
Who is your  top talent? 

Who will the  successors be?

Who is at  most 

risk  of leaving?What are you 

doing  to keep 

your staff?

Optimising talent 
management 
through 
technology
Choosing the right solution to enable your  
talent management strategy and support  
the entire employee lifecycle. 
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Your people are your 
organisation’s most important 
asset and in today’s highly 
competitive business 
environment, it is crucial for 
organisations to attract, nurture, 
reward and retain talent to keep 
ahead of the game. 

By asking yourself and your potential supplier a few key 
questions, you can help to reduce your shortlist to the solutions 
that will most accurately meet your needs.

This guide outlines those key considerations and 
questions to help you decide on the best way forward. 

With such a broad range of talent 

management solutions in the market, 

where should you start? 
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According to the CIPD, 25% of your employees are 
looking for a new job at this very moment, and on 
average it costs over £30,000 to replace just one 
member of staff (Oxford Economics). Your people 
are your organisation’s most important asset and in 
today’s highly competitive markets, it is crucial for 
organisations to attract, nurture, reward and retain 
talent to keep ahead of the game. 

Equipping people with skills not only helps them 
to work towards the organisation’s objectives, 
it improves the retention of valuable staff. HR 
technology providers have been quick to realise 
the importance of talent management and a large 
selection of talent management solutions are 
now available in the market. They range from very 
small applications focussed on elements of talent 
management, right through to fully integrated talent 
management suites

Organisations 
need to 

consider a 
number of 
issues when 
reviewing 

technology 
options...

25% of your employees are looking for a new job at this very moment
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When choosing a new talent 
management solution, you should 
ask yourself six crucial questions 
before you embark on the 
selection process
Answering these important questions will help you narrow down the expansive list of 
potential providers and will ensure your solution meets your specific business needs.

What 
should talent 

management 
cover?

Will your solutio
n 

help to gain 

insight through 

dashboards and 

reporting?

Will your solutio
n 

exploit advances in 

technology?

Will you use 

self-service 

functionality to 

empower your 

talent and gain 

eff iciencies?

Will your solution be f lexible enough to support your talent 
management strategy as your organisation 
changes?

Will your solution 
integrate with 
other business 

systems? 
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The CIPD defines Talent Management as ‘the systematic attraction, 
identification, development, engagement, retention and deployment of those 
individuals who are of particular value to an organisation, either in view of their 
‘high potential’ for the future or because they are fulfilling business/operation-
critical roles’. However, adopting the right talent management solution enables 
a much more inclusive approach, allowing visibility of your entire workforce, not 
just the top performers. 

Whether you’re keen on buying talent or building talent, or both, you need to 
consider talent management in its widest context. But what does it actually 
mean? Ultimately, talent management covers everything from recruiting new 
talent to developing, nurturing, rewarding and retaining existing talent: 

What is talent management and 
what should it cover? 

Talent management is not a new concept; organisations have had recruitment, 
learning and people development policies in place for many years. However, modern 
talent management fundamentally differs from traditional methods in its business 
driven, strategic approach to attraction, acquisition, performance, development and 
retention of the workforce. It recognises the inseparability of these areas and it is 
vitally linked to, driven by, and measured in, the achievement of the organisation’s 
goals and objectives. It is born out of the principle that talented and engaged 
people are vital to drive organisational performance.

The benefits 
• Provide clear visibility of the 

organisation’s goals and 
objectives

• Align operations, structure 
and resources to deliver 
against goals

• Ensure people are equipped 
and engaged to deliver 
against business objectives

• Improve success rate for 
newly promoted and newly 
hired

• Identify and reward high 
performers

• Identify and manage poor 
performers

• Ensure a high performing 
leadership pipeline

• Ensure valuable bench 
strength for critical roles

Talent Acquisition
What attributes are you looking for in an ideal candidate and how 
are you going to find them?

People Development
How can you implement clear development paths for high 
potential employees whilst simultaneously motivating the rest?

Learning Management
How can you decide what employees need to learn to fulfil  
their roles?

Performance Management 
How can you review and monitor employee performance and set 
appropriate goals?

Succession Planning
How can you position key employees to take new roles in  
the future?

Reward
How can you ensure that your salary and benefits packages are 
helping to retain key talent, and designed to reflect performance?
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Supporting technological change
Technological changes have affected our expectations of software, 
and as consumers, we are now much more discerning and we 
demand more than ever before from our technology. In the last few 
years, four distinct trends have emerged with significant benefits, you 
must consider these when selecting a talent management solution, 
as this will help you to future proof your business. 

Cloud technology
The growth of secure cloud computing has made it easier 
than ever to implement new software. Where organisations 
once had to buy and maintain expensive hardware to host 
new systems, software can be up and running in the cloud 
relatively quickly. Cloud-based solutions can be accessed 
anytime and anywhere, without the infrastructure issues that 
frequently impact in-house IT services. Offering additional 
flexibility and business continuity advantages, cloud-based 
software should not be ignored.

Mobile technology
The way people access software has changed dramatically 
over the last five years. Employees are mobile, and 
smart phones and tablet computers are common place. 
Employees expect to be able to carry out business 
functions on the move, whenever and wherever they need 
to, including managing their own learning and development 
activities in line with their role requirements. Managers 
should be able to access team information and action tasks 
regarding recruitment campaigns and team development, 
and job candidates increasingly want to be able to view 
vacancy details and apply for jobs on mobile devices. 
Leading talent management suppliers should be 
embracing this change.

Does my talent management solution exploit technological change?
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Supporting technological change

Social technology
The huge growth of social media has opened up many 
possibilities in the world of HR. For example, where job 
ads were traditionally placed on local advertising boards, 
now they are advertised on social media sites (like LinkedIn 
and Facebook) in a highly targeted way. Software should 
always exploit social media opportunities where 
appropriate.

As Generation Y employees (those born between the early 
1980s and early 2000s) represent a growing proportion 
of today’s workforce, employee expectations concerning 
the usability and functionality of business systems have 
increased. Therefore the use of social platforms in the 
working environment will become more mainstream, not 
only for recruitment, but also in terms of engagement and 
reward strategies. 

Failure to take account of social media trends 
could limit your organisation’s potential to find new 
employees and frustrate more tech-savvy workers 
struggling with dated business systems.

Software should always exploit social media opportunities where appropriate
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Supporting technological change

Big data and analytics
With more and more data around us, it can be difficult to 
make sense of it all. However, the opportunities to be gained 
from harvesting and mastering big data can be significant. 
Talent management is no exception, and leading software 
providers are developing advanced management information 
dashboards, and analytic capabilities to give visual insights, 
and help aid strategic decision making. 

The CIPD identify a number of challenges that HR 
departments need to overcome in order to make big data 
work for them:

Data 
reliability

Silos of 
data

Skills 
gaps

The right technology can help with 
all three of these challenges in the 
following ways:
Single database
Overcome data accuracy issues and silos by adopting 
a single-database talent management, HR, and payroll 
solution; eliminating duplication of data and ensuring there is 
one version of the truth when it comes to employee records, 
and therefore one single view of your workforce. 

Employee and Manager Self-service
Ensures accuracy of data by letting managers and 
employees update and look after their own records and 
manage their own performance. This can also reduce silos 
of information as managers are given the tools they need to 
maintain and develop the talent within their team. Modern 
self-service applications should be mobile friendly,  
giving employees the tools they need, whenever and 
wherever they need them.

Intuitive user interface
Better graphical design can reduce the impact of skills gaps, 
limiting the need for training staff and ensuring a positive and 
engaging employee experience. 

Opportunitie
s to 

be gained from 

harvesting and 

mastering big data 

can be signif icant
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Integration
There is an array of talent management technology options that 
offer varying levels of integration. 
Some stand-alone systems might offer novel functionality but may be incompatible with other 
business systems, whilst others may offer a vast suite of functionality but at significant cost. 
Integrating talent management functionality (attract, develop, reward, monitor, analyse and retain) with 
other HR and business systems can have significant benefits but there can also be drawbacks.

Firstly
You need to consider if there are any 

crucial systems in your organisations 

that your talent management 

solution must integrate with. 

Alternatively
Systems requiring heavy custom integration may incur significant ongoing maintenance charges.

Things to 
consider 

...and thirdly
Consider the longer-term 

implications of maintaining 

standalone or integrated solutions – 

standalone may be cheaper initially, 

but cost more through repeated 

data re-entry or duplication. 

Secondly
Consider whether there are benefits to removing older systems in favour of systems that work together more easily. 
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Integration
There are four main options when considering integration 
in relation to your talent management solution:

1 Standalone talent solution
Standalone or “point” solutions for elements of talent management can 
provide highly specialised functionality for specific tasks. A number of 
start-up businesses have formed in recent years to provide these niche 
solutions. However, by using standalone solutions, there is a risk of 
duplicating effort and data. Adopting numerous standalone systems 
can add complexity for HR staff and increase inefficiency.

2 Integrating different talent solutions
Integrating the components of talent management can save a 
significant amount of time for HR departments. Information from your 
recruitment solution can be automatically passed to your performance 
management and learning management solutions. However, these 
individual solutions may operate very differently, and require different 
data sets which simply aren’t compatible; causing problems with user 
experience and in most cases there will remain duplication of data. 

3
Integrated talent management,  
HR and payroll
The real opportunity to make efficiency savings and streamline your 
talent processes is to adopt an integrated talent management, HR and 
payroll system. Seamless processing of information from recruitment 
campaigns to job applications through to employee profiles and talent 
development can be achieved in this way. Analytics and modelling can 
also help you to forecast future staffing costs, with changes in one 
area of HR, and talent management or payroll automatically reflected 
across the whole solution. A truly integrated, single database, talent 
management, HR and payroll solution provides one system to manage 
all of these key areas, reducing complexity, increasing accuracy and 
ensuring one single view of talent across the business. 

4 Integrating with ERP
Single vendor Enterprise Resource Planning (ERP) systems were 
once heralded as the holy grail of business IT systems. Increasingly, 
however, large organisations are moving away from single-vendor ERP 
and integrating with specialist systems, made easier by the increase 
of cloud-based software. If your organisation has an ERP system in 
place, you should consider how your talent management system could 
integrate with it. 

Does my talent management solution integrate with other HR and business systems?

What are the 

pros and cons 

of standalone 

vs integrated 
talent 

management?

For more information on integrating with ERP visit:  www.midlandhr.com/ERP_Report
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Self-service to empower your talent
Although the benefits of employee and manager 
self-service are widely recognised, adoption is still 
not universal. 
What’s more, those organisations who do use self-service often barely scratch the 
service of its potential – self-service can be used for far more than just booking 
holidays and viewing payslips.

Organisations should think about how they could harness self-service to support 
talent management activity. For example, can self-service be used by employees 
to view their objectives, book training or assess their performance?

Self-service is only of use if employees can access it. Advances in mobile 
technology mean that organisations with a remote or mobile workforce can now 
provide self-service access via any type of mobile device.

We’d recommend that you look for an innovative supplier who champions  
self-service. Intuitive self-service functionality helps empower and engage  
your employees whilst simultaneously streamlining processes and making 
efficiency gains. 

Does my talent management solution empower my people?

Self-service access via any type of mobile device
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Dashboards & management 
information
Whilst recording information is important, what most 
organisations really want is to be able to make sense of it, and 
turn it into real-time intelligence. This is particularly critical in talent 
management where decisions taken now can have a major 
impact on the organisation for months or even years to come. 

Effective reporting and analytics 
tools can assist organisations by: 

 Helping identify which people strategies have the greatest impact on 
organisational performance

 Helping understand which people strategies create value and  
which do not

 Identifying where to cut costs and where to reallocate spending,  
and where to invest more to ensure greater return

 Helping the HR department understand underlying trends, skills gaps 
and underperforming areas 

Your organisation may already have reporting tools, in which case you should 
be looking for a solution which supports them. Increasingly, however, specialist 
solutions are available with built in reporting tools and dashboards to display 
information; such as Business Objects. 

You should think about what information you need to empower HR, managers 
and directors to make informed decisions. Does your talent management solution 
provide this information already? How easy is it to configure the reports to your 
specific requirements?

Does my talent 

management solution 

give me better 

understanding of HR 

challenges?

If you partner with the right supplier, they will be able to help you pinpoint the talent information that you need to ensure that your people remain aligned with business 
objectives. 
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Flexibility
Organisations change and it’s important that your 
chosen talent management solution is flexible 
enough to support this. 
If your organisation grows rapidly (whether through organic or acquisition-led 
growth), your solution needs to easily scale up. Cloud-based software can make 
this flexibility even easier, as you don’t have to worry about buying in the necessary 
hardware to support rapid changes.

A solution that supports your aspirations
As your organisation changes and develops, your expectations and requirements 
of your talent management solution might change and become more advanced. 
Whilst your requirements today might be quite simplistic, you may want to focus 
on other areas of talent management in the future. Analysts are finding that 
organisations are increasingly doing just that. An integrated modular system with 
the ability to add functionality in the future may be the best way to pre-empt this.

The way your organisation is structured may change, leading to amendments 
in processes and procedures. Furthermore, your organisation’s structure may 
be changing in a more fundamental way. HR consultant Jon Husband coined 
the term “wirearchy” in 2001, referring to a new order of authority based on 
knowledge, trust and credibility which would lead to a move away from 
traditional hierarchies. 

Flat, interconnected management structures (wirearchies) 
can only run smoothly when automation and workflow 
technology is used to manage these more complex 
working structures. Technology such as self-service 
can be a key enabler to move the organisation 
from being focused on rigid control towards a 
flatter, more agile structure focused on speed 
and adaptability.

It can be difficult to pre-empt major 
changes in your organisation. However, 
by opting for a highly configurable talent 
management solution (rather than one 
requiring heavy customisation) that 
has underlying functionality capable 
of evolving if/when your business 
grows and your needs become 
more sophisticated, will mean 
you’re able to adapt your solution 
to meet the changes, and future 
proof your organisation.

Is my talent management solution going to accommodate changes in my organisation?
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Functionality checklist 
What should you be looking for when considering 
the various components of talent management? 
The following provides a checklist of functionality 
that you should look for, or consider, but you will 
also want to add additional requirements according 
to your organisation’s specific needs: 

Recruitment
• Online recruitment (including screening questions to automatically filter out 

unsuitable candidates)

• Applicant processing (including applicant shortlisting to help filter candidates)  
and automated communications to help ensure consistency and a positive 
employer brand

• Match & Gap analysis

• Electronic storage of paper forms

• Appointment processing – When a candidate is appointed, automatically create  
a new employee record and alert relevant people in the organisation

Performance Management
• Online performance reviews – allow managers to record performance reviews and 

set personal development plans and give employees access to their objectives

• Organisation and Employee profiling – view the skills and qualifications of 
employees to identify development needs

• Goals and objectives management – set objectives for employees in line with 
organisational objectives

• Action tracking – monitor progress against objectives

• Performance lifecycles – ensure that performance is reviewed on a regular basis

Learning Management
• Personal learning accounts – allow employees to record and review booked or 

completed training and/or qualifications

• Learning evaluation – ensure employees evaluate the quality of learning to improve 
in future

• Learning resource management – book and manage learning resources

• Learning needs analysis – automatically generate employees’ learning requirements 
from performance reviews 

What should I look for in each area of Talent Management?
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People Development
• Personal Development Plans – provide structured development programmes 

to ensure that employees are developing. PDPs should be easily accessible for 
employees and managers

• Employee profiles – maintain records of learning, skills, qualifications, professional 
memberships and CPD to build a better picture of the organisation’s talent

• Talent profile summaries – printable, graphical summaries for employees’ talent 
profile including experience and personal attributes. Helps when reviewing 
individual/departmental talent

• Match and Gap

Succession planning
• Graphical role views – a graphical display of every role in the organisation to give a 

comprehensive view of the organisation’s resource requirements 

• Personal profiling – profiles of individual employees to help identify development 
needs for succession

• Targeted personal development plans – automated population of PDPs to ensure 
readiness for a future position

• Identify and record – succession potential information

• Use succession, performance and profile information to identify those ‘star 
performers’ and ‘rough diamonds’ and plan your succession needs to ensure 
readiness for future positions

Reward
• Graphical organisation structure – provide consistent and appropriate rewards 

based on an employee’s role

• Salary modelling – model new salary and benefit packages to forecast costs  
to the business

• Benefits management portal – an embedded portal that allows employees to  
view their total rewards package, employee handbooks, financial guides and 
planning tools

• Flexible benefits – enables employees to tailor benefits to suit their lifestyle  
and needs 

Analytics 
• Powerful dashboards – that provide visual insights which aid strategic  

decision making

• Visibility of information – that identifies which people strategies have the greatest 
impact on organisational performance

• Real-time information – allowing rapid identification of key trends and issues

• Integration – provides a single view of employees throughout the business,  
aiding talent analysis

Functionality checklist 
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Other considerations
Talent management is clearly about far more than 
technology. You will need to consider many other 
things, including: 

Get the board on side
It is crucial that key stakeholders back the project. The C suite need to fully understand 
the importance of rolling out a talent management solution across the business and what 
advantages can be expected throughout the organisation.

Building a talent management strategy
Your organisation’s approach to talent management needs to be carefully thought out and 
aligned to your organisation’s goals. Various companies can provide guidance or consultancy to 
help achieve this.

Supporting talent management  
in your organisation
Your HR department will need more time to focus on talent  
management. By investing this time, the HR department will be able to add more value to the 
organisation. If time is a problem, you could consider outsourcing the basic HR administration 
to free up internal HR resources to focus on strategic HR.

Implement new policies and procedures
Your talent management strategy will need to be supported by strong policies and procedures 
and your talent management technology should help to reinforce these. Any change of this 
scale requires careful business change management.

What else do I need to consider beyond technology?
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Finding a suitable supplier
The success of a talent management solution 
relies on more than just quality of software. A good 
supplier will help to ensure that the solution is 
implemented and configured on time and within 
budget to help your organisation start getting real 
value as soon as possible.
A strong focus on the areas that you want to address should be an important 
consideration. Specialist HR or talent management providers may be able to 
provide more useful tools and often have more cutting edge solutions due to 
their more concentrated focus. If you go too specialist, however, you could risk 
overwhelming your department with different systems.

When choosing your supplier you might consider a range of issues including 
organisational culture, HR and payroll industry experience, financial performance, 
trading stability and existing customer relationships. Think about how these can be 
measured and ask the providers to do the legwork by researching this for you.

Find out how many customers they support, what their market share is, which 
customers they work with in your sector, their financial records for recent years and 
their trading stability. Most providers will already hold this information in the form of 
analyst reports so this information should be relatively easy to come by. 

They should also provide you with a list of customers similar to your organisation 
who will be happy to speak to you about their experience of dealing with the 
supplier. It is also worth visiting any potential supplier’s offices to get a sense of the 
company culture and approach to business.

Is the supplier committed to HR, f inancially secure and have customers in your sector?
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Here,s a checklist which will ensure you,ve 
considered all of the most important elements 
before making your selection decision:

 Decide on what you want your talent management solution  
to cover

 Weigh up the advantages of having a cloud-based solution

 Decide on the level of integration you want

 Will your solution enable self-service?

 Decide how important management information and 
dashboards are to you

 Decide how flexible you need the solution to be

 Ascertain what kind of supplier will be most suitable  
to your organisation 

Checklist summary 
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About MidlandHR
MidlandHR is a leading provider of talent management, HR and payroll software 
and outsourcing services. We support over 10% of the total UK workforce, helping 
organisations to overcome the operational and strategic challenges of modern business. 
We are committed to providing leading solutions that deliver real business value and are 
the cutting edge of technology and best practice.

Our software includes fully integrated talent management, HR and payroll, providing the 
perfect tools to help your organisation and your HR department achieve more.

To discuss how MidlandHR can help your organisation please call us on  
0115 945 7713 or email info@midlandhr.co.uk

© Midland Software Limited 2015. Registered office: Peterbridge House, 3 The Lakes, Northampton NN4 7HB. 

No part of this literature may be reproduced without the written permission of MidlandHR. All content correct at time of going to print.

Find out more

To find out how our outsourcing and software can help your organisation, and for 

case studies and testimonials, please contact us using the details below. We look 

forward to hearing from you.

t: +44 (0) 115 945 7713  |  f: +44 (0) 115 940 5286  |  e: info@midlandhr.co.uk

Ruddington Hall, Ruddington, Nottinghamshire NG11 6LL


