
Metric Definition Insight/Example
Activity and 
Effort

Measure the impact before/after adding/removing an activity in the 
recruitment process to the overall effectiveness of the recruitment 
process.

Example:  Evaluate the impact of adding a building or site visit to the interview process.

Application 
Completion 
Rates

Measures the number of applications started vs. applications 
completed. 

Shows how many candidates abandon the application or application process. This can help identify opportunities with complexity of 
application or incompatability with certain devices (mobile, tablet. etc).

Candidate 
Attraction

Measures the number of candidates that were referred by a friend or 
employee vs. total candidates.

Can provide insight into support of district employment brand from employees, patrons, and others.

Candidate 
Satisfaction

Measures candidates’ satisfaction with their experience during the 
recruiting process.  Measure satisfaction with application, interview, 
communication, notification, etc.  

Evaluate candidate feedback regarding the recruiting process.  Typically obtained via survey.  Positive candidate experience could 
result in candidate referrals.  Negative candidate experience could reduce candidate flow.  Can also be narrowed to new hires only to 
better identify what worked well.

Candidate Yield 
Ratios

Measures the percentage of candidates that move from one stage in 
the recruiting process to the next.  For each position measure total 
candidates applied, interviewed, offered, and accepted offers.

Understanding the ratios will help to understand the total number of applicants needed to hire one candidate.  Provides valuable 
insight into overall effectiveness at each stage of the process.  Can also provide insight regarding recruiter/interview effectiveness in 
comparison to others and used for training and process improvement.

Candidate 
Source

Measures the referral source or type for each candidate. Use to assess effectiveness of various sources in your recruiting process.  Also can be used to evaluate return on investment or to 
determine appropriate allocation of resources.

Candidates Per 
Hire

Measure the number of candidates per hire.  Can be narrowed down by 
position, type/category, location, etc.

Shows how effective your sourcing and advertising techniques are in attracting candidates.

Compliance Measure candidate and/or new hire compliance with submitting 
required documentation during the onboarding process.

Evaluate effectiveness of onboarding process to ensure essential tasks are completed and identify areas that may benefit from 
process improvement.  Could provide insight into processes that cause significant loss of productivity for hiring managers and new 
hires which could impact retention rates and employer brand.

Cost Per Hire Measures the resources allocated in the recruitment process to hire 
one candidate.   Divide total recruitment expenditures by the number of 
hires.  

Better understand costs of individual hires as well as variance in costs associated with different types of positions.  Evaluate budget 
needs for hiring goals.  

Days to Offer Measure time between interview and candidate offer. Allows tracking of how quickly candidates move through your recruiting and interview process.  Can identify bottlenecks or areas for 
process improvement.  Delays in offers could resutl in losing candidates.

Diversity Measure diversity of candidates as a percentage of total candidates. Evaluate diversity of candidates to better understand recruiting efforts needed to meet needs.  Evaluate candidates through each step 
of the process to understand potential disparate impact.

Employer Brand Measures employment brand of district (awareness, reputation, 
desirability, etc.)

Evaluate desirability of employment in district through surveys, employer rating sites, etc.

Fill Ratio Measures the percentage of positions that have been filled vs. 
positions that are open.

Evaluate whether or not hiring goals are being met.  Helps to evaluate overall recruiting performance at district level as well as identify 
potential opportunites for improvement by postion, position type, location, etc

Hiring Manager 
Satisfaction

Measure satisfaction of hiring manager with the recruiting process. Obtain feedback from principals, supervisors, etc. on the recruiting process.  Typically obtained via survey.  Identify and evaluate 
opportunities for improvement internally.  

New Candidates Measures the number of new candidates that apply to the applicant 
tracking system.

Can help to evaluate how well district and recruiting strategy is doing with attracting new candidates.  Can offer insight into employer 
brand, career site or application process, or overall effectiveness of recruiting strategy.

New-Hire 
Turnover Rate

Measures the percentage of new hires that leave the district within a 
given time period.

Can provide insight into hiring effectiveness, onboarding and training process, employee morale, and/or work environment. 

Offer Acceptance 
Rate

Measures the percentage of number of candidates offered vs. number 
of candidates that accept offers.

Can provide valuable insight into the offer process or desirability of district.  A low offer acceptance process could mean district waited 
too long, offer was not competitive, position was not desirable, or poor overall candidate experience.  A high offer acceptance could 
indicate that your recruiting process is working well to produce the right candidate with the right offer for the right location for the right 
position. 

Qualified 
Candidates Per 
Hire

Measure the number of qualified applicants received per hire. Shows how effective your sourcing and advertising techniques are in attracting quality candidates.  Measures the number of 
candidates that made it to the first step in the recruiting process.

Quality of Hire Measures the quality of hire within a given time period. Evaluate the performance of new hires to identify strengths and opportunities in the recruiting process.  Typically obtained via 
principal/supervisor survey.

Reach Measures the total number of candidates that can be reached by 
district communication pipelines.

Reach includes the total number of contacts in a company’s email database, social media followers, etc.  Statistically a larger reach 
should lead to larger applicant pool and candidates.

Response Rate Measures candidate response to different types of contact methods 
(email, phone, text, etc.)

Evaluate which communication method works best for different positions, demographics, etc.  Can be used to identify and evaluate 
best dates/times to contact candidates in order to optimize candidate response and  recruitment effectiveness.  

Retention Rates Measures time of employment with district for each employee from start 
date to end of employment date.

Can help identify which positions are the most difficult to keep filled, better understand reasons for leaving, and apply lessons learned 
to the recruiting process.

Social 
Engagement

Measures the number of social engagement interactions (likes, follows, 
etc.) per recruiting communication.

Help to identify which social media channels and types of messages produce the most impact to number of candidates.

Talent Pipeline 
Growth

Measures the number of candidates in the talent pipeline and change 
between two dates.

Evaluate effectivenss of recruitment efforts to growing the talent pipeline.  Example:  Are increase efforts at a specific university 
resulting in increased number of candidates from that university.

Time to Fill Measure time from posting of position until posting is filled. Can provide valuable feedback on how long it takes to fill a position by type, location, etc.   Can help to optimize planning as well as 
identify potential bottlenecks or areas of improvement.

Time to Full 
Effectiveness/ 
Productivity

Measure how long it takes for a new hire to reach full effectiveness or 
productivity in their position. 

This can help provides insights into the effectiveness of the recruitment process, training and onboarding process.  It also can help 
identify any bottlenecks or impediments to productivity.  This can be tracked through hiring manager survey or performance evaluation 
process.

Time To Start Measures the time from candidate acceptance to start date. For certain positions and times of the year this can negatively impact services to students or the district, as well as to the moral of 
existing staff.  
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