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Introduction 

HR leaders who use recruiting metrics are better positioned to 
measure the effectiveness of their hiring strategy. By evaluating the 
recruitment pipeline with established key performance indicators 
(KPIs), you can better judge the condition of your talent pool and 
determine where processes could be improved.

As with any complex system, a robust pipeline of qualified candidates 
requires regular maintenance. KPI reports provide real, actionable 
data with which you can make smarter, informed decisions about 
recruitment procedures.

The goal of recruitment optimization is to place qualified candidates 
faster, while simultaneously improving the candidate experience. In 
fact, recruiting teams that possess a mature analytics platform are two 
times more likely to make process improvements and three times more 
likely to reduce costs.

Recruiting teams 
that possess a 
mature analytics 
platform are:
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2x

3x
more likely to make 
process improvements

more likely to 
reduce costs



Key Recruiting Milestones

Tracking against milestones is essential to the health of your your 
recruiting pipeline. Doing so also provides you with key insights   
such as the availability of talent, the position of your candidates  
within the pipeline, and the impact your workflows have on      
resource management.

There are six milestones every recruiter should be tracking:

1. Applied: A candidate responds to a posting.

2. Advanced: A candidate advances from the “New” status in 
 the workflow.

3. Interviewed: Your hiring team completes an interview guide for 
 a candidate, recording and rating the candidate’s answers.

4. Offered: A qualified candidate receives an offer letter from you.

5. Hired: A candidate accepts the offer and moves the 
 “Hired” status.

6. Not hired: Your hiring team determines the candidate isn’t  
 the best fit for the position, and the candidate moves to the 
 “Not Hired” status.
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Pro Tip: Some candidates might not 
be the right fit for the current role 
but if your hiring team enjoyed their 
conversations, add that candidate 
to your passive talent pool.



Reporting

Every organization has distinct recruiting needs and unique 
workflows. To truly optimize your recruiting pipeline, it’s important 
to invest in reporting specifically tailored to your company’s needs. 
However, having a data-driven recruiting process is still new to many 
organizations; only 25 percent of organizations analyze all of the data 
gathered throughout their recruiting efforts.

Advanced recruiting software gives you the power to create custom 
reports and save them for continued use. A detailed level of 
customization is ideal for HR leaders who want to glean new insights 
into their recruiting pipeline on a regular basis.

Generating reports to track your desired metrics within the candidate 
pipeline leverages a huge amount of useful data. The ability to search 
this database using keywords provides you with even more power to use 
this information to your full advantage.
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Only 25 percent of organizations 
analyze all of the data gathered 

throughout their recruiting efforts.



Your Candidate Pipeline

It’s important to understand that a candidate pipeline is much more 
than a resume database. Essentially, a pipeline is an expression of the 
relationships your organization has formed with potential recruits. 
Though a resume database houses documents, a pipeline notes which job 
seekers have contacted your organization, which candidates have passed 
assessments or presented portfolios and which individuals are ready to be 
interviewed. In essence, the pipeline serves to speed up the hiring process 
while maintaining a high-level attention to detail.

Like a marketing funnel, the recruiting pipeline starts wide and narrows 
as you qualify candidates. The top of the funnel contains candidates from 
all sources, including referrals and job listings. In the middle of the funnel, 
your hiring team begins building relationships with desirable candidates 
and unqualified candidates are moved to the “Not hired” status. The 
bottom of the funnel contains the cream of the crop, the individuals your 
organization most wants to move forward with.
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Candidates from all sources, 
including referrals and job listings

Desirable candidates 

Cream of 
the crop



(Continued) Your Candidate Pipeline

Tracking recruiting milestones allows your team the ability to measure 
the effectiveness of the candidate pipeline. For example, investing in an 
applicant tracking system that can easily report on pipeline acceleration 
allows you to track the average time candidates spend in the pipe 
before a final hiring decision is made. In doing so, you can easily identify 
roadblocks, understand why candidates are getting stuck and propose 
informed solutions to these challenges as they arise. 

To illustrate this point, consider the fact that 24.2 percent of candidates 
turn down job offers because the hiring organization took too long to 
make the offer. Tracking candidates will let you know who is ready to 
make a move and when the ideal time is to make an offer.

Importantly, milestones quantify the number of candidates who become 
disengaged in the midst of the recruiting pipeline. Losing qualified 
candidates before they complete their journey presents a real business 
risk. Reports make it easier for you to find patterns of behavior and 
determine their root cause for later optimization. 24.2 percent of candidates 

turn down job offers because 
the hiring organization took 
too long to make the offer.
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Workflow Reporting

Workflow KPIs are useful tools that help you uncover how to improve 
internal workflows. By approaching process improvements from a place 
of knowledge, stakeholders have many more opportunities for success. 
Examples of useful KPIs include:

• Time to fill: This metric measures the number of days between 
posting a job requisition and hiring a candidate. It allows HR 
managers to predict how long a new opening will take to fill.

• Time to hire: This candidate-specific KPI looks at how long 
it takes for an individual to proceed through the pipeline. It 
measures the performance of recruiting decision makers.

• Year One attrition: Measuring the number of employees 
who leave the organization in their first year helps you control 
turnover rates, which can be quite costly.
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Offer Acceptance Breakdown
• Internal
• Applicants
• Sourced
• Referral

Offer Acceptance Percentage

Time to Offer

Resume Review Turnaround Time

Other Key Metrics to Track



Impact on Internal Resources  

Workflow optimization directly correlates to better resource 
management. Your team should have access to robust reporting options 
to understand exactly where your recruitment dollars are spent, which 
channels are most effective and how the workflows impact the candidate 
experience. With this data, you’ll be able to easily determine where 
future resources will make the biggest impact in a timely manner.

A well-developed candidate pipeline also establishes a passive candidate 
pool where you can easily draw skilled candidates as new positions open 
up. Having this network in place reduces any strains on your resources 
and allows you to place qualified candidates faster, resulting in decreased 
time to hire. Additionally, your KPI reports will show you which of your 
recruiting tactics have the best outcomes.
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A well-developed candidate 
pipeline also establishes a passive 

candidate pool where you can 
easily draw skilled candidates as 

new positions open up.



About JazzHR

JazzHR is a powerful, user-friendly, and affordable recruiting 
software that is purpose-built to help growing companies exceed 
their recruiting goals. JazzHR’s best-in-class software replaces time-
consuming and manual hiring tasks with intuitive software designed to 
help recruiters and hiring managers recruit, and hire the right talent, 
fast. To learn more about JazzHR, visit www.JazzHR.com or follow us 
at twitter.com/JazzDotCo.

Conclusion

While ‘data-driven’ seems to be a buzzword at the moment, it’s 
anything but. Having quantifiable data on your processes gives you all 
of the insights you need to build and maintain a best-in-class recruiting 
strategy. By being able to show your ROI, your executive team will 
better understand the level of effort and resources needed to source 
quality talent. 

Without a reporting structure in place, relevant applicants may get 
lost in your workflows and processes may stagnate. To build your talent 
pool and control your costs at the same time, having concrete goals and 
tracking your processes is the foundation to success.

An efficient recruiting pipeline should include the following:

• Milestone tracking

• Standard and custom reporting

• A robust candidate database

• Workflow reporting

• Internal resource KPIs

Data-powered recruiting is the key to your recruitment team’s success, 
allowing you to make better hiring decisions and continually improve 
internal workflows.

Sources:

business.linkedin.com/content/dam/business/talent-solutions/global/en_us/c/pdfs/linkedin-ddr-
ebook-final.pdf

forbes.com/sites/joshbersin/2015/02/01/geeks-arrive-in-hr-people-analytics-is-
here/#4e2ca2cc73b4

contractrecruiter.com/the-importance-of-recruiting-metrics/ 

topechelon.com/blog/recruitment-challenges/ 
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