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COMPARISON SHEET

Fragmented HR Stack vs. Unified Talent Platform

HR leaders are being asked to deliver sharper insights, faster execution, and stronger business outcomes, but most teams are still operating with disconnected

systems. With only 10% of organizations at expert HR tech maturity and 62% juggling 2-4 paid HR solutions, fragmentation is wasting time and putting

measurable constraints on strategy, scalability, and Al readiness.

This table gives you a practical, side-by-side view of what changes when you move from a stitched-together stack to a connected platform approach.

Evaluation
Area

Core
architecture

Experience
(candidate,
employee,
recruiter,
manager)

Workflow
efficiency and
speed

Data quality
and analytics

Integration
effort
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Fragmented Stack
(stitched point solutions)

Multiple systems assembled
over time

Data and processes span
vendors

Common in the market (62%
running 2-4 solutions; 17%
running 5-7)

Inconsistent UX across tools

More logins, context
switching, and “where do | do
that?” friction

Often results in low adoption

Manual workarounds and re-
entry of data

Slower cycle times due to
handoffs and reconciliation

Data lives in silos
Definitions are unclear

Reporting requires
reconciliation (only 33% say
analytics are highly
actionable)

Fewer closed-loop insights
linking recruiting —
performance — retention

Integration is the #1 pain
point (only 39% have useful
integration)

More breakpoints when
vendors update APIs or data
models

Unified Talent Platform

Platform cluster model: 2-4 core
systems integrated with
specialized tools

Designed to behave like one
ecosystem with a shared data
foundation

Consistent touchpoints and
navigation patterns

Improved self-service and
fewer dead ends (57% report
better employee experience)

Streamlined end-to-end
workflows

Measurable time reduction (up
to 60% in onboarding/
performance management)

Productivity lift (68% report
higher HR productivity)

Unified data layer supports
consistent definitions and near
real-time visibility

Workforce insights become
more comparable and
operationally useful

Integrations are simpler and
fewer

Clearer ownership and
stronger native connectivity

Easier to maintain

What To Measure

# of systems across the talent
lifecycle

# of vendors

Critical workflow handoffs

Adoption rates by role
Task completion time
Helpdesk tickets per HR tool

Manager NPS

Cycle time (hire-to-start,
onboarding, performance cycle)

Manual steps per process

HR hours per transaction

% of fields with consistent
definitions

Duplicate records

Time to produce a leadership
report

% of KPls available end-to-end

Integration count
Integration failure rate
Cost to maintain integrations

Time to implement a new tool

Actionable Takeaways

If you're at more than 4 core
systems, treat consolidation as
a strategic program rather than
an IT cleanup task.

If adoption is a top issue,
prioritize platforms that reduce
clicks and logins within the
workflows people actually use.

Map your 3 most critical
processes and count handoffs.
High handoffs = immediate ROI
opportunity for unification.

Require a demo that traces one
KPI across systems (e.g.,
source-of-hire = time-to-
productivity = retention). If
leaders don't trust your
dashboards, treat data
governance as a mandatory
next step.

Ask vendors: How many
integrations are required for
our top 5 workflows, and who
owns break/fix?
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Unified Talent Platform

What To Measure

Actionable Takeaways

Evaluation Fragmented Stack
Area (stitched point solutions)
Operationa| Hidden costs: Lower operational burden Admin hours/week Consolidation value often

through centralized shows up first in HR Ops/IT
load (HR Ops + ¢ Vendor management g . Number of vendor QBRs . P P
IT + Vendor - administration time — capture those hours

overhea
ini and convert to cost.

mgmt) » Ongoing administration Fewer vendors Training hours per tool

Total cost of
ownership

Strategic
goal
enablement

Al readiness
and
governance

Implementation
risk and change
management

Best fit
when...

(25%)

» Duplicate training

» Constant coordination
between tools

Redundant licensing +
integration build/maintain +
change management across
multiple tools

“Cheap” point solutions can
become expensive at scale

Poor integration blocks goal
delivery (81% report
integration issues prevent
meeting important HR goals)

Fragmented data undermines
Al accuracy

Multiple tools mean multiple
Al agents, policies, and audit
trails

Complexity scales
exponentially

Incremental deployments can
feel easier, but compound
complexity over time

Each tool adds adoption and
integration risk

You need a niche capability
quickly, have strong
integration resources, and
can tolerate reporting
fragmentation in the short
term.

Standard workflows

Cost consolidation via fewer
redundancies and reduced
overhead

Clearer ROl story tied to
measurable outcomes

Platform supports strategic
execution

Shared data enables cross-
functional planning and
consistent measurement

Connected data foundation is a
prerequisite for reliable,
explainable Al

Centralized architecture
enables consistent governance
across workflows

Larger initial change, but fewer
systems to train and sustain

Clearer ownership and
standardization

You need end-to-end visibility,
consistent experience, scalable
operations, and credible Al
enablement.

Support tickets by system

3-year TCO:

* Licensing

« Integration

e Admin

 Training

» Support

» Opportunity cost of delays

% of strategic HR initiatives
delayed due to tech

Time from question = answer
for leaders

Decision cadence

Data completeness

Breadth of talent data available
to Al models across employee
lifecycle

# of Al vendors/policies

Auditability

Time-to-value
Change saturation
Training completion rates

Post-launch adoption curves

Assess:

» Business volatility (e.g., how
often do structures,
locations, or workflows
change?)

» HR/IT capacity to manage
integrations

» Reporting needs (e.g., are
cross-lifecycle insights
critical now?)

» Al roadmap timeline

Are you ready to switch to a unified talent platform? Download the Connected

Build your business case using
TCO + cycle time savings, not
license price comparisons.

If your strategy moves faster
than your systems, use
connected tech to bridge the

gap.

Don't stack Al on top of broken
data. Make connected data and
governance step one.

Ask: How does Al inherit
permissions and audit logs
across the ecosystem?

De-risk by prioritizing core
workflows first, then layering
specialized tools through the
platform cluster model.

If Al and analytics are priorities
in the next 12-24 months,
connected platforms should be
your default shortlist. The more
your business changes — M&A,
rapid growth, restructuring —
the more integration
complexity will compound in a
fragmented stack.

Download the Checklist

Platform Decision Checklist to see where your stack stands.
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https://clearcompany.com/resources/tools/connected-talent-platform-decision-checklist
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