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Executive Summary
The recent Covid-19 pandemic has spurred many recruitment 
specialists to quickly adapt their talent acquisition (TA) processes, 
priorities, and technologies to new realities. 

To aid such specialists in these uncertain times, we conducted a 
survey to get a snapshot of what the TA function looks like now and 
what HR professionals think it will look like in the future. For example, 
what is currently driving and hindering TA? What are the key goals for 
the TA function over the next three years? Which technologies will be 
critical for future success? 

This survey was fielded after several Covid-19 public health measures 
were put into place, and answers may be influenced by the response 
to the pandemic. However, the survey also encouraged respondents to 
take a longer view, looking ahead to the next several years. 

About this Survey

In April 2020, HR.com’s 
HR Research Institute 
conducted a webcast 
to gather responses to 
"The Future of Talent 
Acquisition 2020" Survey. 
After gathering 260 
responses during the 
live webcast, we also 
fielded an email survey 
from April 9 to April 19 
and gained 59 additional 
responses.

Combined, we 
collected a total of 319 
usable responses. 
The respondents are 
HR professionals 
from organizations 
ranging from fewer 
than 25 employees to 
enterprises with 20,000 
or more employees. The 
respondents represent a 
variety of industries and 
geographic locations, 
but the majority reside in 
North America, especially 
the United States.

Below is a quick overview of the key findings

Major Finding One: HR professionals give their organizations mixed 
reviews when it comes to talent and TA success

 ● Only 29% percent say their TA function is advanced or top-
notch, and 7% describe their TA function as “chaotic”

 ● About half say their overall talent is average or better 
compared to other organizations in their industry

 ● Time to hire is the most common metric to evaluate TA 
effectiveness (68%) followed by quality of hire (47%)

 ● Only 17% say hiring great talent is the top priority in their 
organization
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Major Finding Two: A wide variety of factors hinder and drive TA

 ● Adjusting to changing business circumstances is the primary driver of TA efforts 
(58%) followed by the need to hire quickly (40%)

 ● The biggest barriers to TA success are not enough certainty about the future 
(42%) and lack of sufficient funds (28%)

 ● Only 20% say recent layoffs or layoff fears hinder TA

 ● A quarter say leadership does not give TA high priority

Major Finding Three: Maintaining a quality candidate pool and more strategic alignment 
with corporate goals are the top focuses over the next three years

 ● Fifty-two percent say maintaining an active and engaged pool of candidates is an 
important TA goal over the next three years

 ● The most pressing areas for improvement in the next three years are:

 � greater alignment with corporate goals (50%)
 � more focus on quality candidates (49%) 
 � improved productivity and efficiency (43%)

Major Finding Four: Recruiting technologies are integral to TA now and will become more 
important in the future

 ● Applicant tracking systems (ATS) and referral systems are the most commonly 
used TA technologies today

 ● The technologies that will become more important to TA over the next three years 
are mobile technologies, ATS and video-based hiring systems

 ● Just 17% say their recruitment technologies are very integrated and another 17% 
say their recruitment technologies are not at all integrated

 ● Almost two-fifths (37%) expect recruitment marketing platforms to become more 
important TA technology in the next three years
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Major Finding Five: Over the next several years, artificial intelligence (AI) will have the 
greatest impact on recruiting efforts in three areas:

 ● automating processes (57%) 

 ● targeting candidate searches (55%)

 ● prioritizing resumes and applications (45%)

Major Finding Six: Organizations that are happier with the quality of their talent are more 
likely than others to:

 ● be more strategic in their TA initiatives

 ● be driven by the need to hire fast, address turnover, and find better leaders

 ● use a wider variety of technology tools, resources and applications

 ● integrate recruitment technologies at a higher rate

 ● use programmatic advertising for recruitment
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The Current State of Talent and Talent Acquisition

Finding: Few describe their talent acquisition departments as 
advanced or top-notch

We asked respondents to rate their organizations’ talent acquisition function 
based on a six-level maturity model: 

HR.com’s Talent Acquisition Maturity Model

Nonexistent Has no TA system at all.

Chaotic Has a system in theory, but it’s a mess.

Improvisational
Is improvised based on different needs as we go. It 
usually works okay, but there's not much in the way of 
metrics and standard processes.

Progressing
Has a system that isn’t perfected but is getting better. 
It includes an overall process, some useful technology, 
and some basic metrics.

Advanced results-
oriented

Has good processes, systems, technology, and metrics; 
focuses on meeting the needs of internal customers.

Top-notch strategic
Recruits strategically based on workforce plans as well 
as immediate needs, has great processes, systems, 
technology and metrics.

Only about one-third of HR professionals describe their talent acquisition 
function as either “advanced results-oriented” (23%) or "top-notch strategic" 
(6%), indicating that most participants believe their TA departments could 
be improved.

The largest portion say their organizations are progressing (51%). The TA 
departments in these organizations may include an overall process, some 
useful technology and some basic metrics.

More than a fifth (21%) say their organizations are at the “improvisational” 
level or lower on the maturity spectrum. Generally speaking, these 
organizations have a long way to go before they can say their talent 
acquisition departments have reached a high level of maturity.
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51%

11%

6%

4%

6%

23%

0 10 20 30 40 50 60

Top-notch strategic

Advanced results-oriented

Progressing

Improvisational

Chaotic

Nonexistent

Survey question: Which of the following maturity model designations 
best describe the talent acquisition function in your organization?

More than a 
fifth say their 
TA function is 
improvisational, 
chaotic or 
nonexistent
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Finding: About half believe the overall level of talent in their 
organization is above average

Respondents seem to have a higher opinion of the talent of their overall 
workforce than they do of their talent acquisitions department. Although 
only 5% of participants rate their organization’s talent acquisition function as 
top-notch when compared with others in their industry, nearly half (46%) say 
their company is above average in this respect. 

This still leaves about half of HR and TA professionals who believe their 
overall organizational talent is average or worse. Overall talent can be 
influenced by more than just talent acquisition. For example, employers 
can use a good learning and development (L&D) function to boost the 
capabilities of their workforces. 

46%

5%

42%

6%

1%

0 10 20 30 40 50

Top notch

Above average

Average-ish

Below average

Bottom of the barrel

Survey question: How would you rate the overall talent of your 
organization in comparison to other companies in your industry?

Just 7% say the 
overall talent level 
of their workforce 
is below average 
or bottom of the 
barrel

Editor’s Note: Throughout the report, we only report the answers for participants who have some 
knowledge of the subject of each question. So, we filtered the data to remove answers of, or similar to, “I 
don’t know.”
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The Drivers of and Barriers to Talent Acquisition

Finding: Few say hiring great talent is their top priority

We found that most organizations (81%) say hiring the best talent is among 
their top 10 priorities. Fewer, however, say hiring great talent is their top 
priority (17%) or among their top three priorities (26%).

We should keep in mind that this data was collected after the start of the 
Covid-19 pandemic, indicating that hiring great talent is a high priority even 
amid the beginnings of what may be a serious economic downturn. During 
such times, regrettable hires may be even costlier. Moreover, organizations 
with a strong commitment to hiring top talent could be better positioned for 
success once the economy starts to recover.

38%

26%

17%

9%

3%

8%

0 5 10 15 20 25 30 35 40

Essential, being our 
top issue

Pivotal, being among 
our top 3 issues

Important, being among 
our top 10 issues

Moderately important, being 
among our top 20 issues

Relatively unimportant, not 
on our list of top 20 issues

Hard to say due to 
economic uncertainties

Survey question: Relative to other issues, how important is hiring great 
talent in your organization? (select one)
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Finding: The biggest TA driver is adjusting to changing 
business circumstances

Amid this evolving employment landscape, it is understandable that more 
than half (58%) say the need to adjust to changing business circumstances 
is the top driver of talent acquisition. 

However, the way that businesses operate is changing, too. For instance, 
employers may need to hire people for critical roles that did not even exist 
several years ago, such as mobile app developer or social media recruiter.1 
Or they may need to hire for specialties that are in high demand at the 
moment, such as medical professionals, risk managers, or health and 
safety experts. 

Moreover, during times of crisis it can be essential to make quality hires 
quickly, and 40% say that the need to hire quickly is a key driver of TA. For 
example, grocery stores, hospitals, or delivery services have ramped up 
their operations quickly during the pandemic. 

58%

40%

38%

33%

26%

26%

7%

0 10 20 30 40 50 60

Need to adjust to changing 
business circumstances

Need to hire quickly when 
the time comes

Need to cope with turnover

Need to add enough workers 
to support growth

Need to upgrade 
organizational skills

Need to hire better leaders

Need to keep in touch with 
laid off employees

Survey question: Which of the following organizational needs are key 
drivers of talent acquisition in your organization? (select all that apply)

Forty percent say 
the need to hire 
quickly is a key 
driver of TA

1 Conlan, C. (2020). 5 High-Paying Jobs That Didn’t Exist 10 Years Ago. Monster.com. Retrieved from 
http s://ww w.monster.com/career-advice/article/jobs-that-did-not-exist
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Finding: The most widely cited barrier to successful talent 
acquisition is not enough certainty about the future

Participants are most likely to say that lack of certainty about the future 
(42%) is a barrier to talent acquisition success. While we are unsure what 
the long-term economic effects of Covid-19 will be, it is understandable that 
an uncertain market represents the biggest barrier to TA. 

Participants also say a lack of funds (28%) and that TA is not enough of a 
leadership priority (25%) hinders TA. Nearly a quarter say their employer 
brand isn’t strong enough (24%).

42%

28%

25%

24%

22%

21%

20%

20%

0 10 20 30 40

Not enough certainty 
about the future

Not enough funds

Not enough of a 
leadership priority

Not a strong enough 
employer brand

Not well-linked to the 
strategic goals of the firm

Not enough useful 
technologies

Not enough skills among 
recruitment staff

Recent layoffs or layoff fears

Survey question: What is hindering talent acquisition in your 
organization? (select all that apply)

One-quarter say a 
lack of leadership 
prioritization 
hinders TA
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Talent Acquisition Practices and Technologies

Finding: Most use time to hire to measure the effectiveness of 
talent acquisition

Recruitment professionals can find it hard to improve unless they have 
metrics to gauge success. Time to hire is the most commonly used metric 
(67%). Open positions can be costly, so in terms of addressing bottom-line 
issues, time to hire makes sense as a key metric.

Forty-seven percent say their organization measures quality of hire. Quality 
of hire can provide insights into both overall TA effectiveness and specific 
TA practices. For example, if the majority of quality hires come from
the same source, an organization can focus on that sourcing channel 
for future hires. However, it is important to note that each company may 
have different definitions in place to determine what constitutes a quality 
or poor hire. 

Other metrics can also offer insights into the effectiveness of a company’s 
hiring efforts. Cost per hire (39%) can help measure the budget impact of 
turnover and ongoing recruitment efforts. Measuring sourcing channels 
(39%) can help recruiting professionals make data-based decisions about 
where to look for top talent.

67%

47%

39%

39%

18%

6%

0 10 20 30 40 50 60 70

Time to hire

Quality of hire

Sourcing channel effectiveness

Cost per hire

Number of regrettable hires

Return on investment (ROI)

Survey question: Which of the following metrics does your organization 
regularly use to gauge the success of talent acquisition? (select all that apply) 

Only 18% look at 
regrettable hires 
to measure TA 
success
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The Recruitment Technology Landscape

Finding: Applicant Tracking Systems (ATS) are the most widely-
adopted technology

Seventy-seven percent say they use applicant tracking 
systems, a long-established recruiting tool.

However, new technologies emerge every year. Referral 
systems/platforms are comparatively new and are now used 
by the majority (54%) of HR professionals. Recruitment 
marketing applications are also comparatively new, and 
one-quarter currently use these systems. 

Forty-four percent use video interviewing, but this will 
most likely grow in coming months. With social distancing 
guidelines in place for the foreseeable future, video 
interviews are a logical choice.

77%

54%

44%

41%

34%

25%

0 10 20 30 40 50 60 70 80

Applicant tracking system
(stand alone or part of HRIS)

Referral system/platform
(integrated or not)

Video interviewing

Assessments

Remote conferencing or events

Recruitment marketing system

Survey question: What talent acquisition technologies does your organization 
currently have access to and utilize? (select all that apply)

More than 
two-fifths of 
participants use 
video interviewing 
tools
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Finding: Most say their recruitment technologies are at least 
somewhat integrated

When a department uses multiple technology tools, getting all of the 
technology seamlessly working together as a cohesive system can be 
complicated. Forty-four percent of HR professionals say their recruitment 
technologies are somewhat integrated, and just 17% say they are very 
integrated. 

Moving toward a higher degree of integration might help reduce the 
frequency with which technology issues hinder talent acquisition in an 
organization. On the other hand, a quality stand-alone solution that is not 
integrated can be very valuable to an organization if it fills a deep need that 
other systems cannot meet.

44%

17%

22%

17%

0 10 20 30 40 50

Very

Somewhat

A little

Not at all

Survey question: How integrated are your recruitment technologies?

Just 17% say 
recruitment 
technologies are 
very integrated
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Finding: Programmatic advertising is not widely used

The term “programmatic advertising” is relatively new to the HR and 
recruiting community. In our survey, we defined it as follows:

Programmatic advertising typically involves an automated way of 
displaying ads to specific types of people to whom you wish to show your 
advertising. Programmatic ads are placed using artificial intelligence and, 
sometimes, real-time bidding for online display, social media advertising, 
and other types of ad campaigns. The underlying idea is to pay for the 
performance of ads rather than to pay for the display of ads.

Forty-three percent say they use programmatic advertising at least some 
of the time. Programmatic advertising is a commonly used advertising 
channel among marketing and advertising professionals, and as recruiting 
teams move to explore new and more effective and efficient ways to 
reach potential great hires, this type of advertising could come into play. 
Organizations may already have in-house programmatic advertising skills; 
they just may reside outside of the HR department. 

Paying for performance rather than paying per click could lower cost per 
hires as well as increase quality of hires. Organizations could potentially 
target those who possess a very specific skill and only pay once an action 
takes place (i.e., once a candidate clicks on the ad). Perhaps a constructive 
collaboration of TA and marketing teams could be an answer to TA struggles 
in many organizations. 

11%

32%57%

Yes, a lot

Yes, a little

No, never

Survey question: Does your organization use programmatic advertising?

Only 11% use 
programmatic 
advertising often
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What Will the Future of Talent Acquisition 
Look Like?

Finding: The most commonly cited future goal is to maintain an 
active and engaged pool of possible candidates

HR professionals say the top goal for their TA function over the next three 
years will be to maintain an active and engaged pool of candidates (52%). 
As organizations expand or see skill requirements evolve, it is important to 
stay connected to those high-quality candidates who might be excellent future 
hires but who do not match the requirements for current open positions. 

Employer brand is an important asset in recruiting, and nearly half of our 
participants see improving their brand as an important future goal (47%). A 
poor employer brand can turn away potential hires and a strong brand can 
reel candidates in. HR professionals also want to better predict future talent 
needs (44%), leverage new or existing technologies better (42%), and stay 
agile to react quickly (41%).

Combined, these goals indicate a desire for TA to become a more aligned 
and strategic function. Building relationships with quality candidates, 
even when there is no current opening, can increase the quality of hire 
and reduce the time and cost to hire. A strong employer brand allows an 
organization to build and maintain a deep talent pool and will require new 
and emerging technologies. Thirty-eight percent say their recruiting experts 
need to think more strategically, which reinforces the need to be more 
aligned with organizational goals and requirements.
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52%

47%

44%

42%

41%

38%

29%

17%
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Maintain an active and engaged 
pool of possible candidates

Cultivate a stronger 
employer brand

Better predict future talent 
needs (e.g., via data analytics)

Leverage new and/or existing 
technologies better

Stay as agile as possible 
to react quickly

Train talent acquisition experts to 
be more strategic thinkers

Make assessments match up with 
job requirements better

Coordinating more with marketing

Survey question: Which of the following will be key goals for your 
organization's talent acquisition function over the next three years? 
(select all that apply) 

Only 17% say 
coordinating more 
with marketing is 
a key goal in the 
next three years
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Finding: Improving strategic alignment with corporate goals is 
critical for future recruitment success 

Participants say these improvements will be most important to TA over the 
next three years:

 ● more strategic and aligned with corporate goals (50%)

 ● more focused on quality candidates (49%)

 ● more productive and efficient (43%)

To succeed in this era of rapid change, many organizations may need to 
treat hiring the best talent as a key strategic initiative. Improving the quality 
of hires at an organization can be an ideal long-term strategic focus that 
improves productivity and efficiency.

The potential benefits for collaboration between TA and marketing is 
mentioned previously, so it is discouraging that only 5% say it is important. 
Participants also say TA needs to be more analytics-based (34%), more 
agile (30%), and more high-tech (28%).

50%

49%

43%

34%

30%

28%

20%

9%

5%

0 10 20 30 40 50

More strategic, aligning with 
corporate goals

More focused on quality 
candidates

More productive and 
efficient

More analytics-based

More agile

More high-tech

More connected to former 
employees (aka., alumni)

More integrated systems

More marketing focused

Survey question: Which of the following improvements do you think will 
be most important to talent acquisition over the next three years in your 
organization? (select all that apply) 

Nearly half say 
more focus 
on quality 
candidates will 
be an important 
improvement to 
TA over the next 
three years
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Finding: ATS and mobile technologies will be the most important 
technologies for TA in the next three years

Roughly half of HR professionals (51%) believe applicant tracking 
systems will be an important technology over the next three years. This is 
understandable given that most respondents say their organization uses 
an ATS. This suggests that many organizations expect ATS to evolve and 
improve over the next several years.

Respondents also cite mobile technology (51%) and remote, video-based 
hiring (50%) as important TA technologies. Covid-19 is forcing some 
organizations to adopt remote and mobile tools quickly. We expect that as 
more people make greater use of virtual meeting tools, remote interaction will 
feel like the mainstream rather than an outlier when it comes to recruiting.

51%

51%

50%

38%

37%

29%

24%

19%

10%

0 10 20 30 40 50 60

38%

Mobile technology

Applicant tracking systems

Remote, video-based hiring

Artificial Intelligence/
machine learning

Assessments

Recruitment marketing platforms

Background/reference checking

Referral systems

Scheduling

Mixed-reality devices

Survey question: Which of the following technologies will be most 
important to talent acquisition in your organization over the next three 
years? (select all that apply) 

Half say remote, 
video-based 
hiring will be 
important to TA 
over the next 
three years
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Finding: AI may help automate recruiting

More than half of HR professionals (57%) indicate AI will help automate 
processes, and 55% say AI will help target candidate searches. Another 
45% say they expect AI to help them prioritize resumes and applications. 
These improvements have the potential to substantially improve productivity 
and efficiency.

A significant percentage of participants say they believe AI will engage 
candidates (39%) and reduce hiring bias (39%).

57%

55%

45%

39%

39%

31%

21%
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Automate processes

Target candidate searches
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Engage candidates

Reduce hiring bias

Conduct assessments

Make recommendations
(e.g., qualifications, salary)

Survey question: Where do you believe artificial intelligence (AI) will 
have the largest influences on your recruiting efforts over the next three 
years? (select all that apply) 

AI could help 
reduce hiring bias
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Finding: Fully 42% say the percentage of open positions filled 
via employee referrals will increase over the next three years

Roughly half of HR professionals (48%) believe that the number of open 
positions filled by employee referrals will stay about the same when 
looking three years ahead. However, 42% say that number will increase on 
some level.

4%

20%

18%

48%

4%

5%

1%

0 10 20 30 40 50

Will increase by more than 30%

Will increase by 10% to 30%

Will increase by 9% or less

Will stay about the
same as it is today

Will decrease by 9% or less

Will decrease by 10% to 30%

Will decrease by more than 30%

Survey question: Over the next three years, will the percentage of 
open positions filled via employee referrals increase, decrease or stay 
the same in your organization? (please provide your best estimate) 

Only 10% say the 
number of open 
positions filled 
by employee 
referrals will 
decrease
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Finding: Greater connectivity will be the most important trend in 
TA over the next three years

Almost two-thirds (63%) of HR professionals predict that greater connectivity 
will be the most important trend for TA over the next three years. For 
example, social media has been a dominant force in communications, 
marketing and relationships for years, and as people seek more 
interpersonal connections during the pandemic, social media plays a 
pivotal role.2

More than half (57%) say prioritizing the candidate experience will be an 
important trend over the next three years as well as increased data visibility 
(49%) and different marketing strategies for different candidates (48%). 
With these trends combined, we may predict that TA will become more 
social, more personalized, and have more useful data available, which can 
increase the candidate experience.

63%

57%

49%

48%

28%

10%

0 10 20 30 40 50 60 70

Greater connectivity
(e.g., social media, YouTube)

Prioritization of
candidate experience

Increased data availability

Use different
marketing strategies

for different candidates

Widening skills gaps
as technology changes

More segmentation
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Survey question: Which of the following trends will be most important 
to talent acquisition over the next three years? (select all that apply) 

More than half say 
TA will prioritize 
the candidate 
experience more 
over the next 
three years

2 Fischer, S. (2020, April 24). Social Media Use Spikes During Pandemic. Axiom Media. Retrieved 
from http s://ww w.axios.com/social-media-overuse-spikes-in-coronavirus-pandemic-764b384d-a0ee-
4787-bd19-7e7297f6d6ec.html 



23 www.hr.com | 877-472-6648 copyright © HR.com 2020

The Future of Talent Acquisition 2020

How Do Talent Leaders Differ from Talent 
Laggards?

In this section of the report, we provide side-by-side comparisons between 
the Talent Leaders and Talent Laggards. We have divided the respondents 
into two cohorts:

 ● Talent Leaders: Those who answered the question “How would you 
rate the overall talent of your organization in comparison to other 
companies in your industry?” as above average or top notch.

 ● Talent Laggards: Those who answered the question “How would you rate 
the overall talent of your organization in comparison to other companies in 
your industry?” as average-ish, below average, or bottom of the barrel.

Correlation does not necessarily indicate causation, of course, but these 
relationships may provide clues about possible best practices. 

Finding: Talent Leaders are more likely to have strategic and 
results-oriented TA functions

Talent Leaders say their TA function fits into the top two maturity model 
designations far more frequently than Talent Laggards (41% vs. 14%). 
This is possibly because they are more likely to align their TA function with 
organizational goals. These Talent Leaders are likely working with validated 
metrics more frequently so they can connect their TA efforts to verifiable 
business results.

8%

3%

33%

11%

0 5 10 15 20 25 30 35

Top-notch strategic

Advanced results-oriented

Talent Leaders
Talent Laggards

Survey question: Which of the following maturity model designations 
best describe the talent acquisition function in your organization?
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Finding: Talent Leaders are more driven to hire quickly

When it comes to key drivers of TA, the biggest gap between Talent 
Leaders and Talent Laggards is the need to hire more quickly when the 
time comes (43% vs. 36%). 

Talent Leaders say both coping with turnover (40%) and adding workers to 
support growth (36%) are top drivers for talent acquisition. However, Talent 
Laggards cite both drivers less frequently (34% and 30% respectively). Both 
areas are useful to measure TA effectiveness, and Talent Leaders may be in 
better positions to fill open roles faster.

43%

36%

40%

34%

36%

30%

Talent Leaders Talent Laggards

0 10 20 30 40 50

Need to hire quickly when 
the time comes

Need to cope with turnover

Need to add enough 
workers to support growth

Survey question: Which of the following organizational needs are key 
drivers of talent acquisition in your organization? (select all that apply)
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Finding: Talent Leaders are more likely to use a greater variety of 
TA technologies

While both cohorts currently use ATS often, Talent Leaders use these other 
TA technologies more often than Talent Laggards: 

 ● video interviewing 

 ● referral systems/platforms

 ● assessments

 ● recruitment marketing systems

Talent Leaders might be in better positions to function during Covid-19 
because they use video interviewing tools more often. Assessment tools 
might also be useful during a period when unemployment rates are higher 
and there are more applicants for each open position.

79%

76%

59%

48%

52%

37%

44%

36%

30%

18%

Talent Leaders Talent Laggards

0 10 20 30 40 50 60 70

Applicant tracking system
(stand alone or part of HRIS)

Referral system/platform
(integrated or not)

Video interviewing

Assessments

Recruitment
marketing system

Survey question: What talent acquisition technologies does your 
organization currently have access to and utilize? (select all that apply)
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use video 
interviewing more 
often than Talent 
Laggards
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Finding: Talent Leaders integrate recruitment technologies 
more often

We mentioned earlier that Talent Leaders use recruitment technologies at 
a higher rate than Talent Laggards. Additionally, Talent Leaders are almost 
three times as likely as Talent Laggards to say these technologies are very 
integrated (25% vs. 9%).
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Survey question: How integrated are your recruitment technologies?
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Finding: Talent Laggards are less likely to use 
programmatic advertising

Once again, Talent Leaders appear to make greater use of available 
technologies. More than half (52%) of Talent Leaders say they use 
programmatic advertising for recruiting efforts at least a little, whereas only 
35% of Talent Laggards say they use it.
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Survey question: Does your organization use programmatic 
advertising? 

Talent Laggards 
are more likely 
to say they never 
use programmatic 
advertising



28 www.hr.com | 877-472-6648 copyright © HR.com 2020

The Future of Talent Acquisition 2020

Key Takeaways

Measure the effectiveness of your recruiting and hiring efforts against 
strategic goals. Connecting recruitment goals to organizational strategic 
goals is key to measuring effectiveness successfully. For example, if an 
organization plans to open two new locations, an appropriate goal may 
be to have both locations fully staffed a month before the locations open. 
With such a clearly aligned goal, you can develop a data-based narrative 
about TA’s contribution to expansion plans. TA can align with corporate 
goals in multiple ways. Higher sales might require additional skilled sales 
professionals. Developing new products might require hiring software 
developers, project managers and marketing professionals. Identify where 
and how successful recruitment furthers organizational and departmental 
goals and measure success against these efforts.

1

Evaluate where and how you find your best employees. Identify your 
best employees and find out where your recruiters found them. How can 
you engage similar candidates in the recruitment process? Do all your 
quality hires come from the same source? Tap into the sourcing channels 
that raise the odds of finding your next great hires and consider using new 
approaches, such as programmatic advertising. However, remember you 
may have to recruit in multiple channels depending upon the talent needed.

2

Prioritize hiring great talent. Great talent can improve productivity and 
efficiency in an organization. Identify current roles that did not exist or 
were unfilled within the past few years and illustrate how filling those 
positions with great hires promoted the ongoing growth and success of the 
organization. Such a narrative can form the basis of a compelling business 
case to make hiring the best talent a top priority within an organization.

3

What follows are some ideas and tips for potentially improving your 
current TA practices.
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Audit the current skills within your organization. Compare your 
organization’s current in-house skills to the ones currently required and to 
the skills you will need three years from now. Where are the gaps? Do you 
anticipate creating new roles to address innovation, growth, new markets, 
new products, or meet competitive challenges? Do you have employees 
who have proven their ability to learn and master new skills and technologies? 
Once you understand the gaps between what skills your organization has 
and the skills your organization will need, you can develop strategic talent 
acquisition goals to recruit the right talent to fill those skill gaps.

4

Emphasize hiring capable leaders. Organizations need managers and 
leaders who can learn new skills and motivate employees to peak efficiency. 
Ineffective leaders can hinder an organization’s productivity and efficiency, 
whereas the right leaders can make good teams great, and teams of skilled 
leaders can make good organizations great. 

5

Build a strong pool of candidates. Timing is key for both job seekers and 
TA professionals. The right candidate needs to come along when the right job 
is open. However, things don’t always work out that way, and top candidates 
will come along when there is no suitable job opening. Engaging them and 
staying up to date on their status will put you in a much better position to hire 
these candidates when a suitable position opens up. By maintaining a deep 
pool of candidates, you won’t be starting from scratch each time you have to 
fill an open position.

6

Learn new technologies. TA technologies will undoubtedly continue to 
change and grow in importance. Learning and adapting to new technologies 
will be key to ensuring your TA department stays successful. This will require 
high levels of digital literacy for TA teams. Audit the current level of digital 
literacy on your TA team and find ways you can raise the level across your 
TA function. Consider partnering with your organization’s learning and 
development department to enhance current skills or train for new skills.

7



30 www.hr.com | 877-472-6648

The Future of Talent Acquisition 2020

About JazzHR 

JazzHR is powerful, user-friendly, and affordable recruiting software that 
is purpose-built to help growing companies exceed their recruiting goals. 
JazzHR's best-in-class software replaces time-consuming and manual 
hiring tasks with intuitive software designed to help recruiters and hiring 
managers recruit and hire the right talent, fast. To learn more about 
JazzHR, visit www.JazzHR.com

About HR.com and the HR Research Institute 

The HR Research Institute helps you keep your finger on the pulse 
of HR! Powered by HR.com, the world’s largest community of Human 
Resources professionals, the HR Research Institute benchmarks best 
practices and tracks trends in human resources to help more than 1.75 
million HR professionals (that many people can’t be wrong!). Companies 
are backing up their strategic decisions with informed and insightful 
HR.com research references!

Over the past few years, the HR Research Institute has produced over 
85 leading-edge primary research and state of the industry research 
reports, along with corresponding infographics, based on surveys of 
thousands of HR professionals. Each research report highlights current 
HR trends, benchmarks and industry best practices. HR Research 
Institute reports and infographics are available online, and always free. 
Visit www.hr.com/featuredresearch to maximize your HR potential. 
#hrresearchinstitute

http://www.jazzhr.com/

