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Company At-a-Glance

Name of Product/Offered | HiBob

Headquarters New York, NY and London, UK

Year Founded 2015

Number of Employees 1,400+ (“Bobbers”)

Revenue $250M+ ARR

Geographic Coverage Global — 7 offices (US, UK, Israel, Netherlands,

Australia, Portugal, Germany) serving customers across
150+ countries

Top Customers 4,800 organizations, including Vayner Media (1,873
employees), Team Blue (3,200 employees across 22
countries)

Market Distribution Europe (79%), US (15%), APJ (5%), LATAM (1%)

Industries Saa$S, Hospitality, Manufacturing, Retail, Professional

Services, Healthcare

Website www.hibob.com

HiBob Overview and Value Proposition

In a market where HCM vendors often promise transformation through complexity,
HiBob takes a fundamentally different approach. Founded in 2015 with a clear mission
to enable a modern working experience where every team member thrives and high-
performance teams flourish, HiBob has grown from serving primarily small SaaS
companies to becoming a mid-market leader serving diverse industries from hospitality
to manufacturing to healthcare.
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HiBob is a company defined by putting people first. When you examine their customer
wins — from Booksy in the beauty market to Ramp in fintech to Knixwear in apparel —
you see organizations that share one thing: a commitment to creating workplaces where
people genuinely want to work.

The platform they call “Bob” (the company is HiBob, the platform is Bob) reflects this
people-first philosophy in every design decision. Unlike systems where employees
groan when they need to log in, Bob boasts high adoption and engagement rates
because it feels less like enterprise software and more like the social media platforms
people use daily. It’s recognition that technology should meet people where they are,
not force them to adapt to how software developers think.

HCM for Everyone

What sets HiBob apart from traditional HCM vendors is its insistence that powerful
people management capabilities shouldn’t be locked away in the HR department. Bob
brings the power of HCM to everyone: HR professionals, finance teams, IT
departments, managers, and employees. This democratization of people data and tools
transforms how organizations operate:

e For HR teams, Bob provides sophisticated core HR, talent management,
compensation planning and analytics without requiring armies of consultants to
configure workflows.

e For finance leaders, the recent acquisition of Mosaic (now Bob Finance) bridges
the gap between people planning and financial planning, recognizing that at most
companies, 60-80% of business costs are people costs, and getting people
strategy right is essential to success.

e For managers, Bob provides Al-powered coaching, goal management and one-
on-one frameworks that help them become more effective leaders.

e For other employees, Bob delivers an intuitive, mobile-first experience that
respects their time and gives them control over their work lives.

This approach addresses three critical business outcomes: Operations (increasing
reliability, efficiency, and productivity), Culture (building high-performance teams and
employee engagement), and Strategy (enabling agile planning and better decision-
making through workforce intelligence).

Technology Foundation

Bob’s architecture reveals the company’s values: a unified foundation on a single code
line where, as they say internally, “how you do anything is how you do everything.” The
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platform delivers:

e Unified user experience across all modules, so users encounter consistent
interfaces whether they’re in recruiting, performance management or
compensation planning.

e Mobile-first development, recognizing that modern work happens anywhere
and many employees never sit at desks.

¢ Unlimited customization without coding: custom fields, workflows and reports
come standard, not as add-ons.

o Extensive integration capabilities through open APIs and a robust tech partner
ecosystem spanning collaboration tools, payroll providers, time and attendance
systems, and ERP platforms.

o Real-time data and reporting, where every piece of information in Bob is
immediately reportable and actionable.

Al That Augments

HiBob positions Al as an enabler, not a decision-maker. “Bob Al Companion” weaves Al
capabilities throughout the platform in four distinct ways:

Productivity booster: Al accelerates routine tasks, generating job descriptions,
creating kudos and shout-outs, building task lists, validating data fields and automating
workflows. The goal is to free people from busy work so they can focus on work that
matters.

Data analyzer: Al spots patterns, identifies risks, surfaces opportunities, analyzes
reports and performs sentiment analysis on survey feedback. The most-used Al feature
helps managers create measurable key results from broad goals, translating aspirations
into actionable metrics.

Product Navigator: The “Ask Bob” chatbot and contextual Al hints guide users through
the platform, answering questions in natural language and helping both new and
experienced users work more efficiently.

Growth Coach (in development): Perhaps most ambitious, this feature will guide
managers in developing their people. By providing Al-powered coaching suggestions,
feedback frameworks and development recommendations, Bob aims to help every
manager become a more effective leader.

Bob Al leverages multiple access points: a smart sidebar for in-flow assistance, native
Al capabilities within specific workflows, a dedicated Al workspace (similar to
ChatGPT’s canvas view), and Bob Chat as a personal Al assistant available on desktop
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and mobile. The vision is conversational Al that eliminates traditional interfaces entirely,
where a warehouse worker can simply ask, “Can | swap Thursday’s shift?” and get an
instant answer.

HiBob maintains rigorous Al principles and earned ISO 42001 certification, the global
ethical standard for Al in software. Customers have granular control over which Al
features to enable, respecting that different organizations have different comfort levels
and needs. The approach balances innovation with responsibility, using Al to maximize
efficiency while keeping humans at the center of important decisions.

Product Portfolio

HiBob’s portfolio addresses the complete employee lifecycle while maintaining flexibility
for organizations of different sizes and complexity levels.

Core HR: The Foundation

Bob’s core HR module provides the essential infrastructure for modern people
management and serves as the system of record for all people data:

e Employee profiles act as command centers, capturing unlimited custom fields
without additional cost. They include both compliance data and cultural details
that make each person unique.

e Organizational management delivers dynamic org charts that visualize
hierarchies, project teams, mentorship connections, and dotted-line relationships.

e People directory and company view provide a searchable, interactive
experience where employees can find colleagues, view reporting lines, and see
company-wide announcements, new joiners, birthdays, and milestones.

e Culture and connection tools—including kudos, polls, and announcements —
encourage recognition and belonging across distributed teams.

e Document management enables read-and-acknowledge workflows and mobile
e-signature functionality.

e People data workflows and task lists automate lifecycle moments such as
onboarding, offboarding, and internal changes, ensuring data accuracy and
compliance.

o Timeline and audit trails give HR and managers full visibility into every
employee’s journey and history of changes.
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e People analytics and reporting built directly into Core HR provide real-time
dashboards, headcount and attrition tracking, and configurable reports that
transform people data into business insight.

e Built-in Job Catalog standardizes roles, levels, and skills across the
organization—forming a shared foundation for hiring, compensation, and
development.

e Permission-based access control that ensures users see and can act on only
what's appropriate for their role.

o Enterprise-grade security and compliance with SOC 2 Type II, ISO
27001/27018, and GDPR certification safeguard data globally while adapting to
local regulations.

The system handles global compliance requirements while maintaining the flexibility to
accommodate regional differences. This captures the right information for employees in
different countries while preserving a consistent user experience in 20 languages.

Skills: Foundation for the Future

Skills, launched for general use in November 2025, represent a significant addition to
Bob’s core capabilities. Included in Core HR at no additional cost, Skills threads through
Hiring, Performance, and Learning to create a cohesive talent strategy where
organizations can identify needed competencies, recruit for them, assess them, develop
them, and leverage them for career growth:

e A skills catalog with five proficiency levels and clear expectations.
e Al-powered skill creation while supporting custom skill imports.
e Performance connection that pulls relevant skills into reviews for assessment.

e Learning recommendations that reveal appropriate courses to address skill
gaps.

e Hiring integration ensuring job descriptions and candidate evaluations align
with required competencies.

e Career pathing that helps employees see what skills they need to develop for
advancement.

e Analytics: Early in 2026, Bob Sksills will be connected to Workforce Planning to
help plan and identify Skills gaps in the organization for Hiring and Succession
Planning.
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Hiring: Talent Acquisition That Connects

Bob Hiring, launched in 2024, has seen rapid adoption. The largest customer using
Hiring has 7,000 employees and HiBob uses the module for its own recruiting. The
platform provides:

e A talent acquisition command center with real-time dashboards showing
applications, pipeline health and hiring funnel metrics.

o Customizable hiring funnels tailored to specific roles. For example, sales
engineers give demonstrations, marketing professionals submit portfolios and
technical roles complete coding challenges.

e Al-powered candidate evaluation with resume analysis, skills matching,
qualification summaries and identification of missing competencies.

e Multi-channel job distribution to thousands of job boards, plus career sites that
promote opportunities for internal mobility.

e Collaborative hiring with interview scheduling that integrates with calendars,
evaluation scorecards and automated feedback collection.

e Seamless onboarding transition where candidate data flows directly into
employee profiles without duplicate entry.

Perhaps most importantly, Hiring connects directly to Workforce Planning. When a
position is approved and opened, the hiring process begins immediately with all relevant
context and budget information already in place.

Performance Management: Continuous Development

Bob’s Talent module (including goals, one-on-ones, performance reviews, and surveys)
takes a continuous approach to performance:

e OKR methodology for goal setting with Al assistance in creating measurable
key results from high-level objectives.

e Goal alignment that connects individual contributions to team goals to company
objectives.

e One-on-one frameworks with templates that help managers conduct effective
check-ins, whether debriefing performance reviews, discussing career
development or addressing challenges.

o Skills integration that pulls competencies into reviews so managers can assess
strengths and identify development opportunities.
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e Performance review cycles that incorporate goals, self-assessments, manager
assessments and peer feedback.

e Connection to compensation, where review ratings can trigger recommended
increases during merit cycles.

e Mobile accessibility so performance conversations aren’t constrained to desk
time.

This approach recognizes that performance management shouldn’t be an annual event.
It should be an ongoing conversation that helps people grow.

Learning: Development Made Easy
Bob Learning, launched in 2024, rounds out the talent development story:
e Course creation and management with the ability to import external content.

o Automated assignment through task lists that trigger required training at
appropriate intervals.

e Skills connection serving up relevant learning based on performance review
gaps.

e Mobile accessibility so learning happens when and where employees have
time.

e Reporting and tracking for compliance and development initiatives.

Learning connects the dots between performance feedback, skills development and
career growth.

Job Catalog: The Intelligence Layer that Powers Everything

Job Catalog (released November 2025) is where organizational strategy becomes
operational reality in Bob. It’s a single source of truth that defines every role, level, and
reporting structure — powering smarter decisions across the entire platform.

The platform provides:

¢ Al-Powered Instant Setup that builds the entire catalog in one click from
existing employee data. What traditionally takes 6 months of consulting happens
in minutes — roles, levels, career paths all structured and ready.

o Living organizational intelligence that evolves with the business. The system
flags role drift, suggests new positions when needed, and alerts users to
structural inefficiencies.
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e Foundation for every HR module where Workforce Planning knows exact role
costs, Compensation has clear bands, Performance evaluates against role
expectations, and Hiring matches candidates to precisely defined positions.

e Continuous learning and adaptation as companies hire, promote, and
reorganize. The Job Catalog gets smarter with every decision, building
institutional knowledge that stays with your organization.

e Strategic enablement that transforms scattered spreadsheets and tribal
knowledge into structured intelligence — the difference between guessing and
knowing, between reacting and planning.

e JC Coach Al Companion (coming soon) that acts as your organizational design
expert. It recommends optimal structures based on a company’s industry,
suggests career pathways, identifies missing roles, and ensures your
architecture scales with growth.

Workforce Planning: Strategic People Management

Workforce Planning helps organizations understand where they are today and plan for
where they need to be tomorrow:

e Position management maintains history even as people move between roles,
tracking financial data (base salary, total position and cost)  and organizational
evolution over time.

e Approval workflows for new and updated position requests that ensure proper
oversight and budget alignment.

e Scenario planning for exploring different futures, including rapid growth,
workforce reductions, reorganizations or mergers and acquisitions.

e Org chart simulation where leaders can drag-and-drop positions to visualize
potential restructuring before implementing changes.

e Collaboration tools for commenting on plans and ensuring alignment before
execution.

¢ Integration with Bob Finance for complete alignment between headcount
planning and financial planning.

e Integration with Bob Hiring: Positions created and approved in Workforce
Planning automatically flow into Hiring as open requisitions. When a candidate is
hired, the system updates the corresponding position in Workforce Planning to
reflect the filled role, ensuring end-to-end data consistency and closing the
lifecycle loop between planning and hiring.

2025 Brandon Hall Group™. Not Licensed for Distribution. Page 8



DR dare

Customers who have grown through merger or acquisition particularly value Workforce
Planning for standardizing processes and creating unified cultures across previously
disparate entities.

Engagement and Culture: Listening That Leads to Action

Bob provides two types of surveys that work together to create effective employee
listening:

Company-wide engagement surveys:
e Anonymous feedback at scale with NPS scoring on a 0-10 scale.

e Benchmarking against other Bob customers by industry, company size and
region.

e Driver analysis showing where organizations can get the most impact from
improvements.

e Heat maps and trend analysis over time.

e Al-powered sentiment analysis of open-ended responses.

e Action planning workflows that connect insights to goals.
Employee lifecycle surveys:

e Identifiable feedback at key moments, including 30/60/90-day check-ins, exit
interviews and return-from-leave check-ins.

e Automated triggering based on employee events.

e Integration with task lists and workflows for follow-ups.
Together, these tools help organizations move from measuring culture to actively
building it.
Compensation Management: Fair Pay, Transparent Process

Compensation planning in Bob mirrors the familiar spreadsheet experience finance and
HR teams know, while adding sophisticated guardrails and analytics:

e Worksheet-based planning with unlimited customization of visible fields and
calculations.

e Co-planner collaboration where multiple stakeholders can work together.

e Guidelines and alerts that flag when recommendations exceed budgets or fall
outside bands.

o Performance integration with automatic suggestions based on review ratings.
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e Promotion handling showing both current and new bands.
e Equity planning capabilities for stock-based compensation.
e Audit trails capturing all worksheet notes, communications and approval history.

e Compensation calibration enables analysis by gender, age, tenure or other
factors to manage pay equity.

e Automated compensation letters for communicating changes to employees.

The module recognizes that compensation is one of the most sensitive HR processes
and must balance competitive pay with budget constraints while maintaining fairness
and transparency.

Time and Attendance: Flexibility for All Workers

Through integrations with partners like Deputy and Clinic, Bob supports frontline
workers who need time tracking and scheduling:

e Mobile time clock functionality for workers without desks.
e Schedule management with shift-swapping capabilities.
e Absence tracking integrated with leave management.

o Data flow to payroll eliminating manual data entry.

The integrations recognize that one size doesn't fit all; different industries and work
models require different approaches to time tracking.

U.S. Payroll (General Availability in January 2026)

Announced at HR Tech 2025 and entering general availability in January 2026, Bob’s
native U.S. payroll solution represents the completion of the all-in-one platform. With a
deep understanding of the market’s needs, HiBob focused on what matters most:
delivering an exceptional experience for both employees and pay administrators.

The approach leverages proven technology (partnering with Gusto’s embedded payroll
engine and Symmetry’s 40+ years of tax expertise) while wrapping it in Bob’s signature
user experience. Benefits administration white-labels PlanSource capabilities.

Key capabilities include:

e All-in-one integration where important HR data such as salary, location, and
key onboarding documents automatically flow to payroll, benefits elections
update automatically and time tracking feeds directly into pay cycles.
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e Real-time compliance across all 50 states with automatic tax filings and
remittances.

o Fast deployment measured in weeks, not months.

e Modern interface applying Bob’s design principles to make payroll processing
intuitive.

e Al-powered payslip companion reduces admin burden and empowers
employees to answer their own questions.

e Managed Services offering for US Payroll expected to be available Q2 2026
based on HiBob’s UK Payroll Managed Services solution.

The positioning reflects research showing that 88% of employees view how a company
handles payroll as a direct reflection of respect, and more than half would consider
leaving after repeated payroll mistakes. For administrators struggling with constant
regulatory changes (85% say it has become more complicated and spending an
average of 29 weeks per year correcting errors, Bob Payroll aims to reduce stress while
increasing accuracy.

Bob Finance: Bridging People and Financial Planning

The September 2025 acquisition of Mosaic, rebranded as Bob Finance and launched
the following month, represents HiBob’s most strategic expansion to date. The move
recognizes that at many companies, there’s one finance professional per 100
employees and they’re drowning in manual Excel-based processes.

In addition, Finance and HR share critical workflows (workforce planning, payroll,
benefits management, compensation) where misalignment creates problems everyone
feels, including communication breakdowns, gut-feel compensation decisions,
disconnected hiring plans, budget overruns, and missed forecasts. When these teams
operate in silos, using different data and different systems, it introduces significant
financial and operational risk.

Bob Finance provides end-to-end FP&A capabilities while creating unprecedented
alignment between financial planning and people planning:

Data Integration Foundation

e Brings together financial data from ERP systems, operational data from various
sources (such as CRM, data warehouse, and billing systems), and people data
from Bob.

e Creates a single source of truth for financial planning and reporting.
e Maintains real-time connections so insights never become stale.
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Reporting and Analytics
e Financial reporting and operational KPI tracking.
e Strategic finance capabilities that overlay HR data onto financial metrics.
e Custom dashboard creation with Bob’s robust charting library.

o Efficiency metrics showing cost per employee, accounts per rep, or any custom
calculation.

e Pre-built metrics plus unlimited custom metric creation.
Budgeting and Forecasting
e Revenue forecasting.

e Headcount and people cost planning are deeply integrated with Bob Core HR
data.

e Operating expense budgeting.

e Cash flow management.

e What-if scenario planning.

e Visibility into hiring pipeline and attrition risk during planning cycles.
Cross-Functional Collaboration

e Involving HR, budget owners, department leaders and executives in planning.

e Breaking down finance and HR silos.

e Democratizing access to financial insights.

e Applying financial context/outcomes to people strategy and plans.

e Enabling strategic conversations based on real data rather than gut feel.

Bob Finance enables strategic insights that combine financial, operational and people
data. For Example, instead of just telling the customer service team its headcount
budget, finance can show customer accounts-per-rep trends and have conversations
about whether hiring plans align with customer growth projections.

With Bob Finance, customers can now manage people planning and financial planning
in one integrated platform, ensuring hiring decisions, compensation changes and
organizational restructuring happen with complete financial context and alignment.
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Ecosystem and Integrations

HiBob’s tech partner program recognizes that Bob should play nicely with the rest of the
tech stack:

e Collaboration: Microsoft Teams, Slack, Google Workspace, calendars.

e Payroll: Global payroll providers for countries outside Bob’s native coverage.
e Time and Attendance: Deputy, Clinic for frontline workforce management.

e Benefits: PlanSource (white-labeled in the US Payroll offering).

e Provisioning: SSO and IT system integration for automated
onboarding/offboarding.

e Data Integration: ERP systems, data warehouses, analytics platforms.
e Recruiting: ATS integrations for customers not using Bob Hiring.
e Learning: LMS integrations for customers with existing learning investments.

The open API philosophy and extensive integration marketplace ensure Bob can serve
as the people data hub even in complex technology environments.

Analysis by Brandon Hall Group™

Situational Analysis

The mid-market HCM space has become increasingly competitive, with established
players like ADP, UKG and Workday moving downmarket while newer entrants like
Rippling move upmarket. Organizations in this space, typically 200 to 5,000 employees,
face a challenging environment. They’ve outgrown simple HRIS systems but don’t have
Fortune 500 budgets or implementation timelines. They need enterprise-grade
capabilities delivered with simplicity and speed.

These organizations face several interconnected challenges:

o Growing complexity without growing resources: As companies expand
geographically, add locations, enter new markets, and grow headcount, HR
complexity increases exponentially. But HR team size typically doesn’t keep
pace. Organizations need systems that scale without requiring proportional
increases in administrative overhead.

¢ The frontline worker gap: Most mid-market companies employ significant
numbers of workers who never sit at desks, such as retail associates,
manufacturing workers, healthcare staff, hospitality teams and field service
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personnel. Yet enterprise software has historically been designed for desk
workers. The technology gap creates an engagement gap that shows up in
turnover and productivity.

o Distributed workforce management: Whether hybrid, remote or multi-site,
modern workforces are distributed. Maintaining connection, culture and
consistent employee experience across locations requires technology that brings
people together rather than just tracking them.

¢ Integration nightmares: Mid-market companies often cobble together point
solutions. The result is data silos, duplicate entries, errors and employee
frustration. They need true integration, not just APIs that require IT teams to
maintain.

e The finance-HR disconnect: Finance teams forecast and budget, but the
largest line item (people costs) lives in HR systems. When these teams work in
disconnected systems with different data, bad decisions result. Organizations
need to bring financial planning and people planning together.

e Speed to value: Mid-market organizations can’t afford year-long
implementations and six-figure consulting engagements. They need solutions
they can deploy in weeks or months and configure themselves as business
needs evolve.

Into this landscape comes HiBob with a compelling value proposition: enterprise-grade
HCM delivered with a consumer-grade user experience, all-in-one integration without
the all-in-one complexity, and total cost of ownership that makes sense for growing
companies.

Challenges to the Business

Organizations evaluating HCM solutions in the mid-market space navigate several
critical considerations:

e Balancing capability and usability: Enterprise systems often provide deep
functionality but require extensive training and create user frustration. Simple
systems are easy to use but lack capabilities for sophisticated needs.
Organizations need both. But they have been forced to choose.

e Configuration versus customization: Many legacy systems require expensive
consultants and developers to configure workflows, create reports or adjust
processes. Promises of “configuration not customization” often fall short, leading
to ongoing dependencies and costs. Organizations need systems that business
users can configure themselves.
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o Total cost of ownership: Beyond licensing costs, organizations must factor in
implementation services, ongoing consulting, training, system administration,
integration maintenance and change management. The sticker price often
represents a fraction of the true cost. Organizations need transparency and
predictability.

¢ Global capabilities with regional flexibility: As organizations expand
internationally, they need core systems that work everywhere while respecting
that employment laws, cultural norms and business practices vary by country.
One-size-fits-all approaches fail, but managing completely different systems by
region creates chaos.

e Al hype versus Al value: Every vendor now claims Al capabilities, but much of it
amounts to features that were already available, rebranded as “Al.”
Organizations need to cut through the noise and understand what Al actually
does, how it’s implemented and whether it delivers real value or just marketing
buzz.

¢ The finance-HR partnership: Traditionally, finance and HR use different
systems, speak different languages, and focus on different outcomes. But when
70-80% of costs are people costs, this disconnect creates risk. Organizations
need technology that bridges this gap.

e Vendor stability and vision: In a market characterized by consolidation,
acquisitions and rapid change, organizations must assess not just current
capabilities but vendor trajectory. Is this company investing in innovation? Will
they be around in five years? Are they moving in strategic directions that align
with customer needs?

Implications for the Business

These challenges don't exist in isolation. They compound. An organization that
implements a difficult-to-configure system ends up with expensive consulting
dependencies that significantly bloat the total cost of ownership. Systems that don’t
work on mobile create frontline worker disengagement that drives turnover.
Disconnected finance and HR systems lead to budget overruns and hiring delays that
impact business results.

The implications are significant:

e User adoption determines ROI: The most feature-rich system delivers no value
if employees won'’t use it, managers ignore it and HR staff work around it.
Organizations must prioritize user experience as fundamental to success.
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¢ Integration is table stakes: Point solutions might look less expensive on paper,
but the hidden costs of maintaining integrations, managing data inconsistencies
and handling errors multiply quickly. True platform thinking—where modules
share data and workflows naturally—matters more than ever.

e Business user empowerment changes everything: When HR teams can
configure workflows, build reports and adapt processes without IT or consultants,
they respond faster to business needs and reduce ongoing costs dramatically.
This capability represents the difference between technology as a constraint and
technology as an enabler.

e People data is business data: When finance can’t see people data and HR
can’t see financial data, both make suboptimal decisions. Organizations that
bring these data sources together in shared platforms make better choices about
hiring, compensation, restructuring, and investment.

¢ Mobile-first means frontline-first: Organizations with significant frontline
workforces can’t afford to treat mobile as an afterthought. Every feature, every
workflow, every communication must work beautifully on phones because that’s
where most of the workforce actually works.

e Speed matters: In a fast-moving business environment, systems that take a year
to implement are obsolete before they launch. Organizations need platforms they
can deploy quickly and adapt continuously.

Questions to be Answered by the Business

As you evaluate workforce technology strategy, these questions help focus on what
matters:

e User experience: How many clicks does it take for an employee to request time
off? Can a manager give feedback in the moment from their phone? Does the
system feel like something people want to use, or something they’re forced to
use?

e Configuration: Can your HR team build a workflow themselves, or do you need
to engage consultants? When business requirements change, how quickly can
you adapt the system? What does that adaptation cost?

¢ Integration: Do your recruiting, performance, compensation and learning
systems share data seamlessly, or do you manually sync information? When an
employee gets promoted, do all systems update automatically? How many times
do you enter the same information in different places?

e Total cost: Beyond licensing, what will you spend on implementation, training,
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ongoing support, integrations and consultants over three years? Are these costs
predictable, or do they balloon as you use the system more?

e Al: What does Al actually do in the system? Can you see tangible examples of
time saved or decisions improved? Do you control which Al features to enable?
What data is used to train Al models?

¢ Finance and HR alignment: Can your finance team see hiring pipeline and
attrition risk when they’re forecasting? Can HR see budget impact before
requesting a new position? Do these teams speak a common language about
people costs?

¢ Frontline workers: Do your non-desk employees have the same access to
information and tools as office workers? Can they check schedules, request time
off, and complete tasks from their phones as easily as desk workers do from
computers?

¢ Global operations: As you expand internationally, does the system adapt to
local requirements while maintaining a consistent employee experience? Do
employees everywhere feel equally supported?
HiBob as the Answer
In a crowded market, HiBob differentiates through a combination of capability, usability
and business model that addresses mid-market needs better than most alternatives.
True All-in-One on a Single Platform

“All-in-one” has become meaningless in HCM marketing; vendors acquire point
solutions, slap a common logo on them and claim integration. HiBob built Bob on a
single code line from the beginning. This creates real advantages:

e Consistent user interface everywhere. If you learn one module, you will
understand them all

e Seamless data flow without integration maintenance. If you hire someone in
Recruiting, they will automatically appear in Core HR, Time, Performance and
Compensation

e Unified reporting where any data from any module can be combined in
dashboards without complex data warehouses.

e Single sign-on and permission model that works across all capabilities
e Mobile experience that provides full functionality, not watered-down versions

When HiBob says “all-in-one,” they mean it in ways most competitors don’t.
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Configuration Without Consultants

Perhaps HiBob’s most significant competitive advantage is radical business user
empowerment. The platform provides:

e Visual workflow builders that HR professionals use to create onboarding flows,
leave processes, data change workflows, and termination checklists. No coding
required.

e Unlimited custom fields at no additional cost, with full control over what displays
where.

e Report and dashboard builders with column pickers, filters, and visualizations
that any user can master.

e Branding controls that let organizations match Bob to their visual identity.
e Task list automation that connects events to actions without technical expertise.

This philosophy matters enormously for total cost of ownership. HiBob Customers like
ecosio report reducing software consulting costs and avoiding four additional HR hires
as they grew by 110 employees. When your team can configure the system itself, you
eliminate ongoing dependencies on expensive external resources.

User Experience That Drives Adoption

Bob looks and feels different from traditional enterprise software. The social media-
inspired interface, mobile-first design and consumer-grade polish create an experience
people actually enjoy:

e High adoption rates because employees don’t dread logging in.

e Social features like announcements, kudos and polls that build connection.

e Mobile app for iOS and Android that provides full functionality, not just viewing
e Integration with Teams and Slack so work happens where people already are.
e Name pronunciation features that respect global diversity.

e Branding flexibility that makes the system feel like an extension of the
organization, not generic software.

This isn’t superficial. When employees engage with HR systems willingly rather than
grudgingly, HR gets better data, managers use tools consistently and organizations
actually realize value from their investment.
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Finance and HR in One Platform

The Bob Finance acquisition and integration create something genuinely unique: FP&A
and HCM in a single platform. This matters because:

e Finance can see the hiring pipeline, attrition risk and then position budgets when
forecasting.

e HR can see the financial impact before requesting positions or planning
compensation.

e Headcount planning and financial planning happen in shared workflows with
shared data.

e Scenario planning connects organizational restructuring to budget impact.

e Department leaders get dashboards that combine financial metrics with people
metrics (like accounts per customer success rep or revenue per employee).

For organizations where people costs dominate the P&L (which is most organizations),
this integration changes the quality of planning and decision-making.
Responsible Al Implementation

While competitors rush to slap “Al” on existing features, HiBob takes a more measured
approach:

e IS0 42001 certification demonstrating ethical Al practices.

e Granular controls letting organizations choose which Al features to enable

e Al that augments human capabilities rather than replacing human judgment.
e Transparent communication about what Al actually does.

e Focus on productivity, insight, and guidance rather than surveillance or control.

Pricing and TCO Advantage

While HiBob’s per-employee pricing may be comparable to or even higher than some
competitors, the total cost of ownership tells a different story:

e No implementation consulting required. Many customers self-implement in
weeks.

¢ No ongoing consulting for configuration changes; business users handle it.
e Unlimited custom fields included, not priced as add-ons.
e Al capabilities included at no additional charge.

e Single platform eliminates integration maintenance costs.
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e Intuitive interface reduces training requirements.
When you factor in the full three-year cost including services, HiBob often comes in
significantly lower than alternatives while delivering comparable or superior functionality.
Strategic Momentum and Investment
HiBob demonstrates the trajectory of a company hitting its stride:

e Growing from 400 to 1,400 employees in three years.

e Expanding to eight worldwide offices, providing near round-the-clock support to
Bob users globally.

e Moving from small company focus to 200+ enterprise customers (1,000+
employees) and more than 1,030 midsize customers (500-1000 employees).

e Strategic acquisitions (Mosaic/Bob Finance) that add capabilities rather than just
customers.

e New module launches (U.S. Payroll, Bob Skills) fill gaps in platform
completeness.

e Continued investment in Al capabilities with ISO certification demonstrating a
responsible approach.

The company isn’t resting on success. They’re building for the future while supporting
current customers effectively.

The Bottom Line: HiBob’s Product-Led Differentiation
Drives Mid-Market Momentum

HiBob has established genuine product differentiation in the crowded HCM market
through a unified architecture so distinctive that customers can immediately identify it, a
rare achievement in enterprise software.

This differentiation translates to substantial business momentum: $250M+ ARR across
5,000 customers serving 1.3M employees, with 200+ enterprise clients over 1,000
employees and 1,030 customers with 500 to 1,000 employees.

The platform’s 85% monthly active user rate and 5.5% customer churn validate genuine
product-market fit. The company’s core strength lies in its single-code-line architecture,
where configurability meets usability: unlimited custom fields, drag-and-drop workflow
builders and dynamic reporting, all accessible through intuitive guided editors rather
than requiring expensive consultants.

ecosio’s customer experience with Bob quantifies this advantage: 200-employee B2B
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SaaS company achieved 706% ROI with a 2.3-month payback, reducing payroll
processing time by 75%, cutting onboarding from 8 days to 15 minutes, and avoiding
four additional HR headcounts while supporting 110 new employees.

Demonstrated Sophistication

The Bob Al Companion and 2025 module launches demonstrate sophisticated product
thinking that addresses quantifiable market pain. Al is embedded across four distinct
modes: productivity booster, data analyzer, product navigator and growth coach, with
granular admin controls allowing organizations to enable only capabilities aligned with
their policies.

Bob US Payroll (powered by Gusto’s calculation engine, serving 300,000+ businesses
with 40+ years of tax compliance expertise) tackles the fragmented data environment
where E&Y research shows organizations spend 29 work weeks annually correcting
errors, while 88% of employees say payroll handling reflects whether they feel
respected and 53% would consider leaving after repeated mistakes.

By maintaining a single source of truth across W-4s, benefits, time attendance, and pay
calculations with real-time sync and Al-powered anomaly detection, HiBob addresses
the 46% of pay teams struggling with outdated software. Bob Finance addresses the
fundamental disconnect where finance teams are outnumbered 100:1, yet are
responsible for planning 60-80% of company expenses, which are primarily represented
by people costs. Additionally, 75% of the finance team’s time is spent on data gathering
rather than strategic analysis, addressing what finance leaders identify as the number
one challenge for FP&A efforts.

Strong Partnership Strategy

HiBob’s partnership strategy demonstrates intelligent build-versus-partner decisions that
accelerate time-to-market while maintaining product quality. The company’s embedded
payroll approach, leveraging Gusto’s proven calculation infrastructure and PlanSource’s
benefits administration (trusted by 5,000+ employers serving 3.5M+ employees with
SOC 2 Type Il certification) enables rapid deployment of mission-critical functionality
without years of internal development.

The broader ecosystem spans collaboration tools (Slack, Microsoft Teams),
provisioning/SSO (Okta, OneLogin, GSuite), ERP and productivity (NetSuite, Jira), time
and attendance (Deputy, Quinyx supporting frontline workers), and sourcing/recruiting
(Greenhouse, Jobvite, Teamtailor).

The 2025 Ecosystem 2.0 initiative will expand public APIs and webhooks, launch a
customer-facing app marketplace for installing and managing integrations, and
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introduce a Developer Center where partners can register apps, access credentials,
test, and submit for publishing. This open platform approach, backed by REST APIs,
webhooks, Amazon S3 integration, and Zapier connectivity, positions HiBob to scale its
ecosystem without bottlenecking on internal resources, while the internal back office for
managing app reviews and publishing ensures quality control as the partner network
expands.

HiBob’s go-to-market partner program creates a force multiplier for market penetration
by enabling consultancies, brokers and service providers to leverage HiBob’s platform
as a value-added offering for their client bases. The partner program provides dedicated
support infrastructure, exclusive perks for both partners and their clients, and expert
resources that enable partners to deepen client relationships while creating additional
revenue streams.

This channel strategy positions HiBob’s modern HR approach and superior technology
as an enabler for partner businesses to build their own practices around, transforming
partners from simple referral sources into true advocates who can speak credibly to how
HiBob empowers productivity, builds business resiliency and drives engagement. The
partner-led distribution model is particularly strategic for mid-market penetration, where
trusted advisor relationships often drive technology selection more than direct vendor
engagement, and where partners can bundle implementation services with platform
subscriptions to deliver complete solutions.

Strong Market Positioning

The early traction on new modules validates HiBob’s product execution capability and
market positioning. In little more than a year on the market, UK Payroll already has 400
customers serving 90,000 employees, with the largest deployment at 9,000 employees,
outpacing Hiring (600 customers, 21,000 employees) despite a later launch.

Learning reached 300 customers within months of the October 2024 launch. Skills (Q4
2025) will create a golden thread from job requirements through candidate evaluation,
performance assessment with 360-degree feedback, and personalized learning
recommendations, all using the same proficiency framework.

This interconnection positions HiBob as a true platform rather than loosely coupled
applications, validated by wins against enterprise and mid-market competitors:

e Oviva (622 employees in 4 countries, replacing BreatheHR and beating
BambooHR and Personio in a 2-month implementation).

e team.blue (3,271 employees across 22 countries, replacing Exact Synergy after
ruling out Workday and SAP, ultimately beating Talentia and Criterion HCM in a
4-month implementation).
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With 79% of revenue from Europe providing stability and 15% from the US signaling
growth potential, HiBob represents the “third way” for mid-market organizations: offering
enterprise functionality without enterprise complexity or cost, and becoming endemic to
how modern companies operate rather than functioning as just another HCM vendor.

For HR leaders evaluating mid-market HCM solutions, HiBob merits serious
consideration, particularly if you:

Need genuine all-in-one integration but can’t afford enterprise implementation
timelines or costs.

Have a significant frontline or distributed workforce requiring mobile-first tools.
Want HR teams to configure workflows and reports without IT or consultants.

Need finance and HR working from shared people planning and financial
planning data.

Value user experience and adoption as critical to ROI.
Are growing internationally and need global capabilities with regional flexibility.

Want Al that enhances human work rather than replacing human judgment.

The market positioning — enterprise capabilities delivered with mid-market pricing and
consumer-grade experience — addresses real pain points. The customer results
validate that the positioning isn’t just marketing. And the momentum suggests HiBob will
continue evolving to meet emerging needs.

— Claude Werder, Senior Vice President and Principal Analyst, Brandon Hall Group ™
— Michael Rochelle, Chief Strategy Officer & Principal Analyst, Brandon Hall Group ™

Contribution Team:
Mike Cooke, Rachel Cooke, Pat Fitzgerald
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About Brandon Hall Group™

With more than 10,000 clients globally and more than 30 years of delivering world-class research and
advisory services, Brandon Hall Group™ is focused on developing research that drives performance
in emerging and large organizations, and provides strategic insights for executives and practitioners
responsible for growth and business results.

Membership
Individual and Enterprise Membership
options: Includes research assets,
advisory support, a client success
plan and more.

Professional Certifications
Self-paced certification

programs. Virtual group -
sessions for companies.
In-person conferences
and summits.

SOME WAYS

WE CAN HELP Advisory Offerings

Custom research projects,
including surveys,
focus group interviews
and organizational
needs assessments for
transformation, technology
selection and strategy.

Excellence Awards
Three annual programs
recognize the best
organizations that have
successfully deployed programs
to achieve measurable results.

)V ENTERPRISE EXCELLENCE
CERTIFICATION PROGRAM

)V SMARTCHOICE® PREFERRED
PROVIDER PROGRAM

>« AGENCY!
BY BRANDON HALL GROUP™

Recognizes the best HCM programs
that transform their organization and
achieves breakthrough results. This
designation is a step above the HCM
Excellence Awards® which focuses

on one program within a company.
Enterprise Excellence is a hybrid of
award winners who are also members.

Uniquely places HCM service and
technology companies at the top of
organizations’ consideration list of
vendors. It adds an unmatched level
of credibility based on BHG’s thirty-
plus years of experience in evaluating
and selecting the best solution
providers for leading organizations
around the world.

Provides comprehensive marketing
solutions for human capital
management solution providers.
We offer strategic services to
establish a strong foundation for
your marketing efforts.
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