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From Order Taker to Talent Advisor

How Recruiters Become True Business Partners

Recruiting has a branding problem.

In many organizations, it is still viewed as transactional and tactical: a function that posts jobs, schedules
interviews, and delivers resumes. When that happens, recruiters become "job fillers,” and hiring managers
operate as customers placing orders.

But that model does not work anymore.

Today’s talent market requires alignment, storytelling, speed, and intentional candidate experience. None of
that can happen without a real partnership between the recruiter and the hiring manager. When recruiters step
into an advisory role, and hiring managers are engaged as collaborators, hiring outcomes improve dramatically.

The best recruiting functions do not just fill openings.
They help shape the business.

A strong recruiter-manager partnership impacts:

® Quality of hire ® Employer brand
® Time tofill ® Retention

® (Candidate experience

And importantly, candidates can feel the difference. They quickly recognize when a process is disjointed, when
communication is inconsistent, or when a hiring manager and recruiter are not aligned. A poor partnership
internally almost always becomes a poor candidate experience externally.

First Principle: You Cannot Recruit for a Job Until You Understand the
Business

Before a recruiter can effectively search for talent, they must understand why the role exists. That requires time
with the hiring manager: not a 10-minute requisition handoff, but a real intake conversation.

Your goal is not simply to gather requirements. Your goal is to understand how success in this role moves the
organization forward.
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1. The quality of candidates improves.

When recruiters invest this time, two things happen:

2. The hiring manager begins to see the recruiter as a strategic advisor instead of administrative support.

Questions That Build Partnership (and Better Hires)

Instead of starting with "What are the responsibilities?’, start with the business. Helpful intake questions

include:

BUSINESS CONTEXT

® Whatis driving this hire right now?
® What business problems will this person solve?

® What happens if we do not hire this role
successfully?

TALENT MARKET

® Who do you believe we compete with for talent?

® Have you tried hiring this role before? What
worked? What did not?

SUCCESS PROFILE

¢ What will success look like in the first 6 to 12
months?

® What are the top 3 capabilities that matter most
in this role?

® Which skills can we train and which must already
exist?

PERFORMANCE INSIGHTS

® Who are your strongest performers today?
® What behaviors make them successful?

® What do less successful employees tend to
struggle with?

LEADERSHIP & CULTURE

® How would you describe your leadership style?
® What type of personality thrives on your team?

® What type of person struggles here?

These conversations shift recruiting from task execution to business consultation.

The Role of Structure: Why SLAs Matter

Partnership requires clarity. One of the most powerful tools to strengthen the recruiter-manager relationship is a

Service Level Agreement (SLA).
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An SLA is not about bureaucracy. It is about shared ownership. It establishes:

® Communication cadence ® Decision responsibilities
® Interview expectations ® Realistic hiring timelines

® Feedback timelines

Without alignment, delays damage candidate experience.

Candidates interpret slow feedback as lack of interest.
Hiring managers interpret delays as recruiter inefficiency.
Recruiters interpret silence as disengagement.

An SLA prevents all three.

This conversation should cover expected turnaround time for feedback, who interviews and when, how quickly
interviews are scheduled, how offers are handled, and how communication with candidates will occur. It is
especially valuable with new or first-time hiring managers.

The Intake Session: The Most Important Meeting in the Search

Weak job descriptions create weak hiring outcomes. A recruiter can only deliver the right candidate when the
role is clearly defined. The intake session is where that happens.

This should always be a scheduled working meeting, not an email exchange. A strong intake discussion defines:

® Business need behind the role ® Selling points and challenges
® Required vs. preferred qualifications ® Compensation alignment
® Success metrics ® [nterview process

® Team dynamics

A well-run intake session also helps the recruiter craft a compelling candidate narrative. Remember:
candidates are not just evaluating the job. They are evaluating leadership credibility, clarity, and
organization.

Ongoing Communication Is Not Optional

Partnership is not built in one meeting. It requires a rhythm.



Regular touchpoints between recruiter and hiring manager should include:

® Weekly hiring updates
® Market feedback from candidates
® |nterview feedback discussions

® Recalibration of requirements if needed

This is where recruiters add strategic value. Recruiters are uniquely positioned to provide real-time market
intelligence: compensation expectations, candidate motivations, why candidates decline, and perception of the
organization in the talent market.

When shared consistently, this information helps leaders make better business decisions, not just hiring
decisions.

Quarterly Talent Conversations

To truly operate as a consultant, recruiters must think beyond open requisitions. Schedule periodic talent
discussions with hiring leaders to review:

® Upcoming business initiatives ® Turnover risks
® Future hiring needs ® Recruiting metrics (quality, speed, cost)
® Succession planning ® Processimprovements

These conversations move recruiting from reactive to proactive.

Why This Matters: Candidate Experience

Every interaction a candidate has refiects the organization. The alignment between recruiter and hiring manager
directly shapes the candidate’s perception.

MISALIGNMENT CREATES ALIGNED PARTNERSHIPS CREATE
® |nconsistent messaging ® (Clear messaging

® Delayed communication ® Confident hiring managers

® Unclear expectations ® Faster decisions

® Poor interview experiences ® Stronger offers

® Better retention

Connectly Recruiting | www.connectlyrecruiting.com 5



Candidate experience is not a branding exercise. It is a byproduct of internal alignment.

The Goal

The goal is not for recruiters to simply fill jobs. The goal is for recruiters to help leaders make good hiring
decisions.

When recruiters:

Understand the business
Establish SLAs

Run strong intake sessions
Communicate consistently

Provide market insight

They stop being seen as administrative support and start being viewed as trusted advisors.

And when that happens, the hiring process improves, the candidate experience improves, and ultimately, the
business improves.
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