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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. 

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. 

Source: Brandon Hall Group 2018 Talent Acquisition Technology Survey  
*Average calculated on range mid-points.  
**Excludes the 8% of organizations that have no technology and no plans to implement any technology. 
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Figure 1: Time in Place for TA Technology Solutions
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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 (AI), 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 
replacement is expensive from a time and financial perspective 
but the benefits typically far outweigh the costs. The outcome Source: Brandon Hall Group 2018 Talent Acquisition Technology Survey

Figure 2: Best-of-Breed vs. Suite
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Starti ng with a solid business case for new talent-acquisiti on 
technology makes a strong statement that the functi on 
is dedicated to driving business results, and provides 
the necessary foundati on for a successful selecti on and 
implementati on process. If considering talent-acquisiti on 
technology for the fi rst ti me, identi fy ways technology can 
make att racti ng, evaluati ng and hiring quality talent easier 
and faster, and provide the metrics needed to make eff ecti ve 
and effi  cient hiring decisions. If switching from an existi ng 
platf orm, identi fy the areas the current talent-acquisiti on 
soluti on is defi cient.

1   Build the Business Case

KEY TO SUCCESS

Talent-acquisiti on leaders must 
make the business case for 
change by using language that 
resonates with executi ves to 
secure their buy-in.

Talent-acquisiti on leaders must Talent-acquisiti on leaders must 

can be an improved user experience for candidates, 
recruiters and hiring managers. It can provide more mobile 
capabiliti es, bett er integrati on with other systems and 
superior reporti ng and analyti cs. 

It’s interesti ng to note that when we asked companies to rate 
their sati sfacti on with their current talent-acquisiti on system 
soluti ons, the ATS (58%) and the job posti ng distributi on 
(62%) soluti ons received the highest percentage of sati sfi ed 
and very sati sfi ed rati ngs, while an automated sourcing 
soluti on received the lowest percentage of sati sfi ed rati ngs 
(40%). In general, this shows that many organizati ons are 
not very sati sfi ed with their current soluti ons. 

This report lays out an 11-step framework for selecti ng a 
new talent-acquisiti on technology soluti on for organizati ons 
either looking for their fi rst one or seeking to replace an 
existi ng soluti on.


