evaluating/interviewing may include:
interviewing tools, video interviewing, assessments and
background checks. Onboarding solutions run the gamut
of having some onboarding functionality within the ATS, a
dedicated onboarding technology solution, an offer solution
and more.

Onboarding
(offer, pre-board, on-board)

@ Notin Place**
M 1 YearorLess
Average # of Months*
32.7 B 1+to3Years
’ B 3+ Years

**Excludes the 8% of organizations that have no technology and no plans to implement any technology.
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The number of months an organization’s technology solution
are in place can impact the purchase decision. On average,
talent-acquisition technology solutions in use for at least 33
months. Considering the rapid advancements in Artificial
Intelligence (Al), about a fifth of the organizations actively
seek to acquire some emerging technologies, like predictive
analytics and job-matching.

Organizations must also decide whether to acquire a best-
of-breed point solution for talent acquisition versus an HCM
suite of solutions, which includes talent acquisition with other
solutions like payroll. According to the Brandon Hall Group
2018 Talent-Acquisition Technology survey, the preference
among those who are sure of their choice runs two-to-one
in favor of the suite. That preference may be due in part to
prior difficulties experienced in integrating talent-acquisition
solutions. From another perspective, organizations may
prefer a best-of-breed solution because they must manage
complex hiring practices, such as different hiring workflows
and requirements for different positions.

Even though a majority of organizations have some talent-
acquisition technology in place, many are still looking to go
through the selection process. According to our research,
around 83% of companies actively seek to replace, upgrade
or purchase new talent-acquisition technology. Technology
replacementis expensive from a time and financial perspective
but the benefits typically far outweigh the costs. The outcome
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Figure 2: Best-of-Breed vs. Suite

Best-of-breed, talent acquisition point solution*

21%

40%

Full HCM suite, including talent acquisition

39%

Not sure

Source: Brandon Hall Group 2018 Talent Acquisition Technology Survey




can be an improved user experience for candidates,
recruiters and hiring managers. It can provide more mobile
capabilities, better integration with other systems and
superior reporting and analytics.

It’s interesting to note that when we asked companies to rate
their satisfaction with their current talent-acquisition system
solutions, the ATS (58%) and the job posting distribution
(62%) solutions received the highest percentage of satisfied
and very satisfied ratings, while an automated sourcing
solution received the lowest percentage of satisfied ratings
(40%). In general, this shows that many organizations are
not very satisfied with their current solutions.

This report lays out an 11-step framework for selecting a
new talent-acquisition technology solution for organizations
either looking for their first one or seeking to replace an
existing solution.

© 2018 Brandon Hall Group. Not Licensed for Distribution.
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Build the Business Case

Starting with a solid business case for new talent-acquisition
technology makes a strong statement that the function
is dedicated to driving business results, and provides
the necessary foundation for a successful selection and
implementation process. If considering talent-acquisition
technology for the first time, identify ways technology can
make attracting, evaluating and hiring quality talent easier
and faster, and provide the metrics needed to make effective
and efficient hiring decisions. If switching from an existing
platform, identify the areas the current talent-acquisition
solution is deficient.

KEY TO SUCCESS

Talent-acquisition leaders must
make the business case for
change by using language that
resonates with executives to
secure their buy-in.

1
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Figure 3: Essential/Critical Competencies for Talent-Acquisition Technology Providers

Reportn Intecration Customer Intuitive
79% dashboaféls 77%, capagbilities support 72%8 user-centric 71% User training
services interface

BHG: 2018 Talent-Acquisition Technology Survey (n=295)

2 Define Business Stakeholders

It is important to understand the impact talent acquisition

can have on the entire organization. It is not just the talent- °

acquisition team who reckon with a new system. Getting S KEY TO SUCCESS

feedback on the pros and cons of the current system from all -

parts of the organization helps create a well-informed business Don’t just identify the

case for change that will also gain buy-in and support for the

oroject © & Y PP stakeholders. Get at least some

of them actively involved in the

Figure 4: Selection Team Representatives process. Use key stakeholders

to build a governance team to

64% I HR/Talent _ |

IT guide the organization through
37% I Talent acquisition selection and implementation.
31% I C-suite
27% N Finance
19% I Business-unit stakeholders
18% I Decpartment leaders

Operations
18% _ No formalized team Brandon Hall Group: 2018 Talent-Acquisition Technology Survey (n=295)
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3 Identify Requirements

It is important to be specific about what your talent-acquisition technology needs to do to move the business forward. Start by
creating a list of concrete, must-have requirements. For companies seeking to replace an existing system, there is probably a
handful of requirements that led to the decision to switch. These are things the current solution either does poorly — or not at
all. It is upon this foundation you can begin to add the things you think your organization will need in the future.

- KEY TO SUCCESS

e Focus on future needs. Most e Keep the requirements list
organizations focus on what relatively short. Long lists get too
they need now, only to find complicated and can eliminate
the system can’t address the wrong providers.
future requirements. Talent
acquisition needs constantly Prioritize. Identify the business

change. Anticipate the changes need behind each requirement
and consider them in your and assign it a priority level.
requirements.
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4 Create Use Cases

The best way to find a solution that fits your needs now and KEY TO SUCCESS

in the years ahead is to create use cases. Develop scenarios

of how specific users will interact with the system. Luckily, Avoid generalities. Rather than
wanting to switch solutions provides you with the foundation Iooking at how the software

for some strong use cases. Take a look at where your current -

solution falls short to discover how prospective vendors works in general, create several
handle similar situations. specific use cases to highlight how

your organization will use the
software.

* KEY TO SUCCESS

Get input from key decision- Set Up Scripted Demos 5

makers and stakeholders on the . .

Use cases will also help you create scripted demos. Instead of
scenarios you choose for demos so allowing vendors to perform a generic demo of the product
their needs are met and they feel that highlights its bells and whistles, have them run through
specific scenarios showing how the platform handles the
issues laid out in the use cases. Generic demos can make the
providers seem quite similar, and the decision much harder.
Scripted demos will help distinguish the providers that can
better meet your needs.

included in the planning process.
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6 Use References

Don’t be afraid to ask for and follow up on references. Though the vendors may only provide you with their happiest clients, you
can still glean useful information. It’s helpful to see how companies of similar size or industry to your own use the system. By
asking the right questions, you can uncover challenges faced by even the most ardent fans of the solution.

KEY TO SUCCESS

Be assertive in your reference checks. Ask the questions you really
want to ask. If references are uncomfortable, they can decline

to answer. But don’t be conservative in your approach. This is a
unique chance to gain insights you will not get from the vendor.

© 2018 Brandon Hall Group. Not Licensed for Distribution.
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Identify Support Levels

There is wide variety in the levels of support provided by
different vendors. A “rip and replace” scenario is a difficult
undertaking, soit’simportant to select a vendor who offers you
implementation support based on your needs. Best practices
include not just in-person support, but online communities,
adoption kits, communities of practice etc. to help you get up
and running quickly.

.« KEY TO SUCCESS

Ask “What if?” Don’t be satisfied
with a list of support services
from the provider. Ask what
levels of support they provide
for various critical scenarios that
might occur in your organization.
Make them provide context and
details about their support.

© 2018 Brandon Hall Group. Not Licensed for Distribution.
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Manage Change 8

A solid change-management strategy provides a transition
to the future, whether it is moving from a paper-based
process or from a legacy system. In most cases, change
management begins at the leadership level and requires strong
communication to the employees who will use the system. A
communication strategy should be developed to articulate
the need for the technology investment with key stakeholders
and overall business leaders.

- KEY TO SUCCESS

Communicate early and often. Your
communication plan should begin as
soon as the purchase decision is made.
Repetition and redundancy are good.
Inclusion is good. Communicating the
same information in various ways is
good. Waiting until after the purchase
or shortly before rollout to discuss the
new technology is bad and will cause
chaos and confusion.
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9 Focus on Integration
KEY TO SUCCESS

During requirements gathering, an overview of the systems
that must integrate with the talent-acquisition solution

should have been identified. It is now time to prioritize those Be inclusive. Integration with the

integrations. Rather than trying to plug everything in at once, talent-acquisition solution will

it is |m!:)ortant.to test each mte'grat'lon on its own. Getting affect the entire organization,
critical integrations up and running can allow a company to _ -

roll out the system to users before all the integrations are directly or indirectly. Involve key
ﬁnal, if they choose. Stakeholders

2 KEY TO SUCCESS Prepare for Migration 10

For companies switching to a new solution, moving data
Make sure your stakeholders and content from one system to another can be complex,

and the provider understand especially if the current system has been in place for a long
the content and data standards time. Both content and data have specific taxonomies that
need to be mapped from the old system to the new system to

involved. Test the migration keep everything in place. This is a good time to assess active
regu|ar|y_ Do not wait until use and eliminate data and content no longer being used.

everything is complete to test and
see if it worked.
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Train, Train, Train

Establish a training schedule for different types of users. From
the due-diligence phase, you should already understand
what kind of training the vendor provides, so you can plan
accordingly. Make sure to take into account the different types
of users and the level of training they will require. Admins,
recruiters, hiring managers, other subject matter experts and
stakeholders all have different needs.

© 2018 Brandon Hall Group. Not Licensed for Distribution.
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KEY TO SUCCESS

Treat talent-acquisition solution
training like you would any
other training initiative:
Determine specific outcomes
for each user group.
Deliver blended learning.
Reinforce knowledge.

Enable training at the point
of need.
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About Brandon Hall Group

Brandon Hall Group is a HCM research and advisory services firm that provides insights around key performance areas,
including Learning and Development, Talent Management, Leadership Development, Talent Acquisition, and HR/Workforce
Management.

With more than 10,000 clients globally and almost 25 years of delivering world-class research and advisory services, Brandon
Hall Group is focused on developing research that drives performance in emerging and large organizations, and provides
strategic insights for executives and practitioners responsible for growth and business results.

Authors and Contributors

Daria Friedman (daria.friedman@brandonhall.com) wrote this report. She is the Principal Analyst
overseeing the talent acquisition practice for Brandon Hall Group. Previously, Daria led the research
practice for Bernard Hodes Group, a recruitment solutions agency, and Findly, a talent acquisition
software service provider.

Richard Pachter (richard.pachter@brandonhall.com) edited this report. He is the Content Manager
at Brandon Hall Group and is responsible for editing all types of content related to research. He has
experience as a journalist, copywriter, editor, marketer, blogger, and social media marketing manager.
He also served as the business books columnist for the Miami Herald for more than a decade.
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Subscribe To Our Interactive Data-Benchmarking Tool: DataNow®

All the data from our studies is available by subscription to . DataNow® is Brandon Hall Group’s interactive data-benchmarking tool. Orga-
nizations use it to make data-based decisions, find leading practices, benchmark, and more. You can also filter the data by company size, revenues,
and industry segments to give you a fully customized view.

Our Services
GET HELP TO DRIVE RESULTS FOR YOUR TALENT

In today’s volatile and global business climate, managing talent for high-performance plays an increasingly crucial role in an organization’s growth and
future success. Effective talent management is a top priority in organizations everywhere because, while organizations recognize the need to obtain
and retain people with the very best skills, they continue to struggle to implement effective strategies to do so. HR and Learning professionals need
to be able to successfully define organizational talents needs and skills, identify talent strengths and career goals, and align organizational needs to
individual needs. Rethink your strategy, validate your assumptions, transform your business, and optimize your time with the use of reliable data,

tools, and guidance.

PLAN ATTRACT DEVELOP PERFORM RETAIN OPTIMIZE

GET HELP WITH YOUR HR SERVICES MANAGEMENT & DELIVERY

As described in the employee lifecycle, processes are linked to employee transactional processes (e.g., compensation, benefits, compliance, contin-
gent workforce management, etc.) via workforce planning and analytics.

e Policies/Process/Procedure

e Payroll ¢ Contingent Workforce Management
e Expense Management e Compliance
e Benefits & Compensation e Time & Labor Management
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Our Services (Continued)
GET CONSULTING HELP WITH...

e Strategy and Planning e Measurement & Analytics e Organizational Structure
e Governance & Business Alignment e Program Design & Deployment e Measurement & Analytics
e Executive Management e Technology Selection, Manage- e Change Management

ment & Integration

e Team Development e Budgeting & Forecasting

Membership Offers Tailored Support

At the core of our offerings is a Membership Program that combines research, benchmarking and unlimited access to data and analysts. The
Membership Program offers insights and best practices to enable executives and practitioners to make the right decisions about people, processes,
and systems, coalesced with analyst advisory services which aim to put the research into action in a way that is practical and efficient. Membership
also provides you direct access to our seasoned team of thought leaders dedicated to your success, backed by a rich member community, and proac-

tive support from our client services team.

RESEARCH ACCESS & EVENTS ADVISORY SUPPORT CLIENT SUCCESS PLAN
* Reports e Ask the Expert e Your Priorities

e (Case Studies, Frameworks & Tools e 1 o0n 1 Consultations e Executive Sponsor
e DataNow® & TotalTech® e Research Briefings e C(Client Associate

e Webinars and Research Spotlights e Benchmarking e Monthly Meetings

e Annual HCM Conference

CLICK HERE TO LEARN MORE
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