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                         Task.
Evaluation of a given company’s employee recruitment strategy entails looking at various metrics a company uses during the hiring process to check its effect.
 Whether they are cost-effective and yields the maximum number of qualified personnel, who stay long enough to impact the long-run organizational sustainability through Vincent hospital, human resources designed to design the following recruitment metric, which is known to yield high recruitment decided outcomes. 
Cost per hiring
The metric used in measuring the average expenses the Hospital incurred to recruit a single nurse to fill the existing vacancy. The cost per hire has a significant impact on business budgets higher the cost per more senior; the average cost ratio calculated as total recruitment cost divide by the number of those who accepted the job offer. From our data, the overall average hiring cost given as is $ 270.10; the recruitment cost is an aggregate cost incurred from the first stage of job application to job offer acceptance stage. This metric helps the company to tell how much of its expenses go to waste; therefore, effective financial management, the cost per hire should be as low as possible.
Conversion ratio 
These refer to the ratio of those candidates offered a job, and those who accepted the offer. Such that when this ratio is too low, it means that your posts are uncompetitive; the strategic action should, therefore to rethink salaries, growth opportunities, or perks, which make your candidate consider your competitors. If the company is unable to adjust to the salaries scheme in case it causes conversion ratio to below, it can rethink things such as free meals, flexible timing, and work from home. From our Hospital case, the rate stands at (52/98) 0.5306.
 Whenever this numeric has a higher figure, the recruitment procedure was of high quality and based on the candidates' loyalty in the interview process. This metric reveals if the recruiting team is making effective use or is wasting company resources. 
The source of hiring this metric gives information about where the majority of candidates come from for job recruitment. The number of application from all sources are listed and the source which provides the majority of the candidates who get the job. The metric helps reduce the cost of advertisement and energy that of contacting more sources, which are unhelpful to narrowing down to the only high yielding source. From the hospital case above, internet sources provide the highest number of candidates who got the job at 38 while public employment agency source has only one candidate.
Yield ratio 
This metric used to measure how that measures the percentage of candidates from each source invited for the interview. This ratio is used to test the efficiency of a given recruitment strategy.  From our example, the total yield ratio is (273/221) = 1.24 high yield ratio implies poor recruitment strategy meaning that more applicants are turned down from the interview during the application sampling stage.
Importance.
The strategy helps in the analysis of the current hiring process to check its effectiveness in being resource-efficient, time-saving, and brand building. For instance, observing various ratios will tell whether the recruitment is yielding much or costing the company under consideration.
Improve the quality of candidates. This is measured in terms of what the candidate brings into the company beyond their education and experience-these help HR in the determination of which qualifications candidates need to have during the hiring process. An example is a metric such as above-average rate would tell us which source of the candidate is suitable for a particular job for example in our Hospital case candidates from university program has the highest number of candidates with an above-average rating of 7 which means that contours recruitment of candidate from the university will improve the quality of our hospital workers.
The strategies would enable the hiring process to be flexible to respond to various changes in vacancies for instance when we have more vacancies; the hiring department had to re its recruitment process to meet the demand; similarly it should cut the process when it yields less or results into increased expenses as compared to benefits.
St Vincent Hospital recruitment strategy is useful since it puts into consideration the cost implications of the recruitment process and the output at all levels of recruitment. Measured by the use of yield ratio, the ratio helps in cut improve production and cut expenses by aiming at a getting value of yield ratio that is relatively close to 1.
Basing on the average yield ratio from all the sources of recruited candidates, which is 1.24 the value is higher than one, this is attributed to by some causes which have yield ratio of more 1.24, for instance, the walk-in source has a rate of 2, similar to a public employment agency. This means that the Hospital has so many sources of recruitment, some of which are ineffective. Useful references are those who give the highest number of candidates who pass a particular recruitment stage, for instance, selecting qualified applicants as the recruitment stage of interest ineffective sources are those whose candidates are either less or produce fewer candidates who processed to the next selection stage.
Rationale.
To reduce on the ineffectiveness of the recruitment processer the hospital human resource management should think of reducing on the number of sources and of recruitment sources and concentrate on few sources which bring many candidates for recruitment and give yield ratio that is close to one meaning that all job applicants have got needed qualifications. This will help cut the cost, for instance, the advertisement charges by these sources, which yield zero candidate or those candidates who don't qualify the advertised jobs.
The sources which I would recommend for them to be removed and reduce recruitment charges, waste of resources and time are Educational Institutions source because it does not provide any candidate for the recruitment and Public Employment Agency source because it allows less candidate. Still, few had required qualifications; for instance, the number of applicants is 8 out of whom 4 had the desired skills giving a yield ratio of 2.
[bookmark: _GoBack]Various recruitment stages at St Vincent Hospital can be improved by giving suggestions which are adoptable by procurement department: the interview invitation stage this stage records numbers which is less than the amount of the qualified candidates, for instance, the total number of qualified candidates is 221 while only 146 got the invitation for the interview. This means that there was either negligence or lack of follow up on qualified candidates, which has the highest contribution to candidates failing to take jobs at about 28.3%. The next stage is the job offer stage which also sees the qualified candidates refusing to take the tasks they are offered at this stage to improve to get 100% job offer acceptance the offered jobs, the recruiters should think of providing better terms of work, non-monetary privileges such as lunch and consider a flexible working hours system where employees can work from even outside Hospital, all these should be contained in the offer latter to ensure that the potential candidates prefer St Vincent Hospital to another competitor even when the salaries are low and the Hospital cannot sustain high pay to nurses. The job advertisement stage can also be improved by concentrating on those sources of that give more number of candidates and cut on those which expenses incurred to sustain yet they yield zero or very few applicants; the advertisement comes at accost which is added to the recruitment cost so to minimize cost the Hospital need to concentrate on only sources that yields the desired results. 




