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The Applicant Tracking System (ATS) has long been a cornerstone of the TA tech stack. Historically, companies viewed

INntroduction

this as a necessary evil, something that would only serve as a compliance tool or an applicant workflow. The ATS market
has evolved quite a bit over the past decade, yet its traditional role has been largely static and focused on processing
applications rather than keeping pace with the fluid and dynamic nature of the talent market. Today, as companies struggle
with transformation, changing candidate expectations, and evolving business needs, the way organizations buy, evaluate,
and use their ATS must shift.

Historically, companies face two primary options when selecting an ATS: either remain with an outdated system that failed

to meet user expectations or invest in a new solution. However, when investing in a new system, buyers had been forced

to choose between their integrated HCM provider or to opt for a best-of-breed solution that offered “better” functionality
and innovation. This trade-off between integration and functionality left many companies dissatisfied. Aptitude Research
found that only 28% are currently satisfied with their ATS decisions.

The ATS itself is not becoming obsolete. Rather, it has evolved beyond a basic workflow tool. But companies still face
frustrations and gaps in what the ATS has promised it could and should do. The future of ATS lies in its ability to deliver
greater strategic value—moving beyond process automation to incorporate talent intelligence, Al-driven insights, and
deeper candidate engagement. Agentic Al is helping to make this evolution a reality. Organizations can no longer view the
ATS as a workflow engine but instead as a dynamic component of a broader, more intelligent talent strategy.

Currently, 1 in 4 companies are replacing their ATS in 2025. To realize the full
potential of an ATS, companies must redefine their approach in three key areas:

() Buying Behavior: Moving away from simply purchasing an ATS and
supplementing its shortcomings with additional tools, to selecting an ATS
c that inherently offers broader capabilities and value.
1-in-4

companies are replacing (v Evaluation Criteria: Shifting from viewing the ATS as a workflow
their ATS in 2025 management system to recognizing its potential as an Al-driven platform

that enhances decision-making.

(v Desired Outcomes: Expecting more than just operational efficiency, and
instead leveraging the ATS to drive quality hires, improve engagement, and
provide meaningful workforce insights.
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With more providers entering the ATS space and introducing advanced capabilities like CRM functionality, Al matching, and
talent intelligence, companies have an opportunity to redefine how they approach talent acquisition tech. The future of
the ATS will be simpler, more intelligent, and harnessing Agentic Al—reshaping not only the way organizations attract
and manage talent but also the way they compete in an increasingly complex labor market.

This report based on data collected in 2024 and 2025 will help to answer the following questions:

How has investment in the ATS market changed this year?

How has the ATS evolved to meet the needs of an agile workforce?
What value does an Intelligent and Agentic ATS provide?

How should companies shift the way they evaluate and see value in their ATS?

What is the future of the ATS?

Investment in the ATS Market Continues to Be Strong

Aptitude Research found that the ATS market remains a major area of investment for companies in 2025. It is often
where companies start in their TA transformations. Currently 34% of companies are increasing their investment and 56%
continue to remain the same. Companies are not moving away from the ATS. However, despite ongoing spending, many
organizations remain uncertain about the value they are receiving from their ATS. Eighty-two percent (82%) of companies
stated that their the ATS has significant gaps. It has become increasingly clear that a traditional ATS alone is no longer
sufficient to meet the evolving needs of talent acquisition.

Investment in the ATS Market

34% Increase

Don't Know

2% Decrease
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The modern ATS has expanded beyond basic applicant tracking. Today's platforms integrate recruitment
marketing, candidate relationship management (CRM), onboarding, and internal mobility, providing a more
holistic approach to hiring. Leading ATS providers have enhanced their interview management capabilities,
experimented with Al-driven matching, and strengthened their commitments to diversity, equity, and inclusion
(DEI). As a result, the ATS is evolving into a comprehensive, end-to-end solution that supports every stage
of attracting, recruiting, and hiring talent. Yet, many traditional providers are not able to provide depth of

functionality in all these areas. Much of the work that recruiters need to do in the ATS is still manual and
not automated.

Companies are reconsidering their ATS providers this year.
Key research findings highlight the ongoing shifts in ATS investment:

1-in-4

companies plan to replace of enterprise companies are Nearly half of organizations are
their ATS this year. managing multiple ATS platforms. actively evaluating their ATS for
additional capabilities.

Looking ahead to 2025, companies need to reevaluate how they view the ATS - not as a limitation but as
a strategic investment. Companies are willing to spend more for enhanced ATS functionality and deeper
insights from their bread and butter processes. This shift underscores the demand for more intelligent,
flexible, and Al-driven talent acquisition solutions that go beyond traditional tracking and compliance. It also
speaks to the potential of what Agentic Al can deliver to the ATS.
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KEY TRENDS IN THE
EVOLUTION OF THE ATS .

The role of the ATS has traditionally been transactional, built to track applicants, store resumes, and manage compliance
rather than proactively engage talent. However, as the talent market becomes more volatile and candidate expectations
shift, the ATS is evolving into something more than just a static, administrative tool—it is transforming with the potential
to be an agile and dynamic system (see Figure 2).

Evolution of the ATS ’ @

INTELLIGENT & AGENTIC ATS

Al-powered platforms now
automate and optimize recruiting
with data-driven insights and
predictive analytics.

Q&

CRM+ATS

Integration of Candidate
Relationship Management (CRM)
systems enhanced candidate
engagement & pipeline building.

)

e

RISE OF BEST OF BREED

Specialized tools emerged,
offering advanced features tailored
to specific recruitment needs.

WORKFLOW & COMPLIANCE J—/i
' Early ATS platforms focused on . .
.\ Q research
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standardizing hiring processes and
ensuring regulatory compliance.
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Below are four trends impacting the shift in the ATS market today.

From Passive Data Storage to Active Engagement

Recruiters have long been constrained by the limitations of traditional ATS platforms, which primarily serve as databases.
This outdated approach forces companies into a reactive hiring strategy, where they must wait for candidates to apply rather
than proactively cultivate talent. The modern ATS, however, is moving beyond basic workflow automation and embracing
intelligent capabilities that allow organizations to:

® Engage passive talent before a job opens, ensuring a steady pipeline of qualified candidates.
® Deliver personalized candidate experiences through targeted content, email campaigns, and Al-driven outreach.
® |everage Al to draw insights on talent beyond keywords found on a resume.

® Use Al to rediscover past candidates and match them with new opportunities based on updated skills and experience.

Blurring the Lines Between ATS and CRM

Historically, ATS and CRM systems operated as separate entities—one focused on applicant processing and the other
on candidate engagement. However, as organizations seek to improve their hiring strategies, the lines between ATS and
CRM are becoming increasingly blurred. Companies no longer want a system that simply tracks applications; they need
a solution that actively helps build and nurture relationships over time. When asked what providers companies are using
for CRM, it is a mix between stand-alone providers and ATS providers.

CRM and ATS Investments

15% Don’t know
Stand-alone CRM

28% CRM & ATS
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This shift towards systems that can do more for less is driving demand for Al-powered ATS solutions that incorporate:
@ Predictive analytics to identify top talent before they apply.
® Automated workflows to nurture passive candidates with timely, relevant content.

@ Intelligent search and matching to surface overlooked candidates already in the system.

Beyond Best-of-Breed vs. HCM:
The New Era of Intelligent and Agentic ATS

For years, the conversation around ATS selection has been framed as a tradeoff—best-of-breed vs. integrated HCM
suites—and as a choice between innovation and functionality or seamless integration. Best-of-breed solutions offered
depth but often lacked connectivity, while HCM-integrated ATS platforms ensured consistency across HR systems but
frequently fell short in recruitment capabilities. Companies are usually split on whether they go best of breed or HCM
suite with no clear winner (see Figure 4).

Best of Breed vs HCM Suite

We Use Disparate Solutions

Don't Know

43% We Use Integrated Solutions
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However, this is no longer a black-and-white decision. The next evolution of ATS technology is not just about choosing
between functionality and integration—it's about whether an ATS can deliver insights that transform talent acquisition
and help recruiters to deliver tasks. Companies are no longer satisfied with an ATS that simply tracks applications or
automates workflow. The new expectation is an intelligent ATS—one that moves beyond static data to provide real-time
insights, predictive analytics, and talent intelligence that drive better hiring decisions.

Traditionally, ATS platforms have been necessary but limited—used primarily for compliance, requisition management,
and candidate tracking. While these functions remain essential, today's talent market demands more. Companies need an
ATS that does more than just record data—it must analyze it, interpret it, and guide talent strategies with deeper insights.

This shift means:

® Beyond static workflows == ATS platforms must surface actionable insights, not just track candidates
in a pipeline.

® Beyond automations ==p Al-driven intelligence can predict hiring success, optimize sourcing, and
improve recruiter decision-making.

® Beyond point solutions vs. HCM suitess ==p The right ATS should integrate seamlessly while also
delivering powerful talent intelligence.

Companies no longer have to choose between sacrificing insights for integration or sacrificing integration for functionality.
The new wave of ATS solutions is evolving to be both intelligent and connected—leveraging Al, automation, and real-time
analytics to make hiring more strategic, efficient, and effective.

THE FUTURE OF THE ATS:
AN INTELLIGENT

& AGENTIC SYSTEM

Unlike traditional ATS platforms that simply track candidates and manage compliance, an intelligent ATS is dynamic,
proactive, and skills-focused, allowing organizations to hire smarter and faster while aligning talent with long-term
business goals.
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KEY FEATURES OF AN INTELLIGENT ATS:

*

Moves beyond traditional

*

Uses Al to analyze resumes,

job descriptions, and o———( ————o job titles to assess skill
adjacencies and capabilities.

Matches candidates based Helps organizations identify

on skills, experience, and o—— ®——o0 transferable skills and build

potential, not just keywords.

SKILLS-BASED
HIRING AND TALENT

internal mobility pipelines.
INTELLIGENCE

x*

Surfaces hidden talent already Supports skills-based workforce
o planning, ensuring alignment

with future talent needs.

*in the database, reducing o——!
reliance on external sourcing.

An Intelligent Agentic ATS shifts the focus from transactional hiring by leveraging Al and skills intelligence to:
—o0 Reduce time-to-hire by automating tasks and surfacing the right talent faster.
—0 Improve hiring quality by prioritizing skills and potential over keyword-matching.
—o Enhance recruiter productivity, allowing them to focus on relationship-building.
—o Promote objectivity and fairness by reducing bias in hiring decisions through Al-driven evaluations.

—o Increase agility, ensuring companies can quickly adapt to talent shortages and market shifts.
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THE ROLE OF ATS
IN LONG-TERM WORKFORCE PLANNING
AND BUSINESS STRATEGY

An intelligent ATS is not just a recruiting tool—it is a strategic asset that aligns talent acquisition with broader
workforce planning and business growth. Organizations can use ATS-driven intelligence to:

® Anticipate hiring needs based on historical data and market trends.
® Support internal mobility initiatives, identifying current employees for new opportunities.

® Enhance diversity hiring strategies by mitigating bias through Al-powered candidate evaluation.

By embedding Al-driven talent intelligence into the ATS, companies can make smarter, future-focused hiring
decisions, ensuring that they attract and retain the right talent for sustained business success.

Looking ahead, the ATS will no longer be just an applicant tracking system—
it will become a true talent intelligence hub that:

® Integrates deeply with workforce planning, HR analytics, and business strategy.
® Uses Al to predict, personalize, and optimize hiring at every stage.

® Provides real-time workforce insights, helping organizations navigate changing talent landscapes.

In the future, Al-driven, adaptive ATS platforms will be critical for business success, enabling companies to make
faster, more strategic hiring decisions and build a more agile, data-driven workforce.

aptitude
@ repsearch
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A MORE INTELLIGENT, I\
AGENTIC AI-DRIVEN SYSTEM Agent

_—

As talent acquisition becomes increasingly complex, companies are looking beyond traditional automation to Agentic Al—
an evolution of artificial intelligence that can act independently, make decisions, and continuously improve its responses
based on data. Unlike rule-based automation that simply executes tasks, Agentic Al-powered ATS platforms operate more
like co-pilots, dynamically assisting recruiters, predicting hiring needs, and optimizing workflows in real-time.

We found that 1 in 3 companies are considering or would consider Agentic Al for talent acquisition.

The ATS is evolving from a static repository of applicants to a dynamic intelligence system that actively enhances hiring
decisions, candidate engagement, and workforce planning. This transformation is driven by co-pilot and Agentic Al capabilities,

generative Al, and predictive analytics, which are reshaping how companies source, evaluate, and engage talent.

The introduction of Al-powered co-pilots in ATS platforms is revolutionizing recruitment by automating decision-making,
reducing administrative burden, and providing deeper talent insights. We found that companies are beginning to use
generative Al to support TA (see Figure 5).

Companies Using Co-Pilots and Agents in TA

Don’'t know

Yes, in a limited

12% Yes, extensively capacity

No, and we have no

0
plans to adopt Al agents 32% No, but we are

considering it
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Level of Autonomy Companies
Expect From Al Agents in TA

Assistive Only
(Al makes recommendations, but
humans make final decisions)

Fully autonomous
(making decisions without
human intervention)

13% Not sure yet

52% Semi-autonomous
(Al makes recommendations, but
humans make final decisions)

What sets Agentic Al apart is its ability to take autonomous actions—learning from recruiter behavior, identifying
inefficiencies, and making recommendations that go beyond standard automation. Instead of waiting for recruiters to
initiate tasks, an Al-powered ATS with agentic capabilities can:

¢ Automatically rediscover and reach out to past candidates when a relevant role opens.
® Adjust hiring strategies based on evolving market conditions.

¢ Improve quality of hire by analyzing historical hiring patterns and predicting success factors.

With Agentic Al, the ATS shifts from a static repository of applicants to an intelligent partner in hiring success. Instead of
being a system recruiters must navigate manually, the ATS becomes an active participant in talent acquisition, assisting
hiring teams at every step. This means recruiters can focus more on relationship-building and strategic hiring, while Al
handles repetitive and data-heavy tasks.

As the workforce and hiring landscape evolve, Agentic Al will define the next generation of ATS platforms, ensuring that
talent acquisition is not just more efficient—but more intelligent, proactive, and aligned with business outcomes.




@ Automatically screen and rank candidates based on
predictive success factors.

@ Draft personalized outreach messages using
generative Al to engage passive talent.

@ Provide real-time recommendations on job
descriptions, interview questions, and hiring
Strategies.

With these capabilities, the ATS no longer just
stores resumes—it acts as an intelligent partner
that guides recruiters and hiring managers through
every step of the process.

& Eliminating manual resume screening, reducing
bias, and surfacing best-fit candidates.

@ Predicting hiring outcomes, ensuring recruiters
make data-backed decisions.

@ Streamlining workflows, automating interview
scheduling, and optimizing recruiter workloads.
hiring strategies.

O

By shifting from manual processes to Al-enhanced
automation, recruiters can focus on high-value tasks

such as candidate engagement and relationship-building,

rather than administrative work.
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CHALLENGES AND GAPS IN
TRADITIONAL ATS SYSTEMS / &

Most ATS platforms have struggled to keep pace with the demands of today's fast-moving, intelligence-driven talent
market. As a result, organizations face significant challenges that hinder their ability to attract, engage, and hire top
talent effectively.

Key Shortcomings of Traditional ATS Platforms

Despite widespread adoption, only 22% of companies believe their ATS alone can support talent transformation. This

dissatisfaction stems from several core limitations included in Figure 7.

Gaps in the ATS

Scheduling

Analytics

B
<

o3

Candidate 3’ |
Engagement ‘

Sourcing 3' |

,@o
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Scheduling Inefficiencies - Many ATS platforms lack built-in scheduling capabilities, requiring recruiters
to rely on disconnected tools for interview coordination. This results in delays, miscommunication, and
a poor candidate experience.

&E

Lack of Al-Powered Matching and Search - Traditional ATS systems rely on basic keyword searches
\ rather than intelligent, Al-driven algorithms that can surface the best-fit candidates. As a result, recruiters

ale

struggle to identify qualified talent already in their database, leading to wasted sourcing efforts and
longer time-to-fill.

Limited Analytics and Talent Intelligence - Most ATS platforms provide basic reporting but lack
deep insights into hiring trends, candidate quality, and recruiter efficiency. Without robust analytics,
companies miss opportunities to optimize their hiring strategies and make more data-driven decisions.

=

Inability to Engage Candidates Before They Apply - Traditional ATS platforms function primarily
as applicant tracking systems, meaning recruiters can only interact with talent once they formally enter

P

the hiring process. This creates a reactive hiring approach, where organizations are unable to nurture
relationships with passive candidates or build long-term talent pipelines.

)
o

Sourcing Challenges - A one-size-fits-all approach to talent acquisition often forces recruiters to spend
excessive time and resources on external sourcing, when existing talent pools remain underutilized.

Many ATS platforms fail to integrate with sourcing tools or provide proactive talent rediscovery, making
it harder for companies to connect with past applicants or internal talent.

These challenges highlight a fundamental flaw in how ATS platforms have been designed and used. Instead of acting
as a strategic enabler of hiring success, many ATS platforms remain passive data repositories—failing to provide the
intelligence, automation, and proactive engagement tools needed to compete in today's talent market.

To address these gaps, organizations must rethink their ATS strategy, shifting from a workflow-based system to a dynamic,

Al-powered talent platform that enables smarter, faster, and more informed hiring decisions.




Comparison of

Manual scheduling,
disconnected tools,
delays in coordination.

On -

Automated scheduling,
Al-assisted coordination,
real-time availability syncing.

Al-driven recommendations,

Basic keyword searches,
difficulty surfacing
top candidates.

deeper talent discovery,

skill-based matching.

Real-time insights,

Limited reporting, lacks
predictive insights and
trend analysis.

2

predictive analytics, hiring
trend visualization.

Engages only after
application, no proactive

talent nurturing.

e

Proactive candidate
relationship management,
Al-powered engagement.

Heavy reliance on external
sourcing, underutilized
internal talent pools.

,@.g

Talent rediscovery,
automated sourcing,
internal mobility optimization.
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RETHINKING ATS BUYING

AND EVALUATION CRITERIA

For years, companies have approached ATS selection with a narrow, transactional mindset—focusing on compliance,
process automation, and workflow efficiency rather than the broader strategic impact of their hiring technology. However,
as talent acquisition becomes more complex and competitive, organizations must rethink how they evaluate and purchase
an ATS. The shift is not just about upgrading features but about adopting a more intelligent, adaptive, and integrated
talent strategy that supports long-term workforce goals.

Evaluating ATS Based on Intelligence, Experience, and Adaptability

In the past, ATS platforms were judged primarily on their workflow automation capabilities, with success measured by
efficiency gains rather than business outcomes. Today, however, the most effective ATS solutions go beyond process
management—they leverage Al, data intelligence, and automation to enhance decision-making, candidate engagement,
and hiring success.

When evaluating an ATS, companies should prioritize:

Intelligence:

Bt o = Does the system provide real-time analytics, predictive insights, and Al-powered talent matching?
Gl Experience:
;'L Does the ATS enhance candidate and recruiter experience through personalization and automation?
| Adaptability:
X
r,’; Can the system evolve with shifting hiring needs, new technology advancements, and business demands?

An Al-driven, insights-rich ATS helps organizations move beyond a transactional hiring process to a more strategic and
data-informed approach, ensuring that hiring decisions align with long-term business goals.
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Shifting from Reactive to
Proactive Talent Acquisition

Most traditional ATS platforms are reactive—they manage applicants who have already entered the
hiring pipeline. But the future of talent acquisition demands a proactive approach, where recruiters can:

@ Identify and nurture top talent before a job is posted.
(7]
AR

EmE Leverage Al to predict workforce needs and reduce time-to-fill.
(NN

Engage passive candidates with targeted outreach and

o=-= 3 2 :
= personalized interactions.

By integrating predictive analytics, Al-driven engagement, and intelligent talent rediscovery, the ATS becomes a proactive
talent intelligence platform rather than just an applicant tracking tool. Companies that embrace this shift will have a
competitive advantage in hiring, securing top talent before their competitors even begin the search.

Proactive
Talent
Acquisition
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CONCLUSION

The ATS has long been the foundation of talent acquisition, but its traditional role as a workflow tool is no longer enough
to meet the needs of modern hiring. Today's talent market is fast-moving, dynamic, and skills-driven, and companies
require an ATS that does more than just track applicants. They need a system that drives intelligence, enhances decision-
making, and enables proactive talent strategies.

The evolution of the ATS is clear: automation and compliance alone are not sufficient. Organizations must shift their
approach in three critical areas: changing the way they buy an ATS by prioritizing intelligence and deeper functionality,
redefining evaluation criteria to focus on adaptability and skills validation rather than just workflow efficiency, and
expecting more from their ATS by leveraging it to drive quality hires, optimize recruiter productivity, and support long-
term workforce planning.

The next generation of ATS platforms will be Al-powered and deeply integrated into broader HR and talent ecosystems.
With Al co-pilot and Agentic Al capabilities, generative Al for candidate engagement, and predictive analytics for hiring
success, the ATS is transforming into a talent intelligence hub—one that proactively identifies top talent, reduces bias,
and enhances candidate and recruiter experiences.

The ATS of the future will no longer be a standalone system but rather a core component of an intelligent talent
ecosystem—one that empowers recruiters, supports hiring managers, and helps companies make smarter, data-driven
decisions. Organizations that rethink their ATS strategy today will be best positioned for success in the evolving world
of work. The future of the ATS is here, and it is intelligent.

aptitude
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Aptitude Research is a leading human capital management (HCM) research and
advisory firm. Our in-depth research and vendor assessments help HR leaders
develop a deep understanding of the HCM technology landscape, including talent
acquisition and engagement, to ultimately make better purchase decisions.

Our flagship research, The Aptitude Index Report: delivers a comprehensive look

at talent acquisition trends and technology. This knowledge, combined with our
consulting and advisory services, enables companies to save time, money and improve
the recruiting, hiring and workforce management experience.

Founded by leading analyst Madeline Laurano and based in the Boston area, Aptitude
Research provides a wealth of HCM expertise to companies, vendors and investors.

View our recent and upcoming research at www.AptitudeResearch.com or connect
with us on Twitter or LinkedIn.
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Eightfold Al's market-leading Talent Intelligence Platform™ helps organizations retain
top performers, upskill and reskill their workforce, recruit talent efficiently, and reach
diversity goals. Eightfold's patented deep learning artificial intelligence platform is
available in more than 155 countries, across 24 languages, and 20+ verticals, enabling
cutting-edge enterprises to transform their talent into a competitive advantage.

Visit eightfold.ai to learn more
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