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	4. Report
Introduction
People are the
human  capital of
organizations
HR Tech solutions should always be used as a means to improve the
well-being of people within organizations and never as an end in
themselves.
Throughout this report, we analyze the
most relevant trends in the HR Tech sector,
the challenges faced by organizations and
people departments in the use of
technology, and the emerging technologies
that can play a differential role in talent
management in the medium term.
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	5. The talent management  sector has traditionally been a sector that has invested little
in technology. This is evident when analyzing investment by departmental areas, with
the HR departments ranking at the bottom.
People are the key asset of organizations, and their management, retention, and attraction is one
of the key challenges for any company.
This has led to the emergence of the HR Tech sector as a key driver of technological innovation in
recent years, with multiple areas to transform and solutions positioning themselves in the market.
The digital transformation gap in the sector, the limited focus of organizations, the lack of
resources, and the importance of talent strategies are putting companies, particularly senior
management and HR departments, at a critical juncture. They can no longer delay their digital
transformation, but the key questions now are: How to do it? What are the best solutions? And
most importantly, how does this change integrate into the company culture?
This report aims to shed light on HR Tech trends and
their potential impact on talent management.
5
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	6. 6
Fuente: McKinsey’s Corporate  Performance Analytics
People are the primary asset of organizations, and
organizations must focus on their holistic
management, meaning they should be "people-
centered organizations." However, it is important not
to forget that companies need to generate results as
well.
Only those organizations that are able to strike a
balance between a performance-oriented approach
and caring for people will be able to excel in the
current and future context.
Technology, specifically value propositions in the HR
Tech environment, should be an enabling means for
this purpose, but never the end goal.
Report
Introduction
 


	7. Market
Evolution 7
  


	8. Market
Evolution
The HR Tech  market is a resilient market, focused on people management, and therefore, it is always
necessary in organizations.
This has also been driven by external factors such as the pandemic, which has required organizations to
make a strong commitment to the digitization of their HR processes for people management and to
address new models of employment relationships.
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	9. 2021
It was the  best year in history for HR
Tech startups, with global investment
exceeding $15 billion and 330 recorded
investment deals.
2022
The beginning of the year was very positive, accumulating
investments worth $9.3 billion in the first six months. However,
the second half of the year deflated, with only $3 billion, bringing
the total to $12 billion with 440 recorded investment deals.
The market for this year remains active, with investment forecasts similar to those of 2022, especially due to the
reactivation of the US and Asian markets.
The main investment focuses are in the areas of recruiting, employee management, reskilling/upskilling, and
talent retention
2023
9
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	10. Q1 Q2 Q3  Q4
5b USD
4.3b USD
1.8b USD
1.2b USD
2022
Global investment in HR Tech showed a significant evolution
in 2022, with a total of 440 recorded operations.
TALENT
ACQUISITION
4.5b USD 40%
TALENT DEVELOPMENT
1.6b USD 13%
EMPLOYEE ENGAGEMENT
1.8b USD 15%
OTHER AREAS
4.1b USD 34.2%
The main areas of investment in HR Tech in 2022
67
There were operations with an average ticket size equal to or greater than 50M USD, which accounted for
65% of the investment made in 2022. In 2021, there were 94 such operations. Taking into account that the
number of operations in 2022 was higher and the total investment was lower, there is a clear trend towards a
reduction in the average ticket size of the investor.
10
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	11. The markets/investors
are being  conservative
Especially when it comes to
extravagant or risky investments,
due to potential concerns about
recession, interest rate increases,
and inflation.
But it is a sector with continuous
demand for solutions, as talent
management is key in organizations
and requires innovative and
comprehensive solutions.
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	12. 400M USD 400M  USD 300M USD 300M USD 287M USD
• Origin: India
• Total funding: $621 million USD
• Company valuation: $2.5 billion USD
• Revenue: $82 million USD
• EBITDA: $4.02 million USD
Conversational AI analytics platform.
The platform enables sentiment
analysis of individuals and measures
the level of engagement in the
workplace.
• Origin: United States
• Total funding: 500M USD
• Company valuation: 290M USD
• Revenue: 54M USD
• EBITDA: -18M USD
Platform for remote team
management.
The platform enables the hiring,
management, and payroll processing
of employees worldwide.
• Origin: United States
• Total funding: $496 million USD
• Company valuation: $3 billion USD
• Revenue: $189 million USD
• EBITDA: Not disclosed
Platform for remote team
management.
The platform enables contracting,
management, and payment of
workers' salaries worldwide, as well
as tax management and regulatory
compliance.
• Origin: Switzerland
• Total funding: $360 million USD
• Company valuation: Not disclosed
• Revenue: $16 million USD
• EBITDA: Not disclosed
Platform for comprehensive
management of employee
compensation and benefits.
The platform allows for performance
evaluations and linking them to role-
based objectives and compensation
and benefits plans.
• Origin: France
• Total funding: $496M USD
• Company valuation: $2.1B USD
• Revenue: $208M USD
• EBITDA: Not disclosed
Talent engagement Talent acquisition Talent acquisition Talent management Talent management
The top 5 investments in HR Tech in 2022
Platform for comprehensive
payroll management.
It also offers modules for absence
management/presence control,
vacation management, expense
control, and performance
evaluation.
2021
The largest funding round was led by Jobandtalent (Digital
staffing agency - Talent acquisition), with a round of $728
million USD.
2020
The largest funding round was led by Eightfold AI (AI-
based talent attraction and management platform - Talent
acquisition/management), with a round of $125 million
USD.
12
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	13. 53.1M USD
26.0M USD
13.4M  USD
30.6M USD
28.9M USD
34.0M USD
8.1M USD
22.3M USD
HRMS Talent
Acquisition
Talent
Analytics
Talent
Development
Talent
Engagement
Talent
Operations
Talent
Planning
Total
Rewards
Average investment size in 2022 by category
HRMS 31
TALENT ACQUISITION 180
TALENT ANALYTICS 10
TALENT DEVELOPMENT 55
TALENT ENGAGEMENT 65
TALENT OPERATIONS 44
TALENT PLANNING 4
TOTAL REWARDS 55
Number of
transactions in 2022
13
Fuente: Pitchbook
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	14. Evolución del
mercado
Nearly 50%  of the investment was focused on Series C to
F rounds, indicating the investors' focus on mature
businesses or those with proven results.
2022
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	15. Distribution of HR  Tech investment in 2022 by regions
• The North American market is clearly the dominant market in terms of investment volume, with a significantly higher average investment
ticket compared to other markets. However, the market experienced a 32% decline in the past year.
• The market that is experiencing the highest growth is the Asian market, with numerous emerging players and medium to large-sized
funding rounds.
• Europe continues to grow, and in 2022 it had a growth rate of 13% with 130 transactions compared to the 200 in the American market.
• The Latin American market remains relatively dormant, with limited investment activity (excluding operations in Mexico and Colombia).
15
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	16. What is the  evolution
of the main players?
Analyzing the main players in the different subcategories, a global
trend of growth slowdown is observed.
Several factors impact this trend, but the following ones stand out:
• Labor market contraction, especially in businesses with business models
associated with the volume of job offers.
• Emergence of new players with more flexible models, especially in
subcategories closely related to SaaS solutions.
16
 


	17. • Notable deceleration  of freelance-focused marketplaces (overestimated during the pandemic period).
• Notable deceleration of a leading Talent acquisition player in the APAC region, such as SEEK.
• Notable deceleration of ZipRecruiter, a prominent marketplace in the USA, facing challenges with its business model.
• Notable deceleration of major players in the HR software industry, such as Workday, SAP, Oracle.
Fuente: Venero Capital Investment
17
What is the evolution
of the main players?
 


	18. HRMS Talent
Acquisition
Talent
Development
Talent
Engagement
Talent
Operations
Total
Rewards
Talent
Planning
Talent
Analytics
There are  8 major subcategories within the HR Tech industry, which are analyzed and
evaluated in detail below.
18
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	19. HRMS
• The focus  is on projects that aim for a clear growth in ARPA
(average revenue per advertiser/customer) or target the
digitalization of SMEs (Small and Medium Enterprises).
• This is leading to the emergence of players that are able to
attract the attention of investors in large markets such as India
(Zimyo), Brazil (Solides), and the US (Bambee).
• In Europe, two companies stand out: Personio (DE) and Factorial
(ESP). They have achieved unicorn status (valuation over 1
billion USD) with proposals focused on small businesses and a
rapid internationalization ambition, with a particular focus on
the US market.
"Hot players" in the HRMS (Human Resource
Management Software) category:
• High number of players in the category
• Interest in the XS/S market size and level of digitization
• Regional barriers due to regulatory and legal aspects
• High investment in development - complex solutions
• Need for evolution in the value chain - 360º solutions
• "Liquid" and low-profile business models - low pricing
• Need to quickly scale up
2022 - Investments in "hot players"
-Rippling: $250 million (unicorn status)
-Personio: $200 million (unicorn status)
-Hibob: $150 million (unicorn status)
-Factorial: $120 million (unicorn status)
-eRoad: $140 million (unicorn status)
-Solides: $103 million
-Darwinbox: $76 million (unicorn status)
-Keka: $57 million
-Gusto: $55 million (unicorn status)
-Bambee: $30 million
-Bayzat: $25 million
19
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	20. HRMS
Key features
• Funding:  220M USD
• Revenue: 4.8M USD
• EV: 1 billion USD
• Ebitda: -15.5 million USD*
• Company that offers a talent management solution targeted at SMEs. Their focus is to
become the Workday for small and medium-sized enterprises.
• The product is structured into modules that cover different needs of the company: Time
management/ Talent management (including ATS)/ Legal and financial, and other related
services.
• They offer the Payroll service in 9 markets, always in collaboration with external partners
who carry out the service.
• The business model is based on subscription, with annual or monthly plans without a
long-term commitment. In the beginning, they had a free "try & buy" model. All modules
have two service levels: business and enterprise.
20
*accumulated until 2021
Modulo Business Enterprise
Opera
ti
on 4,5 € x mes x persona 6,4 € x mes x persona
Finance 3,5 € x mes x persona 4,5 € x mes x persona
People 5 € x mes x persona 7 € x mes x persona
Todos los módulos 7,6 € x mes x persona 10,95 € x mes x persona
Its NDRR* in 2020 was 140%,
and in 2021 it was 120%.
*Net Dollar retention rate: starting annual recurring revenue (ARR) number, adding in any new subscriptions and upgrades, subtracting
any churn, and dividing the resulting number by the original ARR
Interesting data in a growing
business, where the product is
acquired in modules, and we can
observe that the lifetime value (LTV)
of the installed base is only growing
by 20%.
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	21. HRMS
Key features
• Funding:  746.1M USD
• Revenue: 260M USD
• EV: 9.5 billion USD
• Ebitda: N.D
• A company born in 2012 in the USA, focused on payroll management for SMEs.
• Their proposition has evolved, now offering three lines of service: payroll, ecosystem (benefits
management), and employee financial services (advances).
21
• Currently, their revenue heavily relies
on payroll services, which generate high
volume, recurring revenue, and good
margins. The rest of their services are
offered in partnership with third-party
providers.
• Their major risk is the commoditization
of payroll services, with the entry of
multiple players, financial institutions,
and the subsequent fragmentation of
the market, leading to margin decline.
• They have a subscription-based model
with a small fee, starting at $6 per
person and a $39 monthly fee.
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	22. HRMS
94%
HR decision-makers claim  to have serious difficulties
in keeping up with the latest HR technologies and
developments.
Currently, in the HRMS category, there is a fierce battle among different players. There are numerous types of
companies vying to dominate the market, but there is no clear winning proposition based on company type or market.
Organizations have the impression that all market players want to address every phase of the value chain, but there
is no one capable of offering a truly differentiated global proposition. This ultimately creates a lot of confusion when
it comes to selecting a solution.
22
 


	23. The average time
that  an organization takes
The average time needed to make the
decision of choosing an HR Tech solution
is currently:
15
15
Weeks
(2022 HRIS report)
There is a clear need for organizations
to have comprehensive, easy-to-
understand, and adaptive - liquid
solutions.
HRMS
23
 


	24. Talent
Acquisition
Until a few  years ago, the "talent acquisition" category was mainly focused on what is known as
marketplaces, but this has evolved through different paths:
Audiences
Specialization
Qualification - "Screening"
The rise of remote work requires new value
propositions to attract and evaluate talent.
As a result of the pandemic, new models of
employment relationships are increasing, where
workers opt for greater contractual independence.
The new generations - Gen Z - opt for a different
type of relationship with media and how brands
position themselves on them.
"Whoever has the attention and preference of the candidate has control of the market."
This is the mantra of every marketplace: to be able to have the highest volume of relevant and active
candidates (as they are their product for the companies) to meet the needs of their advertisers. And this
is the ongoing "war" that is still relevant, growing differentially in audience remains a critical metric.
"Power without control is useless."
The growth of generalist marketplaces has caused their value proposition to become diluted for certain
candidate profiles/audiences. They may not feel identified with the platform and may struggle to
identify what is available for them. This led to the emergence of "channels" within generalist platforms
and the first niche verticals in the early 2000s. This trend has intensified over time, with platforms
adapting their value propositions. The dilemma remains the same - adaptation versus improving the
value proposition, considering size and viability.
“Matching- the holy grail”
Once the volume/audience and transactional aspect of a job offer is guaranteed, the next stage is to
ensure suitability (often misunderstood as quality). This remains a critical point, both in the B2C aspect
(offers that fit and motivate) and in the B2B aspect (candidates who are truly compatible and meet the
requirements), with enabling tools playing a role in this process. 24
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	25. Talent
Acquisition
Q1-2021 Q1-2022 Q1-2023  PARO SALARIO MINIMO SALARIO MEDIO LIDER OFFER SHARE
USA 7.713.405 7.676.434 -0,5 % 6.637.687 -14 % 3,40 % 9,54 € 61.623 € INDEED 54 %
CA 583.211 521.378 -11 % 383.301 -26 % 5,00 % 9,93 € 49.937 € JOBILICO 22 %
MX 583.664 720.702 23 % 889.385 23 % 3,40 % 1,30 € 5.677 € INDEED 37 %
BR 764.679 908.455 19 % 939.077 3 % 13,20 % 1,20 € 7.116 € INDEED 30 %
CO 295.226 475.112 61 % 475.770 0,1 % 11,40 % 0,95 € 4.348 € COMPUTRABAJO 51 %
PE 133.899 191.904 43 % 233.590 22 % 10,7 % 1,64 € 4.784 € COMPUTRABAJO 32 %
CL 147.387 266.085 81 % 208.348 -22 % 8,80 % 3,31 € 12.525 € COMPUTRABAJO 21 %
ARG 76.217 120.325 58 % 127.644 6 % 8,50 % 2,08 € 4.027 € COMPUTRABAJO 19 %
UY 7.779 15.040 93 % 15.248 1 % 8,10 % 3,09 € 10.283 € BUSCOJOBS 22 %
EC 21.935 26.401 20 % 31.254 18 % 4,40 % 2,65 € 6.816 € MULTITRABAJOS 33 %
ESP 450.557 643.881 43 % 699.676 9 % 12,80 % 7,88 € 28.360 € INFOJOBS 31 %
FR 2.303.457 3.263.667 42 % 4.946.517 52 % 6,90 % 9,61 € 38.184 € HELLOWORK 32 %
IT 626.741 661.553 6 % 759.617 15 % 7,80 % No existe 33.855 € INDEED 57 %
UK 2.021.979 2.657.684 31 % 2.853.180 7 % 3,90 % 11,83 € 51.949 € INDEED 38 %
DE 2.519.503 3.432.987 36 % 3.733.083 9 % 2,80 % 9,90 € 55.041 € INDEED 34 %
IE 116.953 179.751 54 % 150.397 -16 % 3,90 % 11,30 € 46.685 € INDEED 68 %
NL 253.000 353.419 40 % 316.781 -10 % 4,30 % 10,21 € 57.513 € MONSTERBOARD 34 %
PL 662.089 962.746 45 % 772.960 -20 % 2,8 % 3,81 € 15.566 € PRACUJ 22 %
PT 140.832 196.015 39 % 209.461 7 % 6,9 % 6,25 € 21.606 € NET-EMPREGOS 40 %
CH 273.838 392.781 43 % 367.355 -6 % 2,2 % 24,38 € 100.413 € JOBS.CH 39 %
ZA 162.498 206.482 27 % 227.994 10 % 32,7 % 1,40 € 5.796 € INDEED 30 %
PH 266.512 346.534 30 % 386.368 11 % 3,30 % 0,77 € 3.552 € JOBSTREET 28 %
HK 181.970 206.305 13 % 260.173 26 % 3,40 % 0,93 € 3.912 € JOBSDB 45 %
IN 887.492 1.068.582 20 % 1.652.807 55 % 9,30 % 0,34 € 1.095 € INDEED 28 %
AU 697.505 675.040 -3 % 1.101.113 63 % 3,7 % 14,14 € 62.428 € SEEK 47 %
Minimum wage per hour - 40 hours per week (source: OECD)
Average annual salary (source: OECD)
Average unemployment rate (source: datosmacro)
Q1-2021/2022/ 2023 Unique job postings published during the period (source: Job Market Insights)
Líder- marketplace líder
Offer share - % of unique job offers by the market leader (source: Job Market Insights)
Legend
The evolution of the Talent Acquisition sub-category is
closely linked to the market conditions in which the
marketplace operates.
This is particularly relevant as their revenue is
primarily derived from job postings, and in
recessionary environments, this parameter declines.
In this regard, monitoring the North American market
is particularly relevant, as it has experienced two
recessionary periods and an unemployment rate that
can be considered "structural."
25
Source: Job market Insights y Similarweb
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	26. Talent
Acquisition
In terms of  market leaders, what can be observed is that there is a general trend where those who clearly dominate the market have
a minimum of 30% offer share. This trend, when analyzed at the audience level, is very similar and even more pronounced.
Excluding the North American and Canadian markets, which are closely linked and have already experienced two recession periods,
we observe that the rest of the markets (with some exceptions) are showing a regressive trend, but with a lag of about 12-18
months. Therefore, the medium-term forecasts for job offer growth in these markets are not positive. Additionally, this trend may
be further exacerbated by government measures to combat job insecurity or by the dominant position of a particular player that
impacts the sub-growth of the market. A clear example of this is seen in Spain.
Linked to market leadership, the data reflects a clear trend towards concentration among a few players who set the tone. There is a
global dominator, Indeed (Recruit), but there are also regional dominators, such as RedArbor (Computrabajo + InfoJobs) in Latin
America or Seek (Seek, Jobstreet, Jobsdb) in APAC.
In the case of Europe, while Indeed is acquiring a dominant position in both the share of job offers and audience, there are still
relevant regional players, especially in terms of their ability to generate revenue. This is particularly notable in the United Kingdom,
Germany, and Spain.
In the case of France, the strategy of Hellowork stands out, which through mergers ("be big or die" strategy) has become a market
leader. Additionally, there are regional players that are leaders in Spain, Poland, Portugal, the Netherlands, and Switzerland.
The rule of 30:40 (minimum 30% offer share and 40% audience share) is considered as a clear indication of market leadership.
26
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	27. Talent
Acquisition
+30b usd
Market size
ARPO*  worldwide: $120 USD
*ARPO (average revenue per offer)- This includes not only the price of the offer itself but also all
associated services, regardless of the marketplace's business model.
8.28busd (23%)
8.03busd (22%)
1.6busd (4%)
957Musd (3%)
905Musd (3%)
It is important to consider that revenues are not only generated through job
postings but also through professional recruiter profiles, sponsorship of job
offers, and other HR-focused services.
It includes the revenues generated by Indeed, but also those of the other
recruiting-focused business units within the Group (50% of Group revenues).
Indeed has downsized its workforce (15%) to cope with the downturn in the
business.
It includes the revenues generated by the marketplace network of Stepstone,
Totaljobs, and Jobsite.
It includes the revenues generated by SEEK and the marketplace network
operating under the Jobstreet and Jobsdb brands.
Its revenues have decreased by 20% in the last year due to the recession in the
American market in terms of the volume of job postings.
Top5
66%
Market share
27
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	28. 1.6b USD
Investment in  recruiting/sourcing platforms in 2022
saw a significant increase, particularly in platforms
focused on the GIG economy, blue-collar workers,
recent graduates, and the technology and
healthcare sectors.
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	29. 1.7b USD
Investment in  2022 in EOR (Employer of Record)
platforms focused on remote talent attraction
and selection experienced significant growth.
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	30. Talent
Acquisition
Business Model
Value proposition  in the talent acquisition field has traditionally been heavily influenced by advertising models from the 1980s. This is what
Americans refer to as:
“Pay & Pray”
This model is particularly advantageous for the marketplace, as it
guarantees upfront and stable revenue initially unrelated to the
advertiser's results.
These models are based on advertisers paying in advance for visibility of their job postings, either individually, in packages, or through
slot models. On top of this, marketplaces offer additional services to increase the Average Revenue per Advertiser (ARPA).
The reality is that this is not actually the case, and as the market and
advertisers have matured, this model has started to be questioned.
Advertisers are learning to measure results.
Advertising models are evolving towards performance-based approaches.
The emergence of software that enables multi-posting.
More "liquid" and less grant-based business models.
FREE
A model that had its moment of "boom," both in the early days of the sector and during a time when
investor money was "free." It was highly focused on achieving rapid traction and scale, but often lacked a
plan for transitioning to a sustainable business model.
PAY x OFFER
The most common model in the marketplace environment. As mentioned, it is a model imported from the
advertising world. However, its main drawbacks are that advertisers ultimately measure performance, and
relying on a high ARPA (Average Revenue per Advertiser) can reach a breaking point that leads to a
reduction in the volume of posted offers.
PAY x
PERFORMANCE
Just like advertising models have evolved, so have those associated with marketplaces, introducing
performance-based models, initially at the top of the funnel with CPC (Cost per Click), and evolving to CPA
(Cost per Acquisition) or CPH (Cost per Hire). The challenge with this model is the need for market maturity
and size to support it effectively.
PAY x
SERVICES
This is the latest evolution, adopting the rules of another category of digital services known as SaaS. In this
case, the monetization is decoupled from the basic proposition of publishing/receiving candidates, and the
focus is on monetizing based on additional features (service levels) to enhance visibility and/or ease of
candidate management.
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	31. Hellowork has developed  a growth strategy based on initially positioning itself as regional marketplaces and subsequently
pursuing an aggressive acquisition strategy, which has made it the leading group of marketplaces in France. This is significant in
a market that has traditionally been dominated by public marketplaces and traditional players in the sector.
Case
Roadmap of acquisitions and integrations by Hellowork since the year 2000
31
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	32. Case
Evolution of the  number of job offers in France - last 12 months (source: Jobmarket Insights)
Brand They have conducted an aggressive branding campaign in French media to
communicate the new brand. This has been accompanied by a brand restyling project.
Business
model
A business model based on service levels, where monetization is not based on job
postings but on functionalities associated with their management. With a starting
price of 99€/month for companies with less than 10 employees.
Growth Based on an aggressive acquisition strategy, which is set to continue in the 2023-2026
period, they plan to invest 50M€ in acquisitions in the HR/Ed Tech environment.
Hellowork has experienced differential growth in the last 12 months mainly due to:
Last 12m
4.51M 192.7K
32
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	33. Case
Hellowork has been  expanding its offering along the entire value
chain of talent attraction, selection, development, and management.
33
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	34. Case
2022
94M €
of revenue,  it has experienced a growth of +33%
ARPU
ARPO
ARPA
1.65€
14.68€
487.62€
169,200 advertisers (87.7%) <10 job postings per year - Theoretical LTV of €1,188*
7,800 advertisers (4.04%) with 10-50 job postings per year: Theoretical LTV of 3.588€*
15,773 advertisers (8.26%) > 50 job postings per year. N.D
Average advertiser
lifespan: 4.8 months.
A high ARPU, as despite having a relatively small owned audience (part of it comes from Jobijoba), it has a good level of monetization without penalizing the volume of offers. Its
ARPO is low compared to big players due to its model, as well as its ARPA, but the model of not limiting the number of offers has allowed it to quickly gain market share.
IJESP: 1.051€
IJESP: 123,7€
IJESP: 0.78€
50M€
For M&A in the
period 2023-2026.
34
*LTV- Life time value
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	35. Talent
Acquisition
Indeed has positioned  itself as one of the main leaders in the HR marketplace industry, evolving from a position of simply aggregating job offers to
becoming a full-fledged marketplace. It has grown largely thanks to the content provided by traditional job boards, offering functionalities that go
beyond the typical marketplace scope.
Case
VISITAS % VISUALIZ
OFERTA
VISUALIZC
OFERTA
%
INTERACCIÓN
Nº CLICS CPC INGRESOS X
MES
CPA CONVERSIONES INGRESOS X MES
(new model)
% VAR
US 564.000.000 90 % 507.600.000 4,5 % 22.842.000 1,50 € 34.263.000 € 8,5 € 45 % 87.370.650 € 155 %
UK 46.800.000 90 % 42.120.000 4 % 1.684.800 1,00 € 1.684.800 € 8,5 € 45 % 6.444.360 € 282,5 %
ESP 29.500.000 90 % 26.550.000 3 % 796.500 0,08 € 63.720 € 8,5 € 45 % 3.046.613 € 4.681,25 %
MX 14.100.000 90 % 12.690.000 2,5 % 317.250 0,05 € 15.863 € 8,5 € 45 % 1.213.481 € 7.550 %
However, Indeed has always maintained a business model based on performance, specifically in the "top of the funnel" performance, which means
generating traffic to its advertisers. It has made some forays into deeper performance models, but those have been primarily in ancillary services.
In the last quarter of 2022, Indeed announced an evolution of its model. They aimed to introduce a new model in which advertisers would not pay
for clicks (CPC) but for applications (CPA). Companies would have 48 hours to validate those applications before being charged for them.
Why this change in model?
• The need to increase revenue in different markets - growing ARPA (Average Revenue per Advertiser).
• The need to make immature markets (low CPC) or small markets (low traffic volume) profitable.
• The need to increase ARPO (Average Revenue per Offer) and consequently ARPA in SMEs with few high-performance processes.
The change in the model has created strong controversy and criticism from advertisers, leading
Indeed to have to roll back and postpone its implementation.
35
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	36. Talent
Acquisition
Case
HEALTHY
BUDGET
Indeed has announced  (May-23) a pivot in its business model.
The company has been trying for some time to evolve from its "top of the funnel" performance
model - CPC to a model that provides higher revenues and, above all, sustainability in less
mature or medium-small-sized markets.
After the failure of the launch of their new proposed model based on pay-per-application (8-9
USD per application), they are now introducing a new model.
They call it the "healthy budget" and it does not change the payment model, which remains
CPC (cost-per-click), but it does establish a minimum budget per job posting, which means that
posting a job on Indeed will now have a fixed cost.
25 USD
X offer
Indeed justifies this by stating that a minimum investment is
needed to get a good response from the marketplace. Instead
of leaving it up to the discretion of the advertiser, they
themselves set the minimum. This will have a particular impact
on large advertisers, in contrast to the previous model.
36
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	37. Talent
Acquisition
Case
Skill Connect
Indeed continues  to advance its
value proposition in talent
management and has recently
launched (May-23) a new
service called Indeed Skill
Connect. This service is
s p e c i f i c a l l y f o c u s e d o n
candidates without higher
formal education.
62%
Of adults in the US do not
p o s s e s s a h i g h e r
education degree
Indeed aims to assist candidates without formal education in finding employment by shifting the focus
from their qualifications to their “skills”.
Indeed Skill Connect, will assist workers
in gaining knowledge through educational
programs provided by a network of
partners in the education sector.
The tool, once the training is completed,
assists the candidate in the process of
creating their resume, highlighting the
skills to emphasize.
64% Of candidates have reported feeling discriminated
against in the selection process for not having a higher
education degree, even if they possess the required
skills and knowledge
Indeed has set a goal to facilitate the
hiring of 30 million people annually
through its platform by 2030, with a
special focus on skills-based
recruitment.
37
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	38. Talent
Acquisition
Case
70%
Of job seekers  use Google in
their job search process
(iCIMS Survey 2020).
Google has been searching for the formula to establish itself as a specific advertising support for the HR
industry for years.
And not only as an advertising support, but even trying to be a player competing with LinkedIn - let's not
forget their failed experiments Google Wave and Google+. Traditionally, Google is a company that, as
Americans say, "knows how to do great one-page online businesses, but not complex interactive sites."
In 2017, it decided to take a more rational step by launching Google Jobs, which was initially dubbed a "Job
Board killer." It aimed to provide organic visibility to job feeds from marketplaces, aggregators (except
Indeed), ATS, and corporate sites in the related search results of users.
But considering that the global job board market is a market that generates over 30 billion USD per year, it
was very tempting for Google to take a further step, which they have now announced with the launch of
Google Job Ads.
Google Job Ads, is a paid advertising platform (operating under the umbrella of Google Ads) that allows
sponsored management of job ads based on a feed provided to Google (like Google Jobs).
The model follows Google's traditional "performance" approach and allows for the sponsorship of job ads,
which will appear in a carousel format at the top of SERPs (similar to shopping results). Additionally, it will
provide advertisers with statistics on the performance and evolution of their ads.
It is an interesting move that has various implications:
-Google Job Ads: it directly competes with Google Ads, which many players in the industry were already using to promote their content on Google.
-Google Job Ads: By focusing sponsorship on specific job postings, it implicitly implies an increase in the investment required to attract the same traffic as with
aggregated advertising. Additionally, there will likely be an increase in CPCs (Cost Per Click) due to space limitations in the formats.
-Google Job Ads: It is a direct attack on aggregators (who have already been targeted with various algorithm changes), as it opens the door easily to ATS (Applicant
Tracking Systems), programmatic players, job boards, and end advertisers.
-Google Job Ads: New questions arise, such as whether Google will implement an "easy sign-in" feature or if it will have an impact on organic SERPs 38
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	39. Talent
Acquisition
Case
7M
Koreans use
Blind every
month
Blind  is a C2B2C professional community focused on the technology industry, and its differentiating value lies in the pre-validation of profiles.
To sign up, users need a corporate email address, and their profiles are verified before being approved and granted access.
It is a "blind" professional community where
users share knowledge, seek advice, and stay
informed.
The key point of Blind is the anonymity of its
users, but it is a "qualified" anonymity, as all
profiles are verified to allow access.
BlindHire is a new service launched by Blind, which is a "reverse marketplace" where companies have access to AI-
based tools to find candidates that fit their needs (always anonymously) and can make them an offer to join the
hiring process. If the candidate accepts and is hired, they will receive a compensation of $1,500. The company, to
use the service, does not pay for posting job offers (it is verified), but pays a percentage of the salary (between
20-30% of the annual salary) for the hiring.
25Musd
Revenue in
2022
62M usd Financing
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	40. Talent
Acquisition
As a result  of the Covid-19 pandemic (since March
2020), the lockdown measures, and the changing
values in society, a new type of employment
relationship has been accelerated - that of the self-
employed worker.
Traditionally, this type of employment relationship had
been limited to liberal professions, but since March
2020, its scope has expanded to virtually any
professional profile.
In the American market, a reference in this type of employment relationship, it is
estimated that by 2027 the number of self-employed workers will exceed that of salaried
workers.
Google, with 220,000 employees
worldwide, now has more
workers under this independent
contractor model than in regular
employee format.
40
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	41. Talent
Acquisition
Just like in  the case of generalist marketplaces, this
subcategory is highly populated with competitors offering
little differentiation in their value propositions.
Furthermore, in this case, since it is a global approach, the competitors are also
global, making it a worldwide competition.
The challenges of marketplaces focused on freelancers are:
-On one hand, the challenges are similar to those of any job
marketplace, which is to attract users and job/project postings.
-But in addition, two more challenges arise:
Recurrence
The average number of projects
that a “freelancer” completes
through a platform is 3 per year.
This is a critical point if you want to avoid
"sharing" users with other platforms.
Quality
Understood in terms of project
authenticity and seriousness of
the clients.
As well as the professional service providers.
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	42. Additionally, as a  result of the organizations'
need for new knowledge and the establishment
of the freelance workforce, a new micro-
category emerges, known as:
Talent
Acquisition
Micro-consulting
MAVEN
GUIDEPOINT
TOPTOTAL
CATALANT
GLG
• Fee of 20-30% borne by the consultant.
• No cost for the companies
• 70,000 consultants
• Savings of 30-50% compared to traditional consulting
• No fee for the consultant
• Companies pay based on the project
• 1,000,000 consultants
• $550 million in revenue
• No fee for the consultant
• Focus on medium-term projects
• Thorough screening process
• They charge 15-20% of the consultant's cost
• No fee for the consultant
• Focus on medium-term projects
• Thorough screening process
• They charge 15-20% of the consultant's cost
DEEPBENCH
• 5% fee charged to the consultant
• No cost for the companies
• 1,200 consultants
• 5% fee charged to the consultant
• No cost for the companies
• $6.1 million in revenue
Its value proposition is basically:
• Having a wide network of active professionals with extensive experience and sectoral and
functional diversification.
• Ability to gather detailed briefings of client needs in order to match them with the most
suitable expert(s).
• Pre-screening of the consultant and managing the meeting with the client.
• Management of payment by the client.
Their value proposition for professionals/consultants is attractive as it allows them to
generate extra income without the need for a significant effort, while working on topics
within their expertise. Main micro-consulting marketplaces
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	43. APAC
Talent
Acquisition EMEA
N.AMERICA
S.AMERICA
"Hot players  in the Talent Acquisition category
This is a “highly populated”
category of players, as it is where
the process begins, and if you are
able to have control over the
candidate, it is potentially possible
to move along the value chain.
Niche players emerge, specializing
in a specific phase of the
acquisition process, along with
traditional players adopting new
business models.
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	44. Financiación Enterprise
value (EV)
Ingresos  EBITDA Propuesta valor Notas
talent.com 150M USD N.D 92.6M USD N.D Agregador Fusión de talent + neuvoo, su objetivo es
competir con Indeed y evolucionar en la cadena
de valor, convirtiéndose incluso en ETT digital
HrBot 1.7M USD 8M USD 440K USD -300K USD Plataforma de screening mediante un
sistema de bots que utilizan AI
Acaban de cerrar ronda de inversión, con
objetivo de expandirse en el corto a UK y en el
medio plazo a USA
Test Gorilla 81.2M USD 420M USD 23.3M USD N.D Plataforma de screening mediante un
sistema de test de competencias, que
pretende substituir al CV tradicional
Hellowork Bootstrapping N.D 92M USD 24M USD Conglomerado de marketplaces que
opera en el mercado francés, con un
modelo SaaS
Han evolucionado en la cadena de valor,
ofreciendo mas allá del tradicional marketplace-
servicios de screening, formación,…
Bewanted 2.6M USD 10M USD 2.8M USD N.D Plataforma de creación de comunidades
y marketplaces para la atracción de
“fresh talent”
Actualmente en expansión en Latinoamérica
con foco en asociaciones, colegios profesionales
y multinacionales. En venta el negocio de
España.
Veremark 11.2M USD 804K USD Sistema de validación de credenciales
de los candidatos- financieros, estudios,
laborales, referencias profesionales
Con especial foco en el mercado de habla
inglesa- UK, Australia, India, US, Singapore y
Filipinas
"Hot players" in the Talent Acquisition category
EUROPE
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	45. Financiación Enterprise
value (EV)
Ingresos  EBITDA Propuesta valor Notas
Handshake 434M USD 3.5b USD 105M USD N.D Marketplace especializado en “fresh
grads”. Conectados con el 90% de
centros educativos en USA (+12M
estudiantes)
Foco en la construcción de marca para las
empresas y sistemas de comunicación/ interacción
con los candidatos adaptados a las nuevas
generaciones.
HireVue 93M USD 400M USD 100M USD 50M USD Plataforma de evaluación de
candidatos en base a skill test,
pruebas técnicas, uso de entrevistas
virtuales con AI
La empresa se vendió a un fondo- Carlyle Group
en 2019, por un múltiplo de Ebitda de entre 6-8x.
Se espera su exit a bolsa en 3 años.
Earnhire Bootstrapped N.D N.D N.D Marketplace inversor, en donde las
empresas invitan a los candidatos a
participar en procesos- de forma
filtrada, con CV’s per-cualificados y
que reciben una compensación
Una plataforma muy similar a HIRED o Indeed
Hiring, pero abierta a más perfiles que no solo los
perfiles técnicos.
El modelo es basado en la subscripción
independientemente del número de ofertas o
contrataciones
SeekOut 188.6M USD 1.2b USD 50M USD >0
(profitable)
Marketplace enfocado a la atracción
de talento con perspectiva de
diversidad.
Ofrecen una plataforma integral para la gestión de
la estrategia de atracción, mantenimiento y
desarrollo del talento. Utilizan AI para evaluar
skills y adecuidad a roles.
Entelycare 170.8M USD 1.1b USD 336.7M USD N.D Marketplace especializado en el
sector sanitario- enfermeras/os. La
plataforma permite la gestión integral.
Utilizan AI para el matching entre oferta-
demanda. La plataforma permite gestionar
contratos temporales y realizar payrolling.
"Hot players" in the Talent Acquisition category
N./S.
AMERICA
45
Market
Evolution
 


	46. Financiación Enterprise
value (EV)
Ingresos  EBITDA Propuesta valor Notas
Argyle 77.6M USD 330M USD 6.5M USD N.D Plataforma para la verificación de
antecedentes, referencias de los
candidatos. Verifica ingresos,
titulaciones, referencias,…
La plataforma ofrece un modelo gratuito para los
usuarios- candidatos, para enriquecer su base de
datos. Monetiza a las empresas no solo por los
datos, sino por la integración con sus HRCM’s.
Certn 113.9M USD N.D 37.9M USD N.D Plataforma para la verificación de
candidatos. La plataforma permite
verificar titulaciones, referencias
profesionales, antecedentes, análisis
de huella digital, historial crediticio,…
Gupy 104.6M USD 532M USD 52.5M USD N.D Plataforma integral enfocada en el
mercado Brasileño que permite desde
la fase de reclutamiento, la de
onboarding, desarrollo y análisis de
clima laboral
Su propuesta de valor se basa en ofrecer una
solución global con un modelo de negocio de
subscripción con posibilidad de contratación
global y/o por módulos
PeakU 520K USD 10M USD 300K USD N.D Marketplace especializado en el
sector IT con especial foco en el perfil
remoto. Cubren el recruiting,
selección (a través de aplicación de
AI), contratación, formación y
payrolling.
Enfocados en el mercado latinoamericano y USA.
Su valor diferencial radica en la plataforma y
especialmente en el proceso de screening donde
se aplica AI.
Disponen adicionalmente de un robot que se
conecta con marketplaces y una red externa de
head hunter.
"Hot players" in the Talent Acquisition category
N./S.
AMERICA
46
Market
Evolution
 


	47. Financiación Enterprise
value (EV)
Ingresos  EBITDA Propuesta valor Notas
Hirevire 3.8M USD N.D 50K USD N.D Plataforma enfocada en el mercado
indio, que permite realizar video
aplicaciones a ofertas.
El modelo de negocio se basa en niveles de
servicio, no existiendo límite de ofertas ni
respuestas recibidas. Lo que varían los son las
funcionalidades disponibles. El servicio empieza
en 490 USD x año.
Employmenthero 146.2M USD 890M USD 72M USD N.D Plataforma global de gestión de
talento enfocada en el mercado
Australiano. Partiendo de la fase de
recruiting, disponen de su propio ATS,
plataforma de beneficios, payrolling,
desarrollo,… Destaca su App para
empleados que a parte de ofrecer
control total sobre ingresos, ofrece
beneficios sociales, plan de carrera,
descuentos, tarjeta bancaria propia,…
Seek Investments es quien ha estado detrás de la
última ronda de financiación.
"Hot players" in the Talent Acquisition category
APAC
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	48. Case
Talent
Acquisition
Candidate
volume
Integration with marketplaces
+  aggregators/ LinkedIn
robots/ Headhunters network
Candidate
screening
AI-based matching / Skills
tests / Technical knowledge
tests
Quality of
candidates
Improves hiring ratios. Only 2.5%
of candidates who meet the
criteria are accepted.
• Database: 90k pre-qualified candidates
• 200+ selection tests (hard/soft skills)
• Global hiring/payrolling system
400 clients (12 countries)
+300k Job applications
+300k USD Revenues in 2022
• Fullstack bootcamp 48
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	49. Talent
Acquisition
Case
All major tech  players strive to build "ecosystems," meaning that once they are able to attract users' attention, they can offer them a range of related services
(consistent with the brand's value proposition and user experience).
The HR Tech environment is not immune to the influence of major tech companies. Beyond the business associated with talent management, these companies
are particularly interested in employment marketplaces because they provide access to high-quality data, which is difficult to obtain and adds differential value in
user profiling.
Examples of this in the past and present, with varying degrees of success (often ending in the
latter), include companies such as Google, Facebook, and Amazon.
"Twitter has to be an
app for everything."
Elon Musk
Twitter has announced (May-23) the acquisition of HR marketplace Laskie, specializing
in . Laskie operates as a reverse marketplace, similar to Hired, where candidates are
pre-qualified and receive offers that match their interests from advertising companies.
Financing
6M USD
The founder of Laskie had previously sold Interviewed to Indeed in 2017.
Laskie's business model is based on charging a hiring commission to the advertiser,
which is based on the first-year salary of the hired candidate. Additionally, it
incentivizes hired candidates with a bonus.
Turnover
2M USD
EV
80M USD 49
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	50. It announces (May  2023) the
sale of its international
division to Kariera S.A
Group, the owners of the
leading portal in Greece,
Kariera.gr.
Careerbuilder
UK - INDIA - GERMANY - FRANCE - SWEDEN - VIETNAM
CareerBuilder is the owner of the brand
Broadbean, which is an HR software.
(including brands Jobscentral and Jobscout24)
$275 million in revenue.
They have announced a 60% reduction in workforce. 50
 


	51. Talent
Development
Traditionally, talent development  within organizations has been associated with training and, in the
best-case scenario, with the implementation of a career development plan.
However, this model is becoming outdated and requires new approaches:
Educational models are increasingly disconnected from the business reality.
The number of new knowledge and its rapid evolution is increasing, making it challenging for stagnant educational models
to keep up with them.
Candidates/employees prioritize improving their employability rather than simply accumulating qualifications.
The channels for accessing education/knowledge are increasing, with the majority of them being non-formal/traditional in nature.
The new generations of candidates/workers are seeking more interactive, visual, flexible, and practical educational models.
FOUNDATIONAL
KNOWLEDGE
They provide basic knowledge
(foundations) that equip the candidate/
worker to begin developing a profession/
professional role.
• UPSKILLING:
• RESKILLING:
• SOFT SKILLS TRAINING
• SOLVE FAST NEEDS
Training focused on the continuous development of a specific set of skills (knowledge) already
acquired. This includes the temporal evolution of these skills or reaching a higher level of knowledge.
Integration/acquisition of new skills to maintain employability. This typically occurs due to
technological or business advancements.
Incorporation of skills that facilitate improved workplace relationships.
Acquisition of specific knowledge that enables solving short-term problems/needs.
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	52. Talent
Development
Gamification VR/AR Nano  Learning Mix Real & AI Big Data
Blockchain Personalisation STEAM Subscription models Distance
67% of students claim that
the use of this dynamic
generates greater
engagement for them.
A CAGR of 18.2% is expected
between 2022 and 2027. One
of its virtues is that it
generates immersive
experiences.
90% of workers prefer this
format. 2 to 10-minute
modules with high visual
content and interaction.
It is estimated that the impact
of AI in EdTech will be $25
billion USD in 2023. However,
AI should be "human-
centered."
The use of big data with an
analytical approach in 2030
will represent a $57 billion
USD business.
Only 2% of educational
institutions make use of this
technology. However, a
CAGR of 44% is expected
until 2028.
Creation of personalized
educational pathways and
individual learning
experiences based on
common content and learning
objectives.
STEAM professions will grow at
an annual rate of 8% until 2029,
while non-STEAM professions
will only grow at a rate of 3.4%.
It is crucial to start the
educational process in the K-12
phase.
The Edtech market size is
projected to grow at a CAGR of
20% from 2022 to 2028. Users
are seeking flexible models that
provide continuous access to
training and education.
More than 60 million students
are taking MOOC (Massive Open
Online Courses) courses, but to
minimize the dropout rate,
hybrid models are being
considered.
In the Edtech sector for
the period 2023-2028
10
Trends
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	53. In this scenario,  the so-called "immersive training" emerges, which relies on the intensive
use of technology - AI/VR/AR - with highly interactive and practical user experiences that
resonate with the new generations of workers.
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	54. Talent
Development
1.6b USD
Investment in  the category in the year 2022
Corporate training
Edu marketplace
The two main categories of focus for investors are
• Corporate environments, especially those of a certain size, are developing
their own training environments; however, they face several challenges:
Internal
knowledge
Appropriate technological
platforms
Ability to create
educational content
Qualitative
recognition
Practical approach/
employability enhancement
Associated
costs
• It is a much more mature and established category, but traditionally it has
been simplified as a large aggregation of courses and acting as a lead
generator for educational institutions. Its challenges are:
Value generation for the user
in terms of guidance
Competition from educational
institutions themselves.
Competition from non-formal channels.
The relationship between CAC and LTV becomes
crucial, especially considering the shift towards
shorter but more frequent training programs.
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	55. Talent
Development
It is a  highly saturated market with
n u m e ro u s p l aye rs , a n d i t
e n c o m p a s s e s v a r i o u s
subcategories. Additionally, the
market is influenced by cultural
factors since it deals with
knowledge, which leads to regional
variations and makes it challenging
to find a global dominator.
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	56. Talent
Development
Evolution of the  e-learning
market in Spain
Evolution of the ARPU of
e-learning in Spain
359.8M usd
Market size of e-learning in
Spain in 2023
CAGR23-27 5.58%
It is a growing market with an interesting compound
annual growth rate (CAGR), but at the same time, it is
in a consolidation phase with stagnant average revenue
per user (ARPU). The growth is driven more by
acquiring new users to the category rather than
consolidating the existing user base.
Source: Statista
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	57. Talent
Development
As mentioned earlier,  traditional educational methodologies are not
able to keep up with the knowledge needs of the business world.
In addition, this, combined with the fact that students (the "new
generations") seek shorter, more direct formats with specific
usefulness and practicality, led to the emergence of MOOCs
(Massive Open Online Courses) in the early 2010s.
However, after a period of splendor in the mid-2010s, MOOCs have
stagnated, and what is more significant, their main Achilles' heel is
student retention (15-20% at Day 4).
While MOOCs opened the door to these new educational formats, the new players are taking it a step further -
especially in terms of interaction, student experience, adaptability, and a focus on improving employability.
The
Mooc's
cycle
Retention
in
Mooc's
57
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	58. Talent
Development
Key features
• Funding:  668M USD
• Revenue: 84M USD
• EV: 2.25b USD
• Ebitda: < 0
• It is an Asian-origin marketplace that focuses on online education by acting
as an aggregator of educational offerings from prestigious universities such
as Duke, Maryland, Liverpool Business School, Golden Gate University,
Michigan, SSBBM Geneva, and Deakin University.
• Its educational focus is on upskilling executives, meaning it targets active
professionals who need to stay updated, and it is fully online.
• They cover areas of knowledge in Technology, Management, and Data.
• They offer a mentorship service and are based on the case method.
• Also, they have implemented a franchise system to reach a larger number of
students - aimed at website owners or educational centers, in which they
offer a revenue share model of 30%.
• They are present in 50 countries.
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	59. Talent
Development
Key features
• Funding:  414M USD
• Revenue: 63M USD
• EV: 2b USD
• Ebitda: N.D
• Go1 acts as an aggregator of online training, integrating various platforms
that offer this type of educational content.
• Its differentiating value for potential students is being a single point of
access to content.
• They offer integration with the main corporate e-learning platforms.
• However, its main focus is on the B2B sector, where they offer organizations
a unique "one-stop shop" platform to manage their team's training.
• The platform operates under a subscription model per user, and they pay
the providers a discounted price for the courses.
• Additionally, they offer a platform for organizations to create courses in both
SCORM and xAPI formats. They also provide the ability to distribute and
monetize these courses.
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	60. Talent
Development
Key features
• Funding:  414M USD
• Revenue: 34.3M USD
• EV: 1.7b USD
• Ebitda: -25M USD
• Its founder is the son of former British Prime Minister Tony Blair. Among its main
shareholders is the Stepstone Group.
• They focus on the training of "apprentices" - junior profiles, with a unique
business model approach. Candidates (future employees) are offered free
membership after a selection process. Once approved, they join a specific
training program, and 95% of the students end up working within 90 days after
completing the training.
• Regarding businesses, where they generate their revenue, they have two
models. The first one is focused on the organization's own teams, developing
reskilling/upskilling programs and monetizing them through a fee per worker.
• The second model is based on training potential workers to be hired by
companies once they complete the programs. In this case, companies can either
pay for the training from day one (patron model) or pay a hiring fee at the end of
the process.
• The training is highly focused on skills and improving employability.
• Currently, they operate in the UK and US markets.
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	61. Talent
Development
Key features
• Funding:  333.5M USD
• Revenue: 140.4M USD
• EV: 1.0b USD
• Ebitda: N.D
• It is a professional coaching platform, with more than 3,500 consultants and a
presence in 70 countries.
• The contents offered are for Business Coaching and Soft Skills development.
• All coaches are certified and undergo a screening process by the platform to
ensure a standard of quality.
• They offer a comprehensive "Insights" platform for HR departments to track the
evolution of employees.
• Employees have access to a multi-device platform and are assigned a dedicated
coach.
• Currently, they have around 1,000 clients, targeting large and extra-large (XL)
corporations.
• The business model is a subscription-based model per employee. Afterwards,
they pay the coaches per session conducted (the coaches are freelance workers).
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	62. Talent
Development
The talent development  segment
b a s e d o n t h e C o a c h i n g
methodology is a growing trend,
both in the business and health
sectors.
Moreover, there is a more
humanistic approach, while
other players clearly bet on
more automated solutions
b a s e d o n A I / M a c h i n e
Learning. 62
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	63. Talent
Development
Key features
• Funding:  643.2M USD
• Revenue: 100.0M USD
• EV: 4.4b USD
• Ebitda: N.D
• It is an education marketplace with a B2B2C focus, offering a platform for
companies to provide training programs to their employees through a "one stop
shop" solution.
• They offer a differential value to students based on the cost of training, which
can be 1/5 cheaper than in a standard training center. They achieve this through
direct agreements with partners.
• They offer a wide range of courses, from higher education to short skill
development courses, and companies can decide whether or not to subsidize the
training and to what extent for each case.
• Beyond being an e-learning platform, they position themselves as a tool for
employee retention and loyalty for companies - a social benefit.
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	64. Talent
Development
Key features
• Funding:  76M USD
• Revenue: 57.6M USD
• EV: 500M USD
• Ebitda: -21.7M USD
• The company was acquired in 2021 by the private equity firm Blackstone for $250
million USD.
• The platform takes care of creating the content, delivering the training, and
monitoring the progress.
• An online training platform that operates under the format of a bootcamp.
• Likewise, they offer another modality based on the development of specific
individual courses through the platform.
• Companies define the skills to develop, the candidates (employees) who need to
acquire them, and the training program is created accordingly.
• These courses are conducted through Simplilearn's LMS and in collaboration with
an accredited university partner and reputable industrial partners.
• Thus, they collaborate with universities such as Tule University, University of
Massachusetts, University of Georgia, Ashford University, Santa Monica College,
and others.
• Their business model is based on a fee per student for bootcamps, plus a fee for
course creation. For individual training, it is a fee per student.
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	65. Talent
Development
Key features
• Funding:  86M USD
• Revenue: 6.9M USD
• EV: N.D
• Ebitda: N.D
• Among their reference investors are Workday and Accenture.
• Their value proposition is the development of training initiatives based on the
use of virtual reality (VR) solutions.
• They focus on the immersive training category, collaborating with sports entities
and Fortune 1000 companies.
• They have 22,000 VR systems to carry out their activities, and in 2022, they had
1.6 million sessions using them.
• They have a marketplace of educational content tailored to the VR environment,
to fully leverage its interactive and immersive potential.
• Moreover, in case a company needs specific content, they or their network of
partners can create it to develop the training in a virtual environment.
• The business model is based on charging a fee per student/user of the VR
devices and training.
65
Market
Evolution
 


	66. Talent
Development
It is an  economy with a technological focus, trying to build value on
non-proprietary hardware and standard software. This new
technology aims to be disruptive compared to what is established,
and the number of new players appearing is high.
There are no traditional players taking positions in the category, and
it is likely that in the future, they might adopt an M&A strategy if the
technology becomes established and there are players that stand
out.
Around VR/AR applied to talent development and qualification, a
whole new economy of players is being built.
As it is a new technology that aims to be disruptive compared to
what is established, the number of new players appearing is high.
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	67. Talent
Development
Key features
• Funding:  87.8M USD
• Revenue: 35.9M USD
• EV: N.D
• Ebitda: N.D
• It is a mentoring and coaching platform.
• The proposal is 100% online, and in the case of coaching, once the competence
to be developed is defined, they use AI to make a matching with the most
suitable coach.
• Regarding the mentoring aspect, they offer two options. One is based on
configurable software, where individualized "mentoring paths" can be defined.
From there, the platform makes the matching with the most qualified mentor for
each case. Alternatively, if needed, the platform's team of experts can handle the
entire configuration process.
• The business model is based on a fee per employee who uses the platform, both
in the coaching and mentoring aspects.
• Regarding coaches and mentors, all coaches are certified, and in the case of
mentors, there is a marketplace where professionals can apply, but they are pre-
validated before becoming part of the network.
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	68. Talent
Development
MODALLEARNING
NOMADICLEARNING
VIDEOCATION
SANALABS
GROWTHSPACE
DEGREED
Upskilling platform
Upskilling platform
CORISE
Online  training delivered by professionals
Online training with AI assistance
Online coaching platform
Creation of digital academies for corporations
Training based on short video pills
ADDITIONAL HOT PLAYERS
In the market, there are many new players, with a special focus on creating
online ecosystems with short, visual, and interactive courses, highly focused
on employability. They represent a clear evolution from the initial MOOC's
model. 68
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	69. Talent
Engagement
"The workers don't
leave  the
companies, they
leave their bosses"
Talent retention has become a priority for HR departments, especially due to the scarcity of certain profiles, and has
been further emphasized with the rise of remote work.
The terms "employee experience" and "employer reputation" are being discussed as critical variables to develop and
enhance. Around these factors, a whole ecosystem of HR Tech solutions is being created to address them.
Employee
experience
Health and
Wellness
Social
Benefits
Motivation and
Work Environment
The 4 main subcategories generating more interest.
It is a relatively new category within HR Tech that traditionally has been managed in a very offline manner or even
overlooked. However, in recent years, it has been gaining increasing interest, and evidence of this is that it is the 2nd
category with the most operations in 2022, although its volume is significantly lower compared to other categories.
2 4
Category with the highest
number of operations (2022)
Category with the
highest investment
volume (2022)
440kUSD
Average investment in
companies of the category
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	70. Talent
Engagement
"The workers don't
leave  the
companies, they
leave their bosses"
64%
Salary
55%
Location
43%
Benefits
37%
Reputation/
culture
24%
Development/
Training
21%
Growth/
Promotion
21%
Values
Alignment
17%
DEI
Relevant
aspects
for
employees
Fuente: iHire Annual Survey- 2023 (1000 surveyed)
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	71. Talent
Engagement • Funding:  37.6M USD
• Revenue: 29M USD
• EV: 150M USD
• Ebitda: N.D
Key features
• One of its main investors is SEEK Ltd.
• It is an application that focuses on the health care of workers - mental health/
health tips/ coaching.
• Initially, it focused on providing coverage to expatriate students in Australia, but
then it evolved into a tool for corporate use.
• Their business model is based on a subscription. In other words, companies pay
a fixed monthly amount per employee who they want to have access to the
service.
• However, there are micro-payments to enjoy some additional services (co-
payment modality), where it is the employee who assumes these costs.
• Prices start at $49 USD per month per employee, and micro-payments are $0.08
USD per transaction.
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	72. Talent
Engagement • Funding:  30.4M USD
• Revenue: 42M USD
• EV: 180M USD
• Ebitda: <0
Key features
• This is a platform from India that focuses on incentives for teams, sales teams,
and B2C.
• They focus on a 300 billion USD market, of which they claim to have a 1% market
share.
Market for customer acquisition/retention/fidelity: 200 billion USD
Market for sales channel incentives: 40 billion USD
Market for employee incentives and recognition: 60 billion USD
• Their business model has two aspects: one is based on a subscription model
where companies pay for using the platform on a per-worker basis or based on
the volume of customers/ functionalities (B2C). Additionally, they charge a
commission from the companies offering their products/incentives when a
redemption occurs.
• Translated to English: "They have a user base of 2.5 million, including both B2B
(2,000) and B2C customers, with operations in 10 countries."
• Their goal is to reach 1.3 billion USD in gross revenue by 2025
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	73. Talent
Engagement • Funding:  9.9M USD
• Revenue: 5M USD
• EV: N.D
• Ebitda: <0
Key features
• A platform of Polish origin that focuses on providing services for mental/physical
health care in the workplace.
• The platform collaborates with 500 medical professionals to define the
methodology and provide support to the 'patients'
• Their business model is a subscription model, where companies pay a monthly
fee per employee who has access to and can use the platform
• The platform is in the expansion phase in Europe, pursuing commercial
agreements with multinational companies (their main target audience).
Additionally, they are seeking collaborations with third parties using a 'partner'
model, offering a revenue-sharing arrangement
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	74. Talent
Engagement • Funding:  307.1M USD
• Revenue: 178.5M USD
• EV: 1.1b USD
• Ebitda: <0
Key features
• An omni-channel platform focused on providing corporate communication
solutions
• The platform currently has 2,000 clients, with a user base of 13 million
• It has a matrix business model with different levels of service/functionalities and
a payment model based on the volume of active users
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	75. Talent
Engagement • Funding:  196.5M USD
• Revenue: 60M USD
• EV: 300M USD
• Ebitda: N.D
Key features
• Omni-channel platform focused on providing communication solutions for
remote teams (frontline workers)
• The platform allows for communication and fosters a sense of belonging among
teams that do not share physical space or structural team conditions
• It has a matrix business model with different levels of service/functionalities and
a payment model based on the volume of active users
• They claim that 80% of the workers are considered 'deskless workers,' meaning
they do not have continuous and easy access to a computer/screen.
• It offers three main service lines:
Employee Services: access to information related to their contract/payroll, corporate information.
Communication/Collaboration: bidirectional, allowing workers to connect with their colleagues,
supervisors, and cross-functional services.
Productivity: goal-tracking tools.
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	76. Talent
Engagement • Funding:  94.1M USD
• Revenue: 25M USD
• EV: 500M USD
• Ebitda: N.D
Key features
• Platform focused on providing solutions for measuring the engagement and
performance of work teams
• he platform offers measurement/tracking tools, but also talent development
solutions based on coaching and training
• One of their main investors is Quad Partner, a VC specialized in education/
training and HR technology companies
• The platform is used by 3,400 companies (Target: >100 employees)
• It offers four main service lines
Engage: Satisfaction surveys, employee engagement measurement.
Perform: Performance reviews and feedback processes.
Focus: Measurement based on OKRs (Objectives and Key Results) and goals.
Transform: Proprietary e-learning solution
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	77. Talent
Operations
20%
Among companies with  25-100 employees, many acknowledge having serious difficulties
in complying with legal regulations in the HR environment (2023 HR Survey)
Remote work
evolution
It has had a special and severe impact on organizations, complicating the
management of both hiring (specific legislations per country) and
payment of compensations (taxation, currency, temporality)
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	78. Talent
Operations
The 'talent solutions'  category particularly revolves around a specific functionality, which is
'payrolling' - the management of worker compensation
Based on this key functionality in every employment relationship,
complementary features are developed to offer a comprehensive service to
companies
This has gained particular relevance with the digital transformation of
companies, especially small and medium-sized enterprises (SMEs), and
the impact of the pandemic and changes in labor relationship models
It is a category where traditional players (ERPs, HCMS, etc.) have started
to offer these functions, but where native players have emerged with a
strong focus on the small business niche
It is estimated to be a market with a size of over 50 billion USD globally,
with nearly 50% of the business in North America
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	79. Talent
Operations
The market has  multiple players offering
solutions that are practically similar to one
another
Differentiation is based on the growth rate (new players) - driven by
the funding obtained - which is very capital-intensive
All of this while competing against traditional players, who have strong functional capabilities, brand presence, and a large
installed base. They are also adapting their business models to target smaller companies with more flexible (agile) business
models
It's complex to carve out a space in this market and build strong
barriers to entry. Additionally, one must consider the margins
associated with a 'critical' yet 'commodity' function like payrolling,
which are low. It's a volume-based business that requires efficient
cost management Furthermore, scalability is subject to regional differences in tax and legal matters, which must be taken into account
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	80. Talent
Operations • Funding:  495.8M USD
• Revenue: 208.6M USD
• EV: 2.1b USD
• Ebitda: N.D
Key features
• A platform focused on providing comprehensive HR solutions for small and
medium-sized enterprises (SMEs)
• They cover the basic aspects of the day-to-day operations of an HR department
Payroll and declarations
Team management
Absences and leaves
Professional expenses
Time tracking and clocking
Evaluation and performance
• More than 150,000 workers are compensated through the platform
• They have 6,000 clients, with 80% of them located in France, but also with
customers in Spain, the UK, and Germany.
• Their business model is a matrix model, where they define rates based on levels
of service/functionalities, and also a price based on the number of managed
workers
80
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	81. Talent
Planning
It is an  emerging subcategory that is gaining ground due to:
• The difficulties in finding specific talent
• The rapid evolution of organizations' knowledge needs
In a time when educational systems are not able to evolve at the speed of new knowledge required by organizations,
proper talent planning becomes critical. This includes the development of existing talent within companies and the
need for new recruitments
Until a few years ago, predicting talent was mostly intuitive, relying at most on annual surveys of HR experts, but without a solid scientific basis
Subsequently, in the second decade of the 21st century, solutions started to emerge, focused on using machine learning to monitor different labor
markets and analyze the types of profiles being demanded by companies, those that were declining, and those that were growing. This brought a more
scientific approach to talent predictions
Solutions that analyze the labor market Now we are entering an era where it's no longer enough to focus only
on job offers and positions. It is necessary to understand the skills and
knowledge associated with them. For this purpose, solutions are
emerging that utilize Machine Learning and AI to create knowledge
taxonomies, define career paths, standardize positions, and develop
career development plans 81
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	82. Evolution of the  use of ML/AI
in the HR Tech sector
There is much talk about the adoption of AI in the sector, but the reality is that we are only at the beginning of a
technological development journey that should enable the transformation of the industry. So far, we have relied
more on ML (Machine Learning) than on true generative AI. In other words, we have been able to process large
amounts of data and define learning patterns, but machines are still far from having their own reasoning ability,
being able to anticipate needs, deal with uncertainty, spontaneity, and creativity - qualities inherent to humans
The significant technological advancement lies in natural
language processing, which will enable more human-like
communication/interpretation. The next major step is to be able
to create knowledge graphs and introduce neuro-symbolic
computing, which is much closer to the functioning of the
human brain
Source: Pitchbook 2023 Industry & Technology Outlook
Talent
Planning
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	83. Talent
Planning • Funding:  15.4M USD
• Revenue: 12.6M USD
• EV: N.D
• Ebitda: N.D
Key features
• An Indian-origin company with operations in English-speaking countries - India,
USA, and UK - that focuses on improving talent fit in IT sector companies. Among
their investors is SEQUOIA Capital
• They focus on large or very large-sized companies with revenues exceeding 400
million USD
• The company offers 4 SaaS solutions:
SkillPrism: They provide a taxonomy of skills in the sector, allowing to assess the teams' adaptability
and propose career and reskilling plans
IntelliPrism: Using AI, it allows detecting internal talent based on skill fit for specific new positions
OutlookPrism: Using AI, it allows predicting the demand for positions and specific knowledge
InsightPrism: Enables the generation of talent management dashboards using ML/AI
• Their business model is based on licensing for different levels of service and
client size. Additionally, they offer services such as consulting and training
• Their average ticket per client is 450,000 USD per year
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	84. Talent
Planning • Funding:  12M USD
• Revenue: 5.3M USD
• EV: N.D
• Ebitda: N.D
Key features
• A Belgian-origin company that offers an AI-based platform for analyzing skills in IT work
environments
• They rely on the use of AI for structuring information based on skills
• Their business model is based on subscription levels according to the service and
company size
• The platform offers a SaaS solution that allows the deconstruction of an entire work
ecosystem - roles, positions in a skill hierarchy. This allows for visualizing connections
between individuals, projects, and the associated required knowledge
• The platform allows identifying individuals who have the most suitable skills for specific
projects
• Likewise, it allows the creation of 'Learning paths' based on skill gaps
84
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	85. Total
Rewards
The compensation category  is not originally born within HR
Tech itself, but rather imported from the world of incentives
marketing
However, it has been properly adapted to a professional
environment, and prominent sub-categories have
emerged within the 'rewards' systems
Compensation
systems
Benefits
management
Payroll
advance (EWA)
42% 33% 21%
Investment Investment Investment (250M USD)
(402M USD)
(506M USD)
Average ticket: 56M USD Average ticket: 14.3M USD Average ticket: 16.6 USD 85
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	86. • Funding: 105.1M  USD
• Revenue: 22.8M USD
• EV: 492M USD
• Ebitda: -8M USD
Key features
• It is an Indian-origin SaaS platform, and one of its notable investors is Tiger
Global, which led the latest funding round.
• Their value proposition is to offer an EWA (earned wage access) platform, which
allows workers to have early access to their wages based on their professional
performance.
• Workers can immediately access the earned salary within a specific time period.
• Currently, they have 150 clients with a potential user base of over 700,000 (their
forecast is to reach 3 million by the end of 2023).
• Their business model is a B2B2C, where ultimately the user who receives the
advance pays a small fee for each transaction.
• Likewise, companies can define the percentage of available advance (especially
in the case of allowing it to exceed 100% of the earned amount), and in that
case, they assume a risk commission.
Total
Rewards
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	87. • Funding: 359.5M  USD
• Revenue: 36.8M USD
• EV: N.D
• Ebitda: EVEN
Key features
• A Swiss-origin SaaS platform, focused on integrating a compensation system with
the measurement of employee performance.
• The platform has a starting price of 50,000 USD and scales based on the
contracted models and the number of employees in the company.
Total
Rewards
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	88. • Funding: 108.5M  USD
• Revenue: 84M USD
• EV: 500M USD
• Ebitda: N.D
Key features
• An American-origin SaaS platform, focused on managing health-related benefits
for employees.
• Currently, they serve 1,000 clients with a potential user base of 500,000.
• Their benefits proposition is 100% focused on the health domain - medical
assistance, dental care, optometrist services, discounts, access to hospitals, and
health advice. All of this is complemented by a 24/7 assistant.
• Also, they have a partnership with the leading telemedicine provider, Teladoc.
• They claim to have a 60% activation ratio after 30 days and a monthly usage
recurrence of 25% of the installed base.
• Their business model is based on subscription, where companies pay a monthly
fee per employee (10-40 USD), and an additional 40 USD per medical
consultation (telemedicine).
Total
Rewards
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	89. Talent
Analytics
In a highly  dynamic and rapidly changing environment, where a high volume of inputs is generated at a fast pace, the ability to
store data, process it into information, and have tools that aid in its interpretation and contextualization becomes critical for
making informed decisions.
In organizations, efforts have been made to create
dashboards for tracking, but this sub-category of HR Tech
goes much further. It is essential to establish a solid data
capture process, define clear KPIs/OKRs for tracking,
establish validation references, and proceed with data
interpretation and decision-making based on them;
otherwise, the creation of these tracking dashboards would
be meaningless.
Global Data
Warehouse
Dashboard/ Metrics
Reporting
Benchmarking
Trending
Projections/ Future State Modeling
Casual Analysis/ Controlled Evaluation
Functional
Complex
Analytics
Sophistication
Data
Management
Internal
Tracking
External
Reference Point
Directional
Insights
Future risk
Management
Outcome
Optimization
RETURN ON INVESTMENT
Predictive analytics
DEI- diversity/ equity/ inclusion
Due to the increased awareness of diversity, equity, and inclusion in
society and organizations, along with the complexity of managing
these aspects, a specific need has emerged in the field of "Analytics
Insights." 89
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	90. Talent
Analytics • Funding:  100.6M USD
• Revenue: 18.9M USD
• EV: 500M USD
• Ebitda: EVEN
Key features
• This SaaS platform, based on a scientifically-backed survey method (advised by a
Nobel Prize laureate), allows obtaining relevant information for managing the
work environment, motivation, and performance tracking.
• Among the services they offer are:
Nudge Bundle: Package of surveys with applied AI to improve team effectiveness/productivity. It is
oriented towards medium or large-sized companies.
Personal Coach: Based on a test/survey with AI, areas of improvement are defined for each
employee, a work plan is created, and progress is monitored.
Rolling Pulse: Enables a periodic system for monitoring specific KPIs/OKRs.
Nudge Control Panel: Enables complete management of surveys, defining channels, segmentations,
scheduling, etc.
Nudge Activity Dashboard: Central control panel and survey tracking, with multiple segmentation
and filtering options.
• The founder of the company is the former HR director of Google.
• The business model is a subscription-based model, based on service levels and the
number of users. Prices start at 8 USD per month per employee.
• Its main competitor is Leapsome
90
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	92. A clear race  for customer
control
Traditionally, companies and specifically HR
departments have had the tendency to use
multiple tools, but without clear integration
between them.
This has caused that, although there are major players in the HR Tech
environment, there is no one that clearly controls the entire value
chain, and this is an opportunity for new players to make a place for
themselves and, at the same time, question established standards in
terms of functionality, business model, contracts, or pricing.
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	93. In 2020, LinkedIn  announced a partnership
with Oracle to enable better management of
enrollment analytics in their HRMS (Human
Resource Management System). This was
achieved by integrating user profile
information from LinkedIn with the Microsoft
Viva platform.
The leading HR software - ATS+ERP+HRMS, with
over 60 million users and 9,500 clients, is trying to
maintain its position of leadership through an
aggressive M&A (Mergers and Acquisitions)
strategy.
The company, with a revenue of 5.1 billion USD, is
facing relationship issues with its clients due to its
pricing strategy and product rigidity. Therefore, it
is trying to maintain its position as an innovative
company with acquisitions like Peakon (700 million
USD), which measures employee sentiment and
engagement, or Adaptive Insights (1.6 billion USD),
which measures team performance.
Randstad, the world's leading staffing company, is
committed to providing comprehensive solutions
that cover the entire value chain - from recruiting
through its marketplace Monster to headhunting
with its Executive Search division.
Additionally, it has an innovation fund called the
Randstad Innovation Fund, focused on HR Tech.
It is a fund that operates in seed and series A
stages, with the ultimate goal of M&A, to integrate
innovations into the Portfolio.
insurtech
AI recruiting
HR analytics Entry level AI recruiting
Skill Assestment Health solution Digital Identity93
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	94. Additionally, Randstad also
i  n v e s t s i n i n t e r n a l
innovation to complement
its value proposition
SaaS solution for Talent Analytics
focused on skill analysis and
career development plans
94
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	95. All this transformation  in the HR Tech sector, the movements in the value chain of
big players, and the emergence of new-age players are causing confusion among
HR professionals
There is a sense that everyone is trying to do everything without a clear reference
with a comprehensive proposition.
94% Of HR professionals say they have serious difficulties in keeping up with the
technological trends in their sector and the emergence of new players 95
A clear race for customer
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	96. What are the  main
areas of interest for
organizations in talent
management?
46%
45%
Tecnología
HR- HRMS
Recruiting/
Staffing
41%
Total
Rewards
41%
Talent
Development
36%
DEI
33%
Talent
Analytics
31%
Talent
Engagement
27%
Talent
Planning Talent
Operations
23%
Investment priorities of organizations in the HR area in 2023 - PwC HR Tech Survey 2022
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	97. What are the  main challenges
in the HR sector?
39% 39% 36% 28% 27%
HR insights/
data analytics
Recruiting/
Hiring
Cloud Transformation/
Modernization HR sys
Learning & development
Employee ups killing
Retention of
Key talent
24%
Remote or hybrid
work management
22%
Benefits
Management
19%
Diversity, equity
& inclusion (DEI)
19%
Manager & Employee
Self-service capabilities
16%
Compensation
management
Main day-to-day challenges for HR executives in 2023 - PwC HR Tech Survey 2022 97
 


	98. in the HR  sector?
What's holding back technology adoption
23%
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	99. 79%
How digital transformation  could be
accelerated in HR areas
Use incentives
Omnichannel
Communication and
Leadership
Training/
guidance
Gamification
Penalties
85%
85%
85%
82%
82%
Keys to boost digital transformation projects in HR areas - PwC HR Tech Survey 2022.
44% use it
51% use it
54% use it
25% use it
54% use it
20% use it
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	100. In a process  of
digital Transformation
70%
Of the success of the change comes from the
strategy, the change in the business model.
20%
Of the success of the change comes from the
technology selected and implemented.
10%
Of the success of the change comes from the
process and algorithm changes associated with it.
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	101. What is the  investment in digital
transformation in HR areas?
Average across all sectors: 0.74% of revenue.
Professional
Services
Technology/
Telco
Health/
Pharmacy
Consumer
goods
Production
Energy
Banking/
Finance
1.21%
1.11%
0.78%
0.74%
0.52%
0.47%
0.21% Gartner HR Budget and Efficiency Survey 2022
4,195 USD x employee
3,237 USD x employee
2,778 USD x employee
2,750 USD x employee
2,519 USD x employee
2,245 USD x employee
2,022 USD x employee
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	102. Leveraging HR TECH  Potential for
Differentiation
Data acquisition, data
curation, and data
exploitation
Data is the KING
Creation of a proprietary
and business-adapted
taxonomy of skills
Creation of an ecosystem of
solutions along the value chain
The employability factor There is no unique solution
It is crucial, amid this plethora of solutions and continuous evolution
within the HR Tech sector, to have a clear strategy and priorities in order
to maximize digital transformation efforts.
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	103. The HR sector  faces the great challenge
of new work modalities
Fuente: Statista-Eurostat 2022
As a result of the COVID-19 pandemic (2020) and the
different regional "lockdowns" that were imposed, a new
work modality began to be implemented - remote work.
And although some organizations have been returning to
pre-pandemic normality, many have not done so and/or
have maintained a certain level of hybridity based on
profiles, functions, or industry activity.
This represents a challenge for HR departments/people,
as they must manage the talent of organizations
remotely, maintaining their productivity, but at the same
time preserving:
Motivation
Company culture
Sense
belonging
Human
Relations
Communication 103
 


	104. 37%
35%
22%
3%
3%
They have a  plan and it is
implemented
They are considering
developing a plan
They have a plan, but it
is not implemented
NR/DK
They have no plan in mind to
develop or implement it
Managing remote collaborators is no longer just about
handling freelancers or specific profiles. Any profile is
now susceptible to being motivated by this type of work
arrangement.
Does your organization have a specific plan for managing remote/hybrid work? - PwC HR Tech Survey 2022
Additionally, the new generations have a different set of
values, where they prioritize the balance between
personal and professional life and the ability to work
from any location, saving commuting time and enjoying a
higher quality of life. This becomes a differentiating
factor when considering a work relationship.
104
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	105. 50%
HR leaders estimate  that in the next 3 years,
they will manage 50% of their workforce in a
"full remote" mode.
23%
HR leaders estimate that in the next 3 years, they
will manage between 90 and 100% of their
workforce in a "full remote" mode.
105
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	106. 72%
66% Of the  workers say they
would feel "disconnected"
from the organization in a
"full remote" mode.
Of the workers say they would
leave their job if they were forced
to return to the office in a 100%
in-person mode.
Source: PwC HR Tech Survey 2022 106
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	108. Socio-cultural trends impacting
the  future of work
In recent years, as a society, we have faced a multitude of challenges that have transformed our daily
lives and, consequently, our professional lives as well.
It is no longer just a change in the need for permanent in-person presence
in organizations, but a clear shift in the values and vital priorities of people.
In addition to all this, there are new generations - the first ones to be 100%
digital and highly educated - who are entering the workforce with a very
different vision of how to structure their lives compared to previous
generations, especially those managing organizations.
And all of this is accompanied by a rapidly evolving technological
environment that challenges companies, business models, and
established processes.
Organizations and HR departments are facing a great challenge... because it's
no longer a war for talent... talent has won the war.
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	109. The virtual
managers
AI is  making its way into organizations at an
exponential speed.
For now, this technology has a backstage role in
companies, away from the public eye, but this
could change soon.
109
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	110. The Unretirement
As a  result of the economic strains that many people are experiencing due to precarious
personal finances, mass layoffs, increased cost of living, and extended life expectancy,
there is a trend of senior profiles who had retired returning to the workforce.
In Q1'22, 175,000 people over the age of 65 re-entered the labor market in the UK.
Additionally, two more variables are emerging that are driving this trend:
• Talent shortage: It is a reality that companies are struggling to fill certain positions and/or find people with experience. For a long
time, organizations "overlooked" senior talent, but now they see that with the new modes of employment, seniors can be a good
partner for their young talent.
• Socialization: We are evolving towards an increasingly individualistic society, where many people have limited trust/relationship
circles, and the work environment becomes their primary focus of socialization. Losing this social connection is much more than
simply losing a job and income.
110
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	111. The 5-star
office
Telecommuting has  come to stay, but not in a full form. It is proven that social distance in the workplace
impacts how employees experience the company culture, establish collaborative bonds, and feel
connected to the project.
Indeed, all of this has a direct impact on organizations, their ability to attract talent, and their
unique value proposition.
Absolutely, there is no denying that telecommuting has very evident short-term benefits for the
employees, such as better work-life balance, reduced commuting time, cost savings, and more.
Exactly, organizations need to create work environments that encourage employees to come to the office,
making it an enjoyable experience and minimizing any associated effort
Their new office in London (2024) will include a 25m
swimming pool, a 200m running track on the roof, a
massage center, and 24-hour restaurants. The
facilities will be open to both employees and
residents of the neighborhood.
In their Los Angeles offices, they offer a personal
assistant service (5 USD per hour) to employees,
allowing them to have routine personal tasks taken
care of on their behalf.
111
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	112. The non-linear
work
The era  of rigid schedules, the "chair-warming" to be seen, is a thing of the past. The pandemic
demonstrated that it was possible to work at different hours and find moments of overlap among different
workers.
This asynchrony allows employees to better manage their work-life balance, and new technologies enable
productivity without compromising performance.
Indeed, a myriad of new tools like Slack, Microsoft Suite, Loom, and Flown have emerged, enabling this
asynchronous work management, ensuring information flow, speed, and productivity are not
compromised.
Absolutely, it seems that the hybrid work model, combining both in-person and virtual aspects, will be the
winning approach. However, this will have an impact on the clear moments of in-person team interaction,
as they may become less evident.
Companies that cling to traditional models (whenever their operations allow) will have serious
problems with talent retention and, above all, attracting new talent.
112
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	113. The inter-week nomad
"Super-commuters"
During  the pandemic, many families made the decision to flee from large urban centers in search of a better
quality of life.
However, in these remote places, the job opportunities are scarce or non-existent, and that means that with the
return to a more in-person work world - with hybrid models - they have to return to the cities for work.
There is no clear trend of a stable return to major urban centers. On the contrary, people are seeking better quality
of life, affordable housing, and a lower cost of living in less urban areas. However, there is a definite need to
commute to major cities for work-related reasons.
Adding to this, we have to consider that commuting times and costs are not always optimal, causing many workers
to choose a life that alternates between the city and more peaceful environments. To a lesser extent and in specific
positions, we can also find the reverse path.
Thus, hotel chains are emerging that offer specific packages during the week with a certain recurrence.
Additionally, there are more comprehensive packages that include collateral services such as gyms and urban
transportation systems.
In the UK, they offer a package of 2 nights during the week, with flexibility in terms of days
and cancellation. It includes transportation to the workplace. 113
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	114. The next step  has been the destigmatization of mental health issues and offering employees assistance
through various solutions and platforms for their resolution.
Workplace
well-being
The World Health Organization has estimated that every year, 12 billion workdays are lost
worldwide due to anxiety or depression issues among workers, with an estimated cost of 1
trillion USD.
Organizations initially started by offering "solutions" that focused on physical health - such as discounts/
subsidies for gyms, in-house fitness facilities, on-site sessions, and allowing employees to take time off
during working hours to exercise.
The latest trend is to go one step further and try to act not when the problem arises, but at its earliest
stages. It has been observed that one cause of stress, anxiety, and depression is financial health, and
companies are starting to provide their employees with access to specific platforms that help them analyze
and organize their finances.
114
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