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Cost-Benefit Analysis
Our textbook describes a metric as quoted “Something that can be quantified to describe the outcome of a business process” (Pease, G., Byerly, B. & Fitz-enz, J., 2012). Most goals are invested around such metrics. The cost benefit analysis is a part of the HR department which is defined as the financial tool that determines the potential value of an activity. As an example mentioned, training employees on new computer software or training employees manually. The purpose of this essay is to describe and explain the metrics used for the hospital recruiting. Explain the process for selecting metrics, the HR metrics to lower cost as well as the creative values for an organization, the stages that needs improvements and identify new metrics to support HR recruitments.
Hospital Recruiting Strategy

Recruiting for a hospital is no different than recruiting for a school or a factory industry. Just like the duties are different of any organization, the qualifications checklist structure holds a few differences when looking for a specific candidate to hire. Some metrics that are used by the hospitals are time to fill, cost per hire, and quality to hire just to mention a few used. Time to fill is described as the time it takes to fill an open position. For an example, how long was a LNP-pediatrics opening position posted with an outside agency such as a temp service or in a newspaper classified ads before someone decided to apply? Quality per hire will focus on the many different places the applicant is qualified in therefore to fill the position. These few metrics are used to narrow down who is right for the position. Those who have the experience, have placed the time in to understand and cover the gray areas or those who has the potential to those gray areas. According to the spreadsheet, there were a lot of applicants that applied for the offered positions through internet ads however, the number of positions accepted were cut under half leaving the percentage for first-year turnover higher than expected. For this case study, most of the information needed will come from the recruitment of new employees. 
Nurse Recruiting Strategy

As mentioned in the article titles “Measuring the impact of employee loss”, “Companies are increasingly adopting methods that are measured to be sophisticated to enhance their competitive advantage” (Byerly, 2012). After reviewing the spreadsheets it is clear that there were many different metrics used. I do not believe the metircs that were used were effective due to the number of applicants carried down to the hired numbers and the applicants that accepted the position and stayed employed. The numbers have decreased within each resource; leaving the first-year survival rates lower than what each resources started with. 
Stages


Although it is not common, there are many organizations and business that likes to follow up with applicants that were not picked for the position, just to keep them in mind if there are other positions in the future availale. This should be conducted by the HR department where one is appointed to be “the recruiter” this way they have open communication with that applicant that came close to being picked just in case the organization can use extra help, or have a seasonal position available. The case study states that a 62-year old director of nursing is in charge of recruiting. Personally, I believe the current recruiter, 62-year old, should acquire additional help with recruiting. This help should be someone younger who is also familiar with the needs of the organization but also someone who can communicate and understand the younger employees. I believe this would be best due to age, understanding that is it a bit discriminating, but communication with younger nurses will not be the same with the current recruiter. There will be lots of differences as far a training is concerned and communication. Another option would be to keep the current recruiter and also appoint another recruiter. Knowing that there is someone that meets the age requirements for 50 and over; then having someone under 50 will help with hiring or filling positions. Both recruiters can collaborate on who is best for the position to be filled. 
Cost-Benefit Analysis

`
The cost benefit analysis is a part of the HR department which is defined as the financial tool that determines the potential value of an activity. As an example mentioned, training employees on new computer software or training employees manually. The purpose of this essay completly described and explained the metrics used for the hospital recruiting. Explained the process for selecting metrics, the HR metrics to lower cost as well as the creative values for an organization, the stages that needs improvements and identify new metrics to support HR recruitments.
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Number of 

Applicants

Potentially 

Qualified

Invitation for 

Interview

Qualified and 

Offered Job

Accepted 

Job

One-Year 

Survival

Recruitment Source

2. Walk Ins 40 19 2.11 14 8 #REF! 4 #REF! 1 #REF! 1 #REF!  $                       -   

 3. Employee Referrals 10 9 1.11 8 5 #REF! 4 #REF! 3 #REF! 2 #REF!  $                       -   

 4. Newspaper Ads 22 15 1.47 9 3 #REF! 2 #REF! 1 #REF! 0 #REF!  $                       -   

 5. Journal Ads 12 10 1.20 8 6 #REF! 4 #REF! 2 #REF! 2 #REF!  $                       -   

6. Educational 

Institutions

#DIV/0!

Junior colleges 14 11 1.27 9 4 #REF! 2 #REF! 2 #REF! 1 #REF!  $                       -   

Hospital-based 

schools

9 9 1.00 6 4 #REF! 1 #REF! 0 #REF! 0 #REF!  $                       -   

University 

programs

26 26 1.00 20 16 #REF! 10 #REF! 8 #REF! 7 #REF!  $                       -   

 7. Private 

Employment Agency

12 12 1.00 9 4 #REF! 2 #REF! 2 #REF! 1 #REF!  $                       -   

 8. Public Employment 

Agency

9 3 3.00 2 1 #REF! 1 #REF! 0 #REF! 0 #REF!  $                       -   

 9. Direct Mail 20 18 1.11 5 3 #REF! 1 #REF! 0 #REF! 0 #REF!  $                       -   

10. Job Fair 16 9 1.78 6 3 #REF! 1 #REF! 1 #REF! 1 #REF!  $                       -   

11. State Nursing 

Assoc.  Meeting

8 8 1.00 5 3 #REF! 0 #REF! 0 #REF! 0 #REF! #DIV/0!

Totals 292 223 1.31 159 86 #REF! 50 #REF! 30 #REF! 19 #REF!  $                       -   

Total Recruitment 

Costs

Avg. Cost Per 

Nurse Hired

 1. Internet 

Applications

94 74 1.15 58 26 #REF! 18

Applicant to 

Potentially 

Qualified 

Yield Ratio

Applicant to 

Offered Job 

Yield Ratio

Applicant to 

Accepted Job 

Yield Ratio

Applicant to 

One Year 

Survival Yield 

Ratio

Above 

Average 

Rating

Applicant to 

Above 

Average Rating 

Yield Ratio

 $                       -    #REF! 10 #REF! 4 #REF!
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