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Effective talent acquisition demands a sophisticated approach to hiring that extends far 
beyond the traditional recruiter-candidate relationship. The ability to effectively collaborate 
with key stakeholders has become a critical determinant of hiring success. This action plan 
outlines a comprehensive framework for developing and maintaining strategic partnerships 
across the organization to drive superior hiring outcomes.

Introduction

Organizations that excel in talent acquisition consistently demonstrate strong collaboration 
between talent acquisition teams and key stakeholders, including hiring managers, HR business 
partners, interviewers, and senior executives. Without this collaborative foundation, hiring efforts 
often result in misaligned expectations, inconsistent evaluation processes and suboptimal hiring 
decisions that can impact business performance and growth.

The strategic imperative for enhanced stakeholder collaboration in hiring is driven by several key 
factors:

The Strategic Imperative

	› The accelerating pace of business 
change requiring rapid, coordinated 
talent responses

	› Increasing complexity of skill 
requirements across roles and 
functions

	› Growing importance of cultural fit and 
long term retention

	› Rising costs associated with poor hiring 
decisions

	› Enhanced focus on diversity, equity, 
and inclusion in hiring practices



2025 Brandon Hall Group™. Not Licensed for Distribution.                          3

The transition from traditional recruitment practices to a collaborative hiring model requires 
fundamental changes in how organizations approach talent acquisition. Before implementing 
specific actions, organizations must assess their readiness for change and identify key 
champions who will drive the transformation. This preparation phase involves understanding 
current pain points, mapping existing relationships, and building initial buy-in from key 
stakeholders.

The following core actions form the foundation of this transformation:

To effectively implement these actions, organizations must first create a clear roadmap that 
outlines specific responsibilities, timelines, and success metrics. This roadmap should be 
developed with input from all key stakeholders to ensure broad buy-in and support. The 
implementation should be phased in, starting with pilot programs in specific departments or 
locations before rolling out across the organization.

Success in this transformation requires sustained focus and commitment from leadership, 
regular review and adjustment of approaches based on feedback, and ongoing communication 
of progress and wins to maintain momentum and engagement.

Call to Action

• Establishing clear ownership and accountability for stakeholder engagement

• Developing formal processes for stakeholder input and feedback

• Creating mechanisms for regular communication and alignment

• Implementing tools and technologies to support collaboration

• Building metrics and measurement systems to track collaborative success 
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How Organizations Say They Will Improve Collaboration  
with Hiring Managers

Source: Brandon Hall Group™ study, Cracking the Hiring Code

Provide hiring managers with interview training and
resources 47%

Implement a collaborative candidate evaluation and
selection process 39%

Establish a centralized communication channel for hiring
updates and feedback 38%

Provide hiring managers with market intelligence and
competitor insights 35%

Implementing a rewards and recognition program for
successful hiring managers 30%

Conduct joint workforce planning and forecasting sessions 39%

Use a shared applicant tracking system (ATS) 36%

Joint goal-setting and performance review sessions 33%

Conduct regular hiring manager satisfaction surveys 32%

Nothing new planned 17%
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Before embarking on any transformation initiative, it is essential to understand the typical 
challenges organizations face in their current state of stakeholder collaboration. This 
understanding provides a baseline for improvement and helps identify priority areas for 
intervention.

Many organizations today operate with fragmented approaches to hiring that create significant 
barriers to effective collaboration. These challenges typically manifest in two main categories:

Current State

The structural issues often result from years of organic growth and departmental silos. 
Organizations frequently lack formal mechanisms for cross-functional collaboration, leading to 
confusion and inefficiency. To address these challenges, companies must first map their current 
processes and identify key points of disconnection or friction.

The impact of process gaps extends beyond mere inefficiency - they can lead to poor hiring 
decisions, increased time-to-hire, and higher costs. Organizations must systematically address 
these gaps through structured process improvement initiatives that involve all key stakeholders

Addressing current state challenges requires a combination of process redesign, technology 
enablement and cultural change. Success depends on creating clear accountability for 
improvements while ensuring all stakeholders understand their roles in the new collaborative 
model.

• Structural Challenges • Process Gaps
•  Fragmented communication

channels between stakeholders 

•  Unclear roles and responsibilities in
the hiring process 

•  Inconsistent evaluation criteria and
feedback mechanisms 

•  Limited visibility into hiring progress
and outcomes

•  Lack of standardized procedures for
stakeholder engagement 

•  Insufficient training and support for
hiring participants 

•  Inadequate documentation and
knowledge sharing 

•  Poor alignment between hiring goals
and business objectives
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Successfully transforming stakeholder collaboration in hiring requires a structured, phased 
approach that balances quick wins with long-term sustainable change. Organizations must 
recognize that this transformation is not a one-time project but rather a journey that requires 
careful planning, consistent execution, and regular adjustment based on feedback and 
results.

The implementation framework can be broken down into three distinct phases, each building 
upon the success of the previous:

During Phase 1, organizations must focus on creating a solid foundation for change. This 
involves conducting thorough assessments of existing practices, gathering stakeholder input, 
and establishing clear baselines against which progress can be measured. Success in this 
phase requires active engagement from all key stakeholders and a commitment to honest 
evaluation of current practices.

The second phase focuses on building the infrastructure and processes needed to 
support enhanced collaboration. This includes developing detailed procedures, creating 
communication frameworks, and selecting and implementing appropriate technology 
solutions. Organizations should pilot new processes in controlled environments to refine 
approaches before broader rollout.

Implementation Framework

• Assess current stakeholder 
engagement practices

• Identify key collaboration points 
and requirements

• Define roles and responsibilities

• Establish baseline metrics

Phase 1: Foundation 
Building

• Create standardized 
collaboration procedures

• Develop communication 
protocols

• Design training and support 
materials

• Implement technology solutions

Phase 2: Process
Development

• Launch pilot programs

• Gather feedback and adjust 
approaches

• Scale successful practices

• Monitor and measure outcomes

Phase 3: Activation and 
Scaling
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Strategic Components
The transformation to a more collaborative hiring model requires attention to multiple 
interconnected components:

Each component represents a critical area of focus that must be properly addressed to achieve 
overall success. Understanding how these components work together helps organizations 
create more effective implementation strategies.

Before exploring specific components, organizations should conduct a readiness assessment 
to determine their current capabilities in each area. This assessment helps prioritize efforts and 
allocate resources effectively.

•    Regular structured meetings to align on requirements

•    Clear documentation of role expectations and success criteria

•    Ongoing feedback loops throughout the hiring process

•    Joint ownership of hiring outcomes

The final phase involves carefully managed expansion of new collaborative practices across 
the organization. Success depends on maintaining momentum while ensuring quality and 
consistency in implementation. Regular feedback loops and adjustment mechanisms are 
crucial during this phase.

• Hiring Manager Partnership

• Interview Process Alignment

• HR Business Partner Integration

• Employee Engagement

• Executive support

Hiring Manager Partnership
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Effective hiring manager partnerships form the cornerstone of successful talent acquisition. 
Organizations must invest in developing these relationships through structured programs that 
clearly define expectations and responsibilities. Success requires ongoing support and regular 
communication channels that facilitate quick resolution of issues and concerns.

These partnerships should be supported by clear metrics that measure process compliance 
and outcome quality. Regular review sessions help identify areas for improvement and ensure 
continued alignment with organizational goals.

•    Standardized evaluation criteria and scoring systems

•    Comprehensive interviewer training programs

•    Regular calibration sessions

•    Technology-enabled feedback collection

Creating consistency in the interview process requires more than just standardized forms 
and procedures. Organizations must invest in developing interviewer capabilities through 
comprehensive training programs and regular calibration sessions. Technology plays a crucial 
role in supporting these efforts by facilitating feedback collection and analysis.

•    Proactive workforce planning and analysis

•    Regular talent pipeline reviews

•    Strategic hiring prioritization

•    Resource allocation optimization

HR Business Partners serve as crucial links between talent acquisition teams and business 
units. Their effective integration requires clear processes for workforce planning and ongoing 
communication about hiring needs and priorities. Success depends on establishing regular 
review cycles and clear decision-making frameworks.

Interview Process Alignment

HR Business Partner Integration
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•    Robust referral programs with meaningful incentives

•    Clear communication of opportunities

•    Regular updates on hiring progress

•    Recognition of contribution to hiring success

Engaging employees in the hiring process extends beyond traditional referral programs. 
Organizations must create comprehensive engagement strategies that make it easy for 
employees to participate while ensuring their contributions are properly recognized and 
rewarded.

•    Regular reporting on hiring metrics and outcomes

•    Clear articulation of ROI and business impact

•    Strategic alignment discussions

•    Resource requirement planning

Securing and maintaining executive support requires a structured approach to communication 
and engagement. Organizations must develop clear reporting frameworks that demonstrate the 
business impact of collaborative hiring efforts while ensuring executives have the information, 
they need to make informed decisions about resource allocation and strategic priorities.

Employee Engagement

Executive Support
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Legal and Ethical Considerations
The implementation of collaborative hiring practices must be carefully balanced with legal 
compliance and ethical considerations. Organizations face increasing scrutiny over their hiring 
practices, making it essential to establish clear guidelines that protect both the organization and 
its candidates while fostering effective collaboration.

Before implementing new collaborative processes, organizations should conduct a thorough 
review of their legal obligations and ethical responsibilities. This review should involve key 
stakeholders from legal, HR, and compliance teams to ensure comprehensive coverage of all 
relevant areas.

Meeting these regulatory requirements demands more than surface-level compliance. 
Organizations must develop robust systems and processes that ensure consistent application of 
standards across all stakeholder interactions. This includes creating clear documentation trails, 
establishing regular audit procedures, and implementing appropriate controls.

The challenge lies in balancing compliance requirements with the need for efficient 
collaboration. Organizations should invest in technology solutions that automate compliance 
aspects while maintaining the flexibility needed for effective stakeholder engagement.

Beyond legal compliance, organizations must establish and maintain high ethical standards 
in their collaborative hiring practices. This requires ongoing training and education for all 
stakeholders involved in the hiring process and regular review and refinement of practices to 
ensure they align with organizational values.

• Regulatory Requirements

• Ethical Standards

• Equal employment opportunity regulations
• Data privacy and protection laws
• Industry-specific compliance requirements
• Documentation and record-keeping standards

• Fair and consistent evaluation practices
• Transparent communication processes
• Protection of candidate confidentiality
• Elimination of bias in decision-making
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Future Trends and Predictions
A thorough analysis of industry trends reveals several key areas that will significantly impact 
stakeholder collaboration in hiring:

The rapid evolution of technology continues to reshape how stakeholders interact and 
collaborate in the hiring process. Organizations must stay informed about emerging 
technologies while carefully evaluating their potential impact on existing processes and 
stakeholder relationships.

Success in this area requires developing clear technology adoption strategies that balance 
innovation with practical implementation considerations. Organizations should establish regular 
technology review cycles to assess new tools and capabilities while ensuring they align with 
broader collaborative hiring goals.

These evolutionary trends reflect fundamental changes in how organizations approach 
talent acquisition. Successful adaptation requires developing flexible frameworks that can 
accommodate changing organizational needs while maintaining consistent core processes.

• Technological Advancement

• Organizational Evolution

• AI-powered collaboration tools
• Advanced analytics and insights
• Advanced analytics and insights
• Automated workflow management

• Increased focus on agile hiring practices
• Growing importance of cross-functional teams
• Enhanced emphasis on diversity and inclusion
• Rising significance of employee experience



2025 Brandon Hall Group™. Not Licensed for Distribution.                          12

Impact Measurement
Effective measurement of collaborative hiring initiatives requires a comprehensive approach that 
combines both quantitative and qualitative metrics. Organizations must develop measurement 
frameworks that provide meaningful insights while avoiding the creation of perverse incentives 
that could undermine collaboration.

Before implementing specific metrics, organizations should establish clear baseline 
measurements and define target improvement goals. This preparation enables more effective 
tracking of progress and helps identify areas requiring additional attention.

These metrics provide concrete measures of program success but must be balanced against 
broader organizational goals. Regular review and adjustment of metrics ensure they continue to 
drive desired behaviors and outcomes.

Implementation of quantitative measurements should be supported by robust data collection 
systems and clear reporting frameworks that make it easy for stakeholders to understand and 
act on results.

While more challenging to measure, qualitative indicators provide crucial insights into the 
health of collaborative hiring practices. Organizations should develop structured approaches 
to gathering and analyzing qualitative feedback, ensuring all stakeholder perspectives are 
considered.

• Quantitative Metrics

• Quantitative Metrics

• Time-to-hire reduction
• Cost-per-hire optimization
• Quality of hire improvement
• Hiring manager satisfaction scores
•  Interview process efficiency

• Stakeholder engagement levels
• Process satisfaction ratings
• Communication effectiveness
• Collaboration quality assessments
•  Cultural alignment success
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Ensuring Sustainable Success
Creating lasting change in collaborative hiring practices requires a long-term commitment to 
continuous improvement and capability building. Organizations must develop mechanisms that 
support ongoing evolution while maintaining consistency in core processes.

The foundation for sustainable success lies in creating a culture that values and rewards 
effective collaboration. This requires ongoing attention to both process excellence and people 
development.

Establishing effective continuous improvement processes requires more than periodic reviews. 
Organizations must create structured mechanisms for gathering and acting on feedback while 
maintaining flexibility to adapt to changing conditions.

Regular assessment of improvement initiatives helps ensure resources are focused on areas 
with the greatest potential impact. Organizations should establish clear criteria for evaluating 
and prioritizing improvement opportunities.

• Continuous Improvement

• Capability Building

• Regular review of collaboration practices
• Ongoing stakeholder feedback collection
• Process optimization based on metrics
• Adaptation to changing business needs

• Regular training and development
• Knowledge sharing and best practices
• Tool and technology updates
• Skill enhancement programs
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Recommendations and Conclusion
The transformation to a collaborative hiring model represents a significant organizational change 
that requires careful planning and sustained commitment. Based on Brandon Hall Group’s 
research and industry best practices, organizations should approach this transformation through 
a structured series of initiatives, each building upon previous successes while maintaining focus 
on long-term objectives.

Long-term initiatives focus on embedding collaborative hiring practices deeply within 
organizational culture and processes. These initiatives typically extend beyond eighteen months 
and require ongoing attention to both sustainability and evolution.

The success of these long-term initiatives depends on creating self-sustaining systems that 
continue to deliver value while adapting to changing needs. Organizations should establish 
regular review cycles to ensure long-term initiatives remain aligned with evolving business 
requirements.

• Immediate Actions (3-6 months)

• Medium-Term Initiatives (6-18 months)

• Long-Term Focus (Beyond 18 months)

1. Assess current collaboration practices and identify gaps
2. Establish clear governance structures and processes
3. Implement standardized evaluation criteria and feedback mechanisms
4. Deploy supporting technology solutions
5. Launch comprehensive stakeholder training programs

1. Develop advanced analytics capabilities
2. Enhance integration with business planning processes
3. Expand employee engagement programs
4. Strengthen executive alignment and support
5. Build robust measurement systems

1. Create sustainable collaboration cultures
2. Implement predictive hiring capabilities
3. Develop advanced stakeholder engagement models
4. Build adaptive and agile hiring processes
5. Establish centers of excellence for hiring collaboration
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The journey to collaborative hiring excellence requires more than just process change – it 
demands a fundamental shift in how organizations approach talent acquisition. Success 
depends on creating an environment where effective collaboration becomes the norm rather 
than the exception.

Organizations that excel in this transformation will find themselves better positioned to:

• Attract and retain top talent in an increasingly competitive market
• Reduce time-to-hire while improving quality of hire
• Build stronger alignment between talent acquisition and business objectives
• Create more engaging and effective hiring experiences for all stakeholders
• Drive better business outcomes through improved hiring decisions

The key to sustainable success lies in maintaining a balanced focus on both short-term 
results and long-term capability building. Organizations must remain committed to continuous 
improvement while ensuring all stakeholders understand their role in creating hiring success.

Remember that transformation is a journey rather than a destination. Organizations should 
celebrate progress while maintaining focus on long-term objectives. Regular review and 
refinement of approaches helps ensure collaborative hiring practices continue to deliver value 
while adapting to changing business needs.
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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.

SOME WAYS 
WE CAN HELP

Membership 
Individual and Enterprise Membership 

options: Includes research assets, 
advisory support, a client success 

plan and more.

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

Professional Certifications
Self-paced certification 
programs. Virtual group 
sessions for companies. 
In-person conferences 
and summits.

SMARTCHOICE® PREFERRED 
PROVIDER PROGRAM

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.

ENTERPRISE EXCELLENCE 
CERTIFICATION PROGRAM

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.

AGENCY!
BY BRANDON HALL GROUP™

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

Organizational
Excellence
Program

Organizational
Excellence
Program

Organizational
Excellence
Program

Advisory Offerings
Custom research projects, 
including surveys, 
focus group interviews 

and organizational 
needs assessments for 

transformation, technology 
selection and strategy.


