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Welcome to the Winter 2017
edition of Crowd Views.

In This Edition:
Section One continues to focus on digital transformation with a deeper look at satisfaction in the six
software solution areas. In Section One we:
Update the overall digital transformation satisfaction indices for all six software solution areas:
workforce transformation; customer experience—sales and service; customer experience—digital
marketing; commerce; operational agility; and digital platforms.
Break each solution index out by company segment size: small business, mid-market, and enterprise.
Data provided is based on the actual size of respondents’ companies.
Provide the first set of quarterly satisfaction trends for each workforce solution area.
Create a more detailed workforce transformation satisfaction index that breaks out the areas and
categories of software which respondents deemed most critical.
Section Two provides a detailed look into the current talent crisis that many companies are reporting,
and is based on a new survey of the G2 Crowd community completed in December 2016. In Section
Two we:
Present the data and analysis from a survey of 209 G2 Crowd community members that recruit or
hire, influence or approve hiring decisions, or deliver employee training.
Examine technology solutions that can help businesses source, hire, and retain the best employees.
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Solutions
This new section looks at the supporting technology to the quarterly theme—this time, the software that can be used to ease
the talent crisis facing HR and recruiting professionals. The products are organized by software category and are broken into
two segments, with small-business solutions broken out on their own. The top software products in each category are then
broken out and rank ordered. Six software categories are covered as possible solutions to ease the talent crisis:
Recruiting
Talent acquisition suites
Applicant tracking systems
HR management suites
Core HR
Performance management

For business leaders:
When it comes to finding and retaining skilled employees, most businesses are feeling pressure
from changing competitive landscapes, the need to use and leverage new technology, and changing
expectations from both customers and employees. While software isn’t the only component to working
through these issues, it can be an important tool to help change processes and behaviors, and to drive
business performance improvement.
This edition of Crowd Views focuses on the talent crisis—and what your peers are seeing and doing to try to solve it. Section
One provides a high-level view of the user satisfaction with several workforce solution areas, including a breakout of workforce
tools into some key software categories. Section Two provides survey data from the G2 Crowd community on current hiring
difficulties, underlying causes, and the potential actions that can help you get past the talent shortage.
The final section is called Solutions. It provides a look at the top eight software products in six HR- and recruiting-related
categories to help you and your HR partner find the best products for your business.
Recruiting
Talent acquisition suites
Applicant tracking systems
HR management suites
Core HR
Performance management

For HR professionals:
This edition of Crowd Views is centered around workforce transformation and takes a deeper look at
the difficulties finding, hiring, and retaining the “right” employees. Section One provides a deeper look
at user satisfaction with key software products that underpin workforce transformation. The expanded
index provides a good category view broken down into three company-size segments—small business,
mid-market, and enterprise—to show you the solutions that may be most helpful to your organization.
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Section Two is packed with data from a new survey of the G2 Crowd community on the talent crisis. It examines current
recruiting challenges and the causes of those challenges, and potential ways to improve talent acquisition as reported by your
peers. The final section, Solutions, ranks the top eight software products in some HR-related categories:
Recruiting
Talent acquisition suites
Applicant tracking systems
HR management suites
Core HR
Performance management

For small-business owners/principals:
No business resource is more important to your company than your employees. Businesses of all sizes
are reporting difficulty finding, hiring, and retaining employees with high-demand skills. Section One of
the report takes a deeper look at user satisfaction with workforce-related software including a breakout
by small business. Section Two is packed with survey data on the current talent crisis and provides
insight into what small businesses are reporting about the difficulties of hiring the “right” employees. The data provides a
view of possible causes and potential ways to work around the issues. In the final section, Solutions, there is a ranked list of
software products in some HR-related categories, including a breakout for small business. The solutions covered are:
Recruiting
Talent acquisition suites
Applicant tracking systems
HR management suites
Core HR
Performance management

For information technology leaders:
Working with business leaders and providing access to solutions that meet the rapidly changing needs of
companies is challenging. This report provides a view into the software solutions that support business
transformation and modernization.
Section One provides a high-level look at user satisfaction with the technology that is supporting key
business initiatives in workforce, customer experience, commerce, operations, and platforms. In this
edition there is a deeper breakout of workforce solutions that shows satisfaction with some of the key underlying software
categories.
Section Two provides survey data from businesses of all three segments—small, mid-market, and enterprise—looking at the
issues of finding, hiring, and retaining employees with the correct talent and skills. This is highly relevant to IT, of course, where
certain skills continue to be challenging to find. It can also provide some insight into what other business areas are seeing with
regards to recruiting and the lack of critical skills in prospective employees.
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In the final section, Solutions, review data is used to provide a list of the top eight solutions in the most relevant software
categories related to recruiting and HR. Those include:
Recruiting
Talent acquisition suites
Applicant tracking systems
HR management suites
Core HR
Performance management

Short refresh on digital transformation (DX)
Digital transformation (DX) is the business response to the economic, social, and cultural changes that are occurring as a
result of the widespread use of the internet and the shift away from the industrial model that had underpinned the last 200
years or so of human history. The internet forms a new platform for technology that is enabling the development and growth
of several other technologies. This includes online social communities or networks; the seamless and constant integration of
computing into our daily existence via mobile computing devices; online marketplaces that are highly disruptive to business
models; internet of things (IoT); the pooling of massive quantities of data; and artificial intelligence (AI) that enables intelligent
applications.
The six software solution areas that are impacted by DX are:
Workforce transformation: solutions that include technology and processes to assist companies with the recruiting,
hiring, managing, training, and retiring of employees while also improving work, productivity, collaboration, and employee
satisfaction.
Customer experience—sales and service: solutions that include technology and processes to assist companies with
finding, interacting with, understanding, and meeting the needs of prospects and customers. This ensures a single voice to
the customer through better internal collaboration and communication, therefore fostering community.
Customer experience—digital marketing: technology and processes that support the marketing of products and services
across a variety of online, mobile, display, and other digital channels. This includes micro-targeting, personalization and
individualization, social media monitoring and response, program management, program optimization and analysis, and a
linkage to the overall marketing management systems.
Commerce: solutions that include technology and process to deliver a single, unified purchase experience across all
channels.
Operational agility: solutions that include technology and processes to manage, automate, optimize, and operate
businesses in an adaptive and flexible technology model that facilitates the rapid adaptation to new market challenges,
competition, and needs.
Digital platforms: cloud platforms that are an orchestrated set of micro-services providing a wide range of infrastructure
including IDE, storage, security, collaboration, identity, and analytics.
(For a detailed explanation of DX and the six solution areas refer to Crowd Views Fall 2016)
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Section One

Note on Satisfaction:
Satisfaction is an important metric in looking at business progress with digital transformation. It is not the
only indicator, of course, but it can be used to help understand which solutions are hitting the mark and
which ones are not. Looking at user satisfaction within solution areas (groupings of software categories)
allows you to look at higher-level trends than the more detailed single software category comparisons.
Across all of the solution areas, though, there are products that are modernized, and there are still
products that are in transition and do not offer all of the capabilities and advantages of modern solutions
built on modern digital platforms. In this report, satisfaction is tracked for the six solution areas over time
to attempt to capture satisfaction trends in a way that helps gauge the progress of modernizing the
underlying solutions, and the impact those more modern solutions are having on businesses.
At G2 Crowd, satisfaction data is collected on products based on real users’ ratings for usability, quality
of support, ease of setup, meeting business requirements, maintenance, and ease of doing business
with the vendor. The charts provided are for the aggregated satisfaction data at the highest solution
level for five of the six groupings. Only the platforms section is omitted, but it will be added in a report in
the near future. The digital platforms that are an essential part of digital transformation are themselves
evolving quickly, and require some more preparation and effort to provide an accurate assessment
for the report. For workforce transformation the data is broken out into an additional level of detail,
providing a look at the solutions that have the greatest impact on the overall area.
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FIGURE 1. SATISFACTION INDEX SCORES FOR COMBINED SEGMENTS

SEGMENTS COMBINED

OPERATIONAL

AGILITY

WORKFORCE
TRANSFORMATION

CUSTOMER EXPERIENCE

SALES & SERVICES

5.89
6.02

COMMERCE

6.02
6.07

CUSTOMER EXPERIENCE

DIGITAL MARKETING

6.1
Note: rankings are based on a scale of 1-7

Figure 1 shows the combined index scores of the five included solution areas.
FIGURE 2. SATISFACTION INDEX SCORES FOR ALL SEGMENTS

ALL SEGMENTS

COMMERCE

Total

Small Business

CUSTOMER EXPERIENCE CUSTOMER EXPERIENCE

DIGITAL MARKETING

SALES & SERVICES

Mid-Market

OPERATIONAL

AGILITY

Enterprise

WORKFORCE
TRANSFORMATION

Note: rankings are based on a scale of 1-7

Figure 2 presents the total satisfaction score for each solution along with segmented views of user satisfaction at small, midmarket, and enterprise businesses. The differences in the satisfaction levels across the three segments continue to show
quite a bit of variation. Small businesses have the highest satisfaction index scores across four of the five solutions areas, a
change from the fall report. Small business dropped slightly behind the mid-market segment in operational agility, although
both declined slightly quarter over quarter, as you will see in the following trend graphs. Mid-market and enterprise businesses
trend much closer, but one is not consistently higher than the other.
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FIGURE 3. SATISFACTION INDEX SCORES FOR COMBINED SEGMENTS - TRENDING

ALL SEGMENTS

COMMERCE

CUSTOMER EXPERIENCE CUSTOMER EXPERIENCE

DIGITAL MARKETING

SALES & SERVICES

OPERATIONAL

AGILITY

WORKFORCE
TRANSFORMATION

Note: rankings are based on a scale of 1-7

Trending the satisfaction data over time will hopefully provide some insight into how companies are progressing in the DX
journey. A single quarter isn’t much of a trend, and it would be ill advised to make many conclusions from that data. Even so,
three solution areas did trend positively, one was flat, and commerce trended slightly downward.
FIGURE 4. SATISFACTION INDEX SCORES FOR SMALL-BUSINESS USERS - TRENDING

SMALL BUSINESS

COMMERCE

CUSTOMER EXPERIENCE CUSTOMER EXPERIENCE

DIGITAL MARKETING

SALES & SERVICES

OPERATIONAL

AGILITY

WORKFORCE
TRANSFORMATION

Note: rankings are based on a scale of 1-7

The small-business index, shown in Figure 4, shows consistently higher satisfaction levels than the other two segments, with the
exception noted above in operational agility. If satisfaction levels are indicative of digital solution maturity, or at least of progress
in the transformation process, then the index indicates that small businesses are ahead in the transformation efforts. As noted in
the fall report, though, there are some other ways that the higher scores might be interpreted that seem more likely.
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The scores relate satisfaction with a set of software products related to each larger solution area. Small businesses tend to be
somewhat less complex, and they tend to implement tools that have a more limited set of functionality. Not limited in a negative
way, though; the tools are simply “sized” for the problems of the small business. It also seems likely that these software
solutions are more modern, as well as cloud based. They are generally much easier to deploy than the legacy systems that
mid-market and enterprise businesses are more accustomed to using or starting to replace.
The quarter-over-quarter trends are not particularly telling, although operational agility did drop slightly. The other areas
tied up fairly well, particularly customer experience—digital marketing and workforce transformation. Once there are a few
quarters’ worth of data, it will be easier to see if businesses are making progress or if there are just slight variations in the
reviews over time.
FIGURE 5. SATISFACTION INDEX SCORES FOR MID-MARKET USERS - TRENDING

MID-MARKET

COMMERCE

CUSTOMER EXPERIENCE CUSTOMER EXPERIENCE

DIGITAL MARKETING

SALES & SERVICES

OPERATIONAL

AGILITY

WORKFORCE
TRANSFORMATION

Note: rankings are based on a scale of 1-7

The mid-market satisfaction scores continue to be slightly lower than the average in all but one area. Mid-market businesses
have some unique challenges that might be hindering overall progress in transforming the business. Most mid-sized
companies are nearly, or as, complex as an enterprise company, yet they have fewer resources to deal with the same issues.
The constraints are not just employee resources either—they can be capital, cash flow, competitive, or any number of other
operational constraints.
The quarter-over-quarter trends for the mid-market were the biggest gains of the three segments in general, although
operational agility did decline slightly as it also did for small businesses. The increases in the other four solution areas, in
comparison to the changes in small and enterprise, are fairly large. If the trend continues through the next few quarters, it will
be a good indication of much faster progress overall.
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FIGURE 6. SATISFACTION INDEX SCORES FOR ENTERPRISE USERS - TRENDING

ENTERPRISE

COMMERCE

CUSTOMER EXPERIENCE CUSTOMER EXPERIENCE

DIGITAL MARKETING

SALES & SERVICES

OPERATIONAL

AGILITY

WORKFORCE
TRANSFORMATION

Note: rankings are based on a scale of 1-7

The enterprise satisfaction scores saw some improvement over last fall’s scores. The scores continue to be the lowest of the
three segments, but—as pointed out in the previous report—the issues and problems for enterprise are much more complex,
and many businesses are taking time and a lot of effort to manage them. Trends over the next few quarters will provide a much
better picture of progress.
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FIGURE 7. SATISFACTION INDEX SCORES FOR WORKFORCE TRANSFORMATION CATEGORIES

WORKFORCE TRANSFORMATION DRILL-DOWN

6.33

EMPLOYEE ENGAGEMENT
TEAM COLLABORATION

6.20

CORPORATE LMS

6.14

EMBEDDED BUSINESS
INTELLIGENCE

6.13
6.04

DATA VISUALIZATION
BUSINESS CONTENT
MANAGEMENT

5.96

PREDICTIVE ANALYTICS

5.93

BUSINESS INTELLIGENCE
PLATFORMS

5.93

FIELD SERVICE MANAGEMENT

5.91

PERFORMANCE MANAGEMENT

5.90

SELF-SERVICE
BUSINESS INTELLIGENCE

5.85

WORKFORCE MANAGEMENT

5.84
5.70

CORE HR
IDEA MANAGEMENT

4.80

Note: rankings are based on a scale of 1-7

The software categories listed in Figure 7 are those we gave the most weight in the workforce transformation satisfaction
index. The breakout, which will be done for all the solution areas over time, should provide a better understanding of the
underlying solutions and how they are viewed by users.
Employee engagement is the highest-rated category in the breakout, although it was given a smaller weight than most of the
other categories listed.
In Section Two there is a deeper look at the current hiring difficulties that many businesses are facing, and several skills gaps
were identified in that data. That makes training even more important since it is one of the most obvious ways to close those
gaps, and by inference corporate LMS is a part of delivering and tracking the resolution of the issues.
Analytics has moved beyond simple reporting: Tools now support the wide range of available data and are critical parts of
the daily decision-making processes for modern companies. For workforce management, analytics is an important feature
of solutions in a wide variety of software categories. Embedded business intelligence and data visualization, both analyticsdriven categories, score high in this workforce breakout.
Rounding out the top five categories is team collaboration. Team collaboration is included in most of the DX solution areas and
is the backbone that keeps the employee community in sync.
There is room for improvement in several areas, particularly in idea management and core HR categories. Core HR is a critical
part of the employee management process, so the low score is troubling. There are many legacy, on-premise HR systems still
in use, and that could be part of the reason for the lower scores. Later in the Solutions section the top eight core HR products
are listed and ranked using the G2 Crowd overall score.
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Section Two:
The Talent Crisis

Digital transformation (DX) is creating many different pressures for businesses, but none so acute as
the need to have a workforce that is comprised of workers with the “right” skills and experiences for
the digital maturity of the business. In a recent report published by The Society for Human Resource
Management (SHRM), a survey of 3,314 HR professionals found that 68% are experiencing difficulty
recruiting for full-time positions in their organizations (The New Talent Landscape, Recruiting Difficulties
and Skills Shortages, SHRM, June 2016).
New supporting technologies, business models, and processes are adding the need for new knowledge,
skills, and experiences among employees, while simultaneously making other jobs and skills obsolete.
The skills and expertise required of the workforce are changing as the technology employees use
evolves. New skills that are increasingly important based on changes in software and technology
include:
Dealing with massive quantities of data and making it actionable
Connecting “things” throughout the organization
Automating and increasing productivity with AI-enabled applications
Collaborating more with embedded social tools
Working anywhere with a variety of mobile devices
Utilizing new user interface (UI) models, ranging from augmented and virtual reality to conversational
systems
Consuming technology as services across the internet on cloud digital platforms
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While an evolution of skills needed is not the only set of factors at play in the current job market, it is one of several contributors.
To better understand the hiring difficulties for businesses today, G2 Crowd conducted a survey of 209 hiring managers,
recruiters, influencers, and approvers in the G2 Crowd community. The survey looked at small, mid-market, and enterprise
companies and established if the respondents were having difficulty filling positions, what kinds of difficulties they experienced,
what they believed contributed to those difficulties, and what they are doing to address them.
FIGURE 8. DIFFICULTY FILLING OPEN POSITIONS COMPARED TO 2015 - ALL SEGMENTS

COMPARED TO 2015

Small Business

86.7%
73.3%

79.7%

Mid-Market

Enterprise

Total

80.8%

26.7%

20.3%
13.3%

MORE DIFFICULT

19.2%

LESS DIFFICULT

Across the survey 51% of respondents reported having difficulties filling open positions because of lack of available talent. Of
the 51% that reported difficulties, 80.8% reported having more issues in 2016 than the year prior.
FIGURE 9. DIFFICULTY DUE TO LACK OF AVAILABLE TALENT? - ALL SEGMENTS

HAVING DIFFICULTY DUE TO
LACK OF AVAILABLE TALENT?

Mid-Market

Enterprise

55.9%

55.5%
44.1%

Small Business

46.9%

YES

53.1%

51%
44.5%

Total

49%

NO

Looking at the company-size segments, difficulties were experienced most frequently among mid-market businesses, with
55.5% reporting difficulties. Small and enterprise businesses reported experiencing difficulties at a rate below the average. Of
all respondents, 64.7% believed that this talent shortage would continue to expand given the current economy.
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Difficulties based on department
From a departmental perspective, respondents reported difficulties finding qualified employees across most parts of the
organization. Across all surveyed, sales and IT were the most impacted, with 33% and 32.1% reporting difficulties filling open
positions in these areas, respectively. Operations was third at 23.6% and engineering was fourth at 22.6%.
For the enterprise segment exclusively, though, IT was the most impacted by the talent shortage, while mid-market companies
were consistent with the average, showing sales and IT tied in as the most highly impacted departments.
For small businesses the results shifted a bit: Sales was the most-impacted area by the talent shortage at 40% of companies,
7% higher than the average among all segments. The second-most impacted department, though, was marketing at 33.3%.
Over the past few years, marketing has often been cited as a department that is hard hit by the talent shortage. That is clearly
the case in the small businesses surveyed, but for the mid-market (18%, sixth) and enterprise (20%, tied for sixth) companies, it
seems that other departments have been harder hit.
FIGURE 10. HIRING DIFFICULTIES BY DEPARTMENT - ALL SEGMENTS

DIFFICULTY BY DEPARTMENT

SALES

Small Business

40%

MARKETING

26.7%

ENGINEERING

26.7%

20%

19.7%

DESIGN

6.7%

CUSTOMER
SERVICE

0%

R&D

0%

40%

13.3%

20.8%
14.2%
8.5%

0%

3.8%
23.3%

26.2%
8.2%

23.6%

23.3%
20%

4.9%

22.6%

30%

11.5%

4.9%

32.1%

23.3%

21.3%

OTHER

13.3%

20.8%

29.5%

21.3%

EXECUTIVE

33%

20%

20%

13.3%

Total

36.7%

18%

OPERATIONS

FINANCE

Enterprise

29.5%

33.3%

IT

Mid-Market

13.3%

21.7%
8.5%

Looking at specific job categories in total seems to support the statement that marketing, at least as far as generalists are
concerned, is not the hardest hit. But it also creates a somewhat different picture overall from the departmental impact above.

15

The Talent Crisis | Winter 2017

Difficulties based on role
IT and highly skilled specialists are the most difficult job categories to fill overall, according to respondents. This is consistent
with the departmental data. It is surprising, though, that a sales role is the fifth-most difficult to fill on the list, yet the sales
department was first overall when looking at the shortage from a departmental standpoint.
FIGURE 11. HIRING DIFFICULTIES BY JOB ROLE - ALL SEGMENTS

DIFFICULTY BY JOB ROLE - ALL SEGMENTS

HIGHLY SKILLED (SPECIALISTS)

70.1%

TECHNICAL / TECHNOLOGY
(IT, DEVELOPERS, TECHNICIANS, ETC.)

54%
47.7%

EXECUTIVES

41.4%

ENGINEERS

31.2%

SALES

30.1%

DATA SCIENCE

FINANCE ANALYSTS

25.8%

SCIENTISTS AND MATHEMATICIANS

23.2%

SKILLED TRADES (CARPENTERS,
MACHINISTS, MECHANICS,
ELECTRICIANS, ETC.)

21.1%

MARKETING GENERALISTS

DRIVERS / TRANSPORTATION

18.7%
8.6%
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FIGURE 12. HIRING DIFFICULTIES BY JOB ROLE - SMALL BUSINESS

DIFFICULTY BY JOB ROLE - SMALL BUSINESS

HIGHLY SKILLED (SPECIALISTS)

84.4%

TECHNICAL / TECHNOLOGY
(IT, DEVELOPERS, TECHNICIANS, ETC.)

46.9%

ENGINEERS

46.9%
42.4%

SALES

36.7%

EXECUTIVES

28.1%

DATA SCIENCE

27.3%

FINANCE ANALYSTS

25%

SCIENTISTS AND MATHEMATICIANS

24.2%

MARKETING GENERALISTS
SKILLED TRADES (CARPENTERS, MACHINISTS,
MECHANICS, ELECTRICIANS, ETC.)
DRIVERS / TRANSPORTATION

15.6%
6.3%

FIGURE 13. HIRING DIFFICULTIES BY JOB ROLE - MID-MARKET

DIFFICULTY BY JOB ROLE - MID-MARKET

HIGHLY SKILLED (SPECIALISTS)

66.7%

TECHNICAL / TECHNOLOGY
(IT, DEVELOPERS, TECHNICIANS, ETC.)

54.8%
46.5%

EXECUTIVES

35.9%

ENGINEERS

28.8%

SALES

26.2%

DATA SCIENCE
SKILLED TRADES (CARPENTERS, MACHINISTS,
MECHANICS, ELECTRICIANS, ETC.)

21.2%
19.4%

FINANCE ANALYSTS
SCIENTISTS AND MATHEMATICIANS

18.4%

MARKETING GENERALISTS

18.4%

DRIVERS / TRANSPORTATION

7.8%
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FIGURE 14. HIRING DIFFICULTIES BY JOB ROLE - ENTERPRISE

DIFFICULTY BY JOB ROLE - ENTERPRISE

68.8%

HIGHLY SKILLED (SPECIALISTS)
TECHNICAL / TECHNOLOGY
(IT, DEVELOPERS, TECHNICIANS, ETC.)

56.5%
54.8%

EXECUTIVES

47.6%

ENGINEERS

37.7%

DATA SCIENCE

35.5%

FINANCE ANALYSTS

30.2%

SCIENTISTS AND MATHEMATICIANS

29%

SALES
SKILLED TRADES (CARPENTERS, MACHINISTS,
MECHANICS, ELECTRICIANS, ETC.)

23.8%
16.1%

MARKETING GENERALISTS
DRIVERS / TRANSPORTATION

11.3%

It’s possible, though, that the respondents grouped the roles that are harder to fill in sales—sales engineers and other more
technical sales support roles—into the specialists job category. Small businesses found that specialist roles are more difficult
to fill than sales roles, with 84.4% of respondents placing it in the very difficult or somewhat difficult categories. For mid-market
businesses, 66.7% reported difficulties with filling specialist positions, again placing specialist positions as the most difficult to
fill, with IT/technical jobs ranking second at 54.8%. The enterprise segment continues this same trend with specialists rated as
the most difficult job category to fill at 68.8% of respondents, and IT/technical in second at 56.5%.
In both the mid-market and enterprise responses, executive roles were also difficult to hire for: 54.8% of enterprise respondents
reported difficulties, and in the mid-market that number was slightly lower at 46.5%.
Slightly less than one-third of the survey respondents reported difficulties hiring data scientists. Broken out by company size,
it’s not surprising that the percentages are higher for enterprise due to the volume of data, among other things: 37.7% versus
26.2% for mid-market companies and 28.1% for small companies.
It is somewhat unexpected, however, that more respondents did not report difficulties hiring data scientists. In 2012, the Harvard
Business Review predicted a global shortage of data scientists, and those predictions were backed up by management
consulting firms like McKinsey and many others. The shortage continues to be covered heavily by the tech and business media.
Few would dispute that there is, or at least was, a large shortage of data scientists, but that was not totally reflected in the
responses to our survey. Taken in context with the other jobs rated in the survey, data science is not in the highest-difficulty job
role to hire for, but is still an obvious concern. Data scientists don’t have the only skill set needed by companies for making the
data actionable either; some of the other roles could be in the IT/technical and specialists roles.
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FIGURE 15. TOP 5 LACKING SKILLS AMONG APPLICANTS - COMBINED

1
2

Difficulties based on skill
In addition to problems filling specific job roles, respondents
also reported issues finding applicants with important general
business and interpersonal skills. The top five most common
deficiencies are in figure 15.

3
4
5

Causes for hiring difficulties
There are many reasons companies are having difficulties hiring for full-time positions. The most common response cause of
hiring difficulties in aggregate, and for the small-business and enterprise respondents, is “lack of experienced candidates.”
This response fits with the DX discussion earlier in this section, particularly in the context of the more-difficult jobs to fill.
The No. 2 answer overall, competition (which is No. 1 for the mid-market segment), is not surprising in an environment of scarce
resources and a decreasing joblessness rate as well.
The use of online recruiting tools, including social networks and social media, has leveled the playing field some and created
a much more competitive job market, as more candidates can be sourced quicker and more accurately than before. The
larger businesses may have more to offer in compensation (although not always) and benefits, but other factors do influence
decisions and make the small and mid-market business more competitive.
According to the survey, both salary and benefits were ranked highly as contributors to the hiring difficulties in enterprise and
mid-market companies. The following charts show the top five causes in aggregate and broken into size segments.
FIGURE 16. TOP 5 HIRING DIFFICULTIES - ALL SEGMENTS

TOP 5 DIFFICULTIES

ALL SEGMENTS
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Impact of the talent crisis
Leaving critical positions open for long periods can cause many different problems for businesses—too many to list here.
In a business transition period that involves adopting new technology to stay nimble and competitive, being unable to find
employees with the skills to implement and operate the new processes is at best a burden on existing employees, and at worst
a huge competitive disadvantage that could be disastrous for the long-term health of the business.
Customer experience (CX), as a part of the digital transformation of a business, is a combination of technology, process, and
people. Generally, the business can address all three issues, but if one falls short it can have serious consequences. When
asked what level of impact the hiring difficulties make in meeting customer expectations and needs, 38% answered high
impact and 49% answered medium impact. In other words, 87% of respondents put the impact of the current hiring challenges
on CX at medium-to-high impact.
FIGURE 17. TALENT CRISIS’ IMPACT ON ABILITY TO MEET CUSTOMER NEEDS
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Tactics to address the talent crisis
There are many tactics that companies are using to try to gain advantage in this competitive hiring market. In aggregate,
the different tactics were fairly even with the exception of “trying new/alternate talent sources,” which, at 42.2%, the highest
percentage of respondents report trying.
FIGURE 18. TACTICS USED TO ADDRESS HIRING DIFFICULTIES - ALL SEGMENTS
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When broken down by company segment, though, this tactic was used by a larger group of those at mid-market businesses, with
49.5% saying they had tried new/alternate talent sources. It was also most common among small businesses by a thin margin.
In the enterprise, however, “offering hiring incentives” was the No. 1 choice, with 42.6% of respondents reporting they do this
to address hiring difficulties. This can probably be attributed to the availability of more resources and/or the willingness to use
those resources more aggressively during the recruiting process.
A high number of small businesses also said they use incentives making it the No. 2 strategy among that segment at 32.4%.
For mid-market businesses, incentives were more rarely used, at only 12.8%. The type of incentive used among the aggregate
varied. Referral bonus was the most used at 50%, with relocation package second at 35.9%, and education assistance and
signing bonus tied for third at 31.1%.
For the enterprise the tactics were mixed, but “increasing retention efforts, implementing new recruiting software” and “trying
new/alternate talent sources” tied for second place at 32.8%.
FIGURE 19. TACTICS USED TO ADDRESS HIRING DIFFICULTIES - ENTERPRISE
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FIGURE 20. TACTICS USED TO ADDRESS HIRING DIFFICULTIES - MID-MARKET
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FIGURE 21. TACTICS USED TO ADDRESS HIRING DIFFICULTIES - SMALL BUSINESS
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FIGURE 22. INCENTIVES TO ATTRACT HIGH-QUALITY TALENT - ALL SEGMENTS
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The enterprise was the only segment that was highly inclined to try a new technology solution to combat the recruitment
issues, with 32.8% saying that they have tried implementing a new recruiting software solution. Referring to the G2 Crowd
Recruiting Grid℠ Report | Summer 2016, the software products in the report were sparsely used in the small-business segment,
but the mid-market and enterprise seemed to be utilizing many of the available solutions.
FIGURE 23. RECRUITING SOFTWARE REVIEWER SEGMENT DEMOGRAPHICS

CUSTOMER SEGMENTS SERVED

Small Business

Mid-Market

Enterprise

11%

40%

48%

25
Note: Data from the G2 Crowd Recruiting Grid

SM

Report | Summer 2016

The Talent Crisis | Winter 2017

The Role of Technology
in Solving the Talent Crisis

As with any other solution area in digital transformation, there are several categories of software that
can be used to help mitigate the issues and enable new or improved business processes related to the
talent crisis. The core solution in easing the talent crisis is the Recruiting category, but there are several
more specialized categories as well. Those speciality or sub-categories include Talent Acquisition,
Applicant Tracking, Recruitment Marketing, Onboarding, Pre-Employment Screening and Testing, and
a few others listed here. Recruiting software helps facilitate effective recruiting processes and can
streamline the overall recruiting workflow. Some of the benefits of recruiting software include:
Streamline the recruitment process to make applicant recruiting and tracking more efficient
Store and manage applicant information in one centralized location
Tailor application materials to improve the quality of applicant submissions
Post and distribute job postings to reach a greater number of candidates
Reduce time to hire for new employees
Improve communication with candidates and new hires
G2 Crowd tracks recruiting solutions and collects reviews from users of the software. Using those
reviews, the products are scored on satisfaction and market presence. The following tables show the
top products in the listed categories by satisfaction score, based on ratings from reviewers in the
specific segment size.

*Solution satisfaction scores calculated as of January 30, 2017.
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Recruiting-Related Solutions
Category: Recruiting
SMALL BUSINESS
PRODUCT

COMPANY

G2 SATISFACTION SCORE*
90%

Sales Candidate Assessment

87%

Breezy HR

85%

Zoho Recruit

83%

SmartRecruiters

73%

LinkedIn Talent

MID-MARKET
PRODUCT

COMPANY

G2 SATISFACTION SCORE*

ClearCompany

91%

SmartRecruiters

90%

iCIMS Recruit

89%

BirdDogHR

88%

Breezy HR

86%

HireRight

85%

Greenhouse Software

85%

SkillSurvey

85%

UltiPro

85%

Jobvite

85%

*The G2 Satisfaction Score is created using several different review data points. Details can be seen here.
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ENTERPRISE
PRODUCT

COMPANY

G2 SATISFACTION SCORE*

UltiPro

89%

SkillSurvey

89%

iCIMS Recruit

89%
86%

Avature

85%

ClearCompany

83%

Jobvite

82%

LinkedIn Talent

78%

SmartRecruiters

TM

PeopleFluent

75%

Cornerstone OnDemand

75%

Category: Talent Acquisition Suites
SMALL BUSINESS
PRODUCT

COMPANY

G2 SATISFACTION SCORE*
87%

Breezy HR

85%

Zoho Recruit

83%

SmartRecruiters
LinkedIn Talent

73%

*The G2 Satisfaction Score is created using several different review data points. Details can be seen here.
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MID-MARKET
PRODUCT

COMPANY

G2 SATISFACTION SCORE*
91%

ClearCompany
SmartRecruiters

90%

iCIMS Recruit

89%
88%

BirdDogHR
Breezy HR

86%

Greenhouse Software

85%

UltiPro

85%

Jobvite

85%

LinkedIn Talent

85%
82%

Halogen TalentSpace

ENTERPRISE
PRODUCT

COMPANY

G2 SATISFACTION SCORE*

UltiPro

89%

iCIMS Recruit

89%
86%

Avature

85%

ClearCompany

83%

Jobvite

82%

LinkedIn Talent
SmartRecruiters

TM

78%

PeopleFluent

75%

Cornerstone OnDemand

75%

Workday

73%

*The G2 Satisfaction Score is created using several different review data points. Details can be seen here.
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Category: Applicant Tracking Systems
SMALL BUSINESS
PRODUCT

COMPANY

G2 SATISFACTION SCORE*
87%

Breezy HR

85%

Zoho Recruit

83%

SmartRecruiters

MID-MARKET
PRODUCT

COMPANY

G2 SATISFACTION SCORE*
91%

ClearCompany
SmartRecruiters

90%

iCIMS Recruit

89%
88%

BirdDog HR
Greenhouse Software

85%

Breezy HR

85%

Jobvite

85%
83%

UltiPro

81%

ADP Workforce Now
SilkRoad

71%

*The G2 Satisfaction Score is created using several different review data points. Details can be seen here.
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ENTERPRISE
PRODUCT

COMPANY

G2 SATISFACTION SCORE*

iCIMS Recruit

89%

UltiPro

89%
84%

Avature

83%

Jobvite

78%

SmartRecruiters

TM

75%

PeopleFluent
Workday

72%

PeopleSoft

71%

SilkRoad

71%
70%

Oracle Taleo

Transformative Workforce Solutions
There are many solutions that can help companies provide a better employee experience, improve HR processes, and improve
employee collaboration and productivity. Some of the more popular solution categories include HR Management Suites, Core
HR, Performance Management, Benefits Administration, Corporate Learning Management Systems (LMS), and several others
listed here. The following tables show the top products in three HR categories.

Category: HR Management Suites
SMALL BUSINESS
PRODUCT

COMPANY

G2 SATISFACTION SCORE*
86%

ADP Workforce Now

84%

TriNet
Paychex Flex

74%

*The G2 Satisfaction Score is created using several different review data points. Details can be seen here.
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MID-MARKET
PRODUCT

COMPANY

G2 SATISFACTION SCORE*
91%

ClearCompany
Halogen TalentSpace

87%

ADP Workforce Now

87%

UltiPro

87%

APS Core HR Solution

86%

TriNet

86%

Dayforce

85%
81%

Namely

80%

Cornerstone OnDemand

78%

PeopleSoft

ENTERPRISE
PRODUCT

COMPANY

G2 SATISFACTION SCORE*
88%

UltiPro
ClearCompany

85%

ADP Workforce Now

85%

Workday

83%

Dayforce

82%

Halogen TalentSpace

81%

Kronos Workforce Central

80%

ADP Advantage HCM

80%

Kronos Workforce Ready

80%

PeopleSoft

79%

*The G2 Satisfaction Score is created using several different review data points. Details can be seen here.
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Category: Core HR
MID-MARKET
PRODUCT

COMPANY

G2 SATISFACTION SCORE*

BambooHR

87%

UltiPro

87%
86%

APS Core HR Solution

84%

Dayforce

83%

ADP Workforce Now

81%

Zenefits

80%

Namely
FinancialForce HCM

76%

Workday

76%
66%

PeopleSoft

ENTERPRISE
PRODUCT

COMPANY

G2 SATISFACTION SCORE*
89%

UltiPro
ADP Workforce Now

82%

Dayforce

81%
80%

Workday
PeopleSoft
Kronos Workforce Central

75%
72%

*The G2 Satisfaction Score is created using several different review data points. Details can be seen here.
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Category: Performance Management
MID-MARKET
PRODUCT

COMPANY

G2 SATISFACTION SCORE*
89%

WideAngle

87%

Halogen TalentSpace

85%

UltiPro

83%

Trakstar
Workday

81%

ADP Workforce Now

81%
78%

BetterWorks

77%

Cornerstone OnDemand

76%

Namely

69%

SuccessFactors

ENTERPRISE
PRODUCT

COMPANY

G2 SATISFACTION SCORE*
87%

UltiPro

80%

Halogen TalentSpace
Workday

78%

Cornerstone OnDemand

77%

PeopleSoft

68%

SuccessFactors

67%

SilkRoad

62%

For more information on any of the solutions or categories in this report, go to www.g2crowd.com.

*The G2 Satisfaction Score is created using several different review data points. Details can be seen here.
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Methodology
Section 1 Satisfaction Index Methodology
To determine the satisfaction scores for each digital transformation solution, the G2 Crowd research department first defined
the software categories that contribute to each solution. Satisfaction data was gathered from real-user reviews of products
included in each category, and categories were weighted to reflect their overall contribution and relevance to each digital
transformation solution area. Satisfaction data included in Crowd Views on Digital Transformation Winter 2017 was collected
from products that have received a minimum of 10 reviews, and reviews included in the dataset were submitted between June
1, 2015, and October 31, 2016.

Product Evaluation Methodology
The products displayed and ranked in this report are the top products in the category that meet the criteria to be included
in a GridSM report (minimum of 10 reviews) based on the G2 score. For a more detailed explanation of the GridSM scoring
methodology refer to the GridSM Scoring Methodology page.

Trust
Keeping our ratings unbiased is our top priority. We require the use of a LinkedIn account to validate a G2 Crowd user’s identity
and employer, and we verify all reviews manually. We do not allow users to rate their employers’ products or those of their
employers’ competitors. Though we share reviews from business partners (they often contain valuable content), we filter out
business partner ratings in our aggregate ratings to avoid bias. Vendors cannot influence their ratings by spending time or
money with us. Only the opinion of real users factors into the ratings.

Section 2 Talent Crisis Survey Methodology
The survey on the talent crisis was conducted in November and December 2016 by the G2 Crowd research department. To
better understand the hiring difficulties for businesses today, G2 Crowd conducted a survey of 209 hiring managers, recruiters,
influencers, and approvers in the G2 Crowd community. The survey looked at small, mid-market and enterprise companies
and established if the respondents were having difficulty filling positions, what kinds of difficulties they experienced, what they
believed contributed to those difficulties, and what they are doing to address them.
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