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Discussion-Communicating Metrics for Change

The hiring process is every growing organization’s routine occurrence. It usually happens in order to fill a vacancy that did not exist before or the one left after a promotion. The HR department usually evaluates the effectiveness of its process of hiring and the total expenses that are incurred by the organization during the exercise (Nkomo et al., 2011). The metrics that can be used to determine the extent to which the process is effective, and the total expenses caused by the process are the cost per hire and the time to fill. The time to fill is the most commonly used metric to measure the effectiveness of the hiring process (Twentyman, 2014). It shows the days in number that the organization takes to recruit the best candidate. The number of days is counted from the time the vacancy was posted to the time of acceptance of the offer by the recruit. This metric usually shows the effectiveness of the individuals tasked with the recruitment exercise. 
[bookmark: _GoBack]The cost per hire gives the average money amount spent by the organization to complete the hiring exercise. It is mostly used by the organizations to track the hiring budget after creating it. The cost per hire includes both internal and external expenses incurred by the organization in order to fill the position (Pease et al., 2012). Such costs may consist of the incentives offered to employees in order for them to refer suitable candidates, the fees charged for the recruitment software, costs incurred for recruiting events, advertising, relocation, traveling, and administration. 

HR can use the time to fill to track the number of days it uses to get a new employee for a specific position (Pease et al., 2012). This metric can give an estimation of the time it will take the same organization to recruit for such a position in the future. It will also help the department to identify the gaps in the recruitment process so that it can put measures to fill them. If the process is lengthy and costly, the department can evaluate measures it will use to shorten it and cut costs. 

The HR department can use cost per hire to evaluate the hiring.  It is through this metric that it can evaluate the value of each channel and activity involved in hiring. The department can, therefore, eliminate the processes that are not necessary and employ the recruitment channels that are effective and less costly. There are a number of data sources for cost per hire and time to fill metrics. These include employee surveys, attendance records, promotion and salary history, history of employee's work, and personality data (Woodward, 2017). These data sources give finer details about the employees and, thus, a clear picture of the organization. Such details include the time it took for the employees to get to the positions they occupy in the organization, the starting salary, the promotions that they have been offered, and the challenges they face as they serve in their positions. This information helps the company identify weaknesses and ways of improving in order for it to remain relevant in the market and thus influence the profits it earns.
Proper articulation of the picture of a successful strategy can help the HR department to communicate any changes made in the organization's practices of hiring (Nkomo et al., 2011). When the goals to be achieved by the change are made clear, the performance becomes on-target. A clear success scorecard spells out what the team expects and what the organization stands to achieve when this change is implemented. Clear communication of this change will help the team to stay focused. It will also fasten the process and ensure its sustainability. 
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