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Recruiting has always been about partnerships. Partnerships with hiring 
managers, partnerships with candidates, and partnerships with external 
vendors to name a few. 
 
However, a key indicator of success can be seen when recruiters take the form 
of a consultative business partner. 
 
In a previous white paper, “A Proactive Talent Acquisition Strategy,” we 
discussed the need for a proactive recruitment strategy and why it’s 
critical in today’s tight labor market.  In order to drive down time-to-fill, increase 
the quality of hire, and ensure a positive candidate experience, it is imperative 
that recruiting teams have the correct partnership established with their hiring 
managers and stakeholders to execute that strategy quickly and efficiently. 

In this paper we examine the partnership between the recruiter and the hiring 
manager. We explore the frameworks of intake meetings, the challenges hiring 
managers have with knowledge-sharing in the recruiting partnership, 
possible roadblocks that can derail the recruitment synergy, and the right 
strategies that can be used to overcome those challenges. 
 
Every company has their unique set of challenges, yet there are a host 
of issues that are universal for all: the labor market, demographic 
shifts, workforce engagement, employer branding, and the lack of 
available talent with a particular skill set. Looking at these issues 
for what they are, real or perceived, self-inflicted or the 
consequence of external influences, we illustrate the 
effectiveness of intake meetings and provide you with best 
practices on how to effectively use it to elevate the recruiting 
function by “setting the tone” for search engagement, while 
also standardizing check-ins and recalibration efforts. 

http://bit.ly/36O9eWA


Although many hiring managers want their partnership with recruiters to 
flourish, they often don’t understand the value that recruiting brings to the 
table. The reasons behind this gap in understanding varies in each 
organization. Sometimes, it’s because hiring managers have not hired often 
enough to have comprehensive working knowledge of the process. It can also 
be caused by recruiting teams that do not overtly position themselves as 
consultative recruiting partners with their stakeholders.  

Recruiting teams provide value to an organization when they present insights 
to the hiring market, the competitiveness of offers in the current employment 
landscape, the interview process’ impact on candidate experience, and a host 
of other challenges.  The recruiting partner can provide valuable information to 
help drive outcomes and boost synergy between hiring managers and the rest 
of the hiring team. When you consider the current labor market being the most 
competitive in a generation, that partnership alignment becomes much 
more critical. 

This partnership between the recruiting team and their stakeholders need not 
be cumbersome, nor need it be frustrating. In fact, creating standard operating 
procedures, making uniform intake meeting guidelines, driving outcomes and 
establishing guardrails are all easily implemented endeavors that will improve 
the partnership and drive the dialogue forward with 
your stakeholders.  

Use Hiretual’s Reports Page For A Live Feed of 
Your Recruitment Performance 

View and export comprehensive real-time 
insight on your projects, team, pipeline, 
talent pool and engagement. 

CHECK THIS OUT

http://bit.ly/2OmgEtx


Shifting the paradigm and creating a strategic focus unlocks new ways of 
approaching the business of recruiting. 

Expected positive outcomes of a holistic and focused consultative 
partnership include: 

• Effective Partnerships – Recruiting is a team sport and  
misunderstandings of role alignment can derail the process and the  
relationship. Consultative recruiting professionals seek to understand the 
department, the role’s impact to the company as a whole, and the true 
reality of the work being done. At the same time, the most effective  
recruiting teams also share information with their hiring managers about 
the internal and external factors affecting the recruiting process. This is 
where the rubber meets the road and where intake meetings and  
recalibrations help establish fluid partnerships. 

• Decreased Time to Fill - Ineffective partnerships increase time to fill, 
and the longer a position is vacant the greater the impact on the  
organization.  

• Increased Quality of Hire – Synergy between the hiring manager and 
the recruiting partner allows for greater opportunities to identify, attract, 
and select better quality candidates. Alignment to the key  
competencies and qualifications of the ideal candidate while also  
understanding roles and responsibilities of each stakeholder in the  
selection process positively affects the downstream outcomes. 

• Hiring Manager Satisfaction - Frustrated hiring managers can lead to 
less cooperation and adversely impact the candidate experience, in turn 
creating a negative employer of choice perception in the market.  

• Overcoming the Inertia of Reactivity - By creating energetic and  
consultative partnerships that address not only the core position but the 
future needs of the department, the recruiting team has taken the first 
step to effective workforce planning and pipelining. 



The business case for a strong, consultative talent acquisition partnership 
can’t be overstated. In addition to the previously stated outcomes, the 
partnership will help hiring managers in the following ways:

1. Understand and communicate their  
desired requirements 

2. Set roles, responsibilities and expectations  
for all stakeholders 

3. Helps establish working protocols for  
calibration and trust. 

4. Enables maximum efficiency for  
time-strapped managers 

5. Create a platform to discuss searches that 
need to be realigned 

6. Help the recruiter function more  
smoothly to deliver quality talent on time  
and on budget

Positioning the recruiting function as a strategic partner is the goal of this 
paper. With that goal in mind, we dive into source data to illustrate the 
importance of evolving your function into a strategic partnership and 
provide you with best practice on how to achieve this goal. 



The Business Case for a Consultative Talent Acquisition Partnership
 
In a 2016 SHRM article Roy Mauer, the editor of SHRM, discusses Why Hiring is 
Taking So Long and What HR can Do About It and that “the average time to fill 
a job—from the initial posting to an accepted offer of employment—
increased by 62 percent for large global organizations between 2010 and 
2015, according to research from CEB.” This is important because the tougher 
the talent market, the harder it is to close candidates. Having a plan of attack 
and a focused approach will enable maximum effectiveness. 
 
One of the most important actions to create an effective foundation for 
the recruitment partnership is to conduct an intake or recruitment strategy 
meeting. An effective intake meeting sets the tone for the entire relationship. 
It defines the need and creates a forum for stakeholders to bring good 
questions. It establishes working protocols, defines roles and 
responsibilities, while also creating a mechanism to reset expectations. 
It allows for the positive exchange of information, including internal/external 
recruiting benchmarks and candidate pool demographics. The intake 
meeting builds trust and is an opportunity to energize the discussion 
immediately. 

 
As hiring managers sense that they can trust your 

intentions and focus points, your conversations will 
shift from a tactical “fill this job and here are my 

needs” discussion to a more strategic  
conversation. Moving from an order taker to a 
truly consultative partner will help make your 
recruiting process go much better, create 
maximum synergy, and elevate your 
position as a business partner. Hiring 
managers are hungry for this type of 
partnership, they long for a recruiting 
partner they can trust so they can 
focus on facilitating great outcomes. 
 

https://www.shrm.org/hr-today/news/hr-magazine/0616/pages/why-hiring-is-taking-so-long-and-what-hr-can-do-about-it.aspx
https://www.shrm.org/hr-today/news/hr-magazine/0616/pages/why-hiring-is-taking-so-long-and-what-hr-can-do-about-it.aspx
https://www.cebglobal.com/human-resources/recruiting/accelerating-recruiting.html


The Intake Meeting
 
Consistently having an intake meeting is the first best practice of 
engaging your hiring manager. An intake meeting happens before the 
candidate search/process begins and is attended by the recruiter, the hiring 
manager, and any other key stakeholders in the selection process. The goal 
of this meeting is to gain a better understanding of the position from the 
hiring team, while providing them with the talent acquisition perspective, 
ultimately aligning everyone in the process and strategy for filling the role. 
 
If the intake meeting isn’t part of your current process, it’s important that you 
socialize this strategy with your talent acquisition, human resources, and 
operational leadership prior to implementing this strategy. 
 
Most hiring managers are resistant to participating in an intake meeting at 
first, so expect pushback. Given that pushback could escalate quickly, it’s 
important you have the support of your leadership. Hiring managers are 
resistant because they are already short staffed, and the intake meeting 
takes time away from their day. Keeping this in mind will help you be more 
successful in conducting your intake meeting. 
 
The first action will be to set and distribute an agenda with the meeting invite 
when scheduling the intake meeting. The two required participants in the 
intake session are the hiring manager and the recruiter. It’s also a good idea 
to loop in the human resources business partner (HRBP) for the department. 
If the HRBP cannot join the meeting, it’s important you obtain their input 
prior to meeting with the hiring manager. If the role is a high-profile position 
or highly matrixed, you may want to consider inviting leadership from both 
the operations as well as talent acquisition. 

 



INTAKE MEETING AGENDA

Attendees

Date:          Time:

• Recruiter (required)

• Hiring Manager (required)

• Human Resources (optional)

• TA Leadership (optional)

• Operational Leadership (optional)

• Matrixed stakeholders (optional)

Agenda

Job Description Review: 

Review the job description in layman’s terms with your hiring manager. This is a good opportunity to get a feel for the 
role and how it fits into the team and the greater organization. Additionally, spend time to truly understand and define 
the requirements and the assets of the position. 
 
Best Practice: Ask the question: “How does this position help our company achieve our goals?”
 
Job Advertisement Review: 

Your job advertisement should never simply be the job description copied and pasted to your ATS and/or any 
advertising sites you use. Bring a rough draft of the job advertisement, update it in real time based upon your 
discussion of the job description and gain consensus from the stakeholders on the verbiage. 
 
Best Practice: Bring an example of a good job advertisement to the meeting and share with the 
participants.
 
Talent Acquisition Lens: 

This is your opportunity to shine! You should bring some external data to the meeting with you. Do some research 
about the workforce analytics of the role. What is the available population in the geography you are looking to hire? 
What do the diversity numbers look like? How long has it taken to hire for these roles in the past? What are the external 
factors that could positively or negatively affect your ability to make a hire? This is your chance to be the expert and 
socialize the challenges associated with the search. 
 
Best Practice: Use your ATS and bring historical data on department/role hiring.
 
Current Team Overview: 

Have a discussion about the current team. Is there someone identified internally that is a potential finalist? How big is 
the current team and where does this person fit? What is the culture like? Why is the position open? Where can this 
person expect to be in 5 years? 
 
Best Practice: Engage your HRBP or Talent Management to see if there is anyone on the radar internally.
 
Previous Incumbent/Current High Performers: 

Bring the exiting employee’s resume to the meeting and note where that individual was when they were recruited for 
the role. Ask if there are others in this role that are currently high performing individuals and compare their background 
to the exiting employee. Where did we recruit them from? What role were they in when we recruited them? What are 
the schools, associations, groups they are associated with? 
 
Best Practice: Identify 3 internal team members and interview them directly over lunch or coffee.
 



INTAKE MEETING AGENDA

Stakeholder Input: 

This is especially important if the role is a matrixed position. Human Resources should have an opinion on the 
department, the role and the opening. It’s important that this information is captured prior to the 
meeting if HR cannot attend the intake session. In addition, if this person will need to collaborate with other 
departments, capture those insights as well. 

Best Practice: Contact your HRBP directly prior to the meeting. Personally invite them to attend and ask if there is 
anything they would like you to cover during the meeting.
 
Sourcing Strategy: 

Socialize the tools and skills you will use in the talent attraction process. Start by assuming most hiring managers think 
recruiting is posting a position and qualifying the resumes that are received. The first part of this strategy is to spend 
some time talking about the various tools you will use to proactively source candidates. Pull back the curtain a little bit 
and show them how the magic happens! Additionally, deputize your hiring manager to activate their social networks. 
Let them know that you’ll be writing a post for them to paste into their (and the entire team’s) social networks. This is a 
good opportunity to impress upon them how you use social to not only identify but attract potential talent to 
the organization.
 
Best Practice: Write a social media update that the hiring manager and their team can copy/paste into their 
LinkedIn/Facebook/Twitter accounts.
 
Selection Process: 

Review the selection process with the hiring manager. Even if you have worked with this department in the past, most 
managers do not hire with enough frequency to remember what the process is. During this 
discussion, you’ll be able to identify the members of the interview team and the structure of the interviews. 
 
Best Practice: Assign questions to each interviewer, so each person isn’t asking the same question to the candi-
date.
 
Roles/Responsibilities/Timelines: 

As you wrap up the meeting, it’s important that each stakeholder is aware of their roles, responsibilities and the time-
line of each deliverable. As the recruiter, you are ultimately responsible for ensuring that the search stays on task and 
timelines are being met. 
 
Best Practice: Set an interview date during the intake meeting and have your stakeholders block their calendars 
before the meeting ends.

Service Level Agreements
 
After the intake meeting has been completed, the next step is to create and deliver a Service Level Agreement (SLA) 
with all of your stakeholders. This is a step that makes many recruiters 
uncomfortable and is often overlooked. 
 
This SLA should capture all of the information you discussed during the intake session, including roles, responsibilities, 
requirements, and timelines. This document will be a roadmap for the hiring team should the search process not pro-
ceed as planned. In fact, the lack of an SLA has been a key 
derailleur for many of the more difficult searches. It’s critically important to memorialize the work 
product of the team that participated in the intake session and to reference that document 
throughout the lifecycle of the search. 
 
Best Practice: Create a template for the SLA email and use it for every intake session.



Keep Up With Top Talent Using Hiretual’s Market Insights
 
Equip your hiring meetings with workforce analytics that zoom in on talent pool availability, 
geography, market values and more!

REQUEST A DEMO

Find the best talent with 
Hiretual 

Source, engage, nurture and 
rediscover the best-fit talent 
for your open roles, all from 
one single platform. 

FIND OUT MORE

Conclusion
 
The challenges of the current hiring market necessitate alignment of the hiring 
team in order to be competitive for the best talent. Recruiting has always been 
a team sport and the relationship between the hiring manager and the 
recruiter is a key indicator of success. Consistently implementing an intake 
meeting will positively impact the outcomes of the search and will evolve the 
relationship with the hiring manager, ultimately positioning the recruiting func-
tion as a strategic partner. With recruiters and hiring managers communicating 
with transparency and confidence, hiring teams will be able to move forward 
with hiring projects without wasting time or resources. 

http://bit.ly/3707gCI
https://discover.hiretual.com/schedule-a-meeting
https://discover.hiretual.com/schedule-a-meeting
http://bit.ly/2SiItnO
http://bit.ly/2SiItnO
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