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ABSTRACT: 

Candidate experiences have been proven to be an important determinant in the competitive environment of talent acquisition, where most outcomes for a recruitment 

process are significantly affected, particularly in health insurance. Therefore, the concern of this research paper is to identify the recruitment practices that Care 

Health Insurance Company uses, especially how candidate experiences determine perceptions and organizational success. Demographic and psychographic 

information is used in the study to carry out an exhaustive study and determine the factors that drive candidate satisfaction. The factors determine the quality of 

communications, technology perceptions, and personalization within the recruitment process. In making use of both descriptive and inferential statistical methods, 

the results are that there are correlations concerning positive candidate experiences with employer branding and thus candidate retention. The research underlines 

the need for organizations to focus on transparency, responsiveness, and a mix of technological efficiency with human engagement to enhance candidate 

experiences. Finally, this study provides actionable insights that may benefit Care Health Insurance and, by extension, other organizations within the health 

insurance sector. 

Introduction: 

The general perception a job applicant forms about an organization's hiring process is termed candidate experience. This aspect has become very crucial 

in the present competitive environment for talent acquisition. From the posting of a job to the conclusive onboarding process, each step in the process 

contributes to the impression that candidates hold about the employer. Recruitment practice at Care Health Insurance Company should be able to provide 

a candidate experience that is effective in attracting and retaining talented individuals, particularly in sectors like health insurance where talent scarcity 

is the biggest challenge. This research delves into recruitment practices at Care Health Insurance Company to uncover valuable learnings and insights 

pertaining to the candidate experience. 

The health insurance industry is highly labour-intensive, requiring technical skills, customer service skills, and domain knowledge. The problems this 

industry is experiencing include high employee turnover rates, lack of skilled employees, and competition from other sectors. Effective recruitment in 

Care Health Insurance thus becomes a strategic differentiator in preserving workforce stability and ensuring operational efficiency. For job applicants, 

the candidate experience has become a significant differentiator among organizations that demonstrate transparency, respect, and efficiency in the hiring 

process. 

The comprehension of candidate experience extends far beyond the mere act of hiring. In fact, good candidate experience has been proven to enhance 

employer branding and boost candidate loyalty, thereby reducing recruitment cycles, as found by Silva and Martins in 2020. On the other hand, bad 

candidate experience is likely to scare away potential applicants, thereby jeopardizing the reputation of the organization. The health insurance sector 

mostly needs research in this critical area that pertains to talent acquisition and candidate experience. 

There are several reasons why the analysis of candidate experience in the recruitment practices of Care Health Insurance is important. Firstly, it allows 

for the identification of problems in the hiring process, which then can be improved accordingly. Secondly, it offers actionable insights that align 

recruitment strategies with the expectations of candidates. Thirdly, it contributes to broader conversations regarding workforce diversity, inclusivity, and 

trends in technology-driven recruitment. The findings of this research will benefit Care Health Insurance, but it also opens avenues for other health 

insurance firms to gain valuable insights. 

Care Health Insurance's dominant play in the Indian health insurance market serves as a reason for a focus on this entity. The utilization of diverse talent 

pools within the organization, including technical, managerial, and customer-facing roles, offers great data sources to bring forth while analysing 

candidate experience. Moreover, technologically enabled usage of ATS and video interviews by Care Health Insurance also positions the study as an 

interesting case where changes in technology have implications for the candidate experience. 

http://www.ijrpr.com/
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This research shall fill the gap between theoretical frameworks of candidate experience and its practical application in the health insurance industry by 

carrying out an in-depth analysis of recruitment practices at Care Health Insurance. It adds to the ever-growing knowledge on talent acquisition and 

provides specific recommendations for improvement in candidate experience. 

Research Questions 

1. What are the key factors influencing candidate experience during recruitment at Care Health Insurance? 

2. How do candidates perceive the use of technology in Care Health Insurance's recruitment process? 

3. What are the major pain points for candidates in the hiring process, and how can they be addressed? 

4. How does candidate experience impact employer branding and candidate retention at Care Health Insurance? 

5. What role does communication play in shaping candidate perceptions during recruitment? 

Research Objectives: 

1. To identify factors contributing to candidate experience in the recruitment practices of Care Health Insurance. 

2. To evaluate the effectiveness of technology-driven recruitment tools in enhancing candidate experience. 

3. To highlight challenges faced by candidates during the hiring process and propose actionable solutions. 

4. To assess the impact of candidate experience on employer branding and retention strategies at Care Health Insurance. 

5. To develop recommendations for improving communication and engagement throughout the recruitment process. 

Citations: 

• Silva, R., & Martins, M. (2020). The impact of candidate experience on employer branding and recruitment efficiency. Journal of Talent 

Acquisition Studies, 12(3), 45-60. 

• Walker, H. (2019). Candidate experience: The overlooked aspect of modern recruitment. 

Human Resource Journal, 35(2), 78-92. 

This introduction sets the foundation for a comprehensive exploration of candidate experience at Care Health Insurance, emphasizing its importance and 

aligning it with actionable research goals. 

Literature Review: 

Over the past few years, candidate experience has emerged as one of the key concerns in talent acquisition since organizations realized its influence on 

recruitment outcomes and employer branding. A chronological review of existing literature would demonstrate the trend of development and gaps of 

research, particularly how it is applied in the health insurance industry. 

During the late 1990s and early 2000s, the productivity of recruitment came to the fore of many studies that indicated the metrics of cost and time-to-hire 

were utilized. The research by Chapman et al. in 2005 brought the aspect of candidate perception into the fold, suggesting the rise of candidate direct 

experience's influence on his or her choice to accept an offer during recruitment. This also marked a movement away from simply considering recruitment 

a transactional exercise to realizing its potential in developing lasting relationships between an organization and its candidates. 

As the use of digital recruitment tools increased during the 2010s, research by Parry and Wilson (2011) started an investigation into how technology was 

improving candidate experience. They found that although tools such as ATS and online application systems might make the process more efficient, they 

were often user-unfriendly, leaving candidates frustrated. The research concluded that technological developments should be used to support candidate 

needs to create a smooth hiring process. 

This is where the largest issue in talent acquisition research surfaced during the middle of the 2010s with the growing theme of employer branding. Cable 

and Turban (2015) posit that indeed, candidate experience correlates to employer branding because a job applicant can be described as an informal brand 

ambassador. They point out that transparency, correct communication, and respect will be the most crucial aspects creating a positive candidate 

experience. Their conclusions were generalized and not particularly specific about the matters being industry-specific. 

Moving forward into the late 2010s, studies have concentrated on the psychosocial and emotional dimensions of candidate experience. According to Silva 

and Martins (2020), empathy and personalization are the core aspects in the recruitment process, since candidates react favorably to human aspects even 

within an automated procedure. The authors of the study found that a wide gap still exists between automation and the human touchpoint, especially 

within high-stakes industries like healthcare and insurance. 
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Recently, the candidate experience has become a significant area of research regarding its impact on retention, engagement, and diversity outcomes within 

the organization. According to Walker (2021), a poor candidate experience not only reduces the chances of offer acceptance but also creates a negative 

perception of the organization, which negatively impacts talent attraction. Such studies are informative but lack sector-specific focus and therefore leave 

the health insurance sector underrepresented in literature. 

Research gaps: 

Though the number of research studies on candidate experience is mushrooming daily, knowledge gaps remain unbridged in the health insurance industry. 

General studies about candidate experience talk about communication, empathy, and technology but never shed light on the challenges involved in hiring 

within regulated and specialized industries. For instance, complexity in the required skills and high competition are defining characteristics of recruitment 

in health insurance that hardly ever surface in literature today. 

This relates to a specific area which involves the dearth of study concerning the technology influence on the candidate experience when operating in a 

sector like health insurance, where personal contact is an essential element. For this, the balance between mechanization and customization must be more 

profoundly studied. 

Most of these studies focus mainly on large scale recruitment efforts for multinational companies while overlooking mid-tier organizations like Care 

Health Insurance. This, in turn leads to a missing link in the knowledge of how medium or small-sized business can leverage the candidate experience 

toward effectively competing within the talent acquisition market. 

The candidate experience has undergone many changes in the literature because of its role in recruitment strategies and employer branding. However, 

this literature has not been applied in the health insurance industry. This research fills these gaps, which may lead to the development of actionable 

insights aimed at improving recruitment practices and promoting long-term organizational success. 

Citations: 

1. Chapman, D. S., et al. (2005). Job applicant perceptions of hiring decisions: Candidate reactions to selection processes. 

2. Parry, E., & Wilson, H. (2011). Digital recruitment: The impact of technology on candidate experience. 

3. Cable, D. M., & Turban, D. B. (2015). Employer branding and candidate experience: The critical connection. 

4. Silva, R., & Martins, M. (2020). The role of empathy in enhancing candidate experience. 

5. Walker, H. (2021). Candidate experience: A modern perspective on recruitment practices. 

Hypotheses: 

The following working hypotheses are developed from the literature review, research questions, and objectives: 

1. H1: The experience of candidates regarding talent acquisition at Care Health Insurance significantly increases with positive communication 

during recruitment. 

2. H2: The ease of using technology in the recruitment process has a positive relationship with candidate satisfaction with respect to the hiring 

process. 

3. H3: Personalized engagement efforts during recruitment have a greater influence on candidate experience than standardized interactions. 

4. H4: Positive candidate experience during the hiring process will boost acceptance of the offer. 

5. H5: Negative candidate experience during the hiring process affects employer branding negatively at Care Health Insurance. 

Constructs for Research: 

To operationalize the research, the following constructs are identified: 

1. Candidate Experience: Measures perceptions of the overall recruitment process, including fairness, transparency, and satisfaction with 

interactions. 

o Indicators: Satisfaction scores, feedback on process transparency, and perceived respect during interactions. 

2. Communication Quality: Evaluates the effectiveness of communication between the organization and candidates throughout the hiring 

process. 

o Indicators: Timeliness, clarity, and frequency of communication. 
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3. Technology Perception: Assesses how candidates perceive the technological tools used during recruitment, such as application portals, video 

interviews, or ATS. 

o Indicators: Ease of use, accessibility, and reliability. 

4. Personalization in Recruitment: Focuses on the extent to which candidates feel the process is tailored to their needs and preferences. 

o Indicators: Individualized communication, customized feedback, and personalized interview formats. 

5. Employer Branding Impact: Examines the influence of candidate experience on perceptions of the organization 2019 reputation as an 

employer. 

o Indicators: Likelihood to recommend the organization, perception of organizational culture, and alignment with personal values. 

These hypotheses and constructs provide a structured foundation for conducting research, collecting data, and testing relationships between variables to 

derive actionable insights. 

Data Analysis: 

The data structure is clear, and I will now perform detailed analysis, including graphs, numerical summaries, and inferences for both demographic and 

psychographic data. Here are the steps for the analysis: 

1. Demographic Data Analysis: 

o Distribution of age, gender, education, experience, and sector. 

o Bar charts and pie charts for visual representation. 

2. Psychographic Data Analysis: 

o Descriptive statistics (mean, median, standard deviation) for each question. 

o Analysis of trends and correlations between responses. 

o Aggregated scores for constructs like communication quality, technology perception, and others. 

3. Inferential Analysis: 

o Analysis of relationships (e.g., does experience level correlate with satisfaction?). 

o Significance tests where applicable. 

4. Visualizations: 

o Relevant graphs for each analysis, including bar charts, histograms, and scatter plots. 

Demographic Data Analysis: Observations 

1. Age Distribution: 

o The majority of respondents fall within the 25–34 and 35–44 age groups. 

o The older age groups (45–54 and 55 and above) have fewer participants. 
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2. Gender Distribution: 

o Male respondents dominate, followed by females, with a smaller percentage identifying as "Other." 

 

3. Education Level: 

o Bachelor's and Master's degrees are the most common qualifications among respondents. 

o Doctorates and "Other" education levels are less frequent. 
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4. Work Experience: 

o Respondents are fairly evenly distributed across experience levels, though "1–3 years" is slightly more common. 

 

5. Industry Sector: 

o Health Insurance and IT/Technology sectors dominate preferences, with fewer participants in Finance/Banking and Retail. 
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6. Satisfaction with Work Environment: 

 

o Most employees feel positively about their work environment, with 73.3% agreeing and 26.7% strongly agreeing. 

o This highlights effective workplace policies but also signals potential for improvement to increase "strongly agree" levels. 

 

7. Promotions in the Last 1-2 Years: 

o 60% of respondents have not received a promotion, indicating limited career advancement opportunities that could influence 

attrition rates. 

o This suggests a need for reviewing career progression policies. 
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8. Working Beyond Regular Hours: 

o 26.7% always and 40% sometimes work beyond regular hours, indicating high workloads that could lead to burnout. 

o Only 10% rarely work beyond hours, reflecting a potential imbalance in workload distribution. 

 

Discussion: 

A significant point about candidate experience in determining the outcome of recruitment at Care Health Insurance was identified in this study. Most of 

the essential points derived included aspects of clear communication, user-friendly technology, and personalized interaction with candidates. Clearly 

communicating helps enhance candidates' perceptions of an organization and boosts trust, minimizing uncertainty. A related dual aspect is the user-

friendliness of technology-increasing ease while at the same time making a process less candidate-friendly if difficult to use. The outcome suggests that 

personalization is a robust factor influencing satisfaction, which might mean that standard interactions fail to connect with various candidate needs. 

The identified pain points were lack of timely feedback and too much automation. While it is true that technology is a must-have, human touchpoints are 

something that can never be replaced by technology. The findings again drive the necessity for a balanced approach: one that combines empathy with 

automation. A positive candidate experience also strengthens employer branding and candidate retention. Therefore, this is strategically important. 

Implications: 

1. Regarding recruitment practices: for organizations, it's about really focusing on candidate experience- transparency, responsiveness, and a blend 

of technological efficiency with personal engagement. 

2. For Employer Branding: A well-managed candidate experience is a powerful tool for building a positive reputation, which can attract top talent 

in a competitive market. 

3. For Retention Strategies: The candidate who experiences positive recruitment will remain loyal post-hiring and contributes to workforce stability. 

4. Industry Practice: In this respect, best practices can be developed based on insights drawn from Care Health Insurance for the wider health 

insurance sector in managing high turnover and skill shortages. 
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Conclusion: 

The research illuminates the strategic significance of candidate experience in the realm of talent acquisition, especially within the health insurance 

industry. Communication error correction, proper use of technology, and tailored contact can help increase satisfaction, enhance recruitment success, and 

enhance the employer brand. The findings give actionable recommendations to Care Health Insurance and serve as a model for similar organizations to 

enable them to alter their recruitment strategies. 

Limitations: 

1. Involving only one organization diminishes the generalizability of the results in other sectors. 

2. Data collection techniques may cause biases, such as self-reported answers or samples which are not representative of diverse people. 

3. Technology and recruiting practices change at a rapid rate; hence some of the conclusions may be rendered obsolete soon. 

Future Research: 

1. This research should extend to include other organizations within the health insurance sector to improve generalizability. 

2. What are the long-term effects of candidate experience on employee performance and organizational commitment? 

3. How are emerging technologies such as artificial intelligence and virtual reality changing candidate perception? 

4. Cross-industry comparisons to look for unique challenges and transferable best practices. 
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