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SECTION 1

Executive Summary

Talent Acquisition has always been essential, but it has rarely been viewed by the C-Suite as strategic.
In many organizations, TA is still treated as a support function—responsible for filling requisitions
quickly and cost-effectively, but not for shaping long-term business outcomes. This perception is
outdated and increasingly dangerous.

Today’s business environment is defined by Al-driven disruption, economic uncertainty, and rapid
market shifts. CEOs are demanding agility. CFOs are under pressure to justify every investment,
especially in talent, by showing cost, return, and risk avoidance. ClOs are navigating the explosion of
Al in the workforce and are tasked with ensuring that new technologies are integrated, governed, and
secure. Against this backdrop, the quality and speed of hiring decisions directly determine whether
organizations adapt—or fall behind.

The problem is not that TA lacks strategic impact. The problem is that TA's impact is often invisible to
executives, hidden behind operational metrics like time-to-fill or cost-per-hire that don’t translate
into enterprise value. To change the C-Suite’s perception, TA leaders must connect hiring outcomes to
the language of the business: productivity, ROI, agility, and risk reduction.

This whitepaper explores:

Why TA is still seen as a What the C-Suite expects How to reposition TA as a

support function despite its today: the CFO’s mandate for strategic capability by

clear link to business ROI, the CIO’s role in Al and reframing metrics, aligning

performance. integration, and the CEQ’s with executive priorities, and
need for agility. delivering measurable wins.

The role of Hiring Enablement in weaving a A roadmap for changing perceptions, so that

golden thread of alignment across stakeholders, business leaders recognize TA not as a back-office

processes, and technologies—making hiring function, but as a core enabler of enterprise

decisions more consistent, strategic, and success in the age of Al.

valuable.

Talent Acquisition has always mattered. The difference now is that it must be seen to matter—by the
leaders who set strategy, allocate capital, and define the organization’s future.
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Executive Summary

Why TA Is Still Seen as a Support Function

Despite TA's critical role in shaping organizational performance, research shows that it is too often
marginalized as a transactional, back-office function rather than recognized as a driver of business
outcomes.

Exclusion from Strategic Planning

Josh Bersin’s research highlights the gap starkly: fewer than one-third of TA leaders report being
viewed as strategic partners by their organizations. In fact, 42% of companies admit they have no
workforce plan at all, and nearly as many say their business leaders are not ready to treat TA
strategically. Instead, talent acquisition is often engaged only after headcount decisions are made,
tasked with execution rather than shaping the plan itself.

This exclusion perpetuates the perception of TA as an “order taker”—a function that fills jobs rather
than one that ensures the business has the capabilities it needs to compete.

Metrics that Don’t Resonate with Executives

Traditional TA metrics like time-to-fill, cost-per-hire, and applicant volume, rarely resonate with the C-
Suite. For CFOs, these measures do not answer the fundamental question: What return are we getting
on our talent investment? For CEOs, they don't reveal whether hiring is accelerating strategy or
slowing execution.

By focusing narrowly on efficiency measures, TA risks reinforcing the impression that its value lies in
operational throughput rather than business impact.

Fragmented Processes and Tech Stacks

Another driver of the “support function” perception is the fragmentation of TA workflows and
technologies. Recruiters toggle between multiple systems including the ATS, CRMs, sourcing tools,
and assessments platforms; most rarely integrate smoothly. Hiring managers engage inconsistently,
often without training. Interviewers rely on “gut feel” rather than structured evidence.

This fragmentation produces variable outcomes, erodes trust, and makes it harder for TA leaders to
show consistent value. To executives, it looks like process chaos rather than strategic coherence.

Reactive, Not Proactive

Finally, many TA functions are still seen as reactive: opening requisitions after attrition or headcount
shifts, scrambling to fill roles, and reporting activity rather than impact. Business leaders want
partners who anticipate needs, model capability gaps, and provide options. When TA is absent from
those conversations, it is inevitably perceived as tactical.

b HIREBRAIN @ hirebrain.com
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The HireBrain Perspective

At HireBrain, we see this perception challenge as the product of misalignment, not irrelevance. TA
matters deeply to the business—but the way its value is framed and delivered has failed to evolve.
Without a golden thread connecting role design, hiring workflows, and business outcomes, the
strategic value of TA remains invisible to those who most need to see it.

Recasting TA as a strategic capability requires more than new talking points. It requires enablement
infrastructure that:

Anchors Every Hire In Role Clarity And Business Outcomes.

Equips Stakeholders With Structured Tools And Context.

Generates Data And Insights That Speak The Language Of The C-Suite.

Only then can TA break out of the “support function” mold and be recognized as a critical driver of
enterprise agility.
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SECTION 2

C-Suite Mandates and the
Evolving Lens on Talent

The perception of TA inside the C-Suite is shaped by the unique priorities of each executive. To change
how TA is valued, TA leaders must understand—and address—the mandates of the CFO, CIO, and
CEO.

The CFO: Talent as an Investment, Not a Cost Center

For CFOs, talent acquisition is not judged on the volume of hires but on the economic return of those
hires. Every requisition is a capital allocation decision.

Why now?

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

ROI Pressure Risk Avoidance

In today’s environment, CFOs are under intense The cost of a mis-hire conservatively exceeds 3-5x
pressure to demonstrate clear ROl across every annual salary, but in a fast-moving, Al-augmented
business investment—including talent. They want economy, the true cost is often higher: lost quarters
to know: How does this hire accelerate revenue, of market penetration, delayed launches, missed
productivity, or innovation? opportunities

This is why many organizations require hiring managers to submit justifications for hire—especially
for unplanned requisitions or when hiring plans are frozen. These justifications must explain not only
why the role is needed but also what value the hire will deliver to the business.

HireBrain’s Opportunity: Hiring Enablement can provide hiring managers with structured
frameworks that tie role design directly to business strategy, generate data-supported justifications
for hire, and give CFOs the confidence that every talent decision is a sound investment.
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What is Hiring Enablement?

The CIO: Al, Integration, and Governance

The CIO’s influence over TA has grown dramatically with the rise of Al in the workforce. ClOs
are responsible for ensuring technology investments are efficient, integrated, and compliant.

System Consolidation: Al Governance: Data Trust:

ClIOs see firsthand the cost and
inefficiency of “Frankenstacks”—

disconnected ATS, sourcing, and With Al entering hiring ClOs want integrated platforms
assessment tools that drain workflows, CIOs must ensure that produce reliable data, not
resources and create adoption tools are transparent, secure, fragmented reports from
barriers. and bias-mitigated. disconnected systems.

HireBrain’s Opportunity: By acting as an experience layer across existing systems and embedding
context-aware Al, HireBrain helps ClOs reduce redundancy, govern Al responsibly, and deliver hiring
data executives can trust.

The CEO and Business Leaders: Agility as a Strategic Imperative

For CEOs, the ultimate question is whether the workforce can adapt as fast as the market is
changing.

Why now?

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

Agility Execution Speed Strategic Workforce
Planning

CEOs want TA to anticipate CEOs expect TA to connect

capability needs before they Delays in hiring aren’t just hiring to enterprise priorities:

become urgent, reducing lag operational—they slow product market growth, digital

between strategy shifts and launches, market entry, and transformation, and innovation

workforce response. innovation. bets.

HireBrain’s Opportunity: By anchoring every role in measurable outcomes and enabling structured
collaboration between recruiters, managers, and leaders, HireBrain positions TA as a function that
delivers business agility, not just headcount.

b HIREBRAIN @ hirebrain.com
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What is Hiring Enablement?

Pulling It Together

TA will only change C-Suite perception if it addresses what matters most to each leader:

CFOs

Talent investments must be justified and linked to financial outcomes.

ClOs

Technology must be efficient, integrated, and compliant.

CEOs

Hiring must enable agility and execution speed.

This requires TA leaders to reframe their outputs in the language of business, not just HR. It also
requires infrastructure—like Hiring Enablement—that enables hiring managers to connect role
decisions directly to enterprise value.

A\
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SECTION 3

Recasting TA as a Strategic Capability

For decades, talent acquisition has been seen primarily as an operational function—responsible for oo
filling open jobs efficiently. But as markets move faster, the workforce itself has become the central T
lever of business agility. Organizations can no longer afford for TA to operate in a purely tactical lane.
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Research underscores the gap: while 77% of CEOs say talent availability is one of the greatest risks to
business performance, only a minority of organizations involve TA leaders in early workforce planning
decisions. This disconnect reinforces the idea of TA as a support center, not a strategic capability.

From Filling Jobs to Building Capabilities

In an era of Al-driven disruption, business leaders are making “capability bets”: which skills and roles will
create competitive advantage in the next 6-12 months. A CXR Community research panel focused on the
use of Al in hiring surfaced perceptions that TA's role is shifting from filling requisitions to helping leaders
decode business strategy into talent capability plans.

This requires TA to:
Anticipate workforce needs Evaluate trade-offs: build, buy, Design roles for outcomes, not
based on shifting strategy. borrow, or “bot” (automate) just tasks, so that hires can be

capabilities. measured on their strategic
contribution.

When TA can do this, it ceases to be a downstream execution function and becomes a driver of organizational
adaptability. ‘

Dynamic Capabilities and TA's Role

Strategy scholar David Teece describes dynamic capabilities as the organizational ability to sense opportunities,
seize them, and reconfigure resources in response to change. By this definition, TA should be one of the most
critical dynamic capabilities in any enterprise.

This requires TA to:

Sensing: Seizing: Reconfiguring:
|dentifying emerging skill needs Recruiting and enabling the Supporting redeployment,
as strategies shift. right talent quickly. internal mobility, and workforce

transformation.

When TA is viewed through this lens, its value proposition expands far beyond “time-to-fill.” It
becomes a system for keeping the organization competitive.
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Recasting TA as a Strategic Capability

Elevating the Recruiter to Talent Advisor

TA earns credibility when recruiters stop presenting themselves as requisition fillers and start serving as talent
advisors—bringing market intelligence, workforce trade-offs, and outcome-based role designs into
conversations with the business.

This requires TA to:
Helping a business leader see Using role clarity frameworks to Advising on internal
that upskilling with a contractor show how an unplanned redeployment opportunities
bridge may accelerate outcomes requisition connects to that meet business needs
faster than a 90-day external organizational priorities— without new headcount.
search. strengthening the business case

for the CFO.

This is TA as a consultative function, one that executives can see driving measurable results.

Why Perception Shifts Only With Infrastructure

Changing the perception of TA is not just about adopting new language. It requires the infrastructure to
consistently deliver on the promise:

This requires TA to:
Role design tools to anchor hiring in strategy. Context-aware Al to generate fit-for-purpose
hiring assets, not generic templates.
Integrated workflows so recruiters, managers, and Outcome metrics—ramp-to-productivity, quality of
interviewers operate within a coherent system. hire, redeployment rates—that executives trust.

This is the foundation of Hiring Enablement. By weaving a golden thread of alignment across stakeholders and
systems, HireBrain equips TA to operate as a strategic capability—and be recognized as such by the C-Suite.
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SECTION 4

How HireBrain Enables Strategic TA

Repositioning TA as a strategic capability requires more than vision. It requires infrastructure that
ensures every hiring action is aligned to business priorities, consistently executed, and measured in
terms executives value. This is the purpose of Hiring Enablement, and the foundation of the HireBrain

platform.

Anchoring Hiring in Role Clarity

A long lived truth that most in TA acknowledge is that interviewers often default to instinct and gut
feel when roles lack clarity. HireBrain’s Role Design tools change this dynamic by:

Defining each role based on the Linking job responsibilities Producing structured assets—
Whole Opportunity—the directly to strategic objectives job descriptions, interview
business outcomes expected in and measurable success guides, scorecards—that reflect
the next 12-18 months. metrics. this clarity.

For executives, this transforms a requisition into a capability investment plan—a language the CFO
and CEO both understand.

Supporting Justifications for Hire

When hiring plans are frozen or requisitions are unplanned, managers must often submit business-
case justifications to secure approval. This is precisely where TA can look strategic—or not.

Show how the role links to Quantify the cost of delay (e.g., Compare options (e.g., internal
organizational strategy. lost sales, slowed launches). mobility vs. external hire).

This capability helps CFOs see talent as an investment with defined return rather than an unplanned
cost. It elevates TA from a gatekeeper to a partner in capital allocation.

D hirebrain.com
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How HireBrain Enables Strategic TA

Context-Aware Al as the Integrator

Al is powerful—but only when applied with context. HireBrain’s Al engine is organizationally aware: it
leverages your strategies, frameworks, and job architecture to generate outputs that are fit-for-
purpose on the first pass.

Drafting job Generating interview Summarizing intake Normalizing free-text
descriptions that guides from success meetings into feedback into

reflect both corporate criteria, not generic structured, auditable evidence recruiters
brand and role templates. role assets. can analyze and share.
outcomes.

For ClOs, this means Al adoption with guardrails: transparent, human-in-the-loop, and integrated
with existing systems.

Enabling Every Stakeholder in the Flow of Work

The CXR Community research panel revealed another core truth: interviewers and managers often
lack training or repeat exposure to hiring, leading to inconsistency. HireBrain closes this gap by
embedding enablement into daily workflows:

Recruiters: Supported with Managers: Guided through role Interviewers: Equipped with
intake structures, sourcing design, intake prep, and pre-briefs, role-specific guides,
accelerators, and evaluation structured evaluations and debrief assistants.
dashboards.

This creates consistency without requiring heavy training programs, making TA scalable across
geographies and functions.

The Seamless Experience Layer

Executives often see recruiting tech as fragmented and inefficient. HireBrain operates as a seamless
experience layer over the existing TA stack:

Connecting ATS, sourcing Automating handoffs between Capturing structured data

platforms, and collaboration steps to eliminate process gaps. across the workflow to generate

tools. metrics C-Suite leaders can
trust.

The result is a system that reduces complexity for recruiters and managers while giving ClOs cleaner
integration and CFOs more reliable data.

kb HIREBRAIN @ hirebrain.com
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Outcome Metrics Executives Value

Finally, HireBrain reframes TA outcomes in the language of the C-Suite:

CFO Value: cost avoidance from reduced mis-hires, ROl from faster ramp-to-productivity, financial impact
of reduced attrition.

ClO Value: improved system adoption, reduced redundancy, compliance and auditability of Al usage.

CEO Value: increased workforce agility, reduced time to pivot into new markets, improved talent quality
supporting growth strategy.

This closes the loop, turning TA from an operational support function into a business-critical
capability with measurable returns.

11 b HIREBRAIN
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SECTION 5
Roadmap: Changing C-Suite
Perceptions of TA

Changing the perception of TA is not a single presentation or a one-time business case. It's a journey
of reframing outputs, building credibility, and sustaining alignment with executive priorities. The
following roadmap outlines how TA leaders can methodically change the narrative inside their
organizations.

Phase 1: Speak the Language of the Business

Translate TA Metrics Into e |nstead of “time-to-fill,” show “lost revenue days avoided.”

Business Metrics. e |nstead of “cost-per-hire,” show “investment return” in ramp-to-
productivity.

Engage Finance Early e Partner with CFOs to align hiring justifications with financial
frameworks.

e Position TA as a function that reduces wasted spend, avoids costly
mis-hires, and accelerates returns.

Support Managers With e Help leaders articulate why a role matters now, and what measurable
Justifications-For-Hire. business outcomes it will deliver.

Phase 2: Deliver Strategic Wins Where Impact Is Clear

Start In High-Visibility e Sales, product, and customer-facing roles provide clear productivity

Functions. measures that executives track closely.

Show Quick ROI. e Demonstrate how reducing time-to-fill in sales means earlier revenue
capture.

e Quantify how role clarity reduces ramp time by weeks, driving
measurable performance gains.

Publicize Outcomes. e Share success stories internally with CFOs, CIOs, and CEOs to
demonstrate TA's tangible value.

b HIREBRAIN @ hirebrain.com
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How HireBrain Enables Strategic TA

Phase 3: Aligh With Shifting Priorities
Stay Attuned To Executive e When the CEO pivots to market expansion, TA should surface talent

Agendas. plans for that expansion.

e \When the CIO prioritizes Al governance, TA should show how Al-
enabled workflows are compliant and human-centered.

Demonstrate Agility. e Use role design and workforce planning to anticipate capability needs
rather than reacting to requisitions.

Measure Beyond Efficiency. e Track outcomes executives care about: ramp-to-productivity, first-
year quality, redeployment rates.

Phase 4: Sustain Executive Confidence

Create A Consistent Reporting e Provide C-Suite leaders with dashboards that connect hiring activity

Rhythm. directly to business outcomes.

Reinforce With Data. e Highlight financial savings, system efficiencies, and agility metrics
quarterly.

Position TA As A Capability e Demonstrate how Hiring Enablement strengthens organizational

Enabler. resilience—helping the company pivot faster, reduce risk, and seize

opportunities.

Why the Roadmap Works

This phased approach avoids the common pitfall of trying to “rebrand” TA without structural change.
By delivering measurable wins, aligning with business priorities, and embedding executive-facing
language and metrics, TA leaders can steadily shift the perception of their function from support
service to strategic enabler of enterprise performance.
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SECTION 6

Conclusion

For too long, Talent Acquisition has been viewed primarily as a support function—measured by
efficiency metrics, operating within fragmented systems, and often excluded from strategic planning.
But in an era defined by Al transformation, economic volatility, and rapid business pivots, this
perception is not just outdated—it is a liability.

The C-Suite’s priorities are clear:

CEOs demand agility,

CFOs need assurance ClOs must govern Al .
. . : : faster execution, and
that every hire represents responsibly, simplify :
: : workforce strategies that
a sound investment with technology ecosystems, .
keep pace with
measurable return. and ensure data trust.

disruption.

TA has the potential to meet these mandates—but only if it is positioned, enabled, and measured
differently. The shift comes from moving beyond “filling jobs” to demonstrating how hiring decisions
directly impact business outcomes: revenue, productivity, risk reduction, and agility.

Hiring Enablement provides the infrastructure to make this possible. By weaving a golden thread of
alignment across stakeholders, processes, and technologies, it empowers recruiters, managers, and
leaders to consistently connect talent decisions to strategic priorities.

The opportunity for TA leaders is not to demand a new seat at the table, but to change the
conversation at the table that already exists. When the C-Suite sees talent acquisition through the
lens of RO, agility, and strategic capability, perception shifts—and TA earns the credibility it deserves
as a core enabler of enterprise success in the age of Al.
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