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The Bersin WhatWorks® Membership
Program
This document is part of the Bersin Research Library. Our research is provided
exclusively to organizational members of the Bersin Research Program. Member
organizations have access to an extensive library of learning and talent
management related research. In addition, members also receive a variety
of products and services to enable talent-related transformation within their
organizations, including:
•

Research—Access to an extensive selection of research reports, such as
methodologies, process models and frameworks, and comprehensive
industry studies and case studies.

•

Benchmarking—These services cover a wide spectrum of HR and L&D
metrics, customized by industry and company size.

•

Tools—Comprehensive tools for HR and L&D professionals, including tools
for benchmarking, vendor and system selection, program design, program
implementation, change management, and measurement.

•

Analyst Support—Via telephone or email, our advisory services are
supported by expert industry analysts who conduct our research.

•

Strategic Advisory Services—Expert support for custom-tailored projects.

•

Member Roundtables—A place where you can connect with other peers
and industry leaders to discuss and learn about the latest industry trends and
leading practices.

•

IMPACT Conference: The Business of Talent—Attendance at special
sessions of our annual IMPACT conference.

•

Workshops—Bersin analysts and advisors conduct onsite workshops
on a wide range of topics to educate, inform, and inspire HR and L&D
professionals and leaders.

For more information about our membership program, please visit us at
www.bersin.com/membership.
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Overview
Getting started right in a new job is a critical component of success.
Beyond the tasks that defined orientation (such as compliance-driven
paperwork and the like), today’s onboarding experiences have increased
in scope. Today, an onboarding process serves as a welcome to the new
hire, an introduction to the culture and mission of the organization, and
a way to meet colleagues and mentors.
The content and processes of onboarding are increasingly digital—with
audio, video, and interactive processes occurring across multiple channels
(including mobile, social, and the web) and accessible from anywhere at any
hour of the day. The challenge with digital engagement for those chartered
with onboarding is in creating a consistent, compelling, and contextual way
of personalizing and delivering an excellent new-hire experience.
KEY POINT
This report reviews
onboarding processes and
selected applications to
accomplish those practices.

Other Bersin by Deloitte studies further review important areas of talent
management, such as performance, hiring, or succession management. This
research reviews software that is used in the management of the onboarding
process; it is based on data provided by solution providers of such software.
This is a more detailed description of content which is also discussed in
the broader study, Talent Acquisition Systems 2014: The Definitive Guide
to Hiring Management Software—A Roadmap to Talent Acquisition and
the Solutions That Support It.1
This study serves as both an introduction to the importance of successful
onboarding in the “new world” of employee engagement and as a guide
to essential features required in a solution for today’s organizations.

In This Report
•

Why does onboarding matter

•

The use of onboarding applications

•

Checklists for selecting onboarding software

•

What features and capabilities vendors provide

1

For more information, Talent Acquisition Systems 2014: The Definitive Guide to Hiring

Management Software—A Roadmap to Talent Acquisition and the Solutions That Support It,
Bersin by Deloitte / Katherine Jones, Ph.D., September 2014. Available to research members at
www.bersin.com/library.
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Introduction
For this research (conducted in the fall and winter of 2013 and 2014),
we surveyed providers of integrated talent management systems, HRIS
solutions, and other software applications. These included 25 providers
of talent acquisition solutions, either as:
•

A standalone application (such as Jobvite, SmartRecruiter, and iCIMS)

•

Integrated elements in talent suites (such as Cornerstone OnDemand,
SuccessFactors, and Halogen)

•

A part of HR systems (such as SumTotal and Ultimate Software)

•

A part of an overall ERP solution (such as those from Oracle, Workday,
and SAP)

We looked at more than 1,000 features in the many vendors we studied,
across all areas of human capital management (HCM). We evaluated
110 features across eight areas of hiring management:
1. Requisition and approval management
2. Sourcing
3. Applicant management
4. Application management
5. Candidate screening
6. Candidate correspondence
7. Managing hiring
8. The topic for this report—onboarding
The purpose of this report is to provide an overview of onboarding
functionality as it resides in hiring management systems today and offer
a buyer’s guide for such solutions. It does not cover all areas that touch
the new-hire experience (such as talent acquisition sourcing, videointerviewing, employment branding, and the like), as they are covered in
other reports.
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The majority of the solutions reviewed are those that are integrated
within talent management suites, as this is the major trend in such
systems today (often called applicant tracking systems). In addition, we
include primary standalone systems that are widespread in the market.
We hope you find this report’s information useful as you begin to explore
options for onboarding solutions for your organization.
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First Impressions Count
Many organizations face high turnover in their employee base—turnover
that could be avoided with a proactive plan for bringing the new employee
into the organization. Turnover and replacement of employees are
expensive and costly. Employees who “get off on the wrong foot” in any
position are often disengaged, unproductive, and prone to quit quickly.
KEY POINT
Four percent of new
employees leave a job after
a disastrous first day and
that 22 percent of staff
turnovers occur in the first
45 days of employment.

New hires decide early on in their new employment as to whether they
“fit,” usually within the first three weeks. Research tells us that 4 percent
of new employees leave a job after a disastrous first day and that 22
percent of staff turnovers occur in the first 45 days of employment.2
Companies are no better at onboarding at the top, leaving executive
onboarding to chance, and have a 50 percent failure rate in retaining
those executives.3
For businesses of all sizes, failure to retain a new employee has
substantial cost implications. The Wynhurst Group estimates that the
cost of losing an employee in the first year is at least three times that
employee’s salary.4
Orientation is not to be confused with onboarding. The move from
the simple concept of “orientation” to formal and then strategic
“onboarding” involves different views of the activities undertaken, the
time involved, the technologies utilized, and often the ownership of the
onboarding process itself. This difference is shown in Figure 1.

KEY POINT

Before we go any further, we should discuss what onboarding is. Bersin
by Deloitte defines “onboarding” as,

Bersin by Deloitte

“… The process of hiring, orienting, and immersing
new employees into their roles and into the
organization’s culture.”

defines “onboarding”
as the process of hiring,
orienting, and immersing
new employees into
their roles and into the
organization’s culture.
2

Source: Help New Hires Succeed: Beat the Statistics, SHRM Presentation by The

Wynhurst Group, April 2007, www.masteryworks.com.
3
Source: Egon Zehnder International, 2007, as quoted in http://selectmetrix.com/
blogs/category/onramping/.
4
Ibid.
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Figure 1: Beyond Orientation—Steps to Strategic Onboarding
New Employee Orientation
Key Activities

Ownership

Strategic Onboarding

• Forms completion

• Little more than
• A consistent approach
forms completion
throughout the organization
• Involvement from managers • Plan for enculturation
• 30-60-90 day performance
and socialization
reviews5
• Programs tailored for
job functions
• Employee-specific
onboarding customized
task list
• Team-building and
mentor programs

• One day to one week6

• One week to one month
• For several organizations,
up to six months

• Beyond six months

• No technology
• High-cost, paper-based
onboarding process
• High-cost mailing of new
hire packages via FedEx
• Cost of noncompliance
(e.g., I-9 verification)7

• Beginning investments in
automated onboarding
processes

• Individualized portals are
available first day of hire
• Learning program is
individualized and
automated

• A lack of clear ownership
and accountability
• The onboarding process is
owned by individual hiring
managers

• Formalized onboarding
bridges the gap between
recruiting and hiring
• Shared responsibilities with
talent acquisition and HR
• Employment of a manager
responsible for this process

• Solid understanding
of ownership
• Manager may be employed
to be responsible for
the process, but hiring
managers also actively
engaged
• Mentors assigned

Duration

Technology

Formalized Onboarding

567

5

Source: Bersin by Deloitte, 2014.

Ninety-nine percent of organizations claim to have a formalized onboarding program,

yet few of these organizations incorporate key activities to engage younger employees
(such as planned lunches, buddy systems, and mentor programs). For more information,
Best Practices in Onboarding a Multigenerational Workforce, Bersin & Associates / Madeline
Laurano, October 2009. Available to research members at www.bersin.com/library.
6
Many organizations in retail (such as Spencer Gifts and eBay) expect a shorter ramp-up
period for front-line workers, yet suffer from high turnover due to employee dissatisfaction.
For more information, Best Practices in Onboarding a Multigenerational Workforce, Bersin &
Associates / Madeline Laurano, October 2009.
7
For more information, Electronic I-9 Forms: How an Onboarding Technology Investment
Can Help Organizations Ensure Compliance, Bersin & Associates / Madeline Laurano,
November 16, 2009. Available to research members at www.bersin.com/library.
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Why Onboard?
Filling out the required forms aside, why are companies taking onboarding
seriously? The easy answer is to get newly hired employees up and running
productively as quickly as possible—clearly a goal that is helpful to the
organization. But now organizations are looking at a second goal—
enculturating the new hire, and bringing that employee “into the fold,” with
the goal of increased engagement and improved retention.
Engagement begins early in the recruiting process; sometimes, however, it
is ignored at the critical period we call the “gap”—the time between when
the candidate accepts an offer and the actual day that employee begins
work. This time period, which can be fairly long, is a crucial time for increased
engagement on the part of the company.

KEY POINT
Companies should begin
to onboard new hires
immediately after the
candidate accepts the
offer, and continue to
engage and communicate
with the candidate
throughout the period
leading up to the first day
on the job.

European organizations, for example, often hire new employees with a
sizable gap between the acceptance date and the actual start date. They
refer to this time period between acceptance and the first day on the job
as a “garden leave8”; as there is often a three-month notice period, the
new employee may have three months to tend the garden. In this period,
the candidate can suffer “buyer’s remorse,” as it were, and the level of
enthusiastic engagement can decline.
In addition to those on garden leave, one company interviewed hired
seniors in October of their senior year of college, but the students were not
available for work until after they graduated. The company has recruiting
teams visit the campuses, and continually connect with these new hires
through the remainder of their academic year with active email, video, and
text communications. The goals in these cases are to begin onboarding
immediately after acceptance, and to continue to engage and communicate
with the candidates throughout the gap. The company reported that it has
very little fallout; few students change their minds about their new jobs.

8

“Garden leave” (or “gardening leave”) describes the practice whereby an employee

who is leaving a job (having resigned, or the employment otherwise terminated) is
instructed to stay away from work during the notice period, while still remaining on
the payroll (thus giving the employee time to “tend the garden”). This practice is often
used to prevent employees from taking with them up-to-date (and perhaps sensitive)
information when they leave their current employer, especially when they are leaving to
join a competitor. Employees continue to receive their normal pay during garden leave
and are covered by any contractual duties, such as confidentiality agreements, until their
notice period expires.
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What Users Tell Us
Despite the breadth of functionality that vendors are providing today to
facilitate onboarding processes, our research demonstrates that many
organizations do not use any technology at all in their onboarding processes;
slightly fewer use their homegrown custom applications (see Figure 2).9
Figure 2: End-Users Survey Report—Their Use of Technology Providers for Onboarding*
29%
Not Applicable (no technology)

25%
“Homegrown” Custom Application

10%

Other

6%

SAP

5%

Oracle HCM Cloud

4%
Oracle PeopleSoft

3%
Ultimate Software

3%
Oracle EBS HCM

3%
ADP

3%
SilkRoad

2%
Kronos Inc.

2%
Kenexa

2%
Cornerstone OnDemand

1%

SuccessFactors (SAP)

1%
Peoplefluent

*As reported by responding surveyed organizations.

9

Source: Bersin by Deloitte, 2014.

For more information, Investments in Human Capital Management Systems 2014:

What Technology Users Have and What They Will Buy in the Year Ahead, Bersin by Deloitte /
Katherine Jones, Ph.D., April 2014. Available to research members at www.bersin.com/library.

Copyright © 2014 Deloitte Development LLC. All rights reserved. • Not for Distribution • Licensed Material

Onboarding Software Solutions 2014

11

Onboarding: Today’s Software
Solutions
In our 2014 study of integrated talent management suites, we assumed
that the products all track onboarding activities and focused on other
key features (see Figure 3).

Figure 3: Managing Onboarding Tasks—Features Evaluated
Features Evaluated
Onboarding—Task
Management and
Acculturation

•

Provides task response and status via email
and mobile reply.

•

Connects new employees to targeted
network of employees who can be of help
during the onboarding period.

•

Provides a central location for new
employees to find resources, ask questions,
and engage with other new employees.

•

Tracks both internal and candidate
completion of onboarding activities.

•

Enables employees to identify a primary
performance supervisor.

•

Supports mentor or buddy assignment.
Source: Bersin by Deloitte, 2014.

Our research10 shows that, in organizations of any size, there are three
starting guidelines:
•

The onboarding program should be customized for various job roles
and generational groups

•

It should include a consistent experience and messaging throughout
the entire organization11

10

For more information, Onboarding Boosts Business Performance: Booz Allen

Hamilton Implements a Global, Multiphased Approach to Engage, Equip and Excel New
Hires, Bersin & Associates / Kim Lamoureux and Sarah White, February 2011. Available to
research members at www.bersin.com/library.
11 Ibid.
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KEY POINT
Onboarding should begin
immediately upon the
candidate’s acceptance
of the job.

•
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Automation is critical to both the efficiency and consistency necessary
for successful onboarding programs, regardless of organization size

In addition, onboarding should begin immediately upon the candidate’s
acceptance of the job (this is sometimes referred to as “preboarding”);
it should last as long as it takes to get the new hire integrated into the
company’s culture and to be productive in that employee’s work.
Onboarding portals serve several purposes, including presenting and
tracking the compliance items that new hires need to address, such as tax
forms and benefits enrollments. These portals do more—they act as a
“greeting” point for team members and managers, and, as seen in
Figure 4, they also serve as an introduction to the culture and values of
the company.

Figure 4: Getting Started—The Onboarding Portal

Source: Workday, 2014.

In Figure 4, the portal is available to the new hire prior to the first
day onsite—allowing the employee to address the paperwork in the
onboarding checklist and letting the hire know what to expect on the
first day of work, as well as the names of those who can assist with
questions on the new-hire process. With one click, the new hire can see
what teams and clubs are available, allowing a more rapid induction to
corporate social activities.
Figure 5 is an example of an onboarding welcome to a new employee on
her first day at work. This example is for an hourly-paid sales associate
and it includes her schedule for the week.
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Figure 5: The First Day—Welcome the New Hire

Source: ADP, 2014.

Managing the Onboarding Process: The
Manager’s View
The newly hired employee is not the only one who needs a portal. In
Figure 6, we see the manager’s dashboard tracking her new employees,
with information on what tasks they have still to complete. As it is not
uncommon for a manager to onboard a group of new hires at a time, as
in this example, the automated tracking capabilities of the solution will
help the busy manager to keep track of all of the paperwork and other
requirements which her new team members have to complete.
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Figure 6: Manager’s View of Onboarding Responsibilities

Source: IBM (Kenexa), 2014.

Meeting Your Buddy
KEY POINT
It is in the first day
of work in a new job
that employees have
their highest level of

Increasingly, companies are assigning mentors and / or buddies to new
hires to help them to acclimate to their positions, and to not feel lost
during the first few days or weeks on the job. Assignments are generally
made by the new-hire’s manager. Figure 7 shows the manager assigning
a buddy to the new hire; here, William is assigned to newly hired Richard,
who will start as a trainee sales manager in 28 days.

engagement with and
excitement about the
company they are joining.
Each succeeding day
brings the potential for
that enthusiasm to fade.
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Figure 7: Onboarding—Buddy Assignments for New Hires

Source: SuccessFactors, 2014.

In addition, the manager will welcome aboard the new hire, Richard—
through both a postcard to his onboarding portal and via text to his
corporately assigned mobile device (see Figure 8).
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Figure 8: Welcome Aboard!

Source: SuccessFactors, 2014.

In addition, onboarding is a chance for the employee to acknowledge
what he or she “signed up for” with the new company. In Figure 9, the
new employee is asked to acknowledge the job description for which she
is hired. The job description, of course, has to be readily available
(one click!) for the employee to review it.
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Figure 9: Employee Acknowledgment—Is This What I Signed up for?

Source: Halogen, 2014.

Employee Data Management
Data management is a key factor in all aspects of human capital
management today. It is no less so in the management of data collected
and retained from the application and hiring management process.
Compliance drives many of the activities required of HR in hiring.
To streamline this process, a hiring management system can help by
automating the access to and submission of all forms (see Figure 10).
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Figure 10: Managing the New Hire’s Paperwork

Source: SuccessFactors, 2014.
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Furthermore, it is important that the information from the hiring system
gets populated into the employee system of record. Transparent entry
of the data gleaned in hiring is collected by a wizard and automatically
populated into the company’s HRIS in Figure 11. This ability lessens the
probability for error that can occur where manual data entry is required.
Figure 11: From Hiring to HRIS—Automatic Data Population

Source: SumTotal, 2014.

Task Management and Acculturation
While the background processes for onboarding may not be as colorful
as those that face the new hire, they are important. Technical features
include those in listed in Figure 12 which support the HR and hiring
departments in ensuring a smooth start for the new hire and the
new hire’s manager.

Copyright © 2014 Deloitte Development LLC. All rights reserved. • Not for Distribution • Licensed Material

Onboarding Software Solutions 2014

20

Figure 12: Buyer’s Checklist—New Hire Data Management

 Enables users to create task lists
 Supports task approval processes
 Enables users to vary the onboarding process workflow by factors, such as employee type, business unit,
job function, location, etc.

 Enables users to assign tasks to groups
 Supports reporting of tasks in real-time
 Provides task response and status via email and mobile reply
 Supports changing of task owner or delegates proxy
 Enables automatic notifications, alerts, and reminders to all internal parties concerned
 Supports Microsoft Outlook / IBM Lotus integration with tasks
 Delivers and tracks any training or assessments required prior to new employees receiving a full LMS login
 Connects new employees to targeted network of employees who can be of help during the onboarding period
 Provides a central location for new employees to find resources, ask questions, and engage with other new employees
 Tracks both internal and candidate completion of onboarding activities
 Defines standard workweeks by location, program, etc. and accommodates flexible work arrangements
(e.g., four 10-hour days or five 8-hour days)

 Measures effectiveness of the onboarding process
 Tracks performance supervisor(s) for each employee
 Enables employees to identify a primary performance supervisor
 Supports mentor or buddy assignment

Source: Bersin by Deloitte, 2014.
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KEY POINT
The goal of onboarding is
compelling—getting the
employee engaged and
productive in the culture

Assimilating new hires into an organization starts not when the
employee enters the door, but when the employment offer is accepted.
Every interaction with a company member from this time forward
should reinforce the idea that the employee has made a good decision.
Accommodated by technology, onboarding includes the:
•

Physical outfitting of the employee (e.g., computers, phones, office,
supplies, security badges, etc.)

•

Collection of data for compliance reasons (e.g., proof of ability to
work in the country)

•

Introduction of the new worker to the culture, procedures, and
processes of the new employer

and company as rapidly
as possible.

21

Provider Support for Onboarding Features
A majority of applicant tracking systems provides support for onboarding
in some way; few have every feature about which we queried. We looked
at 18 features; the vendors’ provisions of those features are shown in
Figures 13 and 14 (divided for easier viewing).
For Figures 13 and 14, please use the following legend.
0 = Yes
G = Partially
1 = No
[blank] = In the future or N / A
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Figure 13: Onboarding Features Supported by Vendor—Part 1

Company
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Create
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Lists
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Supports
Response
Changing of
Users to
Reporting of
and Status via Task Owner
Assign
Tasks in
Email and or Delegates
Tasks to
Real-Time
Mobile Reply
Proxy
Groups

Enables Automatic
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Alerts, and
Reminders to All
Internal Parties
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Supports
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IBM Lotus
Integration
with Tasks
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Source: Bersin by Deloitte, 2014.
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Figure 14: Onboarding Features Supported by Vendor—Part 2
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@

@

G

0

G

0

0

G

Oracle EBS HCM

0

@

@

0

0

@

@

@

@

Oracle HCM Cloud

@

G

G

0

G

G

0

@

0

Oracle PeopleSoft

G

@

@

@

0

@

G

G

@

PageUp People

G

0

0

0

0

0

0

G

Peoplefluent

0

0

0

0

0

0

0

0

0

Saba

0

0

0

0

0

0

0

G

0

SilkRoad

0

0

0

0

0

0

0

@

0

SmartRecruiters

@

@

@

@

@

@

@

@

@

SuccessFactors (SAP)

0

0

0

0

0

0

0

G

0

SumTotal

0

0

0

0

0

0

0

0

0

Technomedia

0

0

0

0

0

0

0

@

0

Ultimate Software

G

0

0

0

0

@

@

Source: Bersin by Deloitte, 2014.
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Onboarding Maturity
An in-depth discussion of corporate maturity in talent acquisition
practices is available for Bersin by Deloitte members in our report,
High-Impact Talent Acquisition: Key Findings and Maturity Model.12 In
this report, we look at the four levels of the Talent Acquisition Maturity
Model (Level 4 is high, Level 1 is low)—showing only the levels pertaining
to onboarding maturity (see Figure 15).

Figure 15: The Onboarding Portion of the Talent Acquisition Maturity Model

Level 4—Optimized Talent Acquisition

Level 3—Integrated Talent Acquisition

Level 2—Operational Recruiting

Level 1—Tactical Recruiting

•

Onboarding practices are aligned with strategic drivers and
realigned as needed, based on outcome metrics (e.g., retention /
turnover of key workforce, job performance).

•

Onboarding program is culturally sensitive to diverse employees.

•

Formal networking and mentoring programs are in place.

•

Preboarding strategy is in place with many tasks that are
completed online prior to start date.

•

Communications between new hire and hiring manager / recruiter
are expected prior to start date.

•

Onboarding is well-established, aligned to the business strategy
(e.g., goals, objectives, and timeline), reviewed quarterly, and is
fully linked to the HR lifecycle and processes.

•

Formal networking program is being established.

•

Minimal preboarding with a few tasks completed prior to start
date; may be done on- or offline.

•

Onboarding program is established and linked to
organizational strategy.

•

Onboarding approach is adjusted as needed to ensure alignment
to goals, objectives, and timeline.

•

Informal networking is encouraged.

•

A standard orientation program is in place organizationwide.

Source: Bersin by Deloitte, 2014.

12

For more information, High-Impact Talent Acquisition: Key Findings and Maturity

Model, Bersin by Deloitte / Robin Erickson, Ph.D., Kim Lamoureux, and Denise Moulton,
September 2014. Available to research members at www.bersin.com/library.
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Conclusion
“Getting off on the right foot” is an imperative—for both the new hire
and the hiring organization. The opportunity to immerse new employees
in the culture and mores of the organization, as well as to introduce
them to their teams and the resources of the organization, is too
important to be left to chance. The software we reviewed in this report
looks at the onboarding process in three lights:
1. The compliance and tactical provisioning areas that HR needs to manage
2. The manager’s responsibilities with new team members
3. The new employee’s active role in becoming “ramped up” as quickly
as possible
KEY POINT
The goal of onboarding
is to get the employee
engaged and productive
in the culture and in
the company as rapidly
as possible.

The goal of onboarding is to get the employee engaged and productive
in the culture and in the company as rapidly as possible. It is also the one
chance to impress the employee and reinforce the new hire’s decision to
join the company—a kickstart to engagement.13
Portals present a welcoming introduction to the new hire. Not only do
portals present information about the company and the tasks required,
many link the new hire to that person’s team, as well as groups of
interest, through social media.
Onboarding is also used as a seamless transition to learning. In general,
there is a learning component to the onboarding process as the new hire
is introduced into the company and that person’s position within it.
Virtual onboarding allows new hires across the enterprise to have a
consistent and timely introduction to the company. It eliminates the
necessity for classroom or instructor-led sessions that may differ radically
from location to location.
Done consistently and right, the onboarding experience can very likely
lead to more rapid enculturation, higher engagement levels, and a
decreased time to full productivity.

13

For more information, Best Practices in Onboarding a Multigenerational Workforce,

Bersin & Associates / Madeline Laurano, October 2009.
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Appendix I: Application and Practice
As you evaluate your current new hire onboarding processes and the
technologies that support them, consider the following points.
•

Are you confident that all new hires receive a consistent orientation
and onboarding to your organization? Are they all developing the
same view of your culture?

•

Are you using video to its best advantage in introducing new hires to
their peers, their teams, and the organization as a whole?

•

Do you have a plan to measure the success of your onboarding
efforts? Have you identified what constitutes success for your
organization?

•

Do you begin onboarding as soon as your new hire accepts the
position? Have you measured the effect on first-day engagement if
you have not?

•

Have you catalogued the onboarding-related analytics you think
are vital for your organization as you begin to search for
replacement technologies?
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Appendix II: Research Methodology
While the surveys themselves covered many areas of human capital
management technology, this specific report is focused on onboarding
solutions within integrated talent management suites. To help us to focus
this research, we used three criteria for vendor inclusion in this report.
1. The vendor has four or more talent applications (such as recruiting,
performance management, learning, and succession, etc.) which do
not include partner-provided solutions.
2. The vendor can demonstrate functional integration between
these modules.
3. The vendor had at least 20 customers running these multiple
modules in 2013.
Our surveys included those for HRIS, talent acquisition, compensation,
learning management, succession, and more. For this review of major
vendors, survey data was gathered in late 2013 and early 2014.

A Change in Our Capability Charts This Year
Over the past few years, we have noted that much of the possible
application functionality offered is the same for most of the participating
providers. In other words, this basic functionality is a commodity in the
marketplace. Buyers find it difficult to choose a provider based on this
commodity functionality alone.
In the context of this report, all of this commodity functionality has
resulted in there being many full moons (or Harvey balls) in the various
capability charts contained in this report. When only a small fraction of
the ratings in a given category show any difference between providers,
the particular chart in question becomes less and less useful. It then
becomes hard to find the value through all of the noise.
As result, we have adjusted our methodology for preparing these ratings
charts this year. We started by analyzing our past data to identify those
functionalities which had become true commodities. Generally speaking,
we highlighted any feature for which at least 85 percent of providers
offered full capability per current standards in the marketplace. We
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chose to assume the presence of these commodity features in this year’s
vendor survey, only asking questions related to features for which there
was some difference between providers.
In this report, we look at comparisons of the primary areas of onboarding
solutions. The areas that we think are “table stakes” in hiring
management are noted, thus individual, provider-related information is
based on a more stringent set of qualifications. We hope that this new
degree of differentiation will prove to be of greater value to our members.
Bersin by Deloitte officially launched our annual research study into
this complex and rapidly evolving market in July 2013. The following
describes the approach used to gather and analyze the research data.
•

We conducted a combination of 30- and 90-minute briefings with the
providers included in this report.

•

We developed capabilities charts to display the solution providers’
capabilities against a standard set of criteria and the relative strength
of their offerings in the solution provider landscape, based directly on
the data supplied to us from the participating solution providers.

•

Vendors submitted a detailed presentation answering questions
about their companies and products.

Fifty-three human capital management solution providers participated;
25 were providers of talent management suites. Product demonstrations
followed for selected market leaders. A subset is profiled in this report,
and in other Bersin by Deloitte reports, such as Talent Management
Systems 201414 and Learning Management Systems 201415. Others will
be discussed in future reports.
While the surveys themselves covered many areas of HCM technology,
this specific report is focused on the technology used for onboarding new
hires. We hope you find this report’s vendor information to be useful as
you evaluate onboarding for your own organization.

14

For more information, Talent Management Systems 2014: Solution Provider

Comparisons and Profiles, Bersin by Deloitte / Katherine Jones, Ph.D. and Wendy WangAudia, June 2014. Available to research members at www.bersin.com/library.
15 For more information, Learning Management Systems 2014: Provider Comparisons
and Profiles, Bersin by Deloitte / David Mallon, Todd Tauber, and Wendy Wang-Audia,
August 2014. Available to research members at www.bersin.com/library or for purchase at
http://www.bersin.com/Store/Default.aspx.
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•

Talent Acquisition Systems 2014: The Definitive Guide to Hiring
Management Software—A Roadmap to Talent Acquisition and the
Solutions That Support It

•

High-Impact Talent Acquisition: Key Findings and Maturity Model

•

Talent Management Systems 2014: Solution Provider Comparisons
and Profiles

•

The Market for Talent Management Systems 2014: Talent
Optimization for the Global Workforce

•

Learning Management Systems Provider Comparisons and Provider
Profiles 2014

•

The Global Market for Learning Management Systems 2014

•

Deploying HCM Technologies: Making Change Work

•

Investments in Human Capital Management Systems 2014: What
Technology Users Have and What They Will Buy in the Year Ahead

•

Talent Management Systems Buyer’s Guide

•

The Talent Management Systems Primer

•

The Learning Management Systems Primer

•

Creating Agility through Integrated People Management Processes
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Appendix IV: Participating Talent Acquisition Solution Providers
The following is a list of the solution providers that participated in
our research.

Figure 16: Participating Talent Acquisition Solution Providers
ADP

Oracle EBS HCM

Avature

Oracle HCM Cloud

Cornerstone OnDemand

Oracle PeopleSoft

Fairsail

PageUp People

Halogen

Peoplefluent

HealthcareSource

Saba

HRsmart

SilkRoad

iCIMS

Smart Recruiters

Jobvite

SAP SuccessFactors

IBM (Kenexa)

SumTotal

Kronos

Technomedia

Lumesse

Ultimate Software

NGA Human Resources (formerly NorthgateArinso)
Source: Bersin by Deloitte, 2014.

We study this market on a continuous basis. We officially launched our
systems market research in early 2009, and since then have published
many major studies of the market, the vendors, and implementation
leading practices. Using our WhatWorks research methodology16,
we study HCM systems market drivers and trends, products, vendors,
customer leading practices, adoption rates, and other factors.
16

Bersin by Deloitte’s proprietary “WhatWorks® research methodology” uses the

concepts of “measures” (outcomes) and “dimensions” (the factors that may or may not
contribute to these outcomes) to understand best practices, trends and solutions.
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About Us
Bersin by Deloitte delivers research-based people strategies designed to help
leaders and their organizations in their efforts to deliver exceptional business
performance. Our WhatWorks® membership gives FORTUNE 1000 and Global
2000 HR professionals the information and tools they need to design and
implement leading practice solutions, benchmark against others, develop their
staff, and select and implement systems. A piece of Bersin by Deloitte research
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