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Cerebraix Managed 
Talent Cloud
AI-Powered 
Managed Talent 
as a Service and 
FTE Hirings

Say goodbye to lengthy recruitment processes and excessive 
costs with Cerebraix' Managed Talent Cloud for Talent as a 
Service and FTE Hirings.

Our AI-powered Talent-Tech platform offers 25000+ top-tier 
candidates in digital technologies and data science.

With our Managed Talent as a 
Service (MTaaS), we can reduce 
resource mobilization period by 
up to 90% and costs by up to 
30%. Join the movement towards 
smarter hiring strategies today.

Trust us for hassle-free FTE 
hiring solutions that optimize 
your workforce management. 
Leveraging bleeding edge 
technology, we cut out the 
inefficiencies in the process, 
leading to industry best cost 
structures for all levels of hirings. 
Choose Cerebraix for confident, 
efficient talent acquisition today!

Managed Talent as 
a Service (MTaaS)

Managed FTE 
Hiring
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OUTLIER CHROS: 
WHAT DIFFERENTIATES 
HR EXECUTIVES 
WHO CONSISTENTLY 
OUTPERFORM THEIR PEERS?
In today’s rapidly evolving business 
landscape, the role of the Chief Human 
Resources Officer (CHRO) has transformed 
from being a back-office support function to 
becoming a key strategic partner in driving 
organizational success. Companies are 
recognizing the immense value that a high-
performing CHRO brings, from shaping the 
talent agenda to steering culture, enhancing 
employee engagement, and ensuring that 
the workforce is agile and aligned with the 
company’s goals. 

But what sets apart the 
CHROs who consistently 
outperform their peers and 
rise as outliers?

In this article, we will explore what 
differentiates these exceptional HR leaders, 
drawing on global perspectives and examples 
from CHROs who have become stars in their 
respective companies.
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The most successful CHROs possess deep 
strategic business acumen, understanding 

that HR is not an isolated function 
but an integral part of the business 

ecosystem. They engage in business 
decisions as true partners, providing 
insight on workforce implications 
while also contributing to broader 
business strategies. This shift from 
an administrative HR focus to a 

more strategic, data-driven approach 
has elevated the role of the CHRO 

in organizations.

TAKE LEENA NAIR, THE FORMER 
CHRO OF UNILEVER AND NOW CEO 
OF CHANEL. At Unilever, Nair played a 
pivotal role in shaping the company’s diversity 
and inclusion agenda, talent strategy, and 
digital transformation, aligning HR practices 
directly with business growth objectives. Her 
deep understanding of the business’s broader 
goals allowed her to implement a global talent 
strategy that increased agility, innovation, and 
workforce engagement across Unilever’s global 
operations.

Strategic Business Acumen1
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Outlier CHROs recognize that data is a 
goldmine for making informed decisions 
about talent acquisition, retention, employee 
engagement, and workforce development. They 
harness the power of HR analytics and use 
real-time data to inform their decisions, predict 
workforce trends, and measure the impact of 
HR initiatives on business outcomes.

CHROs who consistently outperform are able 
to translate HR data into insights that the 
business understands, which helps justify HR 
decisions at the highest levels. 

These leaders create 
predictive models that can 
forecast turnover risks, 
employee engagement, 
and even team dynamics, 
allowing them to take 
proactive steps to mitigate 
potential challenges.
TRACY KEOGH, THE CHRO AT HP, 
has been a strong advocate of data-driven 
HR. She led HP through its transition from one 
of the largest tech conglomerates into two 
separate entities: HP Inc. and Hewlett-Packard 
Enterprise. Keogh utilized data to understand 
the needs of the employees, manage 
transitions smoothly, and maintain a strong 
employer brand while reducing turnover and 
ensuring consistent workforce engagement.

Data-Driven 
Decision Making

2
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Today’s workforce expects more than just 
competitive salaries and benefits. The 
employee experience — encompassing the 
entire employee lifecycle, from onboarding to 
career development and offboarding — has 
become critical to attracting and retaining top 
talent. CHROs who stand out are those who 
prioritize creating a seamless, engaging, and 
enriching employee experience.

Outlier CHROs are experts in crafting a 
culture of belonging and innovation, ensuring 
that employees feel valued and that their 
contributions matter. They are aware that 
talent has choices, and as such, they focus 

on creating an environment where employees 
want to stay, grow, and excel.
 
KATHLEEN HOGAN, MICROSOFT’S 
CHIEF PEOPLE OFFICER, has been 
instrumental in creating a culture at Microsoft 
that emphasizes diversity, inclusion, and 
employee empowerment. Hogan focuses on 
the holistic employee experience, fostering 
an environment where employees can bring 
their authentic selves to work. Her efforts have 
not only enhanced employee engagement 
but also strengthened Microsoft’s employer 
brand, positioning it as a leader in talent 
management.

A Focus on Employee Experience3
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In a volatile, uncertain, complex, and 
ambiguous (VUCA) world, businesses need 
HR leaders who are both resilient and agile. 
Outlier CHROs are those who can quickly 
adapt to changes, whether it's a shift in market 
conditions, new regulatory requirements, 
or unforeseen global events such as the 
COVID-19 pandemic. They are able to pivot 
HR strategies on a dime and build resilient 
workforces that can weather disruptions.

These CHROs are forward-thinkers who plan 
for the future workforce while managing the 
challenges of the present. Their ability to 

respond to crises, maintain employee morale, 
and drive strategic talent initiatives during 
challenging times differentiates them from 
their peers.
 
FIONA CICCONI, CHRO AT GOOGLE, 
demonstrated exceptional resilience during the 
pandemic by ensuring that Google’s employees 
transitioned to remote work smoothly while 
maintaining productivity and morale. Her 
leadership in implementing mental health 
initiatives, ensuring employee well-being, 
and fostering an inclusive culture during this 
challenging time has been widely praised.

Resilience and Agility4
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Inclusion is no longer just a buzzword; it’s a 
business imperative. Outlier CHROs have a 
visionary approach to DEI, understanding that 
a diverse workforce brings fresh perspectives, 
fosters innovation, and enhances decision-
making. They move beyond compliance to 
embedding diversity, equity, and inclusion into 
the core of the company’s culture and values.

These HR leaders are proactive in 
establishing DEI strategies, promoting 
diverse leadership, and creating equitable 
opportunities for all employees. Outlier 
CHROs also hold their leadership teams 
accountable for diversity goals, ensuring that 
DEI is not just an HR initiative but a company-
wide priority.
 
FOR INSTANCE LISA BUCKINGHAM, 
the former CHRO at Lincoln Financial 
Group, was recognized for her leadership 
in advancing DEI within the company. She 
introduced several initiatives aimed at 
building a more diverse talent pipeline and 
fostering an inclusive workplace. Under her 
leadership, Lincoln Financial Group saw 
significant progress in the representation 
of women and minorities in leadership roles, 
reflecting the impact of her visionary 
DEI strategy.

Visionary 
Leadership in 

Diversity, Equity, 
and Inclusion (DEI)

5 They are not afraid 
to experiment 
with cutting-edge 
technologies to 
create a future-
ready workforce 
and drive a culture 
of innovation. 
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Digital transformation is reshaping the 
business landscape, and outlier CHROs are 
those who champion and lead the digitalization 
of HR. From leveraging HR technologies 
to streamline recruitment and onboarding 
processes to using AI and machine learning 
for talent analytics, these CHROs understand 
the potential of digital tools to enhance HR 
efficiencies and employee experiences.

Their ability to integrate technology into HR 
functions not only improves operational 

efficiency but also positions the organization 
as a modern, forward-thinking employer.
 
DIANE GHERSON, THE FORMER 
CHRO OF IBM, spearheaded a digital 
transformation initiative within the company’s 
HR function. She was instrumental in 
implementing AI-powered tools for talent 
management and employee engagement, 
transforming IBM’s workforce strategy and 
setting a benchmark for digital HR leadership 
in the industry.

Transformative Digital Leadership6
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Outlier CHROs understand the importance 
of a strong employer brand in attracting 
and retaining top talent. They actively 
work on shaping the company’s employer 
brand to reflect its values, culture, and 
vision, making it an appealing destination 
for prospective employees. These 
CHROs collaborate with marketing 
and communications teams to craft 
compelling employer branding strategies 
that resonate with today’s talent.
 
PETER FASOLO, THE CHRO OF 
JOHNSON & JOHNSON, has been 
instrumental in building a powerful 
employer brand that highlights the 
company’s commitment to employee 
well-being, professional development, 
and social responsibility. Fasolo’s work in 
employer branding has helped Johnson & 
Johnson consistently rank as one of the 
best companies to work for globally.

Building a Strong 
Employer Brand

7
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The Future of 
HR Leadership

The CHROs who consistently 
outperform their peers are 
those who break away from 
traditional HR molds and 
embrace a more strategic, data-
driven, and visionary approach. 
These outlier CHROs are 
proactive in fostering inclusion, 
driving digital transformation, 
and creating an exceptional 
employee experience. Their 
ability to align HR practices 
with business objectives and 
navigate the complexities of a 
changing workforce landscape 
makes them invaluable leaders 
in today’s global marketplace.

As the role of the CHRO 
continues to evolve, these 
HR leaders will play a critical 
role in shaping the future 
of work, ensuring that their 
organizations not only survive 
but thrive in an increasingly 
competitive environment.
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TALENT IS THE NEW COMPETITIVE 
ADVANTAGE: WHY CHROs MUST 
LEAD THE SPOTLIGHT COMPARED 
WITH OTHER C-SUITE COLLEAGUES

In the ever-evolving corporate landscape, 
businesses are discovering that their most 
valuable asset isn’t technology, products, or 
market position — it’s their people. Talent 
has emerged as the key differentiator 

that drives business success, innovation, 
and long-term sustainability. In this era of 
rapid transformation, it is the Chief Human 
Resources Officer (CHRO) who holds the key to 
unlocking this competitive advantage.
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As companies face unprecedented challenges 
like talent shortages, remote work demands, 
and evolving workforce expectations, the role 
of the CHRO has become more critical than 
ever. While other C-Suite executives such 
as the Chief Financial Officer (CFO) or Chief 
Technology Officer (CTO) traditionally receive 

the lion’s share of attention, it is now time for 
CHROs to take center stage.

This article explores why talent has become 
the new competitive advantage and why 
CHROs must lead the spotlight compared to 
their C-Suite peers.
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In today’s hyper-competitive business 
environment, the fight for top talent is 
fiercer than ever. With the rise of digital 
transformation, every organization is 
competing to attract and retain the brightest 
minds who can drive innovation, creativity, and 
business success. The CHRO is at the heart of 
this battle, tasked with developing strategies to 
attract, develop, and retain top-tier talent.

Unlike their C-Suite colleagues, CHROs 
are focused on the single most important 
resource: people. While the CFO might be 
concerned with financial strategies, and the 
CTO with technological innovations, CHROs 

understand that without the right talent in 
place, those strategies are meaningless.
 
GLOBAL PERSPECTIVE: 
According to LinkedIn’s Global Talent Trends 
report, 89% of business leaders agree that a 
strong talent strategy gives organizations a 
competitive edge. 

This reality is exemplified by companies like 
Apple and Google, where CHROs have been 
instrumental in building strong talent pipelines 
that fuel innovation and  
maintain a competitive edge.

The Talent War: 
A Battle for the Best Minds1
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CHROs Drive 
Culture and 

Employee Engagement

2

In a world where organizational culture and 
employee engagement directly impact business 
performance, the CHRO has become the 
architect of company culture. High employee 
engagement levels are directly linked to 
increased productivity, reduced turnover, and 
higher profitability. CHROs are responsible for 
creating an inclusive, supportive, and engaging 
work environment that motivates employees to 
perform at their best.

CHROs have the unique ability to influence the 
emotional and psychological contract between 
employees and the organization, fostering 
loyalty and commitment. They ensure that the 
company’s values are not just words on a wall 
but are lived and breathed by every employee.

At Netflix, former CHRO Patty McCord famously transformed the company's culture by 
promoting radical transparency and a high-performance environment. 

McCord’s culture-first approach allowed Netflix to 
maintain a competitive advantage through innovation 
and agility, positioning the company as a global leader in 
entertainment.
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Talent as a 
Strategic Driver 

of Business Success

3

While other C-Suite executives focus 
on specific operational areas, CHROs 
have a broad impact across the 
entire organization. They are uniquely 
positioned to align talent strategies 
with business objectives, ensuring that 
the company has the right skills and 
capabilities to achieve its goals. Talent 
management is no longer a secondary 
function — it is a strategic imperative 
that drives business performance.

CHROs are responsible for identifying 
future skills, succession planning, 
and leadership development — all of 
which are critical to long-term business 
success. By shaping a future-ready 
workforce, CHROs ensure that their 
companies remain competitive and 
adaptive in an ever-changing market.

At IBM, former CHRO Diane Gherson 
played a pivotal role in leading the 
company’s digital transformation. By 
focusing on workforce reskilling and 
talent development, Gherson ensured 
that IBM had the skills needed to thrive 
in a digital-first world. Her strategic 
approach to talent management directly 
contributed to the company’s sustained 
success and transformation into a 
technology leader.
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The Rise of Remote Work and the Changing 
Workforce Dynamics

DEI as a Competitive Advantage

4

5

The COVID-19 pandemic reshaped the way 
we work, accelerating the adoption of remote 
work and hybrid models. This seismic shift 
in the workforce has placed the CHRO in the 
spotlight, as they are responsible for navigating 
the complexities of managing a distributed 
workforce. Remote work has introduced new 
challenges related to employee engagement, 
mental health, productivity, and work-life 
balance — all areas in which CHROs play a 
leading role.

As businesses navigate the post-pandemic 
world, CHROs are responsible for designing 
flexible work policies that not only meet 

the needs of the business but also address 
employee preferences. This shift toward 
a more people-centric approach has given 
CHROs an unprecedented opportunity to lead 
the conversation on workforce transformation.
 
Companies like Twitter and Shopify have 
embraced remote work as a permanent 
solution, with their CHROs leading the charge 
in creating policies that support employee 
well-being and productivity. These companies 
have demonstrated that a strong remote work 
strategy, led by HR, can be a key differentiator 
in attracting and retaining talent.

Diversity, Equity, and Inclusion (DEI) have 
become critical drivers of business success, 
with research consistently showing that 
diverse teams outperform their peers in 
innovation, decision-making, and financial 
performance. CHROs are the champions of 
DEI initiatives, leading the charge in building 
diverse, inclusive, and equitable workplaces.

A CHRO who prioritizes DEI creates a culture 
where every employee feels valued, respected, 
and empowered to contribute. This not only 
enhances employee engagement but also 

strengthens the company’s employer brand, 
making it a magnet for top talent from diverse 
backgrounds.
 
At Salesforce, Chief People Officer Brent Hyder 
has been at the forefront of the company’s 
DEI efforts, focusing on closing the pay 
gap, increasing diverse representation in 
leadership roles, and creating an inclusive work 
environment. Under his leadership, Salesforce 
has consistently ranked as one of the best 
places to work, with a strong reputation for 
diversity and inclusion.

CHROs are the champions of DEI initiatives, leading the 
charge in building diverse, inclusive, & equitable workplaces.
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CHROs Lead Workforce Transformation in the 
Digital Age

CHROs Are Key to Business Agility and 
Crisis Management

6

7

As technology continues to disrupt industries, 
CHROs are leading workforce transformation 
by ensuring that their organizations have the 
skills and capabilities to thrive in a digital 
world. They are responsible for implementing 
upskilling and reskilling initiatives, driving the 
adoption of digital tools in HR processes, and 
fostering a culture of innovation.

CHROs who embrace digital transformation 
not only future-proof their organizations but 
also enhance their competitiveness in the 

market. By integrating AI, machine learning, 
and automation into HR processes, they 
can streamline operations, improve talent 
acquisition, and make data-driven decisions.
 
Kathleen Hogan, Microsoft’s Chief People 
Officer, has been instrumental in leading the 
company’s digital HR transformation. Her 
focus on upskilling employees, fostering a 
growth mindset, and leveraging technology in 
HR processes has been critical to Microsoft’s 
continued success in the tech industry.

In times of crisis, businesses rely on their 
leaders to guide them through uncertainty. The 
CHRO is often at the forefront of managing 
crises, whether it’s a global pandemic, 
economic downturn, or social unrest. CHROs 
are responsible for maintaining business 
continuity by ensuring that the workforce 
remains engaged, resilient, and productive 
during turbulent times.

Business agility is another area where CHROs 
excel. They have the unique ability to create 
adaptable workforce strategies that allow 
companies to pivot quickly in response to 

market changes. By fostering a culture of 
agility, CHROs ensure that their organizations 
can respond to challenges and seize new 
opportunities.
 
During the COVID-19 pandemic, Fiona Cicconi, 
Google’s CHRO, played a key role in managing 
the transition to remote work, implementing 
mental health initiatives, and ensuring that 
Google’s employees remained engaged and 
productive. Her leadership during the crisis 
underscored the critical role that CHROs 
play in managing workforce challenges and 
supporting business resilience.

The organizations that recognize the strategic value of their 
CHROs will be the ones that thrive in the future of work.
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The CHRO as the New Strategic Leader8
In an era where talent is the ultimate 
competitive advantage, the role of the CHRO 
has never been more critical. CHROs are no 
longer just HR managers — they are strategic 
leaders who shape the future of work, drive 
business success, and ensure that their 
organizations remain competitive in an 
increasingly complex world.
 

As businesses continue to navigate 
challenges such as talent shortages, 
workforce transformation, and evolving 
employee expectations, it is clear that 
CHROs must lead the spotlight, alongside or 
even ahead of their C-Suite colleagues. The 
organizations that recognize the strategic 
value of their CHROs will be the ones that 
thrive in the future of work.
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CHROS

BREAKING THE PAY PARITY 
BARRIER: WHY TALENT ACQUISITION 
LEADERS SHOULD EARN MORE THAN 

THEIR C-SUITE COUNTERPARTS
LEARN WHAT MCKINSEY, BCG AND HBR HAVE TO SAY

In today’s business 
landscape, talent 
acquisition is no 
longer just about 
filling positions — 
it’s about finding 
the right talent that 
will drive innovation, 
sustain growth, and 
enable companies to 
remain competitive 
in an increasingly 
volatile market. The 
responsibilities of talent 
acquisition leaders have 
expanded far beyond 
recruitment; they now play 
a pivotal role in shaping 
the future success of their 
organizations by securing 
the best minds in the 
industry.

Despite the critical 
nature of their role, talent 

acquisition leaders 
are often underpaid 

compared to their C-Suite 
counterparts like CFOs 

or CTOs. In an age where 
attracting and retaining 

top talent is arguably 
the most important 

differentiator for 
business success, 

the question arises: 
Shouldn’t talent 

acquisition leaders earn 
more, given their impact 

on the organization’s 
performance and long-

term sustainability?

This article explores 
why breaking the pay 

parity barrier for talent 
acquisition leaders is 

essential, backed by global 
research, statistics, and 
examples from leading 

firms such as McKinsey, 
BCG, and others.
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The 
Growing 

Importance 
of Talent 
Acquisition in 
a Competitive 
Market
Talent acquisition has become 
one of the most critical 
functions in any organization. 
With the rise of the knowledge 
economy, companies are 
competing for a limited pool 
of highly skilled professionals. 
According to a report by 
McKinsey, 82% of companies 
globally are unable to find 
the talent they need to drive 
innovation and growth. 
 
In this context, talent 
acquisition leaders are 
responsible for much more 
than recruitment. They are 
instrumental in identifying 
and engaging with top-tier 
talent, designing strategies 
for employer branding, 
fostering a strong candidate 
experience, and ensuring that 
the company can compete 
in a crowded talent market. 
Their work directly impacts 
the organization’s ability to 
innovate, grow, and remain 
competitive.
 

ACCORDING TO 
THE BOSTON 
CONSULTING GROUP 
(BCG), companies with 
effective talent acquisition 
strategies see 3.5 times 
higher revenue growth 
and 2.1 times higher profit 
margins than their peers. 

This statistic underscores 
the significant financial 
impact of having a 
top-performing talent 
acquisition team, 
making a strong case 
for compensating talent 
acquisition leaders at levels 
that reflect their critical 
contributions to business 
success.

Talent shortages are particularly 
acute in high-demand fields 
such as technology, healthcare, 
and engineering, where skilled 
professionals are in short supply.

1
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2 Talent Acquisition 
Leaders Are 

the Architects of 
Organizational Success
In a world where digital transformation and 
disruptive innovation are changing the rules of 
the game, the ability to attract and retain the 
right talent has become a company’s biggest 
competitive advantage. Talent acquisition 
leaders are essentially the architects of an 
organization’s workforce — the very workforce 
that will determine whether the company can 
successfully navigate these changes.

Today’s talent acquisition leaders are tasked 
with developing long-term talent pipelines, 
identifying future workforce needs, and 
ensuring the company’s talent strategy aligns 
with its business goals. They often work closely 
with other C-Suite executives to understand 
the company’s direction and identify the skills 
needed to drive success.
 
A McKinsey report highlights that companies 
with a strong talent acquisition strategy 
outperform their competitors in productivity 
by 30-40%. This demonstrates that talent 
acquisition isn’t just about filling vacancies; 
it’s about driving productivity and performance 
across the entire organization. 

Given this, talent acquisition leaders should be 
compensated at levels that reflect their role as 
a key strategic partner in driving organizational 
success.

3 The Financial 
Impact of Poor 

Talent Acquisition
While successful talent acquisition can drive 
growth and innovation, poor talent acquisition 
can lead to costly consequences. According 
to a study by the Society for Human Resource 
Management (SHRM), the average cost of a 
bad hire is estimated to be up to five times 
the employee’s annual salary. 

24 ISSUE 4 www.cerebraix.com

https://cerebraix.com/


These costs include not only financial losses 
but also impacts on team morale, productivity, 
and company culture.

Talent acquisition leaders are responsible for 
mitigating these risks by implementing robust 
hiring processes, using data-driven recruitment 
strategies, and ensuring cultural fit. By doing 
so, they protect the organization from costly 
hiring mistakes and build a workforce that 
contributes to long-term success.
 

A HARVARD BUSINESS REVIEW (HBR) 
study found that organizations with poor 
recruitment practices experience up to 36% 
higher turnover rates than their competitors. 
This statistic highlights the direct financial 
impact of ineffective talent acquisition, 
reinforcing the argument that talent acquisition 
leaders should be paid more for their role 
in reducing turnover and driving workforce 
stability.
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4 The Rise of Employer 
Branding and the 

Talent Experience
In today’s hyper-competitive talent market, 
employer branding has become a critical factor 
in attracting top candidates. Talent acquisition 
leaders are often the driving force behind 
a company’s employer branding strategy, 
ensuring that the organization is seen as an 
attractive place to work. This involves not 
only promoting the company’s culture and 
values but also creating a positive candidate 
experience throughout the recruitment process.
 
Top-tier talent expects more than just 
competitive salaries; they want to work 
for companies that offer meaningful work, 
opportunities for growth, and a positive work-
life balance. Talent acquisition leaders who 
can build and sustain a strong employer brand 
position their company to attract and retain the 
best talent, directly contributing to business 
success.
 
Companies such as Google and Amazon are 
known for their strong employer brands, and 
their talent acquisition leaders are a big reason 
why. These companies have invested heavily in 
building a reputation as desirable employers, 
and their ability to attract top talent has been 
a key driver of their continued growth and 
innovation.
 
According to LinkedIn’s 2022 Global Talent 
Trends report, companies with a strong 
employer brand see a 43% decrease in cost per 
hire and a 50% faster hiring process. 
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Given these numbers, it’s clear 
that talent acquisition leaders who 

can enhance employer branding 
SHOULD BE COMPENSATED 

AT LEVELS THAT REFLECT 
THEIR CONTRIBUTION TO THE 

COMPANY’S BOTTOM LINE.
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Why Talent Acquisition Leaders Should Earn 
More Than Their C-Suite Peers
This brings us to the moot point as to why Talent Acquisition leaders should be compensated 
higher compared to their counterparts

Given the immense responsibility that talent acquisition leaders hold in shaping the future of their 
organizations, it’s clear that they should be compensated at a level that reflects their strategic 
importance. While CFOs, CTOs, and other C-Suite executives play vital roles, it is the talent 
acquisition leader who ensures that these roles are filled with the right people, allowing the entire 
C-Suite to function effectively.

Here are a few reasons why talent acquisition leaders should earn more than their C-Suite peers:

Direct Impact on  
Business Success

Talent acquisition leaders directly influence the 
company’s ability to achieve its business goals 
by ensuring that the organization has the right 
talent in place. Without the right people, even 
the best business strategies will fail.

Risk Mitigation
By implementing robust hiring 

processes and reducing the risk of bad 
hires, talent acquisition leaders protect the 
organization from costly financial and cultural 
impacts.

Workforce Agility
Talent acquisition leaders are 

responsible for building a workforce that can 
adapt to changing market conditions, ensuring 
that the company remains competitive in an 
increasingly dynamic business environment.

Employer Branding
A strong employer brand is essential 

for attracting top talent, and talent acquisition 
leaders are often the driving force behind this 
brand, positioning the company as an employer 
of choice.

1 3

2
4

According to BCG, organizations that excel in talent 
acquisition see 2.5 times higher revenue per employee and 
are 1.8 times more likely to be leaders in their industry. 
These numbers highlight the direct financial impact of effective talent acquisition, further 
supporting the argument that talent acquisition leaders should be paid more than their C-Suite 
counterparts.
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The Time for Pay Parity is Now
The role of talent acquisition leaders has 
evolved dramatically in recent years, with 
these leaders now playing a critical role in 
driving business success. Given the strategic 
importance of talent acquisition, it is time for 
organizations to recognize the value that these 
leaders bring by compensating them at levels 
that reflect their contributions.
 

Breaking the pay parity barrier for talent 
acquisition leaders isn’t just about fairness 
— it’s about acknowledging the critical role 
they play in shaping the future success of the 
organization. As the battle for talent intensifies, 
companies that invest in their talent acquisition 
leaders will be the ones that emerge as 
industry leaders in the years to come.

29www.cerebraix.com

https://cerebraix.com/


GenAI PLAYBOOK FOR TALENT 
ACQUISITION HEADS
STRATEGIES TO ACE YOUR GenAI GAME

In today's rapidly evolving business landscape, 
leveraging cutting-edge technologies has 
become a necessity rather than a choice 
for companies looking to stay competitive. 
One such transformative technology is 
Generative AI (GenAI). As organizations strive 
for efficiency, scalability, and innovation, 

Talent Acquisition Heads (TAHs) have an 
opportunity to align GenAI initiatives with 
broader organizational goals. Research from 
McKinsey and other leading global consulting 
firms indicates that GenAI could revolutionize 
recruitment, increase productivity, and enhance 
talent management, ultimately driving growth.
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The Role of GenAI in Talent Acquisition
Generative AI is an advanced form of artificial intelligence that can generate new data, texts, 
images, or even models by learning patterns from existing datasets. Its application in Talent 
Acquisition (TA) has far-reaching implications, ranging from enhancing candidate sourcing 
and engagement to making predictive hiring decisions. According to McKinsey, companies 
implementing AI technologies can increase productivity by 40% while improving decision-making 
processes in areas like talent management .

Automating Candidate 
Sourcing and Screening

One of the most time-consuming aspects of 
recruitment is candidate sourcing and screening. 
GenAI can automate this process, allowing TAHs 
to focus on more strategic tasks. By using AI-
powered tools, organizations can source candidates 
from a larger talent pool in a fraction of the time. 
GenAI algorithms can scan resumes, parse through 
LinkedIn profiles, and match candidate qualifications 
with job descriptions more effectively than 
traditional methods.

McKinsey reports 
that automating 
sourcing and screening 
with AI can reduce the 
time-to-hire by as much 
as 30% . AI systems are also 
more objective, ensuring that 
unconscious bias is minimized 
during the hiring process, 
promoting diversity and 
inclusion—another key factor in 
organizational success.

Enhanced Candidate Engagement
Candidate engagement is critical in attracting 

top talent, especially in competitive industries. GenAI 
tools, such as chatbots and personalized messaging, 
allow TAHs to engage candidates proactively, 
providing real-time responses and personalized 
experiences throughout the hiring process. These 
AI-driven communications can help keep candidates 
informed, reducing drop-off rates and enhancing the 
overall candidate experience.

A Deloitte study highlights 
how AI-driven communication 
tools can improve candidate 
engagement, contributing to 
a 20% increase in completed 
applications and a 15% higher 
offer acceptance rate . By 
creating a more responsive and 
candidate-friendly recruitment 
process, companies 
can strengthen 
their employer 
brand.

1

2
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Predictive Analytics for 
Better Hiring Decisions

GenAI allows for more informed decision-making 
through predictive analytics. By analyzing historical 
hiring data, AI models can forecast a candidate’s 
likelihood of success within the company. This 
predictive capability reduces the risk of bad 
hires, leading to lower turnover rates and better 
organizational fit. Furthermore, AI can analyze 
market trends to help Talent Acquisition Heads 
anticipate hiring needs and adapt recruitment 
strategies accordingly.

 
According to PwC, companies 
using predictive hiring analytics 
reduced turnover by up to 
25%, resulting in significant 
cost savings . Additionally, 
predictive analytics help TAHs 
align recruitment strategies 
with future organizational 
goals, such as scaling or 
diversification.

3
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Customizing Career Pathways 
Through Internal Mobility

Internal mobility is an area where GenAI can offer 
substantial value. Many organizations overlook 
the potential within their existing workforce when 
it comes to filling key roles. AI-powered talent 
management platforms can assess employees' 
current skills and recommend personalized career 
pathways, ensuring the right talent is matched with 
the right roles. This not only reduces recruitment 
costs but also enhances employee retention by 
offering clear development opportunities.

 
A Gartner study highlights 
that organizations focusing on 
internal talent mobility reduce 
external hiring costs by up to 
25% . By leveraging GenAI tools 
for internal mobility, Talent 
Acquisition Heads can not only 
meet immediate hiring needs 
but also support long-term 
organizational growth.

4

Improving Diversity 
and Inclusion (D&I) 

Initiatives
Diversity, equity, and inclusion (DEI) 
remain top priorities for modern 
organizations. GenAI can aid in 
creating more diverse and inclusive 
workforces by eliminating bias from job 
descriptions, candidate sourcing, and 
screening processes. AI-driven tools 
can analyze language patterns in job 
postings to ensure they are inclusive 
and appeal to a broad spectrum of 
candidates. Additionally, AI-driven tools 
can anonymize applications during the 
screening process, further minimizing 
the risk of bias.
 
According to BCG, companies that 
leverage AI in their D&I initiatives 
see a 30% improvement in diverse 
hires, leading to better innovation and 
business performance .

5
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Aligning GenAI Initiatives with 
Organizational Goals
For GenAI initiatives to be successful, they must be aligned with an organization's broader business 
goals. Here’s how Talent Acquisition Heads can ensure this alignment:

Workforce Planning
Talent Acquisition Heads 
must work closely with 
other business units to 
understand workforce 
needs and predict future 
talent requirements. GenAI 
tools can offer real-time 
insights into market trends, 
skills shortages, and 
industry shifts, helping 
TAHs create more effective 
recruitment strategies that 
align with the organization’s 
growth objectives.

Scalability
As organizations grow, so do their talent needs. GenAI 
solutions enable TAHs to scale recruitment efforts 
without compromising quality. Whether a company is 
expanding into new markets or launching new product 
lines, AI-powered systems can ensure that the necessary 
talent is sourced and onboarded efficiently.

Cost Efficiency 
GenAI-driven automation reduces costs associated 
with manual hiring processes, such as sourcing and 
screening. By minimizing these costs, organizations 
can allocate resources to other strategic areas, such as 
employee development and retention.
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GenAI is not just 
a technological 
innovation; 
it's a strategic 
enabler for Talent 
Acquisition 
Heads looking 
to drive 
organizational 
growth. 

By automating time-
consuming processes, 
improving candidate 
engagement, leveraging 
predictive analytics, and 
promoting internal mobility, 
TAHs can enhance their 
recruitment efforts while 
aligning with broader 
organizational goals and 
those who invest in these 
initiatives are poised to lead 
their organizations toward 
a future of innovation and 
success.
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READY RECKONER 
OF THE ROCKSTAR 
METRICS
THE MOST GLOBALLY RELEVANT TALENT 
ACQUISITION METRICS EXPLAINED WITH 
EXAMPLES

In today’s dynamic business environment, effective talent 
management is at the core of organizational success. 
Human Resources (HR) and Talent Acquisition (TA) 
leaders are increasingly relying on data-driven strategies 
to refine their workforce planning, talent management, and 
recruitment processes. To stay competitive, organizations 
worldwide track specific HR and TA metrics to make 

informed decisions, streamline operations, and meet 
organizational goals. In this article, we’ll explore the 

most critical HR and Talent Acquisition metrics tracked 
globally, their relevance, and real-world examples that 
demonstrate their utility.

Globally, organizations 
like Google, Facebook, 
and McKinsey have 
leveraged these metrics 
to optimize their 
workforce strategies and 
achieve business goals.
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Time to Hire

Cost per Hire

Time to hire is a key metric used by TA teams 
to measure the efficiency of their hiring 
processes. It tracks the duration from when 
a job is posted until a candidate accepts 
the offer. Reducing time to hire is crucial for 
maintaining business continuity, especially 
in competitive industries where top talent is 
quickly scooped up.
 

Global tech giants like Google and Amazon 
emphasize reducing their time to hire in order 
to remain competitive in talent acquisition. 
Google introduced structured interview 
processes and automation in pre-screening, 
reducing their average hiring time by 25%. In 
industries like technology and finance, cutting 
time to hire ensures that top candidates don’t 
lose interest or get hired by competitors.

Cost per hire measures the total financial 
expenditure associated with filling a vacancy, 
including recruiting costs, agency fees, 
advertising, and onboarding costs. This metric 
is vital for organizations to optimize their 
recruitment budgets, ensure a high return on 
investment (ROI), and maintain profitability.
 

Global banks like HSBC and Barclays track 
cost per hire to control recruitment spending. 
By transitioning to AI-powered talent platforms 
and recruitment automation tools, these banks 
have reported up to a 40% reduction in cost 
per hire. This reduction is achieved through 
smarter job advertising, streamlined interview 
processes, and a reliance on data to identify 
the most cost-efficient sourcing channels.

AVERAGE TIME TO HIRE FORMULA

+ +

=
1st candidate

time to hire
2nd candidate

time to hire

Total number of job 
positions filled

..nth candidate
time to hire

Time to hire

1

2
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Quality of Hire Employee 
Retention Rate

Quality of hire is one of the most critical 
metrics to assess the long-term value and 
performance of newly hired employees. 
It takes into account various factors like 
performance reviews, retention rates, 
and feedback from hiring managers to 
determine how well a new hire meets the 
organization’s expectations.

Consulting firms like McKinsey and 
Deloitte monitor the quality of hire closely. 
They use 360-degree feedback systems 
to evaluate how new hires integrate 
into teams and contribute to business 
outcomes. By focusing on quality over 
quantity, these firms have improved 
employee performance and reduced 
turnover, significantly impacting their 
bottom line and client satisfaction.

Retention rate measures the percentage of 
employees who stay with an organization over 
a specific period. High turnover can lead to 
increased costs related to recruitment and training, 
decreased morale, and loss of organizational 
knowledge. Therefore, tracking retention rate 
is crucial for HR teams to maintain workforce 
stability.
 
Global retailers like Walmart have made significant 
investments in employee development programs to 
improve retention rates. After implementing these 
initiatives, Walmart reported a 10% improvement 
in its employee retention rates in certain regions, 
particularly among middle management and high-
potential employees. These efforts are focused on 
fostering career growth, employee engagement, 
and satisfaction.

3 4
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Offer Acceptance Rate

Source of Hire

Offer acceptance rate tracks the percentage of job offers 
extended to candidates that are accepted. A low acceptance 
rate can indicate issues with compensation, company 
reputation, or the hiring process itself. Improving this metric 
can lead to better candidate experiences and reduce the 
overall cost and time to hire.
 
Microsoft and IBM use this metric to assess the 
competitiveness of their offers. By analyzing why candidates 
reject offers—whether due to salary discrepancies, benefits 
packages, or work-life balance concerns—these companies 
have adjusted their compensation and perks, leading to a higher 
offer acceptance rate. IBM, for instance, saw a 15% increase in 
its offer acceptance rate by refining its job offer process and 
enhancing transparency about career growth opportunities.

Source of hire identifies the channels from which new 
employees are recruited, such as job boards, employee referrals, 
career websites, or recruitment agencies. Tracking this metric 
helps HR leaders focus on the most effective sources for 
hiring top talent, optimizing recruitment efforts, and reducing 
recruitment costs.
 
Facebook and Uber use detailed source-of-hire analysis 
to prioritize internal referrals and LinkedIn as their primary 
recruitment channels. With internal referrals yielding a higher 
quality of hire and lower turnover, Facebook increased its referral 
bonuses and employee engagement in talent scouting, leading 
to a 30% increase in referral-based hiring. 

5

6

OFFER 
ACCEPTANCE 

RATE FORMULA

Offers 
Accepted

X 100

Offers 
Extended

30% 
Increase in referral-based 
hiring at Facebook using 
detailed source-of-hire 
analysis

This has not only saved costs but also significantly 
improved long-term employee retention.
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Time to Productivity
Time to productivity measures how quickly a new hire reaches full performance in their role. This is 
especially important in roles where immediate impact is required, such as sales, customer service, 
or leadership positions. A shorter time to productivity translates to faster business gains and 
operational efficiency.
 
Companies like Salesforce track time to productivity rigorously for their sales teams. By 
implementing targeted onboarding programs and providing digital tools to new hires, Salesforce 
has reduced its time to productivity for new sales hires by 20%. This focus ensures that sales 
teams meet their targets more quickly, leading to improved revenue generation and customer 
satisfaction.

7

CALCULATING TIME TO PRODUCTIVITY

Hired 1 month 2 months 3 months 4 months

Fast Time to 
productivity

Full Performance

Low Performance

Slow Time to 
productivity
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Diversity and 
Inclusion Metrics

Employee Net 
Promoter Score

Recruitment Funnel Conversion Rates

Diversity and inclusion (D&I) metrics assess 
an organization’s progress in fostering a 
diverse and inclusive workforce. These metrics 
include gender diversity, racial diversity, and 
representation of underrepresented groups. A 
strong focus on diversity enhances innovation, 
employee satisfaction, and public perception of 
the company.
 
Tech giants like Apple and Google have 
implemented D&I initiatives and track metrics 
like the percentage of women in leadership 
roles, underrepresented minorities in technical 
positions, and employees with disabilities. 
In 2023, Google reported a 5% increase in its 
hiring of underrepresented groups in the U.S. by 
revamping its recruitment processes, focusing 
on bias training for interviewers, and promoting 
inclusive leadership practices.

eNPS measures employee satisfaction and 
loyalty by asking employees how likely they 
are to recommend their employer to others. 
A higher eNPS score indicates a positive 
workplace culture, which is often linked 
to better retention rates, productivity, and 
employee morale.
 
Global logistics companies like FedEx and 
DHL use eNPS to regularly assess employee 
satisfaction and engagement. DHL's efforts 
to create a more employee-centric workplace 
led to a 12-point increase in its eNPS score 
over two years, reflecting improved job 
satisfaction and organizational commitment. 
This was achieved by introducing flexible work 
schedules, wellness programs, and leadership 
development initiatives.

This metric tracks the effectiveness of different stages in the recruitment process, from initial 
application to final offer acceptance. Analyzing conversion rates helps identify bottlenecks and 
areas for improvement, leading to a more streamlined hiring process.
 
Amazon tracks recruitment funnel conversion rates across different geographies and job levels. By 
identifying lower conversion rates in certain regions, Amazon re-engineered its candidate outreach 
and engagement strategies, including virtual interviews and AI-based pre-screening. 

This led to a 20% improvement in conversion rates from 
interview to offer acceptance.

8 9
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Tracking HR and Talent Acquisition metrics 
is essential for driving organizational 
success. These metrics provide insights into 
how efficiently companies recruit, develop, 
and retain talent. Globally, organizations 
like Google, Facebook, and McKinsey have 
leveraged these metrics to optimize their 
workforce strategies and achieve business 
goals. By focusing on key performance 
indicators like time to hire, quality of hire, and 
employee retention, HR leaders can enhance 

their talent management processes and build a 
more resilient, engaged workforce.
 
For companies aiming to stay competitive 
in the ever-evolving job market, tracking and 
optimizing these HR and TA metrics is not 
just an option—it’s a necessity. Organizations 
that excel in using these metrics are better 
positioned to attract top talent, reduce costs, 
and achieve long-term success.
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THE IMMINENT STERNEST TEST
STRATEGIES TO MITIGATE THE MOST DIFFICULT CHALLENGE 

THAT CHROS SHALL FACE

The role of the Heads of Human Resources 
is becoming increasingly complex as global 
business dynamics continue to evolve. Today’s 
CHROs are not just stewards of employee 
relations but strategic business leaders 
responsible for navigating organizations 
through ever-changing social, economic, and 
technological landscapes. As the world moves 
deeper into the digital age and faces new 

global challenges, CHROs must be prepared 
to encounter unprecedented difficulties. In 
the future, one of the most difficult situations 
CHROs may face is managing the impact of 
large-scale workforce automation and artificial 
intelligence (AI) integration while balancing 
employee morale, skills development, and 
ethical considerations.
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In this article, we will explore the hypothetical 
yet highly plausible future challenge of 
massive workforce displacement due to 
automation and AI, and discuss how a CHRO 
could successfully navigate this situation.

According to a 
McKinsey report, 
nearly 375 million 
workers globally 
could be displaced by 
automation by 2030.

The Challenge: 
Workforce 
Displacement Due to 
Automation and AI 
Integration
As companies race to stay competitive, 
many will likely accelerate the adoption of 
AI, machine learning (ML), and robotics to 
streamline operations, enhance productivity, 
and reduce costs. According to a McKinsey 
report, nearly 375 million workers globally 
could be displaced by automation by 2030. 
Industries such as manufacturing, retail, 
financial services, and even professional 
services are expected to see a dramatic shift 
in the way work is conducted. 

The CHRO of the future 
may face the daunting task 
of managing widespread 
job displacement and 
ensuring a smooth 
transition to a new 
workforce model.
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Key Elements of the Challenge

Massive Job Losses
Automation will eliminate many 
routine, manual, and repetitive jobs, 
causing widespread job losses 
across various sectors.

Employee Resistance
There will likely be strong resistance 
to automation and AI from 
employees who fear for their job 
security and feel disconnected 
from the future direction of the 
organization.

Skills Gaps 
Employees who lose their jobs may lack the 
skills required for the newly created roles, 
which will likely focus more on technology, 
data analysis, and creative problem-solving.

Ethical and Social Responsibility
The displacement of large numbers 
of workers raises ethical concerns 
about income inequality and the social 
responsibility of corporations toward their 
employees.

Given the scale of these 
challenges, the CHRO must 
carefully balance business 
objectives with a people-
first approach to ensure 
a smooth transition while 
mitigating the potential risks 
of widespread disruption.
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How a CHRO Could Navigate This Future Challenge
Developing a Long-Term Workforce Transformation Strategy1

A FUTURE CHRO SHOULD:
Conduct a Job Impact 

Assessment: Use predictive 
analytics to assess which 
positions are at risk of being 
automated and what skills will be 
required for the future workforce.

Create a Talent Roadmap: 
Develop a long-term plan that 
outlines how the organization will 
transition employees into new 
roles. This includes identifying 
reskilling opportunities, workforce 
planning, and hiring for new 
skill sets.

The first step in managing large-scale workforce 
displacement due to automation is to develop a 
comprehensive, long-term workforce transformation strategy. 
This strategy should focus on forecasting which jobs will be 
most affected by automation and identifying new roles that 
will emerge in its wake.

Amazon's approach to automation in its warehouses is a 
prime example of how organizations can strategically plan for 
workforce transitions. Amazon heavily invests in robotics but 
simultaneously offers reskilling programs such as "Amazon 
Career Choice" to help employees move into higher-skill jobs 
within or outside the company. The future CHRO could adopt 
a similar model, creating a balance between technological 
advancements and human capital development.
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Investing Heavily in Reskilling and Upskilling Programs2
A CHRO COULD:

Launch Comprehensive Training 
Programs: Partner with educational 
institutions, tech companies, and online 
learning platforms like Coursera or 
Udemy to offer courses in data science, 
AI, coding, and other relevant skills. This 
could help displaced employees transition 
into higher-paying, future-proof roles.

Internal Talent Mobility: Promote 
a culture of continuous learning and 
career development by creating internal 
mobility programs that allow employees 
to transition into different departments or 
roles without leaving the organization

A critical part of the future CHRO’s role will 
be to address the widening skills gap created 
by automation. As routine jobs disappear, the 
demand for workers skilled in AI, data analysis, 
cybersecurity, and other high-tech fields will rise 
sharply. A CHRO must act as a bridge between the 
displaced workforce and new job opportunities 
by spearheading aggressive reskilling and 
upskilling initiatives.

Google’s “Grow with Google” initiative helps 
employees and the public acquire new skills to 
remain relevant in a tech-driven future. A future 
CHRO facing automation-driven displacement 
could implement a similar model internally, 
providing training resources to employees before 
roles are automated.

A CHRO must act as 
a bridge between the 
displaced workforce 
and new job 
opportunities 
by spearheading 
aggressive reskilling 
and upskilling 
initiatives.
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Fostering a Culture of Innovation and Adaptability3
TO CREATE THIS CULTURE, THE 
CHRO COULD

Encourage Employee Involvement in 
the AI Transition: Involve employees in the 
process of selecting and implementing 
AI tools, ensuring they understand how 
these technologies will enhance their work 
rather than replace them. This can reduce 
fear and foster buy-in.

Promote Continuous Learning: 
Establish mentorship programs, peer 
learning sessions, and hackathons that 
encourage employees to develop new 
technical skills in a collaborative and 
engaging manner.

The fear of automation often comes from 
uncertainty and resistance to change. Employees 
may feel disconnected or threatened by the 
introduction of AI and automation in the workplace. 
The future CHRO will need to build a culture where 
innovation and adaptability are celebrated, and 
where employees feel empowered to embrace 
technological change.

A Culture-First Example: Companies like Accenture 
have successfully fostered cultures of innovation 
by implementing programs that allow employees 
to pitch their own AI-driven projects. This kind 
of forward-thinking can turn automation from a 
source of anxiety into a driver of excitement for 
new possibilities.
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Managing Employee Morale and Mental Health

Building an Ethical Framework for Automation

4

5

A CHRO COULD:
Provide Mental Health Support: Invest in 

mental health services and wellness programs to 
help employees cope with the stress and anxiety 
of transition. Offering access to professional 
counselors, flexible work hours, and well-being 
initiatives can alleviate the emotional burden on 
the workforce.

Transparent Communication: Be transparent 
about the organization’s automation plans and 
how it impacts employees. Open communication 
can reduce fear and uncertainty. Regularly update 
employees on how the transition is progressing 
and the opportunities available for those who 
want to upskill.

A CHRO COULD:
Develop a Responsible Automation 

Policy: Establish guidelines that dictate 
how and when automation should be 
implemented, prioritizing a people-first 
approach that ensures job displacement 
is minimized.

Community and Employee Support: 
Partner with governmental bodies, NGOs, 
and community organizations to support 
displaced workers. For example, a CHRO 
could work with local governments to 
create community-based retraining 
programs or unemployment safety nets.

One of the most significant challenges 
the CHRO will face in managing workforce 
automation is maintaining employee morale 
and supporting mental well-being. The 
uncertainty surrounding job losses, the 
fear of being replaced by machines, and 
the pressure to reskill can lead to anxiety, 
burnout, and disengagement

A Forward-Thinking Company’s approach: 
Microsoft has long been a proponent of open 
and transparent communication regarding 
its AI initiatives. By clearly articulating 
how automation will enhance rather than 
eliminate jobs, Microsoft has built a sense of 
trust among its employees.

The introduction of AI and automation at scale 
will inevitably raise ethical questions about job 
displacement and income inequality. The CHRO 
will need to build an ethical framework to guide 
the company’s approach to automation, ensuring 
it aligns with corporate social responsibility 
(CSR) principles and protects the organization’s 
reputation.

Salesforce has taken steps to create ethical 
guidelines for AI, focusing on the responsible 
development and use of AI technology. A future 
CHRO could model a responsible automation 
framework based on similar ethical principles to 
mitigate reputational risks.
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As automation and AI become more prevalent, the future CHRO will be at the forefront of 
navigating some of the most challenging workforce dynamics the world has ever seen. From 
mass job displacement to widening skills gaps, the CHRO must balance business needs with the 
well-being of employees. By implementing strategic workforce transformation plans, investing in 
reskilling, promoting a culture of adaptability, managing employee morale, and fostering ethical AI 
integration, CHROs will be well-equipped to manage the future challenges posed by automation. 
Organizations that successfully navigate this transition will not only future-proof their workforce 
but will also emerge as leaders in innovation and employee engagement.
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HOW TO GET YOUR VOICE INTO 
THE BOARDROOMS
PRACTICAL ADVICE FOR HEADS OF HUMAN 

RESOURCES TO GET HEARD BY THE CORNER OFFICE

In today’s fast-paced business 
environment, the role of Human 
Resources (HR) has evolved from 
a support function to a strategic 

partner in organizational success. 
For Heads of HR to influence decision-

making and have a lasting impact, they 
must not only manage people but also 
demonstrate how HR initiatives align with 
broader business objectives. 

Gaining the ear of the CEO and a seat 
at the boardroom table is crucial for the 
modern HR leader to shape policies, drive 
change, and champion company culture.

This article outlines the best strategies 
for Heads of HR to get heard by the 
CEO and other senior leaders in the 
boardroom.
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Align HR Strategy 
with Business Goals

Adopt a Data-
Driven Approach

The most effective way for HR leaders to 
capture the attention of the CEO and board 
members is to align HR initiatives with the 
organization’s overall business strategy. CEOs 
are primarily focused on profitability, growth, 
and long-term sustainability. Therefore, when 
HR can show how people strategies contribute 
directly to these objectives, it becomes easier 
to secure executive buy-in.

To be heard by the CEO and board, HR 
leaders need to present data-backed insights. 
Today’s business world is increasingly 
driven by analytics, and HR is no exception. 
People analytics helps HR professionals 
provide actionable insights that align with 
business performance, helping CEOs and 
board members see the tangible value of HR 
initiatives.

Understand the Business
HR leaders must have a comprehensive 
understanding of the company’s 
business model, financial goals, and 
competitive landscape. By speaking the 
language of business and demonstrating 
how HR initiatives like talent acquisition, 
employee retention, and workforce 
planning impact key metrics such as 
revenue and productivity, the HR leader 
can gain credibility and influence in the 
boardroom.

HR Metrics That Matter
Leverage data to present metrics that 
resonate with CEOs, such as cost-
per-hire, turnover rates, employee 
productivity, and ROI on training 
programs. For example, presenting how 
a 10% reduction in employee turnover 
could save the company millions in 
recruitment and onboarding costs 
speaks directly to the CEO’s bottom-line 
concerns.

Leverage People Analytics
Utilize people analytics tools to gather 
data on employee performance, 
engagement, and retention. For instance, 
use predictive analytics to forecast 
which employees are at risk of leaving 
and create targeted retention strategies. 
By showing data-backed insights, HR 
leaders can influence decisions related 
to workforce planning, productivity, and 
talent development.

Present Tangible Results
CEOs and board members are looking for 
results, not just ideas. Ensure that every 
HR initiative presented in the boardroom 
is supported by clear, measurable 
outcomes. For example, if you propose 
an employee wellness program, be 
prepared to showcase how it will 
improve employee productivity, reduce 
absenteeism, or lower healthcare costs.

1 2
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Become a Trusted 
Strategic Advisor

For HR leaders to be heard, they must 
transition from being viewed as operational 
managers to trusted strategic advisors. 
This means proactively engaging with the 
CEO and senior leaders on key business 
challenges, offering insights on how the HR 
function can help solve them.

Build Relationships with 
the C-Suite
Develop strong relationships with 
the CEO and other members of the 
C-suite by actively engaging with 
them on business topics beyond HR. 
Offer perspectives on leadership 
development, organizational culture, 
and employee engagement, showing 
how these areas influence the 
company’s long-term success.

Contribute to Business 
Discussions
Be prepared to participate in broader 
business discussions during board 
meetings. For example, if the board 
is discussing expansion into new 
markets, HR leaders should provide 
input on the talent requirements 
and potential risks related to labor 
laws, skill shortages, and workforce 
adaptability.

3
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Focus on Leadership Development

Speak the CEO’s Language

One of the most critical areas where HR can have a direct impact on business outcomes is 
leadership development. CEOs and boards are highly concerned with the quality and effectiveness 
of the organization’s leadership team. HR leaders who can develop and implement leadership 
programs that nurture high-potential talent and prepare future executives will gain the attention of 
the C-suite.

To effectively communicate with CEOs and board members, HR leaders must learn to speak their 
language. This means focusing on strategic priorities such as growth, profitability, innovation, and 
risk management rather than solely discussing HR processes or operational details.

Leadership Pipeline
Present a plan for building a 
leadership pipeline that ensures 
the company has the right leaders 
in place to achieve its long-
term vision. This could include 
executive coaching, leadership 
development programs, or 
succession planning strategies.

Link HR to Financial Impact 
When presenting in the boardroom, 
always tie HR initiatives to financial 
outcomes. For example, when 
discussing a new employee 
engagement program, explain how 
it will reduce turnover, increase 
productivity, and save on recruitment 
costs.

Employee Engagement 
and Culture
Emphasize the link between leadership and 
employee engagement. Engaged employees are 
more productive and aligned with the company’s 
goals, which directly contributes to business 
success. By focusing on leadership that fosters 
a positive, high-performing culture, HR leaders 
can drive significant business results.

Be Concise and Solutions-
Oriented
CEOs and board members have limited time, 
so be concise and direct. Focus on providing 
solutions to business problems rather than 
elaborating on HR processes. Present HR 
initiatives as part of the solution to critical 
business challenges, such as scaling operations, 
entering new markets, or improving profitability.

4

5
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Stay Ahead of Industry Trends
Finally, to be taken seriously by the CEO and board, HR leaders must stay ahead of industry trends 
and bring innovative ideas to the table. In a rapidly changing business environment, HR must evolve 
alongside technological advancements, changing workforce demographics, and global competition.

Lead in Digital Transformation
Propose innovative solutions such as AI-
driven recruitment platforms, automated 
performance management systems, or 
remote work models that can streamline 
HR processes while enhancing employee 
experience.

Future-Proof Talent Strategies
CEOs and boards are increasingly 
concerned with the future of work. HR 
leaders who can present strategies 
to future-proof the workforce—such 
as reskilling, embracing diversity and 
inclusion, and fostering adaptability—will 
earn a seat at the table.

6

For Heads of Human Resources to be heard by the CEO and in the boardroom, they must align HR 
strategy with business goals, adopt a data-driven approach, and position themselves as trusted 
strategic advisors. By focusing on leadership development, speaking the language of the C-suite, 
and staying ahead of industry trends, HR leaders can demonstrate their value to the organization’s 
overall success and secure a powerful voice in the company’s most critical discussions.
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THE IMPERATIVE FOR 
CONTINGENT TALENT PLATFORMS

HOW TALENT ACQUISITION HEADS GLOBALLY ARE 
STEERING THE TECH HIRING AGENDA

In today's fast-paced and competitive tech landscape, Talent Acquisition (TA) heads face 
constant pressure to attract and onboard skilled talent quickly, while keeping costs low and 

maintaining flexibility to scale their workforce up or down. 
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Traditional hiring processes often fall short 
of meeting these demands, as they are time-
consuming, costly, and lack the agility required 
to meet rapidly changing project needs.
Contractual talent platforms have 
revolutionized tech hiring by offering a cost-
effective, scalable, and flexible solution. These 
platforms allow TA heads to access a vast 
pool of pre-vetted talent, onboard quickly, and 
adapt hiring needs to business demands with 
minimal administrative overhead.

Contractual talent 
platforms, such as Upwork, 
Toptal, PeoplePerHour, 
Cerebraix etc., enable TA 
heads to optimize their 
hiring processes. 

Let’s look at how these platforms are used to 
drive tech hiring agendas by TA Heads.
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One of the biggest challenges for TA heads is balancing the need to hire top talent with the 
financial constraints of the business. Traditional hiring methods—such as full-time employment—
come with high costs, including benefits, insurance, and agency fees. Contractual talent platforms, 
on the other hand, offer a more cost-efficient solution.

Cost Efficiency

Pay Only for Work 
Completed
Contractual talent platforms 
allow companies to pay 
contractors for only the work 
they do, without the need 
for long-term commitments. 
This eliminates the overhead 
costs associated with full-
time employees. For example, 
Upwork, a popular U.S.-based 
platform, enables businesses 
to hire tech freelancers on 
an hourly or project basis, 
ensuring cost efficiency by 
only paying for the actual work 
completed.

Reduced Recruitment 
Fees
Traditional hiring agencies 
often charge significant 
recruitment fees for finding 
candidates. With platforms like 
Toptal and Cerebraix Managed 
Talent Cloud, companies can 
directly connect with top talent 
without the need for expensive 
intermediary recruitment 
services. Toptal, a U.S.-
based platform, specializes 
in providing high-quality tech 
professionals at a fraction of 
the cost of traditional hiring, 
without compromising on skill.

Eliminating Full-
Time Employment 
Overhead
By hiring contractors 
through Cerebraix Managed 
Talent Cloud, TA heads in 
India can save on full-time 
employment benefits such as 
healthcare, retirement plans, 
and paid leave. This allows 
organizations to allocate 
resources more effectively to 
critical business areas.

1
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In tech hiring, speed is critical. Organizations often need to fill tech roles quickly to meet project 
deadlines or accelerate product launches. Contractual talent platforms streamline the hiring 
process, enabling TA heads to onboard talent in record time.

Quick Onboarding

Pre-Vetted Talent 
Pools 
Contractual platforms 
provide access to pre-vetted 
candidates with proven 
track records and verified 
skills. This reduces the time 
spent on screening and 
background checks. Upwork 
offers businesses a pool of 
freelancers with verified skills 
and client reviews, ensuring 
that only qualified candidates 
are considered. Cerebraix 
Managed Talent Cloud takes 
this one step further by 
offering pre-assessed tech 

professionals, cutting down 
on recruitment time while 
maintaining quality.

Instant Access to 
Talent
Unlike traditional hiring, 
which can take weeks or 
even months, contractual 
platforms provide instant 
access to on-demand talent. 
Toptal, for instance, can 
match businesses with 
top-tier developers and 
tech professionals within 
24 to 48 hours. This allows 
TA heads to avoid lengthy 

notice periods or recruitment 
delays, ensuring that projects 
continue without interruption.

Simplified Digital 
Hiring Process 
With platforms like Cerebraix 
Managed Talent Cloud, the 
entire hiring workflow is 
Managed and streamlined 
by dedicated Talent 
Managers, from job posting 
to onboarding. This allows TA 
heads to quickly make hiring 
decisions, bring contractors 
onboard, and get projects 
moving faster.

2
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The ability to scale up or down based on project requirements is another critical need for TA heads. 
Contractual talent platforms provide the flexibility to adjust the workforce in real-time, enabling 
businesses to respond to fluctuating demand without long-term commitments.

Managing the administrative aspects of hiring—contracts, payroll, compliance—can be a significant 
burden for TA heads, especially when dealing with global talent. Contractual talent platforms 
reduce this burden by handling the administrative side of hiring and managing contractors.

Easy Scalability

Minimal Administrative Overheads

Scaling Up for Peak Periods
When companies experience a surge in demand 
for tech talent, contractual platforms make it 
easy to scale up quickly. For example, a U.S.-
based startup in the e-commerce sector used 
Toptal to hire a team of blockchain developers 
for a new product launch. Once the project was 
completed, the company easily scaled down its 
workforce, saving costs and avoiding layoffs.
 

Downscaling When Demand 
Reduces
Businesses also need to reduce headcount 
during slower periods without incurring legal 
or financial complications. Cerebraix Managed 
Talent Cloud provides Indian tech companies 
with the flexibility to onboard and offboard 
contractors without the administrative burden 
of terminating full-time employees. This 
adaptability is key in maintaining an agile 
workforce.

Automated Payment Systems
Many platforms, such as Upwork, handle 
payments to contractors automatically, 
ensuring timely and accurate compensation. 
This removes the administrative burden of 
managing payroll and payment schedules for 
multiple contractors.
 

Compliance and Contract 
Management
Platforms like Toptal and Cerebraix Managed 
Talent Cloud ensure that all contractors meet 
legal compliance standards and handle the 
creation of contracts. This allows TA heads 
to focus on hiring the right talent rather than 
worrying about legalities.

3

4

Contractual talent platforms reduce this burden by handling 
the administrative side of hiring and managing contractors.
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Contractual talent platforms provide TA heads with access to a large pool of pre-vetted and highly 
skilled tech professionals. This enables organizations to quickly find candidates with the right 
expertise for specific projects.

Building and maintaining a flexible talent pipeline is crucial in today’s dynamic business 
environment. Contractual platforms allow TA heads to maintain a ready pool of talent that can be 
tapped into as needed.

Access to a Large Pool of Ratified Talent

Flexible Talent Pipelines

Global Talent Access: 
Upwork gives businesses access to a global 
pool of freelancers with diverse skill sets, 
from software developers to data scientists. 
This allows TA heads to find the right talent, 
regardless of geographic limitations.

Quality Control: 
Cerebraix Managed Talent Cloud in India 
ensures that only top-tier candidates with 
verified skills are available for hire. By offering 
access to ratified talent, TA heads can be 
confident in the quality and reliability of the 
professionals they bring onboard.

On-Demand Talent Pipelines: 
Cerebraix Managed Talent Cloud allows Indian 
TA heads to maintain a flexible talent pipeline, 
with contractors available to step in for short-
term or long-term projects. This ensures that 
tech projects can continue without disruption, 
even when unexpected talent needs arise.
 

Adaptable to Market Conditions: 
Toptal allows U.S.-based TA heads to build 
flexible talent pipelines, ensuring they are 
prepared to meet future project demands. This 
adaptability is critical in industries where tech 
needs evolve rapidly.

5
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Contractual talent platforms, such as Upwork, Toptal, Peopleperhour, Cerebraix Managed 
Talent Cloud Platform, provide TA heads with a solution to drive their tech hiring agendas more 
effectively. By offering cost efficiency, quick onboarding, scalability, reduced administrative 
overhead, access to ratified talent, and flexible talent pipelines, these platforms empower TA 
leaders to navigate the complexities of tech hiring in a dynamic business environment. TA heads 
who leverage these platforms will find themselves better positioned to meet their companies’ 
talent needs while maintaining flexibility and control over hiring costs.
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YOUR PATH TO SUCCESS
STARTS WITH CEREBRAIX

Where talent meets opportunity 
and rewards follow

Upscaling AI Talent
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