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Essential recruiting metrics
every recruiter should know




Introduction

Recruitment automation has revolutionized talent acquisition by equipping recruiters with
powerful tools to streamline their hiring processes, significantly reducing the time-to-hire and
attracting higher-quality candidates. As companies increasingly recognize the value of
data-driven hiring, monitoring and analyzing key recruiting metrics have become essential for
optimizing recruitment processes and achieving success in a competitive market.

To harness the full potential of recruitment automation tools, recruiters must understand the
significance of these key metrics and how to measure and interpret them. By tracking the
right metrics, recruiters can gain valuable insights into their recruitment process's efficacy
and identify areas for improvement. This whitepaper aims to provide recruiters with a
comprehensive understanding of the most critical recruiting metrics and how to leverage
them for better hiring outcomes.

We will explore the importance of each metric, their formulas, and how to measure and
interpret them effectively. Additionally, we will share best practices for using these metrics to
drive recruitment success and enhance overall talent acquisition strategies. By focusing on
these essential recruiting metrics, recruiters can make well-informed, data-driven decisions
that lead to better hires and a more efficient hiring process.
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Key recruiting metrics to track

- to hire G:{OB

Time to hire is a crucial metric that measures the period between initiating a job posting and the
candidate’s acceptance of the job offer. Monitoring time to hire enables recruiters to gauge the
efficiency of their hiring process and pinpoint areas that require improvement. A prolonged time to
hire may lead to the loss of top-tier candidates and increased hiring costs.

Time to hire = date of offer acceptance - date of job posting

A lower time to hire indicates a more efficient recruitment process. By analyzing this metric,
recruiters can identify any bottlenecks in the hiring process and implement strategies to streamline
them.

| Time to fill ger

Time to fill measures the number of days it takes to fill a job opening, from the day it is posted until
the day the candidate accepts an offer.

Time to fill = date of offer acceptance - date of job posting

A shorter time to fill indicates an efficient recruitment process, which can positively impact the
organization’s ability to onboard new hires quickly and maintain productivity. A longer time to fill
may not only suggest a need for improvement in the recruitment process but also lead to higher
costs, lost productivity, and reduced competitiveness in the marketplace. By monitoring time to fill,
organizations can identify bottlenecks and optimize their talent acquisition strategies to ensure a
consistent pipeline of qualified candidates.

- per hire

Cost per hire measures the total expenditure incurred in filling a position, providing recruiters with
insights into the financial implications of their hiring process. It includes expenses such as job
advertisements, recruiter fees, and employee referral bonuses. Minimizing cost per hire is vital for
optimizing recruitment budgets.

Cost per hire = total recruitment expenses/number of hires

A lower cost per hire signifies a more cost-effective recruitment process. Tracking this metric allows
recruiters to assess the return on investment for their recruitment efforts and identify opportunities
for cost reduction.

-ce of hire @

Source of hire identifies the origin of successful candidates, such as job boards, employee referrals,
social media, or other channels. Analyzing the source of hire helps organizations understand which
channels are most effective in attracting and securing top talent, allowing them to allocate
resources more efficiently and improve their overall recruitment process. By identifying and
focusing on high-performing sources, organizations can reduce recruitment costs, improve
candidate quality, and increase brand visibility among potential candidates. Understanding the
source of hire also enables organizations to tailor their recruitment marketing efforts to the
channels that yield the best results.
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Key recruiting metrics to track
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The attrition rate measures the percentage of employees who leave the organization within a
specific period, either voluntarily or involuntarily.

Attrition rate =
(number of employees who left/ average number of employees) x 100

A high attrition rate may indicate employee dissatisfaction, ineffective onboarding, or other
organizational issues that can negatively impact the company’'s reputation and financial
performance. A low attrition rate, on the other hand, may suggest a stable and satisfied workforce
that contributes to a positive work environment, increased employee engagement, and higher
productivity. Monitoring this metric can help organizations identify potential problems, implement
targeted retention strategies, and foster a workplace culture that supports employee growth and
satisfaction.

| Offer acceptance rate %

The offer acceptance rate measures the percentage of job offers accepted by candidates.

Offer acceptance rate =
(number of offers accepted / total number of offers made) x 100

A high offer acceptance rate suggests that the organization’s recruitment process, compensation
packages, and employer branding resonate well with candidates, leading to a more successful talent
acquisition strategy. A low rate may indicate a need to review and improve the recruitment process
or other factors influencing candidate decision-making, such as work-life balance, career
development opportunities, and company culture. By monitoring the offer acceptance rate,
organizations can identify areas for improvement and implement changes to enhance their
attractiveness to prospective employees and secure top talent.

15
-ion completion rate éf;é

The application completion rate calculates the percentage of job applicants who complete and
submit their applications.

Application completion rate =
(number of completed applications / total number of started applications) x 100

A high application completion rate indicates that the application process is user-friendly and
accessible, and encourages candidates to complete their applications, increasing the organization’s
pool of potential hires. A low rate may suggest a need to streamline or simplify the application
process to increase candidate engagement, reduce drop-offs, and ultimately attract a more diverse
range of applicants. By optimizing the application completion rate, organizations can improve the
candidate experience, expand their talent pool, and ensure they can access a broad range of
qualified candidates for each job opening.
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Key recruiting metrics to track

-date experience N
P ©

Candidate experience refers to a candidate’s overall impression of the hiring process. A positive
candidate experience can result in higher-quality hires and increase candidate referrals. This metric
can be assessed through candidate surveys or feedback collected throughout the hiring process.
While there isn't a specific formula for measuring candidate experience, gathering feedback from
candidates at various stages of the recruitment process is crucial. This can be done through
post-interview surveys, candidate net promoter scores (NPS), or analyzing the time spent on the
application process. By collecting and analyzing this feedback, recruiters can identify improvement
areas and enhance the candidate experience.

| Diversity metrics

Diversity metrics focus on the representation of underrepresented groups in the hiring process.
Measuring diversity metrics such as gender, race, and ethnicity can help recruiters detect potential
biases in their recruitment process and make informed decisions for improving diversity. Regularly
tracking diversity metrics can help recruiters ensure a more inclusive hiring process and promote a
diverse workforce.

Diversity metric = (humber of diverse hires / total number of hires) x 100

| Quality of hire I

Quality of hire is an assessment of new hires’ value to an organization based on factors such as job
performance, cultural fit, and retention. A higher ‘quality of hire’ indicates that the organization
attracts and selects candidates who positively contribute to the company’s success and fit well
within the established culture. Improving the quality of hire can lead to increased productivity,
higher employee engagement, and better retention rates. This metric also helps organizations
evaluate the effectiveness of their talent acquisition strategies, refine their recruitment processes,
and develop better methods for identifying and attracting top performers. Ultimately, a focus on the
quality of hire supports long-term organizational growth and success.
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Best practices for utilizing recruiting

metrics effectively

Select relevant metrics

When choosing which recruiting
metrics to focus on, it's essential to
identify those most relevant to your
organization's hiring goals, industry,
and overall objectives. This could
include metrics such as time to hire,
cost per hire, and quality of hire. By
concentrating on the most pertinent
metrics, you'll gain actionable insights
to inform and improve your
recruitment strategy.

Monitor progress regularly

Continuously track and analyze
recruiting metrics to identify trends,
address potential issues, and evaluate
the impact of changes to your
recruitment strategies. Monitoring
progress regularly lets you stay
proactive and make data-driven
decisions to optimize your talent
acquisition process.

Embrace a holistic approach

Remember that a single metric may not

provide a comprehensive view of your

recruitment process. Adopt a balanced

approach by considering multiple
dimensions, such as candidate
experience, diversity, and retention

rates. This will enable you to thoroughly

understand your organization's talent
acquisition process and make more
informed decisions.

Establish benchmarks

To better evaluate your organization's
performance, establish
industry-specific benchmarks by
researching and comparing your
metrics to those of similar
organizations. This will enable you to
identify areas where your organization
excels and areas that may require
improvement, ultimately shaping your
talent acquisition strategy based on
data-driven insights.

Prioritize data quality

The accuracy, completeness, and
timeliness of the data used to derive
recruiting metrics are crucial for
generating reliable insights. Implement
data validation processes, establish
clear guidelines for data entry, and
ensure that data is managed and
maintained effectively to guarantee
high-quality results.
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Setting realistic goals based

on recruiting metrics

Align goals with
organizational objectives

When setting goals based on
recruiting metrics, ensure they
align with your organization's
broader objectives and values. This
will help create a cohesive talent
acquisition strategy that
contributes to the overall success
of your organization.

Consider industry
and market factors

When establishing goals based on
recruiting metrics, consider factors
such as industry trends, labor
market conditions, and regional
differences. This will help you
create realistic targets informed by
the broader context, ensuring your
talent acquisition strategy remains
agile and responsive to changes in
the market.

Set smart goals

Formulate specific, measurable,
achievable, relevant, and
time-bound goals. Smart goals
offer a clear framework for
success, allowing you to track
progress and evaluate the
effectiveness of your talent
acquisition efforts more efficiently.

Regularly review and
adjust goals

Reassess and adjust your goals
based on the latest data, industry
trends, and changes within your
organization periodically. This
adaptability will ensure that your
talent acquisition strategy remains
relevant and practical.
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Communicating recruiting metrics

to stakeholders

Tailor communication
to the audience

Different stakeholder groups will have
unique interests and concerns, so it's
essential to present recruiting metrics
that are relevant and meaningful to
each audience. Customize the
presentation of data to highlight the
insights most pertinent to their
interests, demonstrating the value of
a data-driven approach to talent
acquisition.

Share success
stories

Demonstrating the real-world impact
of recruiting metrics can help build
stakeholder buy-in. Share examples
of how data-driven decision-making
has informed successful talent
acquisition initiatives, leading to
positive outcomes and improvements
in the recruitment process.

Use visualizations

Data visualizations, such as charts,
graphs, and dashboards, can
significantly enhance the
communication of complex
information and trends. By employing
visual aids, stakeholders can more
easily grasp key insights from
recruiting metrics, facilitating a better
understanding of your talent
acquisition process.

Encourage dialogue
and collaboration

Foster open communication and
collaboration among stakeholders
around recruiting metrics. Encourage
them to share their perspectives, ask
questions, and contribute to refining
your talent acquisition strategies. This
will ensure that all stakeholders are
invested in the success of your
organization's talent acquisition efforts.
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Conclusion

Recruiting metrics are essential for recruiters who strive to refine and enhance their recruitment
processes. Keeping a close eye on crucial metrics allows recruiters to gain valuable insights into
the effectiveness of their hiring process and identify areas in need of improvement. Automation
tools for monitoring and evaluating recruitment data can significantly aid recruiters in making
well-informed hiring decisions, ultimately elevating the quality of their recruits.

To fully capitalize on the potential of recruiting metrics, recruiters must adopt a data-driven
approach throughout their hiring process. By consistently implementing best practices and
regularly reviewing these key metrics, recruiters can harness the power of data to optimize their
recruitment strategies. This leads to superior recruitment results and enables organizations to
attract and retain top talent, fostering a competitive edge in today's fast-paced business
landscape.

impress.ai, an enterprise-focused recruiting software provider focusing on making
accurate hiring easier. Its software helps large enterprises to streamline their
recruitment process by enabling them to screen, engage, evaluate and hire talent
with accuracy, consistency, & efficiency. We have partnered with leading businesses
globally, offering 24/7 recruitment capability, helping them qualify the best
candidates, increasing their hiring efficiency, and improving employee retention while
consistently delivering superior candidate experience.

Headquartered in Singapore, impress.ai has a regional presence in the USA, Australia,
India, and Indonesia. impress.ai was accredited by IMDA under the
Accreditation@SG:D programme and has won 'Silver' in the Most Promising
Innovation category at SG:D Techblazer Awards 2020.

Interested in more information?
Contact

contact@impress.ai
impress.ai
Head Office, #08-01, 80 Robinson Road, Singapore- 068898



