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The HR technology landscape is changing more rapidly than ever 

before. As we enter the final months of 2015 and start plans for 2016, 

it is important to look at the transformational changes taking place in 

the HR technology landscape. This report highlights ten of the leading 

trends to consider for the year ahead.

1. Consumerized HR Technology: Think Employee 
Tools, Not HR Tools

Only a decade ago HR systems were designed primarily to help HR 

professionals do their jobs. HR management systems (HRMSs), applicant 

tracking systems (ATSs), learning management systems (LMSs), and most 

payroll and benefits applications were created to streamline the work 

of HR administration, improve record-keeping, and help redesign HR 

processes. Although employees were considered the “end-users” of 

these systems, they typically used them as little as possible, and mainly 

as replacements for the paper forms developed by HR.

Today the market has radically shifted. Many HR applications are 

becoming tools for employees first, enabling them to better manage 

people, learn and develop, and steer their own careers. Several years 

ago we talked about the shift in HR technology from “systems of 

record” to “systems of engagement.”1 Today’s HR applications should be 

fun, gamelike, and designed to help improve our productivity at work. 

1  “The Move from Systems of Record to Systems of Engagement,” Forbes / Josh Bersin, 
August 16, 2012, www.forbes.com/sites/joshbersin/2012/08/16/the-move-from-systems-of-
record-to-systems-of-engagement/.

http://www.bersin.com
http://www.forbes.com/sites/joshbersin/2012/08/16/the-move-from-systems-of-record-to-systems-of-engagement/
http://www.forbes.com/sites/joshbersin/2012/08/16/the-move-from-systems-of-record-to-systems-of-engagement/
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Look at recruitment, for example. Traditional ATSs were used to store, 

score, track, and manage resumes. Today’s talent acquisition systems 

are often called “recruitment success platforms,” designed to enable 

applicants, managers, and recruiters to do a better job. These more 

integrated systems allow applicants to apply for jobs through mobile 

devices and interview through online video, as well as help managers 

make sure they are selecting the best candidate.

Consider learning management systems. Once intended to help manage 

the administration of learning, today’s online learning systems are 

truly “learning experience platforms,” designed to help people explore 

learning opportunities, learn online, find certification and testing 

programs, and collaborate with experts. 

In the area of performance management, most traditional HR software 

has become overly complex and time-consuming (only 12 percent of 

companies report their performance process is worth the time they 

put into it2). Today these systems are being reimagined as tools for 

employee check-ins, self-assessment, as well as for feedback between 

managers and employees.

This shift—away from HR and toward the employee as the user—has 

had a huge impact on the market. Vendors that focus only on back-

office functionality and which don’t have any compelling mobile apps 

are likely to lose ground. Many companies are ripping out decades 

of investment in last-generation enterprise resource planning (ERP) 

systems, replacing them with tools that can directly empower managers 

and employees. Startups that are born on the web are often displacing 

companies that have been selling HR software for years.

We see a whole new market of mobile- and cloud-first apps starting to 

emerge, giving us a sense that most of our HR solutions will be running 

on our mobile phones, offering built-in location awareness, sensors, and 

even bio-monitoring tools.

Imagine an employee application suite that runs on your phone, 

knows your location, and recommends people to network with. 

2  Global Human Capital Trends 2015: Leading in the new world of work, Deloitte 
Development LLC and Deloitte University Press, 2015, http://www2.deloitte.com/us/en/pages/
human-capital/articles/introduction-human-capital-trends.html.
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It provides continuous onboarding and transition assistance, 

evaluates time-management aptitude to help improve productivity, 

automatically assesses work behaviors and offers feedback on 

improving work-life balance, delivers on-the-job skills training, and 

even shares exercise and healthy eating tips at the point of need. This 

is likely where HR technology is going, and we’re getting there a lot 

faster than you might think.

As companies look to upgrade and replace their HR technologies, 

they should consider vendors and tools that offer this consumerlike 

experience, and allow employees to test them for ease of use—rather 

than focusing exclusively on features and workflow capabilities.

2. The “Appification” of Everything: Mobile Apps as a 
New HR Platform

One of the most disruptive changes taking place today is the emergence 

of mobile apps as the primary technology platform we use. There are 

now more than 2.1 billion smartphone users on the planet.3 Mobile 

Internet growth increased by 69 percent in 2014, and 55 percent of that 

mobile traffic is now video.4 In short, mobile technology has become 

nearly ubiquitous, and many consumers are looking for video, not just 

text, in their mobile experience. 

The same research also shows that most people are spending 5.6 hours 

per day on the Internet and 51 percent of that time is spent on mobile 

phones.5 It follows that to reach employees around the world, companies 

may need to “appify” their HR tools.

To be clear, apps are not simply mobile-enabled web applications. Too 

many vendors talk about mobile technology as if it were a new platform 

for web apps. Mobile technology is also a new mode of computing, 

requiring different usage mechanics, different features, and different 

user dynamics. Mobile apps should be simple and easy to use—users can 

swipe and flip, rather than tab and scroll. Effective mobile apps should 

be social, use location data, and take advantage of different services.

3  “Internet Trends 2015 — Code Conference,” KPCB / Mary Meeker, May 27, 2015, www.
kpcb.com/internet-trends.

4  Ibid.

5  Ibid.

http://www.kpcb.com/internet-trends
http://www.kpcb.com/internet-trends
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One example of a custom-built HR smartphone app is the Sidekick 

system developed by Commonwealth Bank of Australia,6 which 

effectively manages all aspects of the employment experience (from 

onboarding to employee directory to pay and time-tracking). Sidekick 

has been downloaded by more than 10,000 company employees and 

in less than a year has reduced requests for pay slips by 46 percent and 

time-approval requests from hourly employees by 35 percent. It has also 

given the HR team powerful new information on how to help make 

employees’ work lives better.7

6  Smartphones in the Workforce: What HR Practitioners Say about Planned Use, Bersin by 
Deloitte / Katherine Jones, Ph.D., and Sally Cooke, 2015. 

7  Fostering Change and Driving Productivity: How the Commonwealth Bank of Australia 
Leveraged Analytics and Mobile Technology to Spur Efficiency, Bersin by Deloitte / Katherine 
Jones, Ph.D., 2015. 

Source: Commonwealth Bank Group, 2015.

Figure 1: The Commonwealth Bank of Australia’s Sidekick Mobile App System
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Some of the breakthrough areas of mobile in the coming year will likely 

be engagement and feedback systems8, as well as apps for learning (such 

as the interesting language-learning app Duolingo); employee feedback 

and performance check-ins; time and attendance management; expense 

reimbursement; employee directories; and collaboration as well as apps 

for video interviewing, recruitment, and candidate marketing.

Applicant tracking firms estimate that 45 percent of all candidates 

now apply for jobs using mobile devices9, and LinkedIn reports that 

social networks have become one of the top global sources of high-

quality hires.10 Some vendors, including TINYpulse, Culture Amp, and 

BetterCompany, tell us their mobile apps can dramatically improve 

engagement.11 Thus, “appifying” your HR systems can enhance candidate 

quality, as well as employee productivity, engagement, and retention.

In fact, just about everything that falls under the HR umbrella can be 

reconceived as an app, a phenomenon we’re likely to see a lot of it in 

2016. There’s a good chance that mobile will become the predominant 

platform for most information applications during the next few years, 

meaning HR professionals would need to find vendors that offer great 

mobile apps as a core part of their services.

3. Emergence of ERP Providers in Expanding Talent 
Management Segment 

ERP vendors are now catching up as credible, effective, end-to-end 

talent management technology providers.

History tells the story. A decade ago, the talent management market 

was dominated by small startups, midsize companies, and innovative 

8  “Employee Feedback Is The Killer App: A New Market and Management 
Model Emerges,” Forbes / Josh Bersin, August 26, 2015, www.forbes.com/sites/
joshbersin/2015/08/26/employee-feedback-is-the-killer-app-a-new-market-emerges/.

9  Data based on a Glassdoor survey conducted online among 1,000 employees and job-
seekers, April 22–30, 2014. 

10  “6 Big Data Metrics That Drive Quality of Hire,” LinkedIn / Lou Adler, May 13, 2015, 
https://business.linkedin.com/talent-solutions/blog/2015/05/6-quality-of-hire-metrics-every-
recruiting-leader-should-track. 

11  “Employee Feedback Is The Killer App: A New Market and Management 
Model Emerges,” Forbes / Josh Bersin, August 26, 2015, www.forbes.com/sites/
joshbersin/2015/08/26/employee-feedback-is-the-killer-app-a-new-market-emerges/.
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software vendors selling licensed software. Recruiting, learning, and 

performance management tools were sold as separate products, forcing 

companies to find ways to stitch these systems together.

As these markets grew and more vendors went public, ERP and payroll 

providers saw the way the wind was blowing and began to acquire and 

integrate many of the leading HR technology players. Oracle’s acquisition 

of Taleo, SAP’s acquisition of SuccessFactors, IBM’s acquisition of Kenexa, 

ADP’s acquisition of Workscape, Ceridian’s acquisition of Dayforce, and 

Infor’s acquisition of Lawson are just some examples.

While there are some gaps left (Workday has just announced its LMS, 

for example, and many of the recruiting and learning products vary in 

capabilities), the ERP vendors have arrived— providing credible, integrated 

solutions that can now meet the needs of large complex organizations.

Does this mean that smaller vendors won’t survive? Not at all. In fact, this 

shift has opened up demand for solutions offered by vendors from midsize 

companies and organizations all over the world. Despite their best efforts, 

ERP vendors are often unable to meet the needs of younger, fast-growing 

companies, creating a new market for even more focused, innovative 

providers. Cornerstone OnDemand, Saba, Skillsoft, iCIMS, and PeopleFluent 

are examples of vendors offering innovative products in the areas of 

learning, content integration, compliance management, and analytics.

In the recruitment and performance management domain, a new cycle 

of innovation has arrived. A new generation of vendors is emerging 

(as we discuss in the next section), threatening once again to disrupt 

the incumbents. And a new category of vendors—focused on tools for 

employee engagement, wellness, human and people analytics, and 

culture assessment—has also entered the market.

The whole category of talent management has evolved into something 

we might call “people management.”12 This expanded space includes 

tools for work-life balance, engagement and culture assessment, 

feedback, health and wellness management, social recognition, and 

external career development—all integrated into mobile apps and 

supported by data. 

12  “Why People Management is Replacing Talent Management,” LinkedIn / Josh Bersin, 
December 29, 2014, www.linkedin.com/pulse/corporate-talent-management-dead-josh-bersin.
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And now that they’re committed to this market, ERP vendors are 

innovating in their own ways. SAP-SuccessFactors, for example, recently 

previewed a set of tools to manage talent mobility, onboarding, and 

end-to-end employee transitions.13 Oracle is offering a video learning 

platform. Workday now provides online employee feedback as part of 

its HR suite. ADP offers advanced analytics and benchmarking based 

on its large payroll user base. Finally, Ceridian offers a whole range of 

health and wellness apps under the name LifeWorks.

4. Built-for-the-Cloud Providers Redefine HR Functions 

As ERP vendors grow their offerings in the talent market, a new and 

disruptive set of vendors has surfaced. Most of these companies were 

“built for the cloud” and have designed mobile apps and modern 

interfaces from the beginning. We think of this as the “third wave” of 

talent solutions—products that are consumerlike in ease of use, very 

inexpensive to buy, and built for mobile and the cloud. The market for 

these kinds of startups is already quite strong: An estimate of more than 

$3 billion went into startups in 2014 and 2015.14

These providers are having a profound effect on a number of areas, such as: 

• Payroll. Vendors such as Zenefits, Namely, and Gusto (formerly 

ZenPayroll) are potentially disruptive to core HR and payroll vendors. 

Investors are responding: Zenefits just received over $500M in capital.15.

• Learning content. Vendors such as Grovo, Floqq, Vodeclic (fast, 

video-based online learning), as well as marketplaces including 

Udemy, Pluralsight, General Assembly and Big Think (video content 

expert), are contributing to the disruption of the traditional 

learning content market. LinkedIn’s acquisition of lynda.com is also 

disruptive and just starting to take hold.

13 “SAP and SuccessFactors Introduce Next Generation of Intelligent HCM Software,” 
SuccessFactors, August 11, 2015, www.successfactors.com/en_us/about-successfactors/press-
releases/2015/sap-and-successfactors-introduce-next-generation-of-intelligent.html 

14  “HR Tech Pulls In $2.3 Billion in Funding; Exits in 2014 Already at Record Levels,” CB 
Insights, November 3, 2014, www.cbinsights.com/blog/hr-tech-investment-exit-report-2014/.

15  “Zenefits Just Raised $500 Million At A $4.5 Billion Valuation,” Tech Crunch / Matthew 
Lynley, May 6, 2015, http://techcrunch.com/2015/05/06/zenefits-rising-hrs-hottest-startup-
just-raised-500-million-at-a-4-5-billion-valuation/.

http://www.successfactors.com/en_us/about-successfactors/press-releases/2015/sap-and-successfactors-introduce-next-generation-of-intelligent.html
http://www.successfactors.com/en_us/about-successfactors/press-releases/2015/sap-and-successfactors-introduce-next-generation-of-intelligent.html
https://www.cbinsights.com/blog/hr-tech-investment-exit-report-2014/
http://techcrunch.com/2015/05/06/zenefits-rising-hrs-hottest-startup-just-raised-500-million-at-a-4-5-billion-valuation/
http://techcrunch.com/2015/05/06/zenefits-rising-hrs-hottest-startup-just-raised-500-million-at-a-4-5-billion-valuation/
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• Learning technology. Degreed, Pathgather, Fuze, CorpU, Wisetail, 

Intrepid Learning, Xyleme and many others are building a new 

“learning experience category” that is redefining the corporate 

learning market. This product category is bringing an exciting and 

modern learning experience to employees, complementing the 

market for LMSs.

• Communications and people-to-people services. GuideSpark 

(employee communications) and mentor networks such as Everwise 

and MentorCloud, as well as assessment tools such as Logi-Serve and 

SkillSurvey, along with startups such as Good.co, jobFig, and Sparkit, 

are all bringing in new ideas and innovative offerings.

• Employee engagement, feedback, and culture analysis tools. This 

market is on fire. Companies such as TINYPulse, Glint, CultureIQ, 

Culture Amp (employee engagement), and many more are disrupting 

current engagement vendors. Vendors such as Humanyze are 

bringing sociometric badges and location monitoring to this market.16

• Recruitment. Companies such as Lever.co, SmartRecruiters, 

Greenhouse.io, Jobvite, and Gild are threatening incumbent 

ATS vendors, primarily because they have helped redefine the 

recruitment platform. These “category busting” companies have 

linked analytics with sourcing, candidate relationship management, 

video interviewing, and traditional applicant tracking in new ways.

• Time tracking and scheduling. Replicon and Humanity are 

potentially disruptive vendors to incumbents such as ADP or Kronos.

Why all this disruption? Currently, the market is generally driven by two 

major influences: 

1. The stock market is on the upswing for the most part, so there is 

investment capital available to startup leaders interested in building 

the next wave of major HR software products. Further, the HR 

software market, thanks to IPOs like Workday and LinkedIn, is very 

attractive to investors.

16 “Employee Feedback Is The Killer App: A New Market and Management Model Emerges,” 
Forbes / Josh Bersin, August 26, 2015, www.forbes.com/sites/joshbersin/2015/08/26/employee-
feedback-is-the-killer-app-a-new-market-emerges/. 
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2. These new companies can build from the success of their 

predecessors, learning from a decade of existing talent 

management players. Their products already start with mobile and 

the cloud, and rather than build traditional talent management 

suites, they can extend the category by bringing new ideas (social 

mechanics, sensors and mobile interfaces, gaming, and feedback) to 

add value in specific new ways.

While such trends can make purchasing decisions more complex for 

customers, that’s the nature of the beast. Will SAP, Workday, Oracle, and 

ADP keep up? They’ll certainly try, and many of these smaller vendors 

may be acquired. There are some pretty innovative new platforms 

out there, and most of the vendors who offer them are growing fairly 

quickly, selling as complements to ERP systems or full solutions to small 

and midsize companies.17

5. New Software Categories: Feedback, Engagement, 
and Culture Management 

I am amazed at the number of new tools being developed for employee 

feedback, pulse surveys, culture assessment, ongoing engagement 

monitoring, and new agile approaches to goal management and 

performance management.18 

For example, CultureIQ, Glint, and TINYPulse have built engagement 

tools that rival those of large engagement vendors. BetterWorks is 

trying to redefine how goals are managed with a new model that 

creates transparency and gamification in goal management. TMBC is 

building a new approach to performance management based on a new 

model of assessment and feedback, and companies such as Reflektive, 

Impraise, Small Improvements, and many others are bringing together 

the world of performance management with feedback, check-ins, and 

development planning. One vendor will soon be releasing a feedback 

app that could make all of our meetings and conference calls more 

useful and productive. The limits have yet to be reached.

17  “Employee Feedback Is The Killer App: A New Market and Management Model Emerges,” 
Forbes / Josh Bersin, August 26, 2015, www.forbes.com/sites/joshbersin/2015/08/26/employee-
feedback-is-the-killer-app-a-new-market-emerges/. 

18  Ibid.

http://www.forbes.com/sites/joshbersin/2015/08/26/employee-feedback-is-the-killer-app-a-new-market-emerges/
http://www.forbes.com/sites/joshbersin/2015/08/26/employee-feedback-is-the-killer-app-a-new-market-emerges/
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I believe “feedback management” is destined to become a new 

software category. This powerful and complex area brings pulse surveys 

together with manager and employee feedback, as well as anonymous 

feedback to create a new platform that helps organizations get a real 

“pulse” on all their employees’ issues, needs, and suggestions.

6. The Reinvention of Performance and Goal 
Management with Feedback and Check-ins 

As we have written about for many years19, traditional year-end 

performance management is undergoing major redesign. More than 40 

companies we know of have done away with ratings altogether, and 

hundreds more are simplifying their approaches, getting rid of forced 

rankings, and rethinking the bell curve as a model for compensation 

and performance distribution.20

These more agile, real-time, feedback-centric approaches beg the 

question of which software HR should use. Today, performance 

management software is generally behind user needs, leaving startups 

to formulate new models as big vendors go through redesign efforts. 

Within a year or two, these talent management applications will likely 

be reengineered, but right now it can be difficult to find the necessary 

tools for a performance management redesign.

Startups rapidly encroaching on this space include Workboard, 

BetterWorks, TMBC, Reflektive, Impraise, Small Improvements, and 

others. These small companies have yet to build many of the features 

(talent reviews, ratings, etc.) that large companies typically want. I 

believe a next-generation performance management space is emerging 

that may complicate corporate HR managers’ lives yet again, as happens 

with each new generation of software. 

19  Performance management is broken: Replace “rank and yank” with coaching and 
development, Deloitte University Press / Alex Naubaum, Lisa Barry, Stacia Garr, and Andy 
Liakopoulos, March 4, 2014, http://dupress.com/articles/hc-trends-2014-performance-
management/.

20  “The Myth Of The Bell Curve: Look For The Hyper-Performers,” Forbes / Josh Bersin, 
February 19, 2014, http://www.forbes.com/sites#/sites/joshbersin/2014/02/19/the-myth-of-the-
bell-curve-look-for-the-hyper-performers/.
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7. Learning Experience Middleware: Integrating 
Content from Everywhere

The training marketplace continues to grow (showing 10 percent 

growth this year alone21), and there is more specialized content on the 

market than I have ever seen in my 15 years as an analyst. Marketplaces 

of expert-led content (such as Udemy, Big Think, OpenSesame, and 

major players such as Skillsoft and lynda.com) continue to expand, 

while platforms such as Degreed, Pathgather, Fuze, and providers such 

as Udacity, NovoEd, CorpU, and Intrepid Learning, are bringing new 

content to market. Buyers can now find “expert-authored” courses in 

any number of places. 

And this content is being widely used. A course I authored on Udemy 

has had more than 5,000 users with no marketing whatsoever.22 Online 

MOOC providers claim to have trained more than 2 million people 

over the last two years and provided 160,000 completion certificates.23 

Universities from Stanford to University of Pennsylvania to Cornell 

(among hundreds of others) have now put their content online for little 

or sometimes no cost.

Fed by the growing need for skills development, the demand for easy-

to-use professional development is red hot (it’s the number-one area 

of interest among our research clients). As I like to put it, today “the 

learning curve is the earning curve.” Not surprisingly, employees want 

their employers to give them the professional development they need.  

Even retail companies (which typically spend less on training) are 

starting to offer “upskilling” programs for hourly store employees.24

21  “Learning and Development Spending Soars Again as Organizations Invest to Close Skills 
Gaps,” Bersin by Deloitte, August 26, 2015, www.bersin.com/News/Content.aspx?id=19211.

22  “The New HR: 21st Century Talent Management,” Udemy / Josh Bersin, n.d., https://
www.udemy.com/bersin/#/.

23  “Penn reaches all corners of the globe through online learning,” The Daily 
Pennsylvanian / Caroline Simon, September 1, 2015, www.thedp.com/article/2015/09/online-
learning-global-engagement.

24  “Wal-Mart Tests ‘Upskilling,’ ” The Wall Street Journal / Tamar Jacoby, September 4, 
2015, www.wsj.com/articles/wal-mart-tests-upskilling-1441393973.
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The problem many companies face now is that all this content is 

unintegrated; it exists on many different platforms, and there is no 

real “middleware” to bring it all together into an integrated content 

experience. One would have expected the LMS vendors to address this 

issue, but most of them have focused on talent management software 

instead. Their “learning experience” products have not kept up.

Today, fast-growing companies such as Degreed, Pathgather, Intrepid 

Learning, Xyleme, Fuze, Wisetail, and OpenSesame are trying to 

address this need. The new job for CLOs or training leaders is likely to 

make it easy for learners to find good content, curate the best content 

available, and create a dynamic procurement process to endorse new 

content as it becomes obtainable.

The LMS market is still very healthy, and companies such as Cornerstone 

OnDemand, Saba, SumTotal Systems (a Skillsoft company), Oracle, 

Workday, and SAP are investing heavily in their products—with more 

than 200 small competitors also chasing the market.25 Over time these 

vendors may help us bring all of this content together, but for now, 

the small vendors are addressing that need. This “learning experience 

platform” is primed to become an important disruptive force throughout 

corporate learning.

8. Growth of Predictive Analytics: The Value from 
New Vendors and Solutions 

While most companies have been slow to adopt people analytics, 

vendors have quickly seen the opportunities. Major HRMS, talent 

management, learning, and recruiting vendors now offer “intelligent 

recommendations” and predictive analytics modules—and they’ve built 

out their development teams. While it’s difficult to tell how accurate 

various predictive models are, vendors are moving fast; most already 

have solid data science teams working on their software. 

25  The Global Market for Learning Management Systems 2014, Bersin by Deloitte / David 
Mallon, Todd Tauber, and Wendy Wang-Audia, 2014.

This “learning 

experience 

platform” is 

primed to become 

an important 

disruptive force 

throughout 

corporate learning.

     KEY POINT



Perspective | 2015

HR Technology for 2016: 10 Big Disruptions on the Horizon 
Josh Bersin | Page 13

Copyright © 2015 Deloitte Development LLC. All rights reserved. • Not for Distribution  
Licensed Material Available to Research Members Only.

Leaders should start thinking beyond workflow features and reporting 

and evaluate their major HR software providers on the basis of their 

ability to “recommend” and “predict.” Today, predictive analytics can 

look very different depending on a vendor’s offerings. For example:

• hiQ Labs can predict attrition based on external data (open jobs, 

social media activity, etc.). 

• Workday can predict which job moves will most likely produce the 

highest-performing career employees. 

• Oracle and Ultimate Software can help identify flight risks by 

looking at talent-related data.

• Cornerstone OnDemand can predict which employees may be 

“toxic” at work and who is likely to fall out of compliance or bend 

the rules. 

• Kanjoya and CultureIQ can analyze free text for meaning and 

themes, helping diagnose engagement and leadership problems. 

• Skillsoft and Saba can recommend which courses employees should 

take if they want to mimic the experiences of their career idols.

• Startups such as Humanyze can even attach sensors on employees to 

help determine whether a new office layout is working or not. 

The definition of analytics has expanded. Implementing a “data 

warehouse” is only the beginning. There is now a market of 

vendors providing predictions, recommendations, and insights on 

people practices throughout organizations. Companies such as 

Kanjoya, which provides rich semantic analysis of open text, could 

be considered part of an analytics strategy. For example, imagine 

being able to analyze employee comments in an engagement survey, 

feedback on courses, or performance appraisals for possible hidden 

meaning and themes.

One large automotive company is now using analytics to predict 

unplanned absences at its plants, giving line managers tools to help 

schedule off-shift workers at times when other workers are likely to call 

in sick. Another company told me they analyzed their compensation 

strategy carefully and found that they could reduce midtier 
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compensation by as much as 10 percent, and reallocate those funds to 

top performers, boosting retention within that segment.26 

HR leaders should not only ask vendors to explain their predictive 

analytics strategy but also to meet with their company’s teams to see 

how far along they are. Predictive analytics is likely to become one of 

the most important feature sets in HR technology platforms in the next 

few years. In fact, one vendor even told me it is thinking about giving 

away the software for free but charging for the recommendations! 

Major ERP vendors now offer a predictive analytics module, as do most 

of the new recruitment platforms. 

As companies work to clean up their data and create better 

standards for data collection, they should also take the time to look 

at vendor solutions, which are evolving quickly to address a wide 

variety of problems.

9. Technology Services Continue, Despite Escalation 
of Cloud Computing

One of the most common fallacies about cloud computing is that it will 

make customization, consulting, and management services obsolete. 

Our experience shows that this is not yet true. Every company that buys 

a new cloud-based HR system (whether it be a payroll, HRMS, learning, 

talent management, or recruiting system) experiences challenges 

during the transition. New systems often have to be “harmonized” 

with existing processes; there are many points of integration to 

stitch together and there are many user interface decisions to make. 

Additionally, there is a vast amount of training, change management, 

and communication to roll out.

While the cloud is clearly doing away with the kind of system upgrades 

and patches managed by many IT departments, cloud-based HR 

vendors still change their systems regularly, which means even after 

implementation, companies will need to adapt to new releases, feature 

changes, and the inevitable number of bugs. As cloud-based HR tools 

become the new standard, it’s especially important for companies 

26  “The Myth Of The Bell Curve: Look For The Hyper-Performers,” Forbes / Josh Bersin, 
February 19, 2014, www.forbes.com/sites/joshbersin/2014/02/19/the-myth-of-the-bell-curve-
look-for-the-hyper-performers/

http://www.forbes.com/sites/joshbersin/2014/02/19/the-myth-of-the-bell-curve-look-for-the-hyper-performers/
http://www.forbes.com/sites/joshbersin/2014/02/19/the-myth-of-the-bell-curve-look-for-the-hyper-performers/
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to select vendors that deliver high levels of service, have open-

programming interfaces, have experience in the buyers’ particular 

industry, and fit the business culture. 

I just finished interviews with three large companies implementing 

cloud-based systems to replace their traditional HRMS, and in each 

case executive support, change management, education, and rigorous 

standards in process design were all key to their individual successes. 

While the software features are important, the way in which these 

technologies are rolled out and implemented drives the value.

External consultants still play an important role. Most cloud vendors are 

not experts in HR; instead, they’re experts regarding their own software 

and rely on a vital ecosystem of partners to help configure, implement, 

and integrate these new systems. One major payroll and benefits service 

provider (focusing on one of the ERP players) told me their business 

is growing at more than 50 percent per year, driven largely by the 

application management and configuration services that their clients 

need to keep their systems up to date.

At the end of the day, while many cloud vendors may want you to 

believe their products are “instant on,” there are still plenty of services 

to consider as companies upgrade their HR technology infrastructure.

10. Pace of Innovation Accelerating, but Engagement 
Still Critical

During my 15+ years as an analyst, I have never seen so many new 

vendors and capabilities, and so much new talent entering the HR 

technology marketplace. Nearly every part of HR—from sourcing to 

recruiting to talent and performance management to learning—is being 

transformed. Smart, young companies are trying to reinvent HR—with 

a focus on expanding talent services and addressing the needs of more 

dynamic, transparent organizations.

As discussed, we are in the “third wave” of HR technology (moving 

from licensed software to cloud to mobile), and this new wave is all 

about engaging employees in a simple, compelling way.
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Which brings me to the final point: Companies should evaluate the 

success of their HR technologies by their employees’ engagement with 

these systems. Buying software that is hard to use, that requires lots of 

training, or is not fully integrated with the existing environment is a 

mistake. Utilization and engagement with technology is an important 

new measure of success, which ultimately means selecting a savvy 

vendor that can keep pace with the rapidly changing marketplace.



Working in HR technology has never been more exciting, and we at Bersin 

by Deloitte look forward to helping you with your journey and solutions.
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analyze trends, and identify drivers of variance.
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• Networking and Knowledge-Sharing—A place where you can connect with peers and 
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• IMPACT Conference: The Business of Talent—A research-based executive conference for HR, 
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For more information about our membership program, please visit us at  
www.bersin.com/membership.
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