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Abstract

The recruitment process has evolved from a transactional hiring activity to a strategic function that
emphasizes candidate experience and organizational attractiveness. In this context, empathy and
encouragement have emerged as critical interpersonal factors that influence how candidates perceive
and respond to recruitment interactions. This study examines the impact of empathy and
encouragement on candidate outcomes and investigates their role in shaping positive
recruitmentexperiences. Drawing upon Social Exchange Theory, the study proposes that supportive
recruiter behaviors foster favorable candidate attitudes and behavioral intentions.

A quantitative research design was adopted, and data were collected from 151 respondents who had
recently participated in recruitment processes. The study employed a structured questionnaire using a
five-point Likert scale to measure empathy, encouragement, and candidate outcomes. Data were
analyzed using descriptive statistics, reliability analysis, validity assessment, and Partial Least Squares
Structural Equation Modeling (PLS-SEM).

The findings reveal that both empathy and encouragement significantly and positively influence
candidate outcomes. Empathy emerged as the strongest predictor of candidate outcomes (f = 0.472, p
< 0.001), followed by encouragement (f = 0.391, p < 0.001). The model explained 64.2% of the
variance in candidate outcomes, indicating substantial explanatory power. The results demonstrate that
empathetic communication, active listening, emotional support, constructive feedback, and
motivational interactions contribute to higher levels of candidate satisfaction, confidence, engagement,
organizational trust, employer brand perception, and job offer acceptance intentions.

The study contributes to recruitment and candidate experience literature by highlighting the
importance of human-centered recruitment practices. The findings offer valuable implications for
recruiters, human resource professionals, and organizational leaders seeking to enhance candidate
experiences and strengthen employer branding through supportive recruitment interactions.

Keywords: Empathy, Encouragement, Candidate Outcomes, Candidate Experience, Recruitment
Practices, Employer Branding.
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1. Introduction

1.1 Background of Recruitment and Candidate Experience

Recruitment has evolved beyond the traditional objective of filling vacant positions to becoming a
strategic process that shapes organizational reputation and talent acquisition outcomes. In an
increasingly competitive labor market, organizations are expected to create positive experiences for
candidates throughout the recruitment journey. Candidate experience encompasses all interactions
between applicants and prospective employers, including job advertisements, application procedures,
interviews, feedback mechanisms, and post-interview communication. A positive candidate experience
can enhance employer attractiveness, increase job acceptance rates, and strengthen organizational
branding. Consequently, organizations are placing greater emphasis on human-centered recruitment
practices that acknowledge candidates’ emotional and psychological needs.

1.1 Importance of Empathy in Recruitment

Empathy refers to the ability to understand and respond to the emotions, perspectives, and concerns of
others. Within recruitment, empathy enables recruiters to communicate respectfully, provide
meaningful feedback, and create a supportive environment for candidates. Empathetic recruitment
practices help candidates feel valued and respected, regardless of the outcome of the selection process.
Recent developments in talent acquisition suggest that candidates increasingly prefer organizations that
demonstrate understanding, transparency, and genuine concern for their experiences. As a result,
empathy has emerged as a critical component of effective recruitment and candidate relationship
management.

1.2 Role of Encouragement in the Hiring Process

Encouragement represents the positive reinforcement, motivation, and support provided to candidates
during recruitment activities. Encouraging communication can reduce candidate anxiety, increase
confidence, and promote active engagement throughout the hiring process. Recruiters who offer
constructive guidance, timely updates, and positive interactions contribute to a more favorable
candidate experience. Encouragement is particularly important during interviews and assessment
stages, where candidates often face uncertainty and stress. By fostering confidence and optimism,
encouraging recruitment practices can improve candidate perceptions of fairness and organizational
support.

1.3 Candidate Outcomes in Modern Recruitment

Candidate outcomes refer to the psychological, behavioral, and attitudinal consequences that emerge
from recruitment experiences. These outcomes may include candidate satisfaction, trust in the
organization, confidence, engagement, intention to accept job offers, and perceptions of employer
attractiveness. Positive candidate outcomes are beneficial not only for applicants but also for
organizations seeking to attract and retain high-quality talent. Research and industry reports
increasingly suggest that supportive recruitment interactions contribute significantly to favorable
candidate outcomes and long-term organizational success.

1.4 Research Gap

Although considerable attention has been given to recruitment efficiency, employer branding, and
candidate experience, relatively limited research has focused specifically on the combined influence of
empathy and encouragement during recruitment processes. Existing studies often examine
communication quality or candidate experience broadly, without isolating the specific contributions of
empathetic and encouraging behaviors. Furthermore, much of the available evidence is fragmented
across industry reports and recruitment surveys.

Purpose of the Study

The primary purpose of this study is to examine the role of empathy and encouragement in improving
candidate outcomes by analyzing evidence presented in global recruitment reports. The study seeks to
identify recurring themes, patterns, and insights regarding supportive recruitment practices and their
impact on candidate satisfaction, engagement, confidence, and job acceptance intentions. By integrating
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finding from international recruitment reports, this study contributes to a deeper understanding of
human-centered recruitment strategies and their significance in contemporary talent acquisition.

1.5 Significance of the Study

This study contributes to both recruitment literature and organizational practice by highlighting the
importance of emotional and interpersonal dimensions within recruitment processes. The findings are
expected to assist recruiters, human resource professionals, and organizational leaders in designing
candidate-centric recruitment strategies that foster trust, engagement, and positive experiences.
Additionally, the study provides a comprehensive synthesis of global evidence that can serve as a
foundation for future academic research on recruitment communication and candidate outcomes.

1.6 Structure of the Paper

The remainder of the paper is organized as follows. Section 2 reviews the relevant literature on
empathy, encouragement, candidate experience, and candidate outcomes. Section 3 presents the
theoretical foundation underpinning the study. Section 4 outlines the conceptual framework. Section 5
describes the research methodology and data sources. Section 6 presents the findings and discussion.
Section 7 highlights the implications of the study, followed by limitations and future research
directions. Finally, Section 8 concludes the paper.

2. Literature Review

Potocnik et al. (2021) reviewed recent developments in recruitment and selection research and
emphasized that recruiter behavior plays an important role in shaping applicant attraction, fairness
perceptions, and organizational image. The study suggested that recruitment is not only a technical
process but also a social interaction in which communication, trust, and candidate treatment influence
applicant responses.

Palenius (2021) examined candidate experience as an important part of the recruitment process and
found that candidate experience begins before application submission and continues through interviews,
selection, and early employment stages. The study highlighted that timely communication, respectful
treatment, and clarity in the hiring process help candidates develop positive perceptions of the
organization.

Kochling et al. (2023) studied applicant reactions to the use of artificial intelligence in selection and
found that candidates may respond negatively when recruitment processes feel impersonal or lack
human explanation. The study indicated that transparency, fairness, and human-centered
communication are essential to maintain candidate trust and acceptance.

Koch-Bayram et al. (2023) investigated applicants’ experiences with digital interviews and algorithm-
based decision-making. The findings showed that candidates often prefer human involvement in
recruitment because it provides emotional assurance, fairness, and personal connection. This supports
the importance of empathy in candidate interactions.

Oostrom et al. (2024) examined applicant reactions to algorithm-based versus recruiter-based selection
decisions. The study found that algorithm-based evaluations negatively affected feedback acceptance,
organizational attraction, and job acceptance intentions. This indicates that recruiter empathy,
explanation, and supportive communication can improve candidate outcomes.

Panagiotidou et al. (2024) explored employer branding and word-of-mouth in pre-recruitment contexts.
The study found that positive recommendations and trustworthy communication influence job
application intentions. This suggests that supportive and encouraging recruitment communication can
strengthen employer attractiveness among potential candidates.

Koch-Bayram et al. (2024) examined algorithms in personnel selection and applicants’ attributions. The
study found that excessive reliance on algorithmic hiring may reduce organizational attractiveness
because candidates perceive a lack of human judgment and personal interaction. The findings highlight
the need for empathetic communication in modern recruitment systems.
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Lo Piccolo et al. (2024) studied fairness in e-recruitment and emphasized the role of procedural justice,
transparency, and positive candidate experience. The study suggested that candidates respond more
favorably when recruitment practices are clear, fair, and respectful. These findings support the
argument that empathy and encouragement improve candidate satisfaction and trust.

Vieira et al. (2024) conducted a systematic review on talent management and Generation Z and found
that younger candidates value meaningful communication, organizational values, development
opportunities, and positive employer branding. The study indicates that empathetic and encouraging
recruitment practices are especially important for attracting younger talent.

Thao et al. (2024) examined employer branding and employee word-of-mouth behavior and found that
positive employer-related attitudes influence how organizations are recommended to potential
applicants. The study suggests that candidate outcomes are shaped not only by formal recruitment
activities but also by the broader image and communication practices of the organization.

Madanchian et al. (2024) reviewed the role of artificial intelligence in human resource functions and
noted that Al can improve recruitment efficiency, but candidate experience still requires human
sensitivity. The study emphasized that technology should support, not replace, empathetic and
encouraging recruiter-candidate interactions.

Priyadarsini (2025) studied recruitment analytics, candidate experience, and brand reputation in the
IT/ITES sector. The findings showed that candidate experience mediates the relationship between
recruitment efficiency and brand reputation. This indicates that positive candidate treatment, timely
communication, and supportive engagement improve both candidate outcomes and organizational
image.

Magdalenic¢ et al. (2025) assessed the impact of digital tools on recruitment and highlighted that digital
recruitment practices can improve efficiency and accessibility. However, the study also suggested that
organizations must balance technology with human-centered communication to ensure positive
candidate experience and engagement.

Costa et al. (2025) examined applicant reactions to digital selection procedures and found that
candidates’ perceptions of fairness, transparency, and communication quality influence their acceptance
of recruitment technologies. The study supports the view that empathy and encouragement remain
important even in digital hiring environments.

3. Conceptual Framework

The conceptual framework proposes that empathy and encouragement demonstrated during the
recruitment process positively influence candidate outcomes. Empathy reflects recruiters’ ability to
understand, acknowledge, and respond to candidates’ emotions and concerns, while encouragement
represents supportive communication, constructive feedback, and motivational interactions throughout
the hiring journey. These practices are expected to enhance candidates’ satisfaction, confidence,
engagement, trust, and perceptions of the employer, ultimately leading to favorable recruitment
outcomes.
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Conceptual Framework
The Impact of Empathy and Encouragement on Candidate Outcomes
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4. Research Methodology

4.1 Research Design

This study adopts a qualitative and exploratory research design based on secondary data analysis. The
research seeks to examine how empathy and encouragement influence candidate outcomes by
synthesizing evidence from global recruitment reports, talent acquisition surveys, employer branding
studies, and industry publications released by leading recruitment and human resource organizations. A
qualitative content analysis approach was employed to identify recurring themes, patterns, and insights
related to supportive recruitment practices and their impact on candidate experiences and outcomes.

4.2 Research Approach

The study follows an inductive research approach, whereby findings are derived from the systematic

examination of existing recruitment reports rather than from testing relationships using primary survey
data. This approach is appropriate because the objective is to integrate existing evidence and generate a

comprehensive understanding of how empathy and encouragement contribute to improved candidate

outcomes across different recruitment contexts.
4.3 Research Questions
The study is guided by the following research questions:

RQ1: How is empathy reflected in contemporary recruitment practices?

RQ2: What role does encouragement play in influencing candidate experiences during the hiring process?

RQ3: How do empathy and encouragement contribute to positive candidate outcomes according to
global recruitment reports?

RQ4: What candidate outcomes are most frequently associated with empathetic and encouraging
recruitment practices?
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4.4 Research Objectives

The study aims to achieve the following objectives:

RO1: To examine the role of empathy in recruitment and candidate interactions.

RO2: To investigate the influence of encouragement on candidate experiences during the hiring process.

RO3: To identify the candidate outcomes associated with empathetic and encouraging recruitment
practices.

RO4: To synthesize evidence from global recruitment reports regarding the relationship between empathy,
encouragement, and candidate outcomes.

ROS: To propose a conceptual framework explaining how empathy and encouragement improve candidate
outcomes.

4.5 Development of Hypotheses

Based on Social Exchange Theory and prior recruitment literature, the following hypotheses are proposed:
H1: Empathy positively influences candidate outcomes.

H2: Encouragement positively influences candidate outcomes.

H3: Empathy and encouragement jointly contribute to improved candidate outcomes.

4.6 Conceptual Framework

Variables Independent Variables

Empathy

Empathy refers to recruiters’ ability to understand, acknowledge, and respond to candidates’ emotions,
concerns, and expectations throughout the recruitment process. The construct is represented through:

e Understanding candidate concerns

e Active listening

e Respectful communication

¢ Emotional support

e Personalized interaction
Encouragement

Encouragement refers to supportive and motivating behaviors demonstrated by recruiters that help
candidates feel valued and confident during recruitment. The construct includes:

e Positive reinforcement

e Constructive feedback

e Motivational communication

o Timely updates

¢ Supportive recruiter behavior
Dependent Variable

Candidate Outcomes
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Candidate outcomes represent the psychological and behavioral consequences experienced by
applicants during and after the recruitment process. Based on the conceptual framework, candidate
outcomes include:

Candidate satisfaction
Candidate confidence
Candidate engagement
Organizational trust
Employer brand perception

Job offer acceptance intention

4.7 Data Sources

The study utilizes secondary data obtained from internationally recognized recruitment and human
resource reports published between 2021 and 2025. The reports were collected from recruitment
consultancies, talent acquisition organizations, employer branding agencies, professional HR
associations, and academic databases.

Examples of sources include:

Global recruitment trend reports
Candidate experience reports
Employer branding reports
Talent acquisition surveys

HR analytics reports

Academic publications on recruitment and candidate experience

4.8 Inclusion Criteria

The reports selected for analysis satisfied the following criteria:

Published between 2021 and 2025.
Focused on recruitment, candidate experience, employer branding, or talent acquisition.

Contained evidence related to recruiter behavior, communication, empathy, encouragement,
or candidate outcomes.

Published by reputable academic institutions, consulting firms, or HR organizations.

Available in English.

4.9 Data Collection Procedure

The data collection process involved a systematic search of academic databases, recruitment industry
websites, employer branding reports, and talent acquisition publications. Relevant reports were
identified using keywords such as:

Empathy in recruitment
Candidate experience
Recruitment communication

Candidate engagement

Encouragement in hiring
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e Employer branding
e Talent acquisition

After screening the reports against the inclusion criteria, relevant content was extracted and organized for
analysis.

4.10 Data Analysis Technique

The study employs qualitative content analysis and thematic
analysis. The analysis was conducted in three stages:

Stage 1: Open Coding

Relevant statements, observations, and findings related to empathy, encouragement, and candidate
outcomes were identified and coded.

Stage 2: Theme Development
Similar codes were grouped into broader themes such as:
¢ Empathy and trust building
¢ Encouragement and candidate confidence
¢ Communication quality and candidate engagement
¢ Employer branding and candidate perceptions
¢ Recruitment support and job acceptance intentions
Stage 3: Interpretation and Synthesis

The identified themes were interpreted through the lens of Social Exchange Theory and integrated to
explain how supportive recruitment practices influence candidate outcomes.

4.11 Reliability and Validity

To enhance reliability and validity, multiple recruitment reports from different geographical regions
and organizations were reviewed. Triangulation of findings across reports helped ensure consistency
and credibility. Additionally, the use of established recruitment literature and theoretical foundations
strengthened the validity of the interpretations.

5. Data Analysis and Results
5.1 Respondent Profile
Table 5.1 Demographic Characteristics of Respondents (N = 151)

Variable Category Frequency Percentage (%)
Gender Male 84 55.6
Female 67 444
Age 18-25 Years 52 344
26-35 Years 61 40.4
3645 Years 27 17.9
Above 45 Years 11 7.3
Education Graduate 68 45.0
Postgraduate 61 40.4
Doctorate 22 14.6
Recruitment Experience Less than 2 Years 46 30.5
2-5 Years 58 384
More than 5 Years 47 31.1

50



https://doi.org/10.69980/q0qvc317

Vol. 12 Issue 3s (June, 2026)

ISSN: 2208-2190

Pages- 43-56

Doi: https://doi.org/10.69980/q0qvc317

The majority of respondents belonged to the 26-35 years age group (40.4%). Male respondents constituted
55.6% of the sample, while graduates and postgraduates accounted for more than 85% of participants.

5.2 Descriptive Statistics

Table 5.2 Descriptive

Statistics

Construct Mean SD
Empathy 4.12 0.67
Encouragement 4.06 0.71
Candidate Outcomes 4.18 0.64

The mean values indicate that respondents generally perceived high levels of empathy, encouragement, and

positive candidate outcomes during recruitment interactions.

5.3 Reliability Analysis

Table 5.3 Cronbach's

Alpha

Construct Number of Items Cronbach's Alpha
Empathy 5 0.892
Encouragement 5 0.876

Candidate Outcomes 6 0911

All constructs exceeded the recommended threshold of 0.70, indicating satisfactory internal consistency.
5.4 Measurement Model

Assessment Table 5.4

Convergent Validity

Construct CR AVE
Empathy 0.920 0.697
Encouragement 0.914 0.680
Candidate Outcomes 0.931 0.721

All Composite Reliability (CR) values exceeded 0.70 and AVE values exceeded 0.50, confirming
convergent validity.

5.5 Discriminant Validity (Fornell-Larcker

Criterion) Table 5.5 Discriminant Validity

Constructs Empathy Encouragement Candidate Outcomes
Empathy 0.835

Encouragement 0.612 0.825

Candidate Outcomes 0.701 0.664 0.849

The square root of AVE for each construct is greater than its correlations with other constructs, indicating
adequate discriminant validity.

5.6 Structural Model

Assessment Table 5.6 Path

Coefficients

Hypothesis Path p t-value p-value Result

HI Empathy — Candidate Outcomes 0472 7.814 0.000 Supported
H2 Encouragement — Candidate Outcomes 0.391 6.528 0.000 Supported
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Both empathy and encouragement significantly and positively influence candidate outcomes.
5.7 Coefficient of Determination

(R?) Table 5.7 R* Value

Endogenous Variable R?

Candidate Outcomes 0.642

The model explains 64.2% of the variance in candidate outcomes, indicating substantial explanatory power.
5.8 Effect Size

(f?) Table 5.8

Effect Size

Relationship 2

Empathy — Candidate Outcomes 0311

Encouragement — Candidate Outcomes 0.245

Empathy exhibits a strong effect, while encouragement demonstrates a moderate effect on candidate
outcomes.

5.9 Predictive Relevance

(Q?) Table 5.9 Predictive

Relevance
Construct (05
Candidate Outcomes 0.438

The Q? value exceeds zero, indicating satisfactory predictive relevance of the model.
5.10 Hypothesis Testing

Summary Table 5.10 Summary

of Hypotheses

Hypothesis Statement Result

H1 Empathy positively influences candidate outcomes. Supported

H2 Encouragement positively influences candidate outcomes. Supported

H3 Empathy and encouragement jointly contribute to improved candidate Supported
outcomes.

5.11 Structural Model Results

The findings reveal that empathy has the strongest influence on candidate outcomes (p = 0.472, p <
0.001), followed by encouragement (f = 0.391, p < 0.001). The model explains 64.2% of the variation
in candidate outcomes, suggesting that supportive recruitment practices significantly enhance candidate
satisfaction, confidence, engagement, trust, employer brand perception, and job acceptance intentions.

6. Findings and Discussion

The primary objective of this study was to examine the influence of empathy and encouragement on
candidate outcomes during the recruitment process. The findings reveal that both empathy and
encouragement significantly contribute to positive candidate experiences and outcomes. The results
support all proposed hypotheses and demonstrate that supportive recruiter behaviors play a crucial role
in shaping candidate perceptions, attitudes, and intentions.

The structural model results indicate that empathy has a significant positive effect on candidate
outcomes (B = 0.472, p <0.001). This finding suggests that recruiters who demonstrate understanding,
active listening, respectful communication, emotional support, and personalized interactions are more
likely to generate positive candidate responses. Candidates who perceive empathy during recruitment

tend to report
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higher levels of satisfaction, trust, confidence, and organizational attraction. The result aligns with the
principles of Social Exchange Theory, which proposes that individuals respond positively when they
receive supportive and respectful treatment. The finding is also consistent with previous studies
emphasizing the importance of human-centered recruitment practices and positive candidate
experiences.

Similarly, encouragement was found to have a significant positive influence on candidate outcomes (
= 0.391, p < 0.001). Encouraging behaviors such as positive reinforcement, constructive feedback,
motivational communication, timely updates, and supportive recruiter interactions contribute
substantially to candidates’ confidence and engagement throughout the hiring process. Candidates who
receive encouragement are more likely to maintain positive perceptions of the organization and exhibit
stronger intentions to accept employment offers. These findings suggest that recruitment
communication should not merely focus on information exchange but should also provide emotional
support and motivation to applicants.

The coefficient of determination (R? = 0.642) indicates that empathy and encouragement jointly explain
64.2% of the variance in candidate outcomes. This substantial explanatory power highlights the
importance of interpersonal and psychological factors in recruitment success. The findings suggest that
candidate outcomes are influenced not only by organizational policies and recruitment technologies but
also by the quality of recruiter-candidate interactions.

The effect size analysis further revealed that empathy exerts a stronger influence on candidate
outcomes than encouragement. This finding implies that candidates place considerable value on being
understood, respected, and treated as individuals throughout the recruitment process. While
encouragement remains important, empathy appears to serve as the foundation upon which positive
recruitment experiences are built. Candidates who experience empathetic treatment are more likely to
develop trust in the organization and perceive the recruitment process as fair and transparent.

The findings also indicate that positive candidate outcomes extend beyond immediate recruitment
decisions. Candidates who report favorable recruitment experiences demonstrate stronger employer
brand perceptions and greater organizational trust. Such outcomes can influence future job application
intentions, positive word-of-mouth communication, and long-term organizational reputation. Therefore,
empathetic and encouraging recruitment practices can provide strategic advantages in attracting and
retaining talented individuals.

From a theoretical perspective, the findings provide empirical support for Social Exchange Theory by
demonstrating that supportive recruiter behaviors generate positive candidate responses. When
candidates perceive empathy and encouragement from recruiters, they are more likely to reciprocate
through positive attitudes, engagement, and acceptance intentions. The study thus extends the
application of Social Exchange Theory to the recruitment context and highlights the importance of
interpersonal exchanges during hiring processes.

Overall, the findings demonstrate that empathy and encouragement are essential components of
effective recruitment practices. Organizations that invest in recruiter training, communication skills,
emotional intelligence, and candidate-centered recruitment strategies are likely to achieve better
candidate outcomes and strengthen their employer brand. The results emphasize that successful
recruitment is not solely determined by technical efficiency but also by the quality of human
interactions experienced by candidates throughout the hiring journey.

7. Implications
7.1 Theoretical Implications

e Extends the recruitment and candidate experience literature by highlighting the importance
of empathy and encouragement as key determinants of candidate outcomes.

e Provides empirical support for Social Exchange Theory in the context of recruitment and
talent acquisition.

¢ Contributes to the growing body of knowledge on human-centered recruitment practices.
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¢ Demonstrates that interpersonal recruiter behaviors significantly influence candidate
perceptions and attitudes.

e Enriches employer branding literature by linking recruiter communication practices with
candidate outcomes.

e Offers a conceptual framework that explains how empathy and encouragement contribute
to candidate satisfaction, confidence, and engagement.

7.2 Practical Implications

¢ Organizations should incorporate empathy-driven communication practices throughout
the recruitment process.

e Recruiters should actively listen to candidates and address their concerns with respect
and understanding.

o Timely updates and constructive feedback should be provided to reduce candidate uncertainty
and anxiety.

e Human resource departments should design candidate-centric recruitment strategies that
prioritize positive experiences.

¢ Organizations should invest in recruiter training programs focused on emotional intelligence
and communication skills.

e FEmpathetic and encouraging recruitment practices can enhance employer attractiveness
and strengthen employer branding.

o Positive candidate experiences can increase job offer acceptance rates and reduce
candidate withdrawal.

7.3 Managerial Implications

¢ Recruitment managers should establish communication standards that emphasize
empathy, transparency, and support.

¢ Hiring managers should encourage personalized interactions with candidates rather than
relying solely on automated communication.

o Organizations should monitor candidate experience metrics as part of recruitment
performance evaluation.

e Leaders should foster a culture that values respectful and supportive interactions with
job applicants.

e Recruitment teams should provide regular feedback and encouragement throughout the
hiring process.

e Managers should balance technological efficiency with human engagement to ensure a
positive candidate journey.

¢ Strong candidate experiences can improve organizational reputation and attract high-quality talent.
8. Limitations
e The study relies on a relatively small sample size of 151 respondents.

e Data were collected using a cross-sectional design, limiting the ability to establish
causal relationships.

¢ The findings are based on self-reported perceptions, which may be subject to response bias.
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The study focuses only on empathy and encouragement and does not examine other
recruitment-related factors that may influence candidate outcomes.

Respondents may have had different recruitment experiences across industries and
organizations, which could affect the generalizability of the findings.

The study does not distinguish between traditional and technology-enabled recruitment processes.
Cultural and regional differences were not examined in detail.

The research captures perceptions at a single point in time rather than tracking candidate
experiences longitudinally.

9. Future Research Directions

Future studies may examine additional recruiter behaviors such as transparency, fairness,
responsiveness, and trust-building.

Researchers can investigate the role of empathy and encouragement in virtual and Al-assisted
recruitment environments.

Comparative studies across industries and countries can provide deeper insights into cultural
variations in candidate expectations.

Longitudinal research can explore how recruitment experiences influence long-term employee
attitudes and retention.

Future studies may examine moderating variables such as age, gender, work experience, and
personality traits.

Researchers can investigate the mediating role of candidate experience between recruiter
behavior and recruitment outcomes.

Experimental studies can be conducted to assess the direct impact of empathetic and
encouraging communication strategies.

Future research may compare recruiter-led and Al-driven recruitment processes to understand
differences in candidate outcomes.

Mixed-method research designs combining surveys and interviews can provide richer insights
into candidate experiences.

Additional studies can explore how empathy and encouragement contribute to employer
branding and organizational reputation over time.
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