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Project Purpose

Project	Lead			 Sponsor
Mark	Abel,	Maximus Government	Stakeholders
Goal, Approaches	&	Outcome
• Goal:

To	help	agencies	accelerate	technology	acquisitions	by	performing	market	research	to	
and	collect	and	provision	vetted,	consistent,	relevant	data	for	all	agencies	to	use

• Approaches:		
Engage	stakeholders	from	government	and	industry	to	perform	market	research	and	
collect	relevant	information	about:	Phase	1 - commercial	products	and	solutions	that	
the	OPM-chosen	Core	HCM	system	can	integrate	with	(such	as	payroll,	benefits,	talent	
acquisition,	performance	management,	and	retirement);	and	Phase	2 – Service	
providers	that	support	the	products	and	solutions.	

• Outcomes:	
An	inventory	of	commercial	solutions	available	today,	and	a	look	into	what	is	on	the	
horizon,	to	support	HR	functions	that	fall	outside	of	the	scope	of	the	core	HR	2.0	
government-wide	platform.
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Workstreams

Phase 1 Workstream Descriptions
qPayroll:	Products	that	manage	federal	employee	compensation,	pay	adjustments,	and	
deductions	in	compliance	with	federal	pay	regulations.

qBenefits: Products	that	administer	federal	employee	benefit	programs,	including	health,	life,	
and	flexible	spending	offerings.

qTalent	Acquisition: Products	that	support	the	federal	hiring	process	from	job	posting	through	
onboarding	in	compliance	with	merit	system	principles.

qPerformance	Management:	Products	that	facilitate	the	creation,	tracking,	and	evaluation	of	
federal	employee	performance	plans	and	ratings.

qRetirement:	Products	that	support	the	administration	of	FERS	and	CSRS	benefits,	including	
calculations,	counseling,	and	annuity	processing.

qAncillary	HR	Technology:	Products	that	solve	discrete	challenges	within	the	federal	human	
capital	ecosystem	(i.e.	Classification).
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Market Research Products

Phase 1: 
Two key products were produced and delivered on July 28:
q Overview report – publicly-released report describing the current state of the HR Tech 

market, including but not limited to: relevant trends, capabilities, etc.

q Solutions Catalog and Alignment Matrix – a short-form Solutions Catalog with names of 
products, vendors and an overview of capabilities is posted publicly.  A more detailed matrix 
showing the vendors’ alignment to OPM standards, government requirements (e.g. FedRamp), 
and other relevant government needs was provided to OPM and will be made available to all 
agencies

We will continue to update and republish on a periodic basis to include new information or 
new submissions
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1) The market is large, active, and more mature than many people realize
§ There is a broad commercial HR technology ecosystem available to federal agencies, spanning 

talent acquisition, payroll, performance management, benefits, retirement, analytics, case 
management, employee experience, and compliance workflows.

§ The market is not lacking solutions. The bigger question is which solutions are truly ready for 
federal use — meaning they meet federal security, data, interoperability, accessibility, privacy, 
and statutory requirements

2) Federal HR modernization is moving toward “core standardization plus marketplace choice”
§ The federal government is moving toward a single Core Human Capital Management platform 

as part of Federal HR 2.0. That should improve consistency, reduce duplication, and create a 
common system of record.

§ But many HR functions still require specialized tools. Talent acquisition, assessments, 
performance management, benefits decision support, employee relations, case management, 
analytics, and workforce planning may still be best served by a competitive marketplace of 
commercial solutions.

Market Research Observations
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3) Readiness varies significantly by segment
§ Some areas, such as payroll and benefits administration, are relatively mature but require very 

careful integration, auditability, and continuity of operations. These are mission-critical functions 
where accuracy matters more than flash.

§ Talent acquisition and performance management are more dynamic and innovation-rich, but they 
also raise harder federal adoption questions — especially around merit system principles, Title 5 
requirements, assessment validity, AI governance, and fairness.

§ Ancillary HR technologies — like case management, analytics, employee experience, 
knowledge management, EEO, and reasonable accommodation tools — are increasingly 
important because they connect the HR ecosystem without replacing systems of record.

4) AI is the dominant innovation trend, but it must be governed carefully 
§ AI is showing up across the HR technology market: sourcing candidates, matching skills, drafting 

job announcements, answering employee questions, detecting payroll anomalies, supporting 
performance insights, and improving workforce analytics.

§ However, federal HR is not a place for black-box automation. AI must be explainable, auditable, 
aligned with law and policy, and used with human oversight — especially in hiring, assessment, 
performance, and employee relations.

Market Research Observations
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5) Skills-based hiring is becoming a major force
§ The market is moving away from purely credential-based screening toward skills-based hiring, 

validated assessments, and competency mapping. This aligns with federal priorities around 
better hiring outcomes and the Chance to Compete Act.

§ The opportunity is significant: agencies can improve hiring quality, expand access to talent, and 
better match people to mission needs. But the tools must be validated, job-related, and 
consistent with federal hiring rules.

6) Interoperability may be the make-or-break issue
§ As the federal government moves toward a common Core HCM environment, commercial tools 

will need to exchange data cleanly with that core platform and with existing federal systems such 
as USAJOBS, USA Staffing, USA Hire, payroll providers, benefits systems, and workforce 
analytics tools.

§ The winners in the federal marketplace will not just be the most innovative products. They will be 
the products that can securely integrate, conform to standards, and avoid creating new data 
silos.

Market Research Observations
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7) Agencies need clarity on marketplace choice
§ One important market observation is that industry supports OPM’s role as a policy leader and 

standards-setter, but there is concern that government-operated tools could crowd out 
commercial alternatives if agencies feel directed toward one path without competition.

§ For the marketplace to work, agencies need clear guidance that they may continue to use 
commercial tools that meet federal standards and integrate with the Core HCM environment.

8) The best modernization path is incremental and ecosystem-based
§ Agencies do not need to modernize everything at once. Many ancillary and specialized tools can 

improve service delivery, employee experience, analytics, compliance, and workflow automation 
while preserving existing systems of record.

§ This allows agencies to modernize incrementally, reduce risk, and deliver visible improvements 
to employees and HR professionals

Market Research Observations
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q Provide the Phase 1 market research to the CHCO Council, CIO Council and GSA

q Launch Phase 2, focused on the Services market in October 2026
§ Identify service providers that offer services in support of HR technology solutions
§ Conduct outreach and collect data from interested firms
§ Consolidate and report data for inclusion in a supplemental services catalog
§ Goal to complete by end CY26

q Continue to monitor and update Phase 1 inputs

Next Steps


