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Introduction
This report presents an evaluation of different HR metrics for the Triox corporation based on the provided dataset followed by highlighting the impact or significance of the calculated metrics on the organizational efficacy and development. Further, the report also discusses the importance of using HR metrics ensuring to iterate the organizational benefits associated with data-driven insights to HR data. The positions that are selected from the provided data sheet to calculate the required HR metrics for Triox corporation are marketing manager, VC sales, Operations research analyst, HR generalist and project manager, selected randomly for analysis purpose. The required metrics for these positions are as follows:
Metric 1 – Average time to hire for the selected positions
	Job Posted
	1st Interview
	Offer Accepted
	# Days

	Marketing Manager
	2/11/18
	2/26/18
	15

	Vice President of Sales
	2/15/18
	3/28/18
	41

	Project Manager
	2/15/18
	3/31/18
	44

	Operations research analyst
	4/18/18
	5/12/18
	24

	HR Generalist
	12/17/18
	1/3/19
	17


Average hiring time is calculated by dividing the total number of days for the positions from the 1st interview to offer acceptance by the total number of positions. The fifth highlighted column presents the number of days for the selected 5 positions at Triox. 
Average time to hire: 15+41+24+17+44 / 5 = 141/5 = 28.2 days
According to the Recruiter Nation report (2023), average time to fill the available positions has been increased to 47.5 days on average recording an increase of approximately 11 days from 2022. Triox has managed to fill the vacant positions on an average of 28.2 days pointing to the recruitment efficacy of the business. Therefore, following the same recruitment strategy will certainly add to the value of business in the future. 
Metric 3 – Offer acceptance ratio
	Job Posted
	Offered
	Accepted
	Ratio

	Marketing Manager
	1
	1
	100%

	Vice President of Sales
	1
	1
	100%

	Project Manager
	1
	1
	100%

	Operations research analyst
	2
	1
	50%

	HR Generalist
	1
	1
	100%


Offer acceptance ratio is calculated by dividing the aggregate accepted offers to aggregate given offers, Triox served 6 offers, out of which 5 were accepted demonstrating a ratio of 5/6 *100 = 83% for the selected positions. Saratoga Workforce index report (2022) identified 68 days as a national average time for offer acceptance. Keeping in view this notion, the offer acceptance ratio for Triox is quite high which means that the company manages to attract the potential candidates in the highly competitive labor market, one of the key reasons of which can be attractive compensation and benefits package offered by the company.
Metric 4 – Above average performance management yield ratio
	Job Posted
	Performance

	Marketing Manager
	4.6

	Vice President of Sales
	5

	Project Manager
	4.7

	Operations research analyst
	4

	HR Generalist
	4.5


This ratio is connected to the performance evaluation system implemented by the business to determine the performance metrics of the employees identifying those underling the highest performance levels. Considering the evaluation scale of 1-5 where 5 represents the highest performance, it is quite evident that the selected employees at Triox has managed to score between 4 and 5, inclined towards the highest performance levels where VC sales is the highest performer followed by the project manager, marketing manager, HR generalist and operations research analyst. The employees are from different departments withholding a very significant position, where their high performance indicates high performance caliber of their team members too, which is a good indicator for Triox.
Metric 5 – Success of the referral program
	Job Posted
	Referrals

	Marketing Manager
	 0

	Vice President of Sales
	 0

	Project Manager
	 0

	Operations research analyst
	 0

	HR Generalist
	 0


Employee referral program is an internal organizational strategy which involves current employees of the company to refer the potential candidates for the available positions while spreading a word of mouth about company in the market (Schlachter & Pieper, 2019). According to the above table with an exclusive focus on the selected positions, not any position in the company was filled through employee referrals which means that Triox need to develop and implement a new policy promoting frequent employee referrals as a time saving approach to recruitment and hiring. 
Metric 7 – Average time until promotion/last pay raise
	Job Posted
	Last pay raise
	Promoted

	Marketing Manager
	3%
	2 years

	Vice President of Sales
	4%
	 

	Project Manager
	3%
	 

	Operations research analyst
	3%
	 

	HR Generalist
	3%
	5 years


For the selected positions, average pay raise for five employees is calculated by dividing the aggregating pay raise percentage by the number of employees, recording it to be 3+4+3+3+3/5 = 16/5 = 3.2, which means that employees at Triox received an average of 3.2% raise in their salaries. Likewise, the average year for promotion is calculated by dividing aggregate promotional years by total number of employees, recording it to be 2+5/5 = 1.4 years which means that on average, employees received promotion after approximately 1.5 years of their employment with the company.
Vitality of HR scorecard
HR scorecard is a vital tool to streamline strategic HR practices in an organization ensuring their adherence to the business goals and objectives (Nasutiong & Sembiring, 2019). This approach facilitates a quantifiable approach to the data whilst enhancing the organizational capacity to improve performance, foster operational transparency and use the data-driven insights to ensure timely and competitive succession planning and talent management decisions (Hutami, Triwibisono, & Nugraha, 2019). Furthermore, the beneficial role of HR scorecard in improving the performance of the employees cannot be understated where regular dialogue, constructive feedback and developing critical career objectives and goals are the keynote indicators of its vitality for the organizational growth, success and human capital development (Perestrelo & Melo, 2022; Nasutiong & Sembiring, 2019). 
Benefits of HR metrics
HR metrics play a significant role in determining the strategic decision making of the businesses facilitating continuous evaluation of different aspects of HR functions from different perspectives triggering the development of new strategic and improvement of the existing policies respectively. According to Salunke (2022), HR metrics enable the HR department in an organization to use the available data, visualize it and gain insights for future development ensuring that the strategies that are developed are specific, measurable and actionable positing a timely development and hence are based on realistic forecasts and trend analysis (Gupta & Baksi, 2022). For instance, calculating average hiring ratio enables the business to compare its recruitment efficacy with that of other organizations and generic market trends. Likewise, the offer acceptance ratio and referral programs also cover two critical aspects of HR indicating the competitive attractiveness of company in the market and the motivation level of existing employees to refer new candidates for fast-tracked 
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