The value of a true partnership
between talent acquisition and Finance
A look at the recent history of corporate longevity on the S&P 500
indicates that, at their current rate of churn, half of the listed
companies might be replaced in the next 10 years. Businesses need
to adopt a transformative mindset and be open to constant evolution to
stay relevant.
Along with new organizational designs and operating models, they
need to create new pathways for internal collaboration. This ebook
addresses one of these collaborations in particular: Talent Acquisition
and Finance.
CFOs have three main duties in a corporation: controllership, treasury,
and economic strategy and forecasting. The first two involves tasks
such as ensuring the organization has access to the resources it
needs to operate, and keeping track of its overall performance. This
means working back from overall strategic goals and revenue targets
to tactical plans and resource deployment, and making sure that they
all work together. This applies to every aspect of the organization,
from increases in production volumes or changes in customer service
levels, to facility and office management costs. These duties are the
ones that the talent team is most familiar with.
Consider the following example: if a software company’s Manufacturing
department plans on releasing three new products in the following
year, and requests the necessary human resources for it, the finance
department needs to ensure the feasibility of those plans. They have
to check that the business can afford to hire the requested engineers,
of course, but also whether they are likely to be hired on time, and
if the release timeline is not overly ambitious compared with the
Manufacturing department’s historical performance, even with the
proposed new hires.
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This is a typical example of where Talent collaborate with Finance in
a fairly passive way: Finance requests data from Talent Acquisition on
the usual time to hire and cost-of-hire for engineers, adds in a historical
average salary, and makes a call on the product team’s hiring plans.
If the talent team starts looking beyond these reactionary interactions,
however, they can find ways to unlock significant value for the finance
team, and by extension the rest of the business. They can help CFOs
in their economic and forecasting responsibilities. An obvious example
is improving visibility around hiring forecasts, and therefore decreasing
uncertainty and risk in financial projections. Another one is giving the
finance team context on labor-related regulation to help mitigate its
impact, and in some cases take advantage of it.
A proactive, future-focused talent team can give the business
a significant competitive advantage by establishing a deeper
working partnership with the finance department that goes beyond
controllership and resource management. In this ebook, we’ll explore
three aspects of this partnership:
• How to partner with Finance to successfully procure
transformative talent acquisition technology
• How to improve the effectiveness of talent acquisition processes
by leveraging the finance team
• How to design a new, impact-focused talent acquisition strategy in
collaboration with Finance
There is strategic value waiting to be unlocked in a stronger
collaboration between Finance and Talent Acquisition. Talent leaders
interested in achieving this goal can use the checklist below to
structure their thinking and design the foundation of a comprehensive
partnership strategy.
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1. How to partner with Finance to successfully acquire
transformative talent acquisition technology
This is not a frequent area of collaboration, but it is a crucial one.
Whenever the talent team is acquiring new technology that is strategic
enough to warrant a formal buying process, the finance department
will usually have to sign off on the buying budget. This might be done
directly by the finance team, or might happen through the Procurement
department, but more often than not, the final buying decision will not
be made without approval from Finance.
The following steps will ensure productive interactions throughout the
buying process.
 Demonstrate rigorous due diligence in the selection process
The finance or procurement leaders involved in the buying
process will likely have less context than their talent acquisition
counterparts on why one solution is superior to another, but
they still need to be confident that the selection was based on
research, consensus, and a strong business case
 Form a team to manage the buying process; for example,
a buying committee formed of team members from Talent
Acquisition, Human Resources, Finance, and IT.
 Communicate around each milestone in the selection
process, such as meeting vendors, reviewing RFPs, or
designing solution requirements.
 Build a solid business case that clearly communicates the
value of the acquisition in business terms. You can use our
guide “Making the Business Case for a Talent Engagement
Solution” here.

Working with Finance to Transform your Talent Acquisition Function

3

 Take budgeting timelines into consideration
 Ask potential vendors to help you estimate the time
necessary to go through the buying and implementation
process for their solution.
 Establish whether there are timelines to take into
consideration in order to obtain signoff for the proposed
budget for your new talent platform. Some organizations run
on yearly or quarterly budget cycles and might need to plan
in advance for the cost of new technology.
 Be prepared to demonstrate why you need your talent
technology sooner rather than later; if you are trying to be up
and running before a specific point in the hiring cycle, or if
you think the finance team needs education around the time
required to implement the new solution.
 Demonstrate the ROI of your new talent acquisition
technology
In many organizations, CFOs see HR and Talent Acquisition as
cost centers, and talent leaders do not take that extra step to
explicitly link back their work to business outcomes. This makes
obtaining signoff on any significant investment challenging.
 Educate the finance team on the value of the new
technology, and demonstrate when this value will be
unlocked according to your implementation and training
timeline.
 Clearly communicate what business results the new talent
technology will drive. Beyond obvious cost reductions, such
as lower agency costs and shorter times to hire, translate
talent acquisition success metrics into business impact, such
as the company’s ability to attract more valuable talent, or to
fill previously challenging roles.
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2. How to improve the effectiveness of talent acquisition
processes by leveraging the finance team
This can start by simply opening up more communication channels
between the two teams. It can also be done by clarifying the metrics
Finance uses to decide how to allocate the company’s available
resources between departments or divisions. It is a balancing act
between the various headcount requirements on the one hand, and the
available budget on the other.
For this calculation to be accurate, the finance team needs to be able
to quickly estimate the following: what each hire will cost, how much
time it will take, and the likelihood of the talent team finding the right
person to help the hiring manager achieve their business objectives.
The talent team can make that exercise more powerful using the
following suggestions:
 Ask what metrics the finance team can use to make reasonable
assumptions about headcount planning, and ensure that you
track these numbers. These might include:
• Flow rates and conversion rates down the hiring funnel
• Sizes of talent pools for different job types and seniority
levels
• Coverage rates or pipeline size for different role types
• New hire performance based on drivers such as time in the
pipeline, role type, or level of seniority
 Set up communication lines to keep information flowing between
Finance and Talent Acquisition throughout the year, and not only
during headcount planning season
 Invite finance executives to give talks around business
initiatives to the talent team to foster a better understanding
of business objectives
 Ask the finance team for help to distill talent acquisition
performance metrics into memos that are easily assimilated
by the wider executive team
 Involve the finance team in recruiting initiatives, for example
by asking them to monitor employee reviews on company
feedback sites such as Glassdoor
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3. How to redesign the talent strategy for maximum
business impact
It is not unusual to find glaring discrepancies between financial
forecasts and people forecasts in large corporations. With different
divisions and departments spread out around the globe and growing
at different speeds, different talent teams find themselves working on
different systems, measuring success using different metrics, and only
reporting globally to the finance team on a few indicators.
This is slowly changing. Digitization initiatives are making it easier
to harmonize data collection and management practices in talent
acquisition and HR organizations. It is now possible for talent leaders
to partner with finance teams to leverage these new analytics
capabilities to unlock new value for the business.
Below are some particularly impactful ways to get started on this.
 Set talent acquisition performance against benchmarks:
 Build an understanding of the past effectiveness of the talent
acquisition organization as measured by the finance team.
This will usually be some combination of overall created
value versus operating costs.
 Request a benchmark of that same effectiveness metric at
an industry level, or for close competitors, if available.
 Ask the finance team for help in understanding why you
underperform or outperform these benchmarks, and
incorporate those learnings in future talent strategies
 Partner with the finance team for people planning at the
organization level:
 Leverage the talent team’s insight into the talent market to
check hiring forecasts
• Are forecasted salaries in line with your expectations of
how the market is evolving?
• Do projected times-to-hire need to be updated given
changes in the resources or skills available in your
talent team?
• Do you see risks in parts of the hiring plan that the
finance team might be missing?
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 Use the team’s existing communication channels and
relationships with hiring managers to refine their hiring
requests to match market availability and competitiveness.
Here are some ways to do that:
• Challenge hiring requisitions that have been copypasted from past roles to ensure they will adequately
serve the needs of the business.
• Offer alternatives for hard-to-fill roles, for example by
suggesting different ways to combine the skills needed
by the team in separate roles.
• Encourage hiring managers to explore agile team
structures, and work with the finance department to
make it easier for employees to move from team to
team on a project basis.
 Concentrate resources on crucial hires:
 Work with finance to understand what roles or employees
drive outsized value for the business. These don’t
necessarily follow the company’s organizational chart, but
could be positions that facilitate internal communication
through informal channels, or analysts whose work ultimately
influences some of the company’s most strategic decisions.
 Prioritize hiring and internal mobility efforts to ensure that
those roles are filled with the best possible people, and that
the employees who fill them are given the right opportunities
to grow in the company.
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About Beamery
Beamery’s mission is to be the Talent Operating System through which
the world’s best companies acquire their greatest assets: their people.
Beamery’s Talent Operating System combines Talent CRM, Talent
Marketing, Automated Compliance, and a Connected layer to legacy
systems, which gives enterprises the tools they need to address
modern talent solutions, from forecasting and planning, to employer
branding, to recruitment operations and business transformation.
With Beamery, companies can attract, identify and engage candidates
on one unified platform, build relationships with top talent, and deliver
better talent acquisition - at scale.
Founded in 2014 in London, Beamery is one of the leading UK
technology companies and trusted by global organizations
such as Continental, Zalando, Commvault, Grab and Balfour Beatty.
Beamery has offices in London, Austin, and San Francisco.
For more information, visit the Beamery website,
follow @BeameryHQ on Twitter, or email us at info@beamery.com.
“The best candidate experiences are powered by Beamery”.
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