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Preamble

Between hype and trend topics from artificial intelligence to blockchain to the 
Internet of Things or the Smartfactory, one can quickly get the impression 
that future technical innovations will determine the success or failure of com-
panies. However, it should not be forgotten that employees will continue to 
make a decisive contribution to the company‘s success in the future, because 
the latest technology can only unfold its full advantages if employees have 
the necessary knowledge and the right skills. The fight for skilled workers, 
talents and high potentials will not lose anything of its importance if demo-
graphic change intensifies it.

In order to assert oneself in this environment, the importance of Talent 
Management and supporting Talent Management systems is increasing in 
the German-speaking economy, according to the findings of the eLearning 
BENCHMARKING studies from previous years. In the current eLearning 
BENCHMARKING Study 2018, Talent Management was again addressed in 
the form of a separate sub-study and new aspects of this subject area were 
examined. The following evaluation is based on the figures of the last two 
years and offers current insights and interpretations on the status of Talent 
Management in the DACH region.

Frank Siepmann
Publisher
eLearning Journal
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Mathias Fleig
Chief editor
eLearning Journal

The year 2018 marks a turning point: the millennials reach adulthood and will soon 
enter the corporate world as adults. Many baby boomers have long since retired 
and some of the representatives of Generation X have already taken early reti-
rement. This year, therefore, a change in the world of work is emerging in many 
respects. We have already observed in other studies that Germany lags about five 
years behind other European nations in the area of Talent Management. This is 
why German companies in particular are called upon to invest in strategic Talent 
Management if they want to continue to shape the future innovatively.

Every company is only as good as its employees. Countries hit hard by the crisis, 
such as Spain and Italy, have already invested heavily in Talent Management sys-
tems and realized that the road to business success always begins with their own 
workforce. The question for all managers should therefore be: How valuable are 
employees for the employer? How is work measured? And how can companies 
adapt to digital transformation? The eLearning BENCHMARKING Study 2018 was 
therefore conducted with the aim of measuring the future potential of Talent Ma-
nagement. In this way, Cornerstone aims to help lead companies into the digital 
information age through Talent Management.

Michael Grotherr
VP Central Europe  
Cornerstone OnDemand
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Summary

According to the study participants, the lack of suitable candidates for specialist 
positions, employee motivation and insufficient systemic identification of knowled-
ge and competence bearers are the three most acute challenges with which they 
are currently confronted. Interestingly, these challenges have not yet been reflec-
ted in the concrete use of Talent Management measures in companies. In this con-
text, management training dominates in the first place, while measures to identify 
critical competencies as well as knowledge and competence bearers have so far 
only been used by a minority.

With regard to Talent Management Systems (TMS), the results of the eLearning 
BENCHMARKING study 2018 show that currently around one third of the com-
panies surveyed use such software. At the same time, there seems to be great 
potential for the coming years, as around a quarter of the study participants are 
currently planning to purchase such a system, according to their own figures.

When selecting a suitable Talent Management System, the companies in question 
pay particular attention to compatibility with their own requirements profile, to the 
price/performance ratio and to the provider behind the system. The importance 
of the selection process can be seen from the satisfaction values that emerged 
from the study. Approximately every third company is dissatisfied with the Talent 
Management System used, which is due in particular to its user-friendliness and 
administration.

skills shortage                                                              

Accountability

Target audiences

Success factor

79.3% of the companies sur-
veyed regard the lack of suitable 
candidates for specialist posi-
tions as a challenge.

In 93.9% of the companies sur-
veyed, the responsibility for 
the Talent Management Sys-
tem lies with the HR depart-
ment.

At 44.5%, junior managers are 
the most important target group 
for Talent Management measu-
res.

With 80.7 %, user-friendliness 
is by far the most important 
factor for the successful use of 
a TMS, according to the experi-
ence of the study participants.

Talent Management in 4 keywords
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The own employees are and remain the most important resource of a 

company. Specialists, talents or high performers therefore play at least as 

important a role in the success of a company as the latest technology or 

the latest business model. In order not to lose touch in times of demographic 

change and the „war for talent“, Talent Management is a central tool for com-

panies. But what challenges are HR departments actually confronted with? 

Which Talent Management measures are used in practice? And which target 

groups are addressed with Talent Management? The following chapter pro-

vides an overview of the status of Talent Management in German-speaking 

countries.



If key positions and competencies in a company cannot 
be filled sufficiently, this can have a negative impact on 
the growth and success of the company. To counter this 
danger, companies rely on Talent Management. Talent 
Management identifies and defines these key positions 
and competencies that are critical to success. In order 
to ensure the long-term filling of these positions and 
the coverage of the corresponding competencies, Ta-
lent Management also involves the recruitment, identi-
fication, retention and development of talented emplo-
yees both internally within the company and externally 
through the recruitment of new employees.

Especially due to the struggle for skilled workers and 
talents, more and more companies attach great im-
portance to the topic of Talent Management, as the 
results of the eLearning BENCHMARKING study 2017 
have clearly shown.

 A proud 42.2% of the companies surveyed rated the 
relevance of Talent Management for their own compa-
ny as high, while a further 38.7% rated the importan-
ce of the topic as moderate. Conversely, these figures 
mean that only one in five companies (19.1%) attaches 
little or no importance to Talent Management.

The contractions of the German economy

These high relevance values for Talent Management 
can be explained by a glance at the challenges with 
which the companies surveyed see themselves con-
fronted. On the one hand, the eLearning BENCHMAR-
KING study 2017 confirms the challenge of the shor-
tage of skilled workers, as a clear majority of the 
study participants (79.3%) rated the lack of suitable 
candidates for specialist positions as very relevant or 
relevant.

The importance of Talent Management is recognized
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Use of Talent Management measures

0 % 10 % 20 % 30 % 40 % 50 % 60 % 70 % 80 %

Management training
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Question: Which Talent Management measures are used in your company? (multiple answers 
were possible)

68,5 %

powered by:

Development offers for all
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Onboarding

Development offers
for High Potentials

Succession planning

Recruiting strategy
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critical competencies for the company
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Performance Management

Determination of employee commitment

Collaboration

Compensation

Training for the external network

42 %
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27,7 %

27 %

20,5 %
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12,7 %

9,9 %
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This assessment underlines the fact that the often 
cited shortage of skilled workers is neither a future 
topic nor a media hype, but rather poses current pro-
blems for companies. The lack of suitable candidates 
for leadership positions has a somewhat lower rele-
vance. However, with a comparative figure of 72.5%, 
demand in this area is also very high.

Another ongoing topic is employee motivation and 
commitment. Motivated employees are more produc-
tive, less likely to leave the company and become ill 
less often, to name just a few of the benefits. At the 
same time, regular studies show that on average only 
a minority of the workforce is highly motivated. In the 
current Gallup Engagement Index for Germany only 15 
% have a high emotional connection to the company. 
The majority of the employees therefore do „duty by 
the book“, i.e. the tasks are completed, no more and 
no less. The remaining 15%, on the other hand, have 
even „internally resigned“. According to Gallup, the 
costs of this „internal dismissal“ amount to 80.3 to 
105.1 billion euros per year for Germany alone. Against 
this background, it is therefore no surprise that the 
results of the eLearning BENCHMARKING study show 
that with 78% of mentions, employee motivation and 
commitment is one of the greatest challenges with 
which the companies surveyed see themselves con-
fronted, according to their own statements.
 
Another 78% of respondents mentioned the hitherto 
inadequate systemic identification and recording of 
knowledge and competence bearers in the company. 
This point poses a particular challenge to compa-
nies because for many Talent Management aspects 
knowledge of the competencies of employees is in-
dispensable. How should talent and high potentials be 
developed if they cannot even be adequately identi-

fied? How should succession planning be organized if 
one does not know which employees could be consi-
dered for it? In many respects, the systemic identifi-
cation and recording of knowledge and competence 
bearers thus represents something like the basic pre-
requisite for successful Talent Management.

The challenges of migration from top candidates to 
other companies and internal mobility appear to be 
somewhat less urgent, although the comparative fi-
gures of 65.3% and 60.8% respectively mean that 
almost two out of three study participants consider 
these problems to be relevant.

Use of Talent Management measures

The companies surveyed are thus confronted with a 
whole range of current challenges relating to skilled 
workers and talents. Ta-lent management is intended 
to enable companies to deal with many of these pro-
blems. But which Talent Management measures do 
companies really use in practice?

According to the results of the eLearning BENCHMAR-
KING Study 2018, management training is by far the 
most widespread measure. At 68.5%, just over two-
thirds of the companies surveyed invested in their ma-
nagement personnel. 

In contrast, the development of all employees in sig-
nificantly fewer companies appears to be a priority, 
because with 42% of mentions, significantly fewer 
companies rely on development offers for all emplo-
yees.

Strikingly few companies rely on the systematic iden-
tification and recording of knowledge and competen-
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Most important target groups for Talent Management measures

Learnin
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BENCHMARKING
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Question: Which target groups are most addressed in your company with 
Talent Management measures?? (Multiple responses were possible)

powered by:

All employees

22,3 % 39,7 % 11,8 % 21,1 % 44,5 % 35,6 % 10,5 %

High potentials

College
Graduates

Specialists

Management trainees

Middle Management/Middle
management level

Management
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ce bearers (20.5 %) as well as on the identification 
of competencies that are critical for the company (27 
%). These figures therefore correspond with the re-
sults of the eLearning BENCHMARKING Study 2017, 
which already mentioned that the insufficient identi-
fication of knowledge and competence bearers is one 
of the greatest challenges in Talent Management ac-
cording to the study participants. The current figures 
show that this topic has not yet been implemented in 
the vast majority of companies surveyed. However, 
the study participants seem to see a need for impro-
vement in this area, as 18.2% of the study participants 
answered the question as to what they considered to 
be the most urgent need for a Talent Management in-
itiative with the systematic identification and recor-
ding of knowledge and competence bearers and 16.1% 
with the identification of competencies that are cri-
tical for the company. A not inconsiderable number 
of the study participants therefore seem to be aware 
that there is still a lot of catching up to do in this area 
in their company.

A comparable picture can also be seen in the area of 
employee commitment. While in the previous year‘s 
study 78% of the study participants rated employee 
commitment as a relevant or very relevant challenge 
for the company, the current results show that only 
15.4% of the surveyed companies determine emplo-
yee commitment at all. In addition, the need for a Ta-
lent Management initiative for this topic is virtually 
non-existent at 1.9%.

Management training dominates

As the name suggests, Talent Management is all 
about talents, i.e. employees with a high level of per-
formance.

These „high potentials“ are to be identified, developed 
and used in the best possible way within the company. 

Does this mean that most employees are not relevant 
for Talent Management measures?

The results of the eLearning BENCHMARKING study 
2018 seem to at least confirm this conclusion. This is 
because 44.5 % of the companies surveyed address 
the next generation of managers with their Talent 
Management measures, which puts this target group 
ahead of high potentials (39.7 %) as well as middle ma-
nagement or the middle management level (35.6 %).

In contrast, only 20.8% of the companies surveyed 
consider all employees in Talent Management measu-
res. Interestingly enough, the comparative figure for 
skilled workers is almost the same at 21.1%, despite 
the fact that skilled labor is supposed to be such a big 
problem for the economy. Talent Management is not 
only about attracting talent, but also about retaining 
it. Shouldn‘t specialists be considered in Talent Ma-
nagement for this reason alone? If you do not offer 
your specialists development opportunities, then the-
re is an increased risk that the person will accept a 
more attractive offer from another company at the 
first opportunity and the search will start all over 
again.

All in all, companies in German-speaking countries 
seem to primarily consider the target group of ma-
nagers when it comes to Talent Management, which 
is also reflected in the fact that 68.5 percent of ma-
nagers are trained in Talent Management which is by 
far the most common Talent Management measure. 
At the same time, the question arises as to whether 
the focus on managers under certain circumstances 
is not a waste of potential for companies, because the 
results of the eLearning BENCHMARKING Study 2018 
show that so far only a minority of the companies sur-
veyed have systematically determined the competen-
cies of their employees.
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A TMS is designed to support companies at various stages of a Talent 

Management concept and can make the processes of a company‘s human 

resources department more efficient, from recruiting to identifying and 

managing competencies to developing talents. At the same time, a TMS is 

a long-term investment, similar to a learning management system, which 

can make it difficult to acquire such software, especially in small and 

medium-sized enterprises with fewer available resources.



A TMS is designed to support companies at various 
stages of a Talent Management concept and can make 
the processes of a company‘s human resources de-
partment more efficient, from recruiting to identifying 
and managing competencies to developing talents. At 
the same time, a TMS is a long-term investment, simil-
ar to a learning management system, which can make 
it difficult to acquire such software, especially in small 
and medium-sized enterprises with fewer available re-
sources.

The results of the current eLearning BENCHMAR-
KING study 2018 show that at 34.3%, slightly more 
than a third of the companies surveyed have one or 
more Talent Management systems in use. In addition, 
at 25.2%, every fourth company plans to acquire a 
TMS in the immediate future, i.e. in the next few ye-
ars the incidence could rise to well over 50%. Espe-
cially for small and medium-sized companies there 
seems to be a lot of catching up to do when it comes 
to Talent Management Systems. For companies with 
less than 500 employees, for example, the prevalen-
ce is currently 10.6%, while at the same time 20.2% 
of this target group are planning to purchase a TMS 
according to their own specifications. The situation is 
similar for companies with 500 to 1,000 employees, 
of which only 17.9% already use a TMS, but a proud 
35.9% have such an investment in mind.

With the exception of large companies with more than 
25,000 employees, the spread of Talent Management 

systems in all other company sizes seems to double or 
even almost triple in the next few years.

Using a TMS is a question of resources

Conversely, however, these figures also mean that 
40.5% of the companies surveyed currently neither 
use a TMS nor plan to purchase such software. If we 
compare the figures again with those of the Learning 
Management Systems, the figures from the previous 
year‘s study show that the prevalence of this infra-
structure is currently 72.1 %, which is considerably 
higher. So what are the current reasons against using 
a Talent Management System?

Based on the figures of the current study, the lack of 
resources is the most important reason against the 
use of a TMS, accounting for 52.3% of the respon-
ses. In addition, with 28.9%, the previous processes, 
such as the use of Excel spreadsheets, have so far 
been sufficient to cover the company‘s own require-
ments. Resistance from stakeholders (above all from 
management) plays a rather subordinate role with 
10.2%.

These results basically confirm the findings of the 
eLearning BENCHMARKING Study 2017. In the previ-
ous year‘s study, the lack of budget was also the main 
reason why the study participants did not want to 
purchase a TMS, with 38.7% of the respondents citing 
it as a reason.

Great growth potential for Talent Management Systems
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Use of a Talent Management System

No Talent Management System is 
used

The use of a Talent Management 
System is being planned.

A Talent Management
System is in use

Several Talent Management
Systems are in use

5,6 %

25,2 %

40,6 %

28,7 %
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Question: Are Talent Management systems already in use in your company?

powered by:



The inadequate demand was also a reason for this in 
the previous year, as existing individual solutions were 
already sufficient in 23.1% of the companies surveyed.

All in all, the question of resources seems to make the 
spread of Talent Management systems in German-spea-
king countries more difficult. Small companies with fewer 
than 500 employees in particular have a hard time with 
TMS, because according to the eLearning BENCHMAR-
KING study, only 10.6% of the companies surveyed in 
this target group currently use such software.

At the same time, smaller companies traditionally 
have fewer resources, both in the form of financial 

resources for the purchase of a TMS and on the per-
sonnel side, in terms of the selection, use and admi-
nistration of such a system. On the other hand, the 
spread of TMS increases significantly with the size of 
the company and thus the resources available, as the 
comparable figure of 65.6% for companies with more 
than 25,000 employees is more than six times higher.

The price is only one buying reason of many 

Against this background, one might assume that com-
panies pay particular attention to price when selec-
ting a Talent Management system. However, the re-
sults of the eLearning BENCHMARKING Study 2018 
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Reasons to buy the current Talent Management System
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Question: What were the key reasons for purchasing your current Talent Management system? 
(multiple answers were possible)
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0,6 %
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paint a much more differentiated picture. Accordingly, 
the price/performance ratio of 16,9 % is one of the 
most frequently cited reasons that were decisive in 
the acquisition of the current TMS. At the same time, 
there are a number of other reasons that seem to 
have similar relevance in the selection process. For 
example, at 19.3%, the most important selection cri-
terion was that the Talent Management System best 
matched the company‘s own requirements profile. For 
14.5% of the study participants, the TMS had to be a 
central, integrated platform with a user interface and 
not a collection of tools for various tasks (recruiting, 
personnel development, succession planning, etc.).

In addition, the underlying providers play an important 
role in the selection of a Talent Management system 
for the study participants. For 15.7% of the companies 
surveyed, it was important that TMS was backed by an 
established provider, i.e. indicators such as the number 
of employees or the number of years the provider has 
been on the market were also taken into account in the 
purchase decision. If one considers that the purchase 
of a TMS always represents a longer-term decision, it 
only makes sense to bet on an established provider, af-
ter all one does not want to stand before the situation 
that after some years the provider disappears from the 
market and one is stuck on the system without support.

Also 15.7 % of the study participants stated that the 
provider should already have experience with their 

own industry. In addition, 11.4% of those surveyed 
appreciated the fact that the provider really under-
stood what the company needed, while for 9.6% the 
competent impression of the provider played a role.

Provider selection via various channels

As the previous values show, the providers behind a 
TMS often play a decisive role in the system selecti-
on. At the same time, it is not always easy to find the 
right supplier with the right system, because there is a 
large selection both nationally and internationally. In 
order to orientate themselves in this often-confusing 
market, the companies surveyed use a multitude of 
different sources of information. Trade fairs seem to 
be an important pillar in the selection process. Almost 
half of the study participants (47.9%) stated that 
they had attended trade fairs such as LEARNTEC or 
Zukunft Personal before purchasing a Talent Manage-
ment System.

In addition, of course, your own research also plays an 
important role. Research on the Internet is particular-
ly widespread, with 41% of respondents citing it, while 
around one-fifth of the companies surveyed (19.4%) 
consulted articles in the trade press when making 
their selection. Not to be underestimated are the ex-
periences of other companies with a provider or with 
a Talent Management system. As many as 42.4 % of 
the participants in the study take the recommenda-

Selection Criteria for Talent Management System Providers  

Visiting trade fairs (e.g. LEARN-
TEC, Zukunft Personal)
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Talent Management system? (Multiple answers were possible)
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tions of their industry colleagues into account when 
selecting providers. In addition, 40.6% of the compa-
nies surveyed use their own requirement catalogues 
to determine which systems best fit their own needs 
and ideas.

Every third company is dissatisfied 
with its own TMS

The results of the eLearning BENCHMARKING study 
2018 show how complex the selection of a Talent Ma-
nagement System is and which various factors can in-
fluence the purchase decision. At the same time such 
an effort makes sense, after all, a TMS usually remains 
in use for years, because switching to new software 
is costly and time-consuming. Therefore, it is all the 
more significant if it turns out in practical use that one 
is dissatisfied with one‘s own Talent Management Sys-
tem, for example because not all requirements will be 
met after all.
 
As the figures of the current study show, about one 
in three companies seems to regret the purchase af-
terwards. Because 36.8% of the study participants 
stated that they would improve something in their Ta-
lent Management System, something was missing or 
something was deficient. The eLearning BENCHMAR-
KING study 2017 already showed that 61% of only two 
out of three companies are satisfied or very satisfied 
with the Talent Management System used.

In addition, the two current BENCHMARKING studies 
also provide indications of the reasons why a subset 
of the companies surveyed is actually not satisfied 
with their Talent Management System. In the 2017 stu-
dy, two primary points of criticism emerged. On the 
one hand, a large majority (72.2%) of companies dis-
satisfied with their current TMS indicated that not all 
requirements could be covered by the current system. 
In addition, the lack of user-friendliness was another 
source of dissatisfaction for 64.8%. Feedback from 
the 2018 study confirms the findings from the previ-
ous year. By far the most frequently cited need for im-
provement is therefore also user-friendliness.

Against this background, the study participants in the 
eLearning BENCHMARKING Study 2018 were asked 
which factors were actually decisive for the successful 
use of a Talent Management System. 

Not surprisingly, user-friendliness is by far the most 
frequently cited success factor, with 80.7% of respon-
dents mentioning it. But not only the usability of the 
employees is important to the surveyed companies. 
According to the study participants, administration is 
also relevant, as a majority of 59% of the respondents 
also attach great importance to simple and intuitive 
operation for administrators. In addition to user-fri-
endliness, the adaptability of the Talent Management 
System to the existing IT infrastructure is a success 
factor for almost half of those surveyed (48.2%).
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Success factors in the implementation of Talent Management Systems 
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Overall, the results of the last two BENCHMARKING 
studies show on the one hand that around two thirds 
of the companies surveyed are satisfied or very sa-
tisfied with their current Talent Management System.

All in all, this is a higher value, which speaks for the 
TMS used in the DACH region, because, for example, 
the comparative value for satisfaction with Learning 
Management Systems from the 2017 study was sig-
nificantly lower at 54.1%. On the other hand, there 

seems to be a clear potential for improvement in the 
usability of the current TMS, both in terms of user-fri-
endliness for employees and administration. For TMS 
providers, a particularly well-thought-out user inter-
face could therefore be an argument with which one 
can differentiate oneself from the competition, while 
on the company side usability should perhaps play an 
even greater role in the decision-making process.

No

Yes

63,2 %

36,8 %

Learnin
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BENCHMARKING

n=638
Question: Is there anything in your Talent Management system you would like to improve, what 
is missing or even what is deficient?

powered by:

Is your Talent Management System in need of improvement?



The editorial staff of the eLearning Journal has been conducting the eLear-
ning BENCHMARKING study annually since 2014 in order to obtain current 
insights into the eLearning and continuing education practice of the Ger-
man-speaking business community, including the molecular use of eLearning 
measures as well as expected trends and future developments in this area for 
the coming years. The eLearning BENCHMARKING study thus offers a com-
prehensive orientation aid for companies and organizations from Germany, 
Austria and Switzerland.

About 850 companies participated in the current eLearning BENCHMARKING 
study 2018 entitled „eLearning & Continuing Education“. The study comprises 
a total of 6 sub-studies with a focus on Mobile Learning, Competence Ma-
nagement, Talent Management, Digitization, language training and a separate 
sub-study for eLearning service providers and freelancers.

The eLearning BENCHMARKING Study 2018 primarily surveyed companies 
and organizations using eLearning. As part of the study, employees of the 
eLearning Journal invited the study participants from previous years as 
well as participants from companies and organizations using the eLearning 
SUMMIT Tour 2017, which consisted of a total of 25 events and around 3,000 
participants, to the study by telephone. The actual data collection took place 
anonymously via a special online survey software. In addition, the 20,000 
editorial contacts of the eLearning Journal were invited to participate in the 
eLearning BENCHMARKING study with an e-mail campaign.

Methodology

78,9 %

12,2 %
8,9 %

Germany 

Switzerland

Austria

Which country in the DACH region do 
the study participants come from?
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A cross-section of our study participants
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Question: In which area do you work 
in your company?
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The eLearning Journal is a trade journal of the Siepmann Media business 
publishing house and publishes five print publications annually on various 
topics in the fields of eLearning and in-company education. In addition, since 
2014 the eLearning Journal has conducted the largest annual study on the 
operational use of eLearning in German-speaking countries, the eLearning 
BENCHMARKING Study. In addition to the journalistic activities, the eLear-
ning Journal organizes the decentralized conference series „eLearning SUM-
MIT Tour“ with approx. 25 events and 2,500 to 3,000 participants from com-
panies and organizations in Germany, Austria and Switzerland.

Project implementation:

Cornerstone OnDemand is a pioneer in developing solutions that help com-
panies re-align the potential of the new world of work. As one of the world‘s 
leading providers of cloud-based software for human capital management, Cor-
nerstone enables continuous education and development. These are important 
for the development of employees and organisations. From recruiting, onboar-
ding, training and collaboration to performance management, compensation 
and succession planning to people administration and analytics, Cornerstone 
offers solutions for all phases of the employee cycle. The company‘s software 
and services are used by nearly 3,250 customers worldwide and are used by 
more than 36 million users in 192 countries and 43 languages. Learn more at: 
https://www.cornerstoneondemand.de

Project partner:

The Didacta Verband e. V. is the ideal sponsor of the world‘s largest trade fair 
for education, the didata - the education fair, at which over 100,000 trade 
visitors can inform themselves annually about news on the subject of educa-
tion. The Didacta Verband e. V. represents the interests of more than 260 
companies and organizations at home and abroad and works together with 
them to improve market opportunities in national and international competi-
tion. On behalf of its members, the Didacta Verband e. V. advocates the use 
of high-quality teaching and learning materials and the needs-oriented fur-
nishing and equipment of all learning locations. In addition, the association is 
actively involved in debates on the further development of education systems 
and informs the public about important developments in education.

Cooperation partner:

Recognitions

18




