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SECTION 1 e o o o o

Executive Summary

In the modern enterprise, hiring is no longer a back-office process. It is one of the most consequential
business activities, directly shaping an organization’s ability to execute its strategy, deliver on
customer commitments, and adapt to change. Yet despite billions spent on recruiting technology,
talent acquisition teams still face stubbornly persistent challenges: misaligned hires, inconsistent
execution, tech stacks that hinder more than they help, and decision-making processes based on gut
feel rather than measurable criteria.

Hiring Enablement is emerging as a new strategic discipline to solve this problem. Like sales
enablement transformed sales organizations two decades ago, Hiring Enablement is about equipping
every stakeholder in the hiring process—recruiters, hiring managers, interviewers, and leaders—with
the clarity, tools, guidance, and collaboration they need to consistently produce great hires that align
with business objectives.

This approach recognizes a critical truth: great hiring is a learned skill, and most managers hire
infrequently, with little to no formal training. In the absence of enablement, organizations rely on ad
hoc practices, legacy understanding of a role, and inconsistent processes that lead to variable quality-
of-hire and poor long-term outcomes.

HireBrain, the category pioneer in Hiring Enablement, offers a unified, context-aware Al platform that
integrates seamlessly with existing systems of record while fixing broken workflows and upleveling
human decision-making. Its approach connects role design to corporate strategy, streamlines
collaboration between recruiters and hiring managers, and automates the generation of fit-for-
purpose hiring assets.

Early adopters like Nutanix have seen dramatic improvements: time-to-fill reduced by 31%, mis-
hire rates cut by more than half, recruiter productivity doubled, and candidate and manager
NPS scores skyrocketed.

This whitepaper will:

Define the principles Explore why the old Detail the HireBrain Share real-world
of Hiring way of hiring is no framework and results and lessons
Enablement. longer fit for technology. learned.

purpose.
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SECTION 2

The New Hiring Reality

The Pressure on Talent Acquisition Has Never Been Greater

The last three years have reshaped the talent market. Enterprises are contending with:

e Al transformation: New technologies are changing the nature of work faster than job
architectures can keep pace. Roles evolve in months, not years, demanding continuous role clarity
and skill alignment.

e Macroeconomic uncertainty: Hiring freezes, layoffs, and pivots between growth and contraction
force organizations to be more surgical and strategic with every hire

e Workforce agility demands: The shift toward internal mobility, project-based teams, and skills-
based organizations puts pressure on TA to serve as a strategic partner to the business.

These forces are converging at a time when TA functions are being asked to do more with less—fewer
recruiters, smaller budgets, but higher expectations from executive leadership for speed, quality, and
measurable business impact.

The Persistent Pain Points

Through hundreds of conversations with TA leaders, HR executives, and hiring managers, five pain
points emerge again and again:

Misalignment between role Inconsistent execution across Fragmented, fatiguing tech
definition and business needs hiring stakeholders stacks

Most hiring still starts with Fewer than 10% of hiring Many TA organizations operate
outdated perceptions of arole, managers have had formal hiring “Frankenstacks” of disconnected
and generic job descriptions training. While interview ATS, CRM, sourcing, assessment,
often cobbled together with training is more common, hiring and scheduling tools. Recruiters
elements copied from training is not. Recruiter toggle between 4-6 systems
competitors. This fails to reflect advisory skill levels vary widely. daily, with little consistency in
the “whole opportunity” of the Without structured guidance, context between them—slowing
role over the next 12-18 each hiring cycle is a reinvention execution and eroding adoption.
months, leading to mismatched of the wheel.

hires.

Superficial Al adoption Poor measurement of quality and impact

While “Al in recruiting” is a popular talking point, Many organizations still measure TA success by
most implementations are task siloed, generic, and time-to-fill, ignoring the true indicators: in-role

lack organizational context. As a result, Al outputs performance, engagement, and satisfaction of
often require significant manual rework to be hires. Without these metrics, leaders can’t link
contextually aligned and usable. hiring to business outcomes.

b HIREBRAIN @ hirebrain.com
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The Cost of Inaction

The consequences of these pain points are measurable and severe:

Financial The cost of a mis-hire can exceed 3-5x annual salary, especially in high-impact
Impact roles.
. Misaligned hiring processes extend search initiation by weeks, delayin

Time Lost cHE el U N

business execution.
Brand Poor candidate experiences erode employment brand and reduce future
Damage applicant quality.

. When roles are poorly defined or filled with misaligned hires, the
Strategic e : o :
. organization’s ability to execute its strategy suffers, often invisibly, until

Drift . . .

missed targets and declining engagement become visible.

Why Traditional TA Models Fall Short

The legacy recruiting model assumes that the main challenge is finding candidates. This
belief has driven investment in sourcing tools, programmatic advertising, and applicant
volume generation. However, having more applicants doesn't guarantee better hires. In
fact, without clarity and alignment up front, higher volumes often lead to wasted recruiter
time, prolonged interview cycles, and decision fatigue.

The future belongs to organizations that start not with more candidates, but with better role
definition, stronger collaboration, and consistent execution—the pillars of Hiring Enablement.

03 b HIREBRAIN ® hirebrain.com
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SECTION 3 ..
What is Hiring Enablement? e
Defining the Discipline : : :

Hiring Enablement is a structured, technology-enabled approach that equips all hiring stakeholders—
recruiters, hiring managers, interviewers, and TA leaders—with the clarity, tools, guidance, and
collaborative frameworks they need to produce consistently high-quality hires that align directly with
business strategy.

It's not a rebrand of recruiting automation, nor is it an ATS upgrade. It’s a category shift. Just as sales
enablement revolutionized revenue organizations in the early 2000s by focusing on upleveling human
behavior with the right tools and content, Hiring Enablement focuses on improving the decisions and
actions of the people involved in hiring.

At its core, Hiring Enablement rests on a simple but often ignored truth:

Great hiring is a skill—one that most managers never formally learn.

Without structured enablement, organizations rely on intuition, inherited habits, and legacy
understanding to make high-stakes talent decisions. This leads to variability in execution, costly mis-
hires, and difficulty proving the business impact of TA.

How It’s Different from Traditional TA Technology

Legacy TA Stack: Hiring Enablement Approach:
Focused primarily on transactions (posting jobs, Starts with future-facing role clarity and alignment to
tracking candidates, scheduling interviews). corporate strategy.

Measures efficiency with time-to-fill and requisition Equips every stakeholder with the training, resources,
closure rates. and Al-augmented tools they need in the flow of work.

Treats hiring managers as downstream participants, Measures quality-of-hire through performance
often only brought in to approve job descriptions and objective attainment, engagement, and satisfaction.
interview candidates.

Al use is siloed within point solutions, generic, and Uses context-aware Al that understands the

lacks business context—requiring significant manual organization’s goals, frameworks, job architecture, and

rework. labor market, producing fit-for-purpose outputs
instantly and coordinating across the TA tech stack.

b HIREBRAIN @ hirebrain.com
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What is Hiring Enablement?

The Five Core Principles of Hiring Enablement

Define roles based on the Whole Opportunity—what needs to be
Clarity First achieved over the next 12-18 months, how success will be
measured, and how the role aligns with organizational strategy.

Use Al to augment human discernment, not replace it. Al should
Human + Al . . .
. surface insights, automate repetitive tasks, and provide context-
Collaboration :
aware recommendations.
Integrated Operate across existing systems of record (ATS, HRMS, CRM) to
Experience Layer fix broken workflows without forcing rip-and-replace migrations.
Provide hiring managers and recruiters with learning, guidance,
Continuous Enablement and toolsin real time, embedded into the flow of hiring activities,
not as standalone one-time training.

Move beyond time-to-fill to metrics that reflect business impact:
performance in role, engagement, satisfaction, and retention of
new hires.

Measurement That
. .° ¢| Matters

05 b HIREBRAIN @ hirebrain.com
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What is Hiring Enablement?

The Strategic Benefits of Hiring Enablement

When implemented correctly, Hiring Enablement delivers compounding value:

Higher Quality-of-Hire: Faster, more Strategic Hiring: Better Candidate Experience:
Better alignment between role Every hiring cycle benefits Search initiation can drop
expectations and candidate from the same structured, from weeks to days, allowing
capabilities leads to stronger proven process—regardless of organizations to capitalize on
performance and reduced the individual manager’s market opportunities.
attrition. experience.

Manager Empowerment:
Hiring managers feel confident
and supported, leading to
stronger recruiter-manager
relationships and faster
decision-making.

Elevated Strategic Perception of TA:

Demonstrates to senior corporate leaders that talent acquisitionis a
strategic business capability, not just an operational function,
strengthening TA's influence in workforce planning, capability
building, and enterprise strategy execution.

Why now?

The shift toward Hiring Enablement is being accelerated by two converging trends:

Al in the workspace Economic Uncertainty

Organizations are already rethinking job design

and workforce composition. TA must evolve With every hire under greater scrutiny, leaders
from filling seats to advising on workforce need assurance that talent decisions are both
architecture and capability. high-quality and strategically aligned.

In this environment, Hiring Enablement is not a “nice-to-have”, it’s becoming a strategic imperative
for any TA or HR leader tasked with delivering measurable business impact.

+

06 b HIREBRAIN @ hirebrain.com
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SECTION 4

The HireBrain Framework
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Methodology Overview

The HireBrain framework is built on a Whole Opportunity approach to role definition, paired with
context-aware Al and human-centered design. It follows a simple but powerful progression:

1. Clarify the Role in Strategic Context
Define the work that must be achieved over the next 12-18 months, the measurable outcomes,
how the role contributes to corporate strategy, and the sociotechnical environment in which the
work will take place.

2. Enable Stakeholders in the Flow of Work
Equip hiring managers, recruiters, and interviewers with tools, training, and guidance while they
are performing the work, not in isolated learning events.

3. Automate and Augment with Context-Aware Al
Use Al that understands your organization’s goals, frameworks, labor market data, and job
architecture to generate fit-for-purpose hiring assets instantly.

4. Integrate Across the Talent Lifecycle
Ensure role clarity and data generated in hiring flows into onboarding, performance management,
internal mobility, and workforce planning.

5. Measure What Matters
Track not just time-to-fill but quality-of-hire, performance, engagement, and satisfaction at 12-18
months.

07 b HIREBRAIN @ hirebrain.com
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The HireBrain Framework

Core Modules

Each module in the HireBrain platform solves a specific
problem in the hiring lifecycle, but together they form

an enablement ecosystem.

= Learn

Experiential Hiring Training

Purpose: Address the foundational gap: fewer than
10% of hiring managers have received formal hiring

training.

What It Does:

The Science of
Decision-Making

How human brains make
decisions, the role of bias,
and how to improve
judgment without political
baggage.

What do yois want the Sodial Medla Mamager to do® A5 you bralnstorm, pheink bt wite Bibriey
tsa weéhiomn

Purpose

1. Sirong cusbomesr reviesss can bo used in marketing and 3

4+, Generate using HireBrain AI™

Menu

& Wiy HireBrain @ R

08, | gpuess | would sy open lines ol communication and
ghving the bmpression that vou care aboat and understand
ke client's business meodel.

That's a groat Srower. Can vou tell me about 3 ime when
woi had o deal with a diffscult client?

Whole Opportunity Interviewing for
Role Design

Evidence

Building a forward-facing
view of the role based on
work to be done, not

hypothetical attributes of behavioral questionsin a
“ideal candidates.”’

Asking fact-based,

conversational style.

Learners exit with a complete 12-18 month plan of success for the role, a draft hiring

proposal, and an on-brand job description.

Strategic Value:

Creates organizational alignment by ensuring every interviewer, regardless of function, approaches

evaluation consistently.

Proof Point:

Corporate adoption of Learn has achieved NPS scores in the mid-to-high 90s and sustained behavioral
change beyond six months—far above industry norms for training adoption.

b HIREBRAIN
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The HireBrain Framework

Role Design

Strategic Role Definition

Purpose: Replace generic job descriptions with
outcome-based role designs that align directly

with business strategy.

What It Does:

Captures objectives, success
metrics, team dynamics, and
manager style for arole.

Strategic Value:

Saralepe Hiring
2 Cieacitve
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Links each role to
organizational strategy using
OKRs or your preferred
performance methodology.

X

Integrates with Intake to
generate draft role designs
from recruiter-manager
conversations.

Reduces misalignment between hiring requirements and actual business needs, accelerating new-hire
productivity and reducing early attrition.

Proof Point:

Customers report role design utilization rates exceeding hiring volumes by ~30%, driven by use in
internal mobility, development planning, and reorganizations.
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Intake

Guided Collaboration

Purpose: Standardize and elevate the recruiter-
manager intake conversation, capturing complete
and accurate role intelligence.

What It Does:

[

il Create a lob Description - ﬂ b Dt
Ll

Corgrandsoony The sk F or Uwwix Lrginear &

corplrar porl noes P PE N B cloer i3 hering e Kolr Crherewrss

righi cardkidaia ¥

= kb HIREBRAIN

THETE (I

J ) ) g Buatrry
DevEx Englneerm-;m : = Next Step: Create a Job Description for this Intake. .:ﬁ_,__:
Crwifn i lob Dentrigtion [ Bt ATr T
T momgeasd
el Role Overviow i
s Kpzured Wode Eageriaoe
HAode Drapmsiswy = 1 o 5 yeuru o redev et inferrahis copereTes o sguivaiens acerres f'or reew colioge
[T o
[} & Siegy = gt il h cusilinve i g ok, s el i Sriubleilesliag bl goldivng vetersen
= el WAtk Shinipd I g, bl e e sl abie 1905 ge
Bl A lraee = Pl ey i qodieng langeages, specihally © arad S+

+. Generate using HireBrain AI™

= Do facing cxporioncs, pidScoley n trostnboctng el -
T
= STy (e o il b eHeT e CUA i FTLET T S SETvY
L — = - * HireBrain

(@) Recording

Product Manager Il

Basic Information 3/3

Introduction and Context Setting 3/3
F 1
k) o StertingWithEndinMind 0/4

Challenges and Opportunities

KKKKK

Helen Hiring Manager

= ailgd a2
Prepares both recruiter and Guides live intake meetings Supports 36 languages and
manager with agenda, with structured checklists in integrates with enterprise

context, and prep materials. Zoom or Teams.

)

calendaring.

Records, transcribes, and processes the conversation with context-aware Al, automatically generating

Draft role designs

Scorecards and interview guides

Strategic Value:

Sourcing projects

Branded job descriptions

Delivers a consistent, auditable process that accelerates search initiation from 10-20 hours to

minutes.

Proof Point:

Nutanix increased intake meeting coverage from ~20% of roles to 87%, cutting pipeline generation

time from 19 days to 5.

b HIREBRAIN
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The HireBrain Framework

&

Automated Sourcing

Instant, Optimized Search

Eliminate delays between intake and
candidate outreach.

What It Does:

Creates optimized searches
in sourcing platforms
(LinkedIn Recruiter, Findem)
using role design data.

Strategic Value:

Calibrates results in-
meeting, avoiding days of
iteration.

B Source Candidates

= kb HIREBRAIN
Fiome W leraap —
DevEx Engineer req o 1000014 i S inipn
B naios P s e s
R e Chppry | iy B e b
lats Dartals . o e e =
Requined Reole Experiercs i_._.- e e e
Role Chee ruiew - [y ————
& 2o dyesrs of relevant inlennship s ien =i e s
Hirirgg SIFELEgYy # Experience with candomer-lacing rales, part ——
) & Experieng s willh S0 agi Dt indla v . . g
Robe Aitraction ¢ Prohclmcy e coding lnguaget. ipecicaly
m N

Required Sailh

v Ciminmer-facing experience, porticulery in trosddeshooting aed puiding oustomens tough lssues
= Enjorng cosrmursir e dnilb e ebartbve ¢ ol inlers aon s gerioe

» Engingering backprosarsd wiih coding knoeiedges, specifcsty in © and €4+

& Expetirdd vl dor e lechrsiaiist, incheticg MG fvilemi st obiad Wlof bEe

* Ability to perionm oo ide i pRing snd hands -on coding

& D bo i noks sl sl bolls fuibasesr inleration snd teckent sl devlogmsnt

Trainable Mice o Hee Skila

Cindormr e g sxpsriors DevEx Engineer -

® Commumnication skily (R —

w {peen b pabaerer inberas b i B

& Espeereie iy L Bing engineering 1 o e et € ) s e S

= Cph background -
& Dt detnagging shills [E—

ﬁ

Leverages proprietary
context to align search
parameters torole
outcomes, not just
keywords.

Compresses the time from intake to candidate submittals by 5-10+ days, increasing recruiter capacity

by 50-100%.
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Gererabe with HireBratn Al

Topet the most optimal results for this rode, please srwer (e following nuestions:

it s your rame [hirfing mansger) and tigle™

limban Firing H-u-;-l.illd

Fow would you describe your ksdendtip snd marapemant style?

The Challenge and Opportunity @

Describe the unique challenges to be solved and op ¥t is your team evvimnement ke?
. your team in this role.
L
Paragraph ~ By w | a= = | & ogw o 1 = 4+, Generate using HireBrain AI™

J O b Li b ra ry As an Engineering Manager, Hardware Product Design at Fithit (a part of Google), you'll have the

opportunity to lead a team of talented engineers in developing innovative consumer products,
including smartwatches and trackers, that empower individuals to lead healthier and more active
. . lives. With our cutting-edge technology and integration of multiple domains, you'll have the chance to
Cen trahzed9 Comphant JOb Content influence product direction, collaborate with cross-functional teams, and drive the development of
reliable and scalable systems, Join our team and be part of a mission to make health more accessible
to everyone, while enjoying a collaborative and inclusive work environment.

Provide a single source of truth for job ' S— Lo v oo Consie
descriptions that are on-brand, bias-free, and Need togromote this ob?
compliant with organizational standards.

Generate optimieed social media posty
and ermails for This pod, porwernd by

Hirelrain Al™

-

. . . + Gerarate Content —
® ® @ iy
¢ ¢ 9 W Crismiss
® ® @& & @ e e ®
What It Does:
[ ] ahuin
t. ()
Fully indexed, global repository for job Generates pro-social, gender-neutral, and bias-
descriptions with templates and language rules. free descriptions automatically.
"3 &
("] R
Weekly Job Description Health Audit to
Integrates with ATS for one-click publishing. maintain quality across live postings.
Strategic Value:

Improves candidate quality and diversity while reducing recruiter time spent rewriting or correcting
job postings.

Kb HIREBRAIN
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O
v

Candidate Evaluation

Structured, Insightful Interviews

Bring consistency, fairness, and insight to
candidate evaluation.

What It Does:

"~

Scorecard

Multi-rater, role-specific evaluation with
configurable rating models.

Interview Assistant

Guides live interviews, captures transcripts,
and analyzes question quality.

Strategic Value:

Topic distribution by speaker

Establising Trust Evaluation Cz

----------

allf

16:00 24:00 32:00 40:00

oy
[

Interview Assistant

Tailored scripts with behavioral and qualifying
qguestions for each interviewer.

&
R/

Debrief Assistant

Facilitates structured decision meetings and
captures rationale.

Replaces “gut feel” with evidence-based evaluation, improving fairness and predictive validity of hiring

decisions.

b HIREBRAIN
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The HireBrain Framework

¢ JobProfile

Dynamic Job Architecture

Make job architecture usable,
visible, and updatable in real
time

What It Does:

Q

Centralizes compliance data,
skills and competency
models, and historical role
assets.

Strategic Value:

L
@
POSITION POSITIONTYPE  BUSINESS TITLE FAMILY GROUP FAMILY
L
e . il Associate Accountant IC Associate Accountant Finance Accounting
Job Profile Filters
@
Job level
e il Associate Accountant Managerial Associate Accountant Finance Accounting
Enter Job level
@
Department il Associate Accountant Managerial Associate Accountant Finance Accounting
Select department v
Hiring Manager or Recruiter il Associate Accountant Managerial Associate Accountant Finance Accounting
Enter Name
Location il Associate Accountant s B
Enter Name Assign a Job Profile X
Category 1t1 Associate Accountant N Before publishing the Job Description, let’s assign a Job Profile to it.
Enter Name Job Profile Type to search v
il Associate Accountant \
Apply Filters

Assign and Publish

J -

Compares current hires Feeds learning and
against architecture to development pathways
highlight gaps and directly from role
exceptions. requirements.

Aligns workforce planning, comp & benefits, and L&D with real-time hiring intelligence.

b HIREBRAIN
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The HireBrain Framework

Integration as a Force Multiplier

What makes HireBrain more than the sum of its parts is its ability to aggregate, augment, and
transform data across the hiring lifecycle and beyond. This integration happens not at the surface
level, but at the architecture level, where every workflow and system is connected through context-
aware intelligence.

Aggregate - HireBrain brings together fragmented data streams from intake meetings, job
architectures, recruiter notes, sourcing platforms, ATS entries, and HRMS records. Instead of living in
silos, this information becomes part of a unified system.

Augment - Data is enriched through HireBrain's Context Library, which applies organizational
strategy, talent frameworks, and external market intelligence. This ensures that every hiring artifact—
job description, sourcing project, interview guide, evaluation—reflects both organizational priorities
and real-world market contex

Transform - The platform doesn’t just pass data along; it transforms it into usable, strategic outputs.
Intake conversations become role designs. Role designs become sourcing projects and structured
interview guides. Evaluation data flows into onboarding, performance management, and internal
mobility programs—closing the loop across the talent lifecycle.

Why this matters:

HireBrain Apps
For recruiters and hiring
managers, it eliminates
redundant data entry and
reduces error.

Learn Intake Role Design

Job Library Ej;ﬂ:::; Obijectives

For executives, it ensures

that every hiring decision

is traceable back to

business @
strategy and produces Context Library

data they can trust. Organizational Strategy e

Point Solutions

4+, Marketing Intelligence
e Sourcing
Y= Screening/Assessment

" Onboarding & LMS
Role Intelligence

i sl Performance Management
For IT’ it reduces Talent Frameworks

fragmentation by turning
point solutions and ATS/
HRMS systems into
participantsina
connected ecosystem,
not isolated tools.

e Talent Mobility

S Workforce Planning

ATS /HRMS
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SECTION S

Proof of Impact

The most powerful evidence for the effectiveness of Hiring Enablement comes from real-world
adoption in complex, high-volume, multi-region environments. One of the clearest examples is the
transformation achieved at Nutanix, a leading global IT infrastructure company.

The Starting Point

Before HireBrain, Nutanix’s talent acquisition function was wrestling with challenges familiar to many
enterprise TA leaders:

Ineffective interview processes Fragmented tech stack

Lacked consistency across regions and business

units, producing unpredictable candidate Multiple overlapping systems that slowed
experiences and decision quality. execution and created recruiter fatigue.
Recruiter-manager Training gaps Poor Job descriptions
misalignment

Intake processes were ad No unified hiring training for Generic, outdated, often
hoc, leaving recruiters to managers, resulting in copied from competitors,
interpret incomplete or inconsistent capability and failing to attract theright
conflicting requirements. confidence. talent.

The downstream effects were predictable: slow hiring cycles, subpar candidate experience, poor
employment brand perception, and high cost-per-hire.

Nutanix leadership set clear goals:

Create a world-class Drive internal Elevate recruiters to Build a more agile,
hiring manager consistency and strategic talent data-driven hiring
experience. alignment across all advisors. process directly
global regions. connected to business
outcomes.
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Proof of Impact

The Hiring Enablement Solution

Nutanix approached implementation in two phases:

Phase 1 - Foundations

HireBrain's Context-Aware Al Job
Description Optimization Suite

Delivered compliant, bias-free, branded job
descriptions at scale.

Tech-Enabled SME Program

Equipped subject matter experts with role-
specific tools.

Phase 2 - Full Platform Deployment

Intake Technology

Made intake meetings the standard for all new
role design.

TA Automation

Reduced manual administrative work for
recruiters

Unified Hiring Training (Learn)

Rolled out experiential e-learning to all managers.

Tech Stack Audit

|dentified redundancies and integration
opportunities.

Role Design Tools

Ensured every role was defined by measurable
business outcomes.

Intelligence Dashboards

Provided real-time hiring metrics and quality-of-
hire insights.

The HireBrain platform integrated seamlessly with Nutanix’s productivity stack (Zoom, Outlook) and
sourcing platforms (Findem), replacing fragmented workflows with a unified, data-driven hiring

framework.
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Proof of Impact
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Integration Into The HireBrain methodology became part of the Hiring Manager ° ¢
Manager Onboarding Foundations curriculum. ¢ o

- - - w B

Tailored Onboarding

. Focused on leveraging the platform as a strategic advisory tool.
For Recruiters 55 P 5 14

TA, HR, and business leadership endorsed the change and modeled
the behaviors

Continuous Feedback User feedback directly informed platform configuration and

| Executive Sponsorship
| Loops refinement.

Quantitative Impact

Within the first full year of global deployment, Nutanix achieved measurable, high-value results:

Metric Before After HireBrain

Time-to-Fill (Global Average) 55 days 38 days $ 31%
';ii:eelizoeGenerate Candidate 19 days 5 days 4 74%
Recruiter Productivity - - ™ 200%
Miss-Hire Rate 2.6% 1.1% v 58% (>$2M savings)
Candidate NPS Baseline +42% Significant improvement
Manager NPS Baseline +55% Significant improvement
Search Initiation Effort 20+ hours Minutes Time savings per role

\ D
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Proof of Impact

Strategic Outcomes

Beyond the numbers, Nutanix reported:

‘ Improved Role Clarity Every new hire started with a clearly defined plan of success.

Elevated Recruiter Status Recruiters were now seen as strategic partners, not order takers.

Consistent hiring practices across all four regions and business
units.

Eliminated redundant tools, reduced license costs, and improved

ATS data quality.

| Global Standardization
| Tech Stack Optimization

Candidate feedback reflected higher trust and clarity throughout

Stronger Employer Brand the process.

Lessons Learned

From Nutanix’s journey, several key success factors emerged:

Lead with Enablement, Not Enforcement Integrate into Existing Workflows

Tools were introduced as aids to make hiring

managers’ jobs easier, not as compliance Embedding HireBrain into Zoom/Teams and ATS
checklists. workflows minimized adoption friction.

Align to Business Language Measure and Celebrate Early Wins

Framing role design in terms of OKRs and Publicizing early time savings and NPS gains built
strategic outcomes resonated with leaders. momentum.

Future Expansion

On the strength of these results, Nutanix is expanding HireBrain usage into:

Talent Planning Internal Mobility Performance Management
Using role design data to inform Aligning role designs with
headcount and capability Defining success profiles for performance goals and
planning. internal moves. evaluations.
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SECTION 6

The Future of Hiring Enablement

From Point-in-Time to Continuous Role Clarity

In most organizations today, a role is defined once—often at the moment of requisition approval—and
may not be revisited until the next vacancy. But the pace of change in work is making static definitions
obsolete.

In the near future, Hiring Enablement will:

= 4+ s

Continuously feed insights
Maintain dynamic role Use real-time labor market from performance reviews,
definitions that evolve with intelligence to automatically project outcomes, and internal
changing business priorities, update success profiles with mobility into role clarity,
market shifts, and technology in-demand skills and relevant closing the loop between
adoption. benchmarks. hiring and workforce planning.

Implication for TA leaders:

You’ll no longer just be “filling jobs”—you’ll be actively managing the currency of work inside the
organization.

The Rise of Skills-Based Organizations

As more organizations move toward skills-based workforce planning, Hiring Enablement will play a
central role:

1 I o

Predicting skill gaps before Informing build-buy-borrow
Mapping success metrics to they impact business decisions for talent
specific skill clusters. performance. acquisition vs. upskilling.

HireBrain’s Job Profile and Role Design modules are already built with this future in mind, enabling TA
leaders to pivot seamlessly from requisition-based hiring to capability-based talent strategies.
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The Future of Hiring Enablement
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Multinational organizations will need Hiring Enablement systems that:

amn oD -
N\ /4 ) ) -

Adapt role design and Provide global leaders with a
Respect local compliance evaluation frameworks for single source of truth for
while maintaining global cultural and market hiring quality, speed, and
consistency. differences. impact across all regions.

Implication for TA leaders:

This will be the end of region-by-region hiring standards—global alignment will be the default, without
sacrificing local nuance.

The Competitive Edge

The organizations that master Hiring Enablement will:

Attract top talent faster because they can Onboard with precision because success
move from strategic need to qualified slate in criteria are clear from day one.

days.

Retain more high performers because hires Adapt faster to change because they have
are aligned to both the role and the culture. role clarity and capability mapping as a core

operating rhythm.

For TA and HR leaders, the question is shifting from “Should we adopt Hiring Enablement?” to “How
quickly can we embed it into the fabric of our organization?”
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SECTION 7

What's Next?

In a business environment defined by rapid change, talent is the ultimate competitive advantage and
hiring is the entry point for that advantage. Yet most organizations still operate with hiring processes
that are reactive, inconsistent, and disconnected from strategic goals.

Hiring Enablement changes that.

It shifts the focus from transactional recruiting to a strategic capability, one where every role s
defined with precision, every stakeholder is empowered with the right tools and guidance, and every
hiring decision is made with confidence and alignment. It transforms hiring from an administrative
process into a business-critical operating rhythm.

The evidence is clear: organizations like Nutanix have achieved measurable gains, cutting time-to-fill
by nearly a third, halving mis-hire rates, doubling recruiter productivity, and dramatically improving
candidate and manager satisfaction. These results aren’t anomalies; they’re the natural outcome of
putting clarity, collaboration, and consistency at the center of hiring.

For senior TA and HR leaders, the path forward is straightforward:

Assess your current state honestly,
acknowledge the gaps in clarity,
collaboration, and consistency.

Build your business case with metrics that
matter to your executive team.

Phase your rollout to deliver early wins that Measure and iterate until Hiring Enablement
build momentum. becomes part of your organizational DNA.

The question is no longer whether your

organization needs to evolve, it's whether Book a Hiring Enablement Strategy Session
you can afford to wait. Every misaligned hire, with our team to see how your organization
every week lost to inefficiency, every great can cut time-to-fill, improve quality-of-hire,
candidate lost to a competitor compounds the and give every hiring stakeholder the tools

cost of inaction. they need to succeed.

HireBrain is ready to partner with you in
building a hiring function that’s faster,
Or email enablement@hirebrain.com

smarter, and more aligned to your business y .
Visit our website d
than ever before. to get started.
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