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The Hackett Group’s research focused on 15 talent acquisition (TA) solution providers that span the SMB, mid, and enterprise
markets.

The Digital World Class Matrix™ includes vendors that provide critical capabilities to the talent acquisition function, including sourcing,
candidate relationship management, recruitment marketing, interview solutions, analytics and onboarding.

Adoption of emerging technologies (including Al) has significantly propelled performance improvements in HR organizations for
recruiting outcomes and broader talent management alignment.

Leading TA solutions are investing heavily in Al enablement across the hiring lifecycle, resulting in greater efficiency and accuracy
within the HR organization.

Product roadmaps for all vendors in the study are robust and will speed shifts in the market over the next 12 to 24 months.

TA solutions continue to leverage the broader technology ecosystem to augment existing capabilities and provide HR organizations
holistic capability enablement. Examples include integrations for digital adoption platforms, digital assistants and recruitment
marketing.

Leading TA solutions enable marked improvement in critical recruiting metrics including time to fill (38% improvement on average) and
time to hire (42% improvement on average).

Most end users report significant improvement in cost per hire and quality of hire metrics after implementing platforms included in this
study.

Implementation experience, customer service and pace of innovation are generally viewed positively by customers.

Automation initiatives led to an average improvement of 38% for number of hires per FTE (recruiter) and a 58% improvement in
automated staffing transactions.

Al solutions that resonated most with current customers include job description generation, candidate matching, skills inference and
analytics.

Emerging Al solutions that will become more common over the next 12 to 24 months include Al-generated interview prompts,
predictive analytics and bias detection (some vendors are offering these capabilities now in early stages).

Source: The Hackett Group 2025 Talent Acquisition Digital World Class Matrix Study
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Scope for this edition of The Hackett Digital World Class Matrix™

What is talent acquisition?

Talent acquisition encompasses the strategies and operations involved in finding and hiring skilled employees. HR teams use talent acquisition software to identify,
assess and hire candidates to fill open positions while streamlining and automating the hiring process. Talent acquisition technologies include applicant tracking
systems (ATS), sourcing tools, interview scheduling, onboarding tools and analytics, among others.

Analytics Top five priorities achieved from talent acquisition
technology applications, according to buyers

Onboarding /@\ Emerging/advanced Automation improvement
@ technologies (improvement of staffing transactions
/ A\

— e.g., candidate search, resume
tracking, job posting)

ag::\ggé?na;t & Candidate Time to fill (average number of days
experience to fill a position)
TALENT
ACQUISITION Time to hire (average number of
CAPABILITIES days from job offer extended to offer
_ Recruiter acceptance)
Interview experience
solutions

Applicants per opening (number of

\ /
applicants per open requisition)
# Candidate relationship
T~ — management Qualified applicant improvement

Recruitment Tl _ _
marketing (qualified applicants applying for
open roles)

Internal mobility

Source: The Hackett Group
Source: The Hackett Group 2025 Talent Acquisition Value Realization Customer Survey
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Value realization | Why organizations address their talent acquisition processes

and technology

Digital World Class ® HR organizations excel across key performance indicators for talent acquisition operation

Process cost per internal and

external hire/placement

Peer Digital World
group Class®

According to Hackett’s latest
benchmarks, DWC organization spend
an average of 42% less than peers for
hiring actions.

Z4 The Hackett Group

Percentage of TA transactions

Days to fill a position automated

m Position opening to job offer extended m Job offer extended to offer acceptance

m Job offer acceptance to first day of work
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€ Peer Digital World
®
Peer group | Digital World | Peer group | Digital World = Peer group | Digital World group Clees
Class Class Class
Manager Professional Clerical

Doing more with less remains critical
across HR, and talent acquisition is no
exception. By advancing automation,
DWC organizations can realize
significant improvement across the
hiring lifecycle.

Time to fill and time to hire are two of the most critical metrics buyers
examine when considering talent acquisition technology solutions. DWC
organizations realize a 19% reduction in these timeframes across all
employee types, with the largest reduction for the manager subset at 25%.

Source: The Hackett Group
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Value realization | Why organizations address their talent acquisition processes

and technology

Digital World Class ® HR organizations excel across key performance indicators for talent acquisition operation

80%
L0 42%
25%

Manager Professional
m Peer group m Digital World Class

DWC HR organizations recognize the value of a
dynamic workforce and reap the benefits of their
upskilling efforts through thoughtful internal
mobility strategies that realize greater adoption
across the enterprise.

Z4 The Hackett Group

Percent of positions filled internally Hire/placement rate per HR FTE First-year retention rates

153

Peer group Digital World Class

Compared to peers, recruiters at DWC HR
organizations produce 89% more successful
hires, enabled through improved automation,

internal mobility adoption and Al applications.

Manager Professional

= Peer group m Digital World Class

Quality of hire is a critical metric for a successful
talent acquisition practice, and ultimately the
success of the business. Retention rates are one
metric that can help establish quality. DWC
organizations on average have 7% higher
retention rates across the business.

Source: The Hackett Group
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DEVELOP EFFECTIVE LEADERS FOR A CHANGING BUSINESS AND
WORKPLACE

Leaders that can guide the organization through disruptions, volatility and
uncertainty are indispensable to sustained business success. Developing
strong leaders will again be the most important and impactful issue for HR
in 2025.

CREATE AND/OR MAINTAIN A HIGH-PERFORMING
ORGANIZATIONAL CULTURE

Culture can have an outsized impact on organizational performance, for
better or for worse. The right culture enables productive change and
outperformance. The wrong culture blocks it. HR recognizes the need to be
a key player in creating and maintaining a winning culture.

ALIGN WORKFORCE PLANNING AND STRATEGY TO BUSINESS
PLANNING AND STRATEGY

Ever-changing business dynamics, labor supply and demand gyrations
make aligning workforce skills with business needs a constant challenge.
HR organizations need to beef up their strategic workforce planning, talent
intelligence and business advisory capabilities.

RECRUIT AND RETAIN STAFF IN KEY BUSINESS POSITIONS, AND
WITH CRITICAL SKILLS

Despite cooling labor markets, the need for staff to fill key positions and
with critical skills is high. Thus, this remains an important issue for HR
oraanizations to address in 2025.

ACT AS A STRATEGIC ADVISOR TO THE BUSINESS

With so many people-related issues affecting business success, HR
organizations must act as strategic advisors to top management. But many
must upgrade staff skills and support capabilities to successfully play this
role.

10

Four of the top 10 objectives for HR in 2025 were closely associated with talent
acquisition

LEVERAGE TECHNOLOGY TO IMPROVE THE EFFICIENCY AND
EFFECTIVENESS OF HR SERVICES

The increased pressure for HR to do more with less challenges HR
organizations to find new ways to leverage their existing systems and tools
and to aggressively deploy new technologies such as Gen Al to increase
productivity and enhance capabilities.

IMPROVE TALENT MANAGEMENT CAPABILITIES

Advanced talent management capabilities not only lead to better talent
outcomes but can also drive superior business performance. HR recognizes
the importance of increasing its talent management capabilities, including
strategic workforce planning, leadership development and succession,
talent acquisition, onboarding and learning and development.

IMPROVE HR ANALYTICAL, MODELING AND REPORTING
CAPABILITIES

HR groups recognize they need to mine greater insights from the data,
information and tools at their disposal. This requires expansion of staff
analytical and communications skills to ensure that insight translates to
actions that drive better outcomes.

ADDRESS KEY TALENT/CRITICAL SKILLS SHORTAGES

Persistent gaps and shortages in key talent and critical skills have beset
organizations for several years. HR organizations need to take a fresh
approach to talent acquisition and development strategies that have
consistently failed to solve this problem.

IMPROVE EMPLOYEE, MANAGER AND CANDIDATE EXPERIENCE
As expectations and demands of key stakeholders rise, HR organizations
must design and deliver compelling and productive experiences. This
requires constant evolution of the operating model, proficient deployment
of new technology and productive focus of skilled HR staff.

Q1.1: Please select the 10 most important human-capital-related business objectives that HR needs to support in 2025, and rank them by level of importance.
Q1.2: Please select the 10 most important HR function-focused objectives for your enterprise for 2025, and rank them by level of importance.

Z4 The Hackett Group

Source: The Hackett Group 2025 HR Key Issues Study
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Talent acquisition| Foundational best practices for HR organizations

‘ Standardization of talent acquisition procedures and policies across the organization
@ Consolidation of TA tech stacks where possible

@ Communication strategies to ensure recruiters and hiring managers are versed in all 0 @
tools available to them to optimize processes

© Digital adoption platforms that integrate usage tutorials and feature highlights to
improve utilization outcomes %

@ Automated candidate-sourcing short-listing to speed identification

@ Recruitment marketing and nurture campaigns targeting specific talent pools
based on target skills

@ Standardized and automated reporting processes to monitor talent acquisition
performance and progress

@ After-action review practices designed to incrementally improve hiring outcomes

@ [Integrated candidate feedback mechanisms to improve experience

? Personalized onboarding to improve new hire experience and retention outcomes -

Source: The Hackett Group

Z4 The Hackett Group
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Adoption momentum of several emerging technologies is expected to increase in 2025

Several technologies are projected to move from emerging status to gaining traction. One — namely candidate screening/assessment algorithms — is expected to
increase to over 50% adoption. Another — recruiting chatbots — is expected to grow from 6% to 39% adoption.

CURRENT AND PROJECTED STAGE OF ADOPTION

Emerging Gaining traction Majority Pervasive adoption

Candidate screening/assessment algorithms 6% 33%

Internal talent marketplaces 10% 6%

Onboarding chatbots LGyl

Talent intelligence platforms &4 10%

Recruiting chatbots

m Implemented prior to 2024 ® Implemented in 2024 ® Plan to implement in 2025

Q1.7: What is the current and projected stage of adoption for each of the following specific applications of digital technologies for your HR function? Source: The Hackett Group 2025 HR Key Issues Study

Z4 The Hackett Group
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HR organizations are cautiously trying out Gen Al-enabled technology in low-risk

activities

Intelligent automation was the most valued Gen Al functionally in talent acquisition software usage

Top five Al functionalities that have provided the

most value

@ Current HR use of Gen Al technology
in talent acquisition and onboarding

m [ntelligent automation

m |ntelligent content generation

m Intelligent collaboration
Intelligent language translation
- ® Intelligent/conversational search

Intelligent automation (alerts, reminders, workflow) was the highest rated
Al functionality to provide value, followed by intelligent content generation
(e.g., job description creation, interview question prompts) and intelligent
collaboration (review, redline, flagging of risks). Intelligent language
translation and intelligent/conversational search (e.g., candidate
sourcing/search) are ranked fourth and fifth for utility and value realized.

Source: The Hackett Group 2025 Talent Acquisition Value Realization Customer Survey

Z4 The Hackett Group

Talent acquisition Onboarding

escrpion
descriptions 52% Generate welcome

emails

(0)
SO [Tl Ers Create onboarding

0,
) matorels
Draft interview
(0)
guestions

Despite the massive Gen Al hype, only a minority of HR organizations are
currently utilizing these new technologies. The most common usage of
Gen Al within talent acquisition is job description generation, found in 33%
of HR organizations.

Source: The Hackett Group 2025 HR Key Issues Study
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Evaluation criteria used for the Talent Acquisition Digital World Class Matrix ™

Ability to
address global
complex clients

Ability to deliver
scalable, efficient,
effective solutions to
complex
global clients

simplicity,

&

Capability breadth

Candidate Recruiter
experience experience
Ease of use, Ease of use,
intuitiveness of intuitiveness of
platform for platform for
applicants recruiters carrying
throughout hiring out daily
process responsibilities
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Ul quality

Modernization,

intuitiveness

Implementation

services

Ease of

implementation,
expertise and support

from vendor

Candidate
relationship
management

Tools that enable a
strong candidate
relationship to
improve experience
and recruiting
outcomes

Includes internal
job boards, talent
marketplaces and

Customer Vendor ecosystem
support breadth (partners,
users, resources)
Upgrade, - .
enhancement Agility and adaptability
troubleshootiné for business and market
service-level dynamic changes
agreements (organizational design,
and training M&A)
Internal Recruitment Interview
mobility marketing solutions

Tools that enable
marketing
initiatives to draw in

succession new candidates ) =>1S0
planning and improve interviewing
requisition
awareness

Includes scheduling,
interview platforms
for virtual and
in-person

Technical platform
structure/ flexibility

Vendor's ability to
provide a scalable,
adaptable and
flexible technology
solution for talent
acquisition

Candidate

assessment

Tools that enable
recruiters and hiring
managers to quickly

assess candidate

viability for open roles

Data integration
and validation

Seamless integration
with existing HRIS
and other talent
management systems
and data validation
functionalities

%

Onboarding

Tools that enable
recruiters and
candidates to have
a seamless
onboarding
process once hired

Emerging/advanced
technologies

Al applications, RPA,
machine learning,
smart data capture;
API/ERP integration

L2

Analytics

Includes dashboards
and other measuring
tools to understand
candidate pipelines,
predictive capabilities

Source: The Hackett Group 2025 Talent Acquisition Digital World Class Matrix Study
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Evaluation criteria used for the Talent Acquisition Digital World Class Matrix ™
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Time to fill

Days from job offer
opening to offer

acceptance

®
(]

Implementation

Customers’ target
and attained
timelines for

design, resources

and go-live dates

Time to hire

Number of days from
job offer acceptance to
first day of work

Automation and
integration

Overall effectiveness
and efficiency
improvement in
recruitment process
through automation
and integration of

Qualified applicant
improvement

Strategies and practices
aimed at enhancing the
quality job candidates

AN

-

Overall satisfaction
and business value

Achievement of
business improvement
goals and value
realization of the

technology’s
application

Sa0a@ada®

Cost per hire Internal mobility Quality of Candidate Pace of
adoption hire diversity innovation
The total cost of Percent positions filled by The measure of the The practice of actively The speed at
bringing the new internal placements and value new hires bring  seeking and considering which
employee to the employee utilization of to a company, candidates from diverse technological
company talent marketplaces typically gauged by backgrounds and innovation or
their contribution to experiences for job advancement is
the company's long- openings within an occurring
term success organization

Source: Source: The Hackett Group 2025 Talent Acquisition Digital World Class Matrix Study
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The Hackett Digital World Class Matrix ™
Talent Acquisition Study Findings




The Hackett Talent Acquisition Digital World Class Matrix™ customer profile overview

26%
Revenue dispersion B

\ S o

%

-

Employee dispersion

|

<1K 1-10K 10-20K 20-40K 40-60K >=60K

14% 13%

m<2yr m2-4 yrs
m4-6 yrs 6-8 yrs
m 38-10 yrs m>=10yrs

Usage experience distribution

m Information technology
® Financials
m Industrials
Consumer discretionary
m Government and nonprofit
m Healthcare
m Others

Industries served
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Data insights

The Hackett Group Talent Acquisition
Value Realization Customer Survey
includes small, midsize and large
organizations. The survey provides
insights across different financial scales.

Customers represent diverse organization
sizes, offering insights into how
organizational structure affects application
usage.

Participants span a wide range in terms
of how long they have been using the
application; this helps capture diverse
user perspectives, from initial
impressions to long-term user
experience, and provides
comprehensive feedback.

Participants come from various sectors,
enhancing study credibility and relevance
across different industries.

Source: The Hackett Group 2025 Talent Acquisition Value Realization Customer Survey
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Value realized: Process improvements since implementation of technology (cont.)

—n » . »
= Qualified applicant & . Internal mobility

Izl
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m Percentage increase of qualified applicants = Improvement in hires per m Internal mobility adoption improvement
internal FTE per year

On average respondents reported a 46% There was an average 38% improvement Internal mobility adoption among
increase in qualified applicants applying in number of hires per internal FTE employee bases improved by 44% on
for open roles since implementation of (recruiter) per year after solution average across surveyed customers.
the talent acquisition software. implementation.

Source: The Hackett Group 2025 Talent Acquisition Value Realization Customer Survey
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Value realized: Process improvements since implementation of technology (cont.)

1 &'&
First-year attrition \o/ Candidate diversity

E;

©
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=

S

® Improvement in first-year success rates ® Improvement in diversity of the candidate pool

When asked about new-hire first-year success rates Diversity of the candidate pool improved by an
after implementing the technology, study participants average of 39% after implementing the technology.

on average reported a 32% improvement in new
employee retention at the one-year mark.

Source: The Hackett Group 2025 Talent Acquisition Value Realization Customer Survey
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Value realized: Process improvements since implementation of technology (cont.)

Cost per hire

Quality of hire

Importance of brand for
retention

(7]
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Significantly improved
Improved

Slightly improved

Did not change

Cost increased

Significantly improved
Improved

Slightly improved

Did not change

Quiality declined

Significantly important
Important
Slightly important

Neutral

13%
45%
22%
I 13%
Hl 6%
19%
48%
27%
Il 6%
0%
43%
39%
6%
10%

Not important at all | 1%

Data insights

80% of customers felt cost per hire was
improved to some degree. Cost per hire
was significantly improved by 13% of
customers. 6% felt the cost per hire
increased.

94% of customers reported an
improvement in quality of hire, with 19%
noting significant improvement. Quality
declined for none.

Only 1% of survey participants responded
that their company brand was not
Important at all for attracting and retaining
employees; 43% felt it was significantly
important.

Source: The Hackett Group 2025 Talent Acquisition Value Realization Customer Survey
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Value realized: Implementation metrics

Implementation time (go-live)
— Planned

Implementation time (go-live)
— Actual

Knowledge and support

Overall implementation
efficiency
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0 25%
24% 0 19% 4%
1-2

9-10 11-12 More than

months months months months months months

0 7/

9-10 11-12 More than
months months months months months  months

0% 10% 20% 30% 40% 50% 60% 70% 80%
m] m?2 m3 m4 m5 6 m7 8 m9 m10

0% 10% 20% 30% 40% 50% 60% 70% 80%
E]l E2 3 B4 m5 6 87 B8 B9 m10

The average time for the software to
go-live estimated in calendar months
planned was 5-6 months; actual was 7-8
months.

25% of organizations reported completing
their implementation within 1-2 months
(most commonly smaller organizations).

On a scale from 1 to 10, 72% of
respondents rated their solution provider’s
knowledge and support during
implementation a 7 or higher. 30% gave
an 8 rating, and 15% 10/10.

Only 10% showed dissatisfaction or gave
a rating lower than 6/10 for overall
efficiency of implementation (cost, time to
go-live, level of effort, etc.). 58% gave a
rating of 8 or higher.

Source: The Hackett Group 2025 Talent Acquisition Value Realization Customer Survey
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Expected value: Customer satisfaction ratings on overall experience and objectives

Extremely satisfied n—— 300 Data insights

| Satisfied EE——— 3900 69% of respondents were either satisfied
Customer service Neutral 18% or extremely satisfied with their selected
Dissatisfied mmm 10%

et vendor's service and experience.
Extremely dissatisfied ® 3%

More than half of the survey respondents
were satisfied with their solution
provider’s pace of innovation (core
functionality updates and new features).
Just 8% of respondents expressed
dissatisfaction. Al innovations were most
common among those respondents
seeking greater functionality.

Extremely satisfied mml 12%
Satisfied I 6100
Pace of innovation Neutral 19%
Dissatisfled M 6%
Extremely dissatisfied 1 2%

Extremely satisfied I — 27,

Satisfied , More than half of respondents were
Solution satisfaction Z;;real 189 1% satisfied with the solution. Dissatisfaction
0

levels were relatively low, with only 5% of

Dissatisfied m 2 cuvely
issatisfie 3% respondents dissatisfied or extremely

Extremely dissatisfied 1 2%

dissatisfied.
Extremely satisfied = 15% 78% of respondents were satisfied with
Satisfied m———— G304 their selected vendor’s implementation
Implementation experience Neutral 18% service and experience. Only 4% of
Dissatisfied B 4% respondents were dissatisfied.

Extremely dissatisfied = 0%

Source: The Hackett Group 2025 Talent Acquisition Value Realization Customer Survey
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Value realized: Automation and integration metrics

= Improvement of

Automation improvement 58% staffing transactions

= Percentage of
business requirement
met

Business requirements met

Recruitment efficiency

[ "] t of
Improvement mprovement o

recruitment efficiency
and automation

0100

Integration with HR system(s) -

0% 10% 20% 30% 40% 50% 60% 70% 80% 90%
ENA m]1 2 m3 4 m5 m6 m7 H8 m9 m10

Z4 The Hackett Group

100%

Data insights

On an average there was 58%
iImprovement of staffing transactions (e.g.,
candidate search, resume tracking, job-
posting automation) since implementation
of technology.

Participants reported on average that
66% of their company's business
requirements were met by the software.

64% improvement was reported in
recruitment efficiency and automation
(estimated average % improvement
versus the prior process).

Integration with current HR system(s)
seemed very satisfactory. Around 62.7%
of the respondents gave a rating of 7 or
higher, and 21% gave a score of 10/10.

Source: The Hackett Group 2025 Talent Acquisition Value Realization Customer Survey
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Expected value: End-user value and impact

= Recruiting and
staffing activity
managed via the
solution

Recruiting and
staffing activity

Rating on a scale of 1-10

ompance aith inermal ant ool - N
compliance with internal and external -

policies and regulations

Solution's ability to provide datavisbiity L. L

and data intelligence to your organization

end-user experience
and staffing from start to finish
0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

mNA ml m2 m3 4 m5 m6 my mg m9 m10
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Data insights

An average of 71% of recruiting and staffing
activity is currently managed via the solution
(i.e., the adoption rate across the company’s
region[s] and businesses) as reported by the
survey respondents.

22% of participants gave a rating of 8/10 for
the solution’s ability to improve quality and
compliance with internal and external policies
and regulations.

73% of participants gave a rating of between
6 and 10 for the solution's ability to provide
data visibility and data intelligence to their
organization.

30% rated the solution 7/10 for ease of use,
intuitiveness and end-user experience.

25% of participants rated the solution an 8/10
for managing recruitment and staffing from
start to finish. Only 1% gave a rating below 5.

Source: The Hackett Group 2025 Talent Acquisition Value Realization Customer Survey
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Value realized: Business improvement goals

Goals achieved

Top 5 business improvement goals achieved
via the talent acquisition solution

Top 5 business improvement goals

0]
e 61% 61% 58% m Automation improvement
48% m Time to fill
© ®m Time to hire
()
N
© Applicants per opening
&
% m Qualified applicant
T improvement
> B Business improvement goals met
Participants reported that 60% of their company's business The top five business improvements goals realized by study
improvement goals were achieved from the talent acquisition participants:
solution, indicating a desire for broader functionality in some (1) automation improvement; (2) time to fill; (3) time to hire;
instances but also a need for internal reworking of recruiting (4) applicants per opening; (5) qualified applicant
policies to improve efficiency and outcomes. improvement.

Source: The Hackett Group 2025 Talent Acquisition Value Realization Customer Survey
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Isolved Talent Acquisition Vendor Profile




isolved | Talent acquisition

Jsolved

COMPANY OVERVIEW REPRESENTATIVE CLIENTS MAJOR PARTNERS

isolved, a trusted HCM leader, provides a combination of
software and services to meet the needs of People
Heroes—HR, recruiting, benefits and payroll professionals.
From HR and workforce management to talent acquisition
and management, isolved's solutions help 177,000
employers employ, enable and empower 7+ million
employees.

Founded: 1986
Headquarters: Charlotte, NC, USA
Ownership: Private
177,000 @
Customers
MD SM

100% AMERICAS 0% EMEA 0% APAC
Financial and professional.. I 7%
Healthcare and life sciences I 15%
Manufacturing and industrials I 13%
Hospitality and retail I 12%
Government I 11%
Other I 2%

Z4 The Hackett Group
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PURPOSE KEY SOFTWARE FEATURES

“At isolved, we’re working toward a better today and a better

tomorrow. We believe the future of work is about delivering the

right combination of software and services so that payroll,

benefits and HR professionals — the heroes behind the heroes

— can free themselves to exceed their goals, transform
employee experience and grow their careers.”

PRODUCT OVERVIEW

isolved People Cloud ™ intelligently connects and manages

the employee journey across HR, payroll, benefits, talent
acquisition, talent management, workforce management
and more. Specific to talent acquisition customers see:

= Improved recruitment and retention: isolved gives HR
teams the tools they need to efficiently attract, hire,
onboard, engage and retain skilled talent. isolved
streamlines the recruiting process, proactively sources,
screens, assesses and hires candidates, automates
manual tasks and onboards talent.

= Engaging candidate experience: isolved helps create a
positive and memorable candidate experience through
modern applications, clear communication, Al
assistance and effective onboarding.

Candidate matching: Uses Al to quickly analyze
(g§ candidate info, calculating a score based on how well
a candidate meets the job criteria.

Job ad writer: Leverages generative Al to craft
enticing job posts and descriptions by giving clients a
head start on the recruiting process

Sourcing and sites: Automates listings to over five-
thousand free, premium and social media job boards.
Branded career sites ensure the click-through is
consistent.

Assessments and background checks: Enables
secure, compliant and efficient hiring by verifying
candidate backgrounds and assessing their fit for the
role, helping employers make faster informed
decisions.

E Recruitment marketing: Provides a customized,
collaborative strategy to attract and engage top
talent, helping organizations fill their applicant pools
with qualified candidates while aligning with their
unique hiring goals.
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Hackett perspective | Isolved

HACKETT COMMENTARY

“isolved is innovating at a rapid pace across both its
technology and service offerings. Talent acquisition solutions
are gaining ground as new features are added to round out
the vendor’s capabilities. The recent addition of recruitment
process outsourcing services offers the vendor even more
avenues of expansion within the recruiting space.”

HACKETT CAPABILITY PLACEMENT

= jsolved continues to focus on the US market for its talent
acquisition and broader HCM clients.

= isolved Marketplace provides an extensive menu of vendors
that are available through API or service. The vendor natively
offers many capabilities such as background checks and
recruitment process outsourcing that provide more of a one-
stop-shop functionality than competitors.

= Candidate relationship management meets client
expectations, with more enhanced functionality on the
roadmap for 2025.

= User interface is intuitive, speeding recruiter learning curves in
usage of the platform.

= Advanced internal mobility features are not yet offered on the
platform, though are planned for 2025.

= Recruitment marketing capabilities are strong for the target
customer profile. Offers exclusive discounts to job boards and
integrated posting capabilities. Customized job ads, career
sites and content distribution are also available. Advanced
recruitment marketing offers a consultative approach to
selecting the right strategy for recruitment marketing.

= Predictive modeling in analytics is well received by customers.
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HACKETT VALUE PLACEMENT

= jsolved continues to gain ground in the talent acquisition
space in key metrics such as time to fill and time to hire.

= Customer service is a particularly strong point for isolved
customers, prompting a high level of satisfaction.

= Customers are exceptionally pleased with automation and
integration capabilities of the platform.

= Internal mobility outcomes will likely improve over the next
year as new functionality is introduced.

= Qverall satisfaction and business value are near leading
within the study from customers taking advantage of all
elements of the platform.
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Defining Digital World Class® performance




How to read the Hackett Digital World Class Matrix™ software provider ratings
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TALENT ACQUISITION
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Capability ratings (Harvey balls) provide a scale of vendor capacity based upon

available features and functionality.
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- - Not available or not evaluated
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Value realization ratings (radial graph) provide a scale of vendor

delivery based upon customer feedback.

= Vendor’s individual performance is measured by the blue line

study is measured by the black line
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The Hackett Digital World Class Matrix™

Our observations

Capability breadth measures the scope and depth of software
features and functions

= Represented through Harvey ball ratings, capability ratings measure
capacity of talent acquisition technology vendors to bring best-in-class
solutions to critical functional areas such as candidate relationship
management, interview solutions, recruitment marketing and sourcing
applications.

= Capacity at times exceeds performance by end users due to several
factors, including user awareness, adoption and ease of use.

Value realization measures the ability of the software to positively
impact TA performance metrics

= Customers indicated that time to fill, time to hire and cost per hire are
among the most critical metrics utilized by HR professionals to determine
the success of TA technology solutions.

= CFOs and other finance personas respond most to cost per hire
performance in TA technology assessment.

= CIOs and other IT personas respond most to implementation experience,
integration and customer service performance.

= CEO and COO personas pay particular attention to overall business
value when assessing technology impacts.
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| Talent acquisition software providers
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Source: The Hackett Group 2024 HCM Digital World Class Matrix Study
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Differentiating factors to consider when selecting a talent acquisition solution

point solution.

= Unified human capital management platform versus best-of-breed TA — \ (

= Breadth of capabilities and subsequent add-on needs for HR tech
stack.

= Industry specialization in recruiting and platform flexibility to address
them (e.g., healthcare, franchises).

= Hiring complexities for frontline and back-office requisitions.

= Alignment with regional or global requirements (implementation
capabilities, support, scalability).

= Integration with existing solutions, platforms and technology (ERP,
HCM, HR point solutions).

= Artificial intelligence use cases, usability, data sources and quality of
search, content generation and analytics.

= Usability and intuitiveness of the solution to drive adoption, particularly
in internal mobility.

= Predictive analytics capabilities for broader talent management
initiatives.

= Candidate experience and retention enablement to improve company
brand.

= Recruiter enablement to elevate HR function to strategic advisor.

Source: The Hackett Group 2025
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Appendix (Additional data points, FAQs and
process definitions)




Executive insights | Talent acquisition vendor perspectives

@ Key software provider market characteristics

@ Software provider differentiation focus areas

Pricing models

= Common pricing models: One-time implementation fees, annual software license fee
(SaaS), add-on fees for additional features/functionality, Per Employee Per Month (PEPM)

Geography and industry support

= Geographical presence importance varies significantly across customers based on business
model. Currently, software providers are well represented in North America, EMEA and
APAC.

= Industry knowledge for specialized hiring is particular advantageous for complex hiring
needs (e.g., healthcare).

Hiring lifecycle coverage

= TA technology vendors provide support from sourcing through to hire, but also offer API
integration with point solutions to provide a high level of customization for clients seeking
capabilities that may not be native to the solution. These include digital assistants,
candidate relationship management enhancements and digital adoption platforms. Reliable
integration with broader HRIS* systems is essential for transferring new hire data.

Emerging technologies and advanced analytics

= Analytics capabilities are offered by all vendors included in the study, although at varying
degrees of complexity. Predictive analytics to assist with turnover and talent pool
management are gaining popularity for end users.

= Al applications are increasingly ubiquitous among TA vendors, with most common
applications found in automation, candidate matching and job description generation.
Agentic Al is slowly being introduced into the process to improve recruiter efficiency and
experience.

(*HRIS: Human Resource Information System)
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User-friendly interface and functionality

TA platforms need to be intuitive to encourage functionality adoption as the feature set
continues to expand.

Measures to reduce learning curves result in faster and greater value realization outcomes
for end users.

Integration capabilities

API integrations with point solutions and broader HCM applications are critical for holistic
analytics capabilities and a simplified new hire onboarding process.

Functionality enhancements

An even spread of enhancements across the hiring lifecycle is well received by end users.
Over focus in one area leads to dissatisfaction with others, according to customers.

Features that are resonating in the market as leading edge include:

Interview solutions that enhance scheduling, candidate assessment and interviewee
acumen (e.g., generative Al interview prompts).

Predictive analytics to proactively source candidates when new or enhanced skills will
be needed, maintain a strong succession-planning strategy, and prepare for potential
turnover disruptions.

Internal mobility powered by marketplace functionality that engages the employee base
to improve retention outcomes while upskilling the overall workforce.

Unbiased candidate matching powered by Al to speed sourcing of qualified applicants.

Agentic Al that can undertake multiple steps of the hiring lifecycle autonomously, such
as new hire onboarding.

Source: The Hackett Group 2025 Talent Acquisition Digital World Class Matrix Study
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Executive insights | Customer perspectives

@ Service delivery model considerations

@ Solution features and improvement opportunities

Challenges or barriers to talent acquisition process improvement

= Al adoption reticence remains in many HR divisions, mainly due to concerns about potential
bias implications and accuracy.

= HR tech stack integrations can be complex and lead to data integrity/
accuracy challenges.

= Pricing tiers offered by some vendors can be rigid and restrict a la carte purchase options.

= Talent intelligence initiatives can be hindered when not factoring in both internal and
external candidates.

= Internal mobility functionality is highly dependent upon workforce adoption to provide a clear
picture of existing skill-sets.

= Stakeholder buy-in requirements continue to expand, including personas beyond HR
leadership such as CFOs, CPOs, and CIOs.

= Budget restrictions for expanding recruiting technology enablement can lead to incomplete
solution sets.

= Limited recruiter awareness/adoption of all functions and features offered by TA platforms
can lead to suboptimal usage.

Types of solutions deployed
= Applicant tracking system (ATS) best of breed solutions
= Recruiting modules offered as part of an end-to-end HCM platform

= Point solutions in areas such as candidate relationship management, digital assistants and
talent intelligence

Z4 The Hackett Group

Solution features

Talent acquisition solutions are innovating at a rapid pace to take advantage of emerging
technologies such as Al in candidate relationship management, sourcing, interview solutions
and recruitment marketing.

Improved automation across the hiring lifecycle is reducing recruiter workload while
speeding time to fill. This is particularly noticeable in interview scheduling and onboarding
solutions.

Increasing integration of recruiting functions with internal mobility solutions such as talent
marketplaces is driving forward upskilling initiatives within organizations, improving
performance and retention outcomes.

Mobile enablement is considered table stakes for talent acquisition platforms and is heavily
utilized, particularly in frontline worker scenarios.

Improvement opportunities

Customers are slow to adopt many Al-powered solutions and require proof of concept
before full utilization.

Interview solutions geared toward improving interviewer performance have room for
expansion in many TA solutions.

Predictive analytics are starting to become more ubiquitous in platforms but have room for
improvement in breadth of applications.

Customer service outcomes are mixed across vendors. A common issue is lack of in-depth
knowledge of all features and functions offered in rapidly growing platforms.

Source: The Hackett Group 2025 Talent Acquisition Digital World Class Matrix Study
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Value realized: Process improvements since implementation of technology
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acquisition software.

Source: The Hackett Group 2025 Talent Acquisition Value Realization Customer Survey
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The Hackett Digital World Class Matrix™ frequently asked questions (FAQS)

How are software or service providers selected for participation?

= Providers are included if they meet the inclusion criteria for the study,
which is determined by The Hackett Group analysts and subject matter
experts during the initial scoping and design phase.

Are providers able to decide if they are included or excluded from
the Hackett Digital World Class Matrix ™?

= No, providers cannot choose to be included or excluded from the Digital
World Class Matrix Study. However, providers may opt not to directly
participate in the process or provide information to The Hackett Group.
The Hackett Group encourages participation but does not reward or
penalize providers based on their level of participation.

Does The Hackett Group share individual responses from customer
references, surveys, interviews or analysis?

= No, all responses from customer references, surveys, interviews,
provider content and other sources of data collection are kept
confidential and aggregated into the overall analysis.

How often are Hackett Digital World Class Matrix™ reports updated?

= Studies are typically refreshed between 12 to 24 months. However, a
specific study’s refresh is highly dependent upon the related
marketplace’s evolution velocity.
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The Hackett Digital World Class Matrix™

Are there different levels of provider participation?

= Yes. Some providers have supplied all requested information, while some
only provided partial information and The Hackett Group gathered the
remaining information from our sources. For others, The Hackett Group
gathered all the evaluation information from our sources.*

How are the software or service providers rated?

= For capability breadth, we use the following criteria:

Ability to address globally complex clients, Ul quality, implementation services,
customer support, vendor ecosystem breadth, technical platform
structure/flexibility, data integration and validation, and emerging technologies

Candidate experience, recruiter experience, candidate relationship
management, internal mobility, recruitment marketing, interview solutions,
candidate assessment, onboarding, and analytics

= For value realization, we use the following criteria:

Time to fill -
Time to hire -
Qualified applicant improvement  —
Cost per hire —
Internal mobility adoption —
Quality of hire —

Candidate diversity
Customer Service
Pace of Innovation
Implementation

Automation and Integration

Overall Satisfaction and Business Value

FAQs (cont.)

How does The Hackett Group build market intelligence reports?

= For each provider participating in a particular study, we gather the following
information:**
— Provider buyer survey
— Provider strategy session

— Customer surveys and/or interviews

= Qur client survey collects data from providers’ clients about:
— Performance relevant to the offering category.
— Experience through related questions on customer satisfaction, value, etc.
= Using this collected information and applied knowledge from internal and
external subject matter experts, we compare aggregated client survey

responses against our benchmarking data to measure performance relative to
each other and to that of Digital World Class® organizations.

Why does Hackett not provide a comparative grid in this report?

= All organizations’ needs are different and in recognition of that diversity,
Hackett offers customized Matrix grids to buy-side members based upon
identified priorities in consultation with Hackett advisors.

*Ratings for the following software providers exclude their direct input and are based on The Hackett Group's applied knowledge, public disclosures and The Hackett Group's
interview and/or survey responses from software provider buyers: ADP, Dayforce, Greenhouse, Oracle, SAP SuccessFactors, SmartRecruiters, Workable, and Zoho.

**Nonparticipating software providers have not provided any direct input. Hybrid software providers have provided direct input on RFI or capabilities only. Our analysis is
based on The Hackett Group's applied knowledge, public disclosures and The Hackett Group's interview and/or survey responses from software provider buyers.
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For Buyers: Executive Advisory Membership Program

= The Hackett Group is excited to present our exclusive Executive Advisory
Membership Program. It boasts a group of over 1,000 members focused on
driving transformative change and achieving Digital World Class® benefits.

= Our advisory service provides clients with unlimited access to Hackett’s
market-leading intellectual property and research, along with the
personalized touch of a dedicated advisory team to help you realize your
specific goals.

= The Hackett Group’s Executive Advisory Membership Program combines
an easy-to-use benchmarking platform and member portal with best
practice research, case studies, diagnostics tools and advice from
experienced advisors.

% il £l S

Strategic Insight Targeted Improvement Accelerate Benefits Risk Mitigation Manage Change
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Important legal notice

The Hackett Group does not endorse any participant, vendor, product
or service depicted in its research. This research should not be
considered as advice that a buyer select only those participants
based on their ranking or position on the Hackett Digital World Class
Matrix™. You should not rely upon any material or information within
this research as a basis for making any business, legal, financial or
any other decisions. Any such reliance shall be solely at buyer’s risk.

The Hackett Group research publications consist of the opinions of its
research organization and should not be interpreted as factual
statements. To the fullest extent permitted by law, The Hackett Group
disclaims all warranties, expressed or implied, with respect to this
research, including any warranties of merchantability, suitability or
fitness for a particular purpose. The information contained in this
research is provided on an “as-is” basis with no guarantees of
completeness, accuracy, usefulness or timeliness.

The Hackett Group assumes no responsibility or liability for damages
of any kind arising from any information, data, content, materials, or
references within its research, including but not limited to direct,
indirect, incidental, consequential, special, and punitive damages.

Z4 The Hackett Group
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World Class Defined and Enabled
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Statement of Confidentiality and Usage Restrictions

This document contains trade secrets and information that are sensitive, proprietary and confidential to The Hackett
Group Inc. the disclosure of these would provide a competitive advantage to others. As a result, the information
contained herein, including, information relating to The Hackett Group’s data, equipment, apparatus, programs,
software, security keys, specifications, drawings, business information, pricing, tools, taxonomy, questionnaires,

deliverables, including without limitation any benchmark reports, and the data and calculations contained therein, may
not be duplicated or otherwise distributed without The Hackett Group Inc.’s express written approval.

Reproduction of this document or any portion thereof without prior written consent is prohibited.



	Template Sample Layouts
	Slide 1: The Hackett Digital World Class Matrix™ Talent Acquisition Software Provider Perspective Licensed by isolved 
	Slide 2: Executive summary │ Talent acquisition 
	Slide 3: Scope for this edition of The Hackett Digital World Class Matrix™
	Slide 4: Value realization │ Why organizations address their talent acquisition processes and technology
	Slide 5: Value realization │ Why organizations address their talent acquisition processes and technology
	Slide 6: Four of the top 10 objectives for HR in 2025 were closely associated with talent acquisition
	Slide 7: Talent acquisition│ Foundational best practices for HR organizations
	Slide 8: Adoption momentum of several emerging technologies is expected to increase in 2025
	Slide 9: HR organizations are cautiously trying out Gen AI-enabled technology in low-risk activities
	Slide 10: Evaluation criteria used for the Talent Acquisition Digital World Class Matrix™
	Slide 11: Evaluation criteria used for the Talent Acquisition Digital World Class Matrix™
	Slide 12: The Hackett Digital World Class Matrix™ Talent Acquisition Study Findings
	Slide 13: The Hackett Talent Acquisition Digital World Class Matrix™ customer profile overview
	Slide 14: Value realized: Process improvements since implementation of technology (cont.)
	Slide 15: Value realized: Process improvements since implementation of technology (cont.)
	Slide 16: Value realized: Process improvements since implementation of technology (cont.)
	Slide 17: Value realized: Implementation metrics
	Slide 18: Expected value: Customer satisfaction ratings on overall experience and objectives 
	Slide 19: Value realized: Automation and integration metrics
	Slide 20: Expected value: End-user value and impact
	Slide 21: Value realized: Business improvement goals
	Slide 22: isolved Talent Acquisition Vendor Profile
	Slide 23: isolved │ Talent acquisition
	Slide 24: Hackett perspective │ isolved    
	Slide 25: Defining Digital World Class® performance
	Slide 26: How to read the Hackett Digital World Class Matrix™ software provider ratings
	Slide 27: The Hackett Digital World Class Matrix™ │ Talent acquisition software providers
	Slide 28: Differentiating factors to consider when selecting a talent acquisition solution
	Slide 29: Appendix (Additional data points, FAQs and process definitions)
	Slide 30: Executive insights │Talent acquisition vendor perspectives
	Slide 31: Executive insights │ Customer perspectives
	Slide 32: Value realized: Process improvements since implementation of technology
	Slide 33: The Hackett Digital World Class Matrix™ frequently asked questions (FAQs)
	Slide 34: The Hackett Digital World Class Matrix™ FAQs (cont.)
	Slide 35: For Buyers: Executive Advisory Membership Program
	Slide 36: Important legal notice
	Slide 37


