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ABSTRACT :

Nowadays, Recruitment is a big deal for consulting firms - if you hire the right candidate for the job, rest of the things fall into place. In this study, we showed that
what’s really going on in consulting firms hiring by talking to HR professionals, hiring managers, and candidates. What is the real issue? Communication
breakdowns, slow decisions, not enough feedbacks, and sometimes too much automation. Even though technology has boosted things, there are still lots of
candidates who slip away because they didn’t get timely updates and they feel ignored. What people say online about your company, especially about the interviews,
can impact a huge difference in attracting future talent. In this paper | am sharing my learnings and offering practical solutions to make hiring more candidate—
focused, blending tech with a real human touch. In the end, recruitment is all about being honest, respectful, and genuinely interested in people who meet the needs
- not just filling seats fast.

1. Introduction
1.1 Why recruitment matters in consulting

Consulting firms rely on having adaptable, smart people and moving fast. Hiring is a big part of whether a firm wins clients and delivers results; it is not
just an HR job. The pressure is to make the hiring process work smoothly, as so many consulting companies are chasing the same top talent (Sunby,
2019).

1.2 The problem with traditional hiring

The process is kind of complicated: multiple tests, interviews, and lots of decision-makers. Even with all that, companies still struggle with
miscommunication, candidates dropping out, or just taking too long to decide. These are some of the issues that can cost a company great talent and hurt
its brand (Breaugh, J. A., & Starke, M., 2000).

1.3 Purpose of this study

In this research, I aim to dig into what’s really happening in consulting recruitment, spot the main problems, and suggest practical ways to make things
better for everyone involved.

2. Literature Review
2.1 Candidate experience and engagement

Studies say keeping candidates informed and engaged is key. If we don’t update the candidate, they can drop out or accept others’ offers. It’s about being
clear, sharing timelines, and giving honest feedback — not just emails. During the process, it reflects your reputation — even if you don’t hire them (Work
Institute, 2024).

2.2 Selection and assessment practices
Today’s firms use a mixture of resume screens, interviews, aptitude tests, and sometimes personality tests. Some professionals think that grades are much

more important than focusing on things like flexibility and team fit. This will lead to making the hiring process fairer and less biased (Gatewood, R. D.,
Feild, H. S., & Barrick, M., 2010).
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2.3 Challenges unique to consulting

Nowadays, consulting firms faces tough competition for talent, miscommunication between recruiters and managers, and project-driven deadlines.
Candidates might drop out, if the processes are too long and unclear, especially if they feel ignored or don’t get feedback (Chapman, D. S., & Webster,
J., 2003).

2.4 The importance of feedback

Feedback is super important, but it’s often missing. Even some lines can help candidates learn about what went well or what didn’t and improve the hiring
process (Hauseknecht, J., et al., 2004).

2.5 Tech in recruitment

Tech has modernized recruitment a lot. Tools like Al resume screening and online scheduling make work faster, but if we rely too much on automation,
it can feel impersonal and cold. Firms use tech to help, not to replace human interactions (Black, J. S., & van Esch, P., 2020).

2.6 Diversity, equity, and inclusion (DEI)

Everyone is focusing on growing DEI. Nowadays, firms are building more diverse teams with things like inclusive job ads and blind resume reviews, but
still, there’s a lot of work to do (Roberson, Q. M., 2019).

2.7 Employer branding

What people say online about our company can really help or hurt our chances of getting top talent. A strong employer brand keeps people happy and
brings in more applicants after they join (Backhaus, K., & Tikoo, S., 2004).

2.8 Research gaps

How do digital tools work in consulting, and after hiring, what happens to candidates? There’s still more to learn (Highhouse, S., 2008).

3. Methodology

3.1 How the research was done

This study is not just about numbers; it’s about real stories. I communicated with HR professionals, hiring managers, and candidates who’d recently gone
through consulting interviews. In these conversations, | came to know that most interviews were done over video chats or calls, and they were told that
their answers would be kept confidential (Sunby, E., 2019).

3.2 Collecting and analyzing data

In my recent conversation, | asked open-ended questions to everyone so they could really share what was on their mind during their recruitment process.
After analyzing all the interviews, | took notes, listened back, and started looking for a pattern — what people liked, what they really thought was different,
and, importantly, what problems kept coming up. | found and grouped relatable answers together to spot the biggest problem and best ideas.

3.3 Keeping it honest

I double-checked my notes and even had a couple of people review my summaries so that I could make sure I wasn’t just hearing what I wanted.
Everything was kept confidential, and they have the choice to choose what question they want to answer or skip.

4. Results
4.1 Communication gaps
Poor communication is the biggest complaint | got from candidates. Many candidates told me that they felt ignored after interviews, with no updates and

feedback—just silence. In my conversation with HR folks, they admitted that they get busy, but they also agreed that better communication would help
everyone and can improve the process (Work Institute., 2024).
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4.2 Too much automation

Nowadays, things are moving faster with online applications and automated emails, and candidates liked that, but when everything felt robotic, it was
kind of a turn-off. In my research, | analyzed that people wanted at least some real, human interaction—especially for feedback or updates (Black, J. S.,
& van Esch, P., 2020).

4.3 Slow decision-making

In my research, | found out that decisions took too long, with so many interview rounds and people involved, and the best candidates often accepted
others’ offers (Breaugh, J. A., & Starke, M., 2000).

4.4 Lack of feedback

In my conversation with candidates, | found out that even after spending hours preparing for the interview, they never got any feedback. Because of this,
they started to feel low in confidence. All they really wanted to know was what went well and what didn’t so that they could prepare more for the further
interviews (Hauseknecht, J., et al., 2004).

4.5 Online reputation

Before applying to any company, almost every candidate checked the company’s reviews. Candidates would think twice about applying if a company

had lots of slow or confusing interview complaints. Some firms are actually doing things right—Kkeeping candidates updated, being clear about timelines,
and giving feedback. These companies had an overall better reputation and fewer dropouts (Backhaus, K., & Tikoo, S., 2004).

5. Findings and discussion

5.1 What’s really going on

The main issues are too much automation, slow decisions, not enough feedback, and communication gaps. Consulting firms need to make things right—
by taking decisions quickly, keeping candidates in the loop, and especially giving real feedback. Only then will both hiring managers and candidates be
much happier (Work Institute., 2024).

5.2 The human touch matters

In my studies, | found out that the firms that balance tech with a human touch have a big advantage. Candidates are not just another number in the system.
They also deserve to feel respected and valued (Chapman, D. S., & Webster, J., 2003).

5.3 Online diversity and reviews
It really matters what people say online about your company. Candidates communicate with each other, and their reviews can either scare off or attract

future applicants. In this research, | understood that firms that make an effort to be all-in and clear in their processes build a better reputation and attract
a wider range of talent (Roberson, Q. M., 2019).

6. Recommendations

e  Firms need to set up regular updates for candidates so they always know what’s really going on with their process.
e  They need to make sure that real people are involved in communication and interviews.

e  They need to make decisions faster and cut down on all unnecessary interview rounds.

e  They need to start making feedback a standard part of their process.

e  Even if they didn’t hire a candidate, they should encourage them to share their experience online.

e  They should also keep working on fairness and diversity in their hiring.

7. Conclusion

In this research | conclude that use of technology is necessary to make things easier, but don’t lose the human touch. Recruitment is all about balance.
Communicating clearly, moving fast, and treating candidates with mutual respect and making them feel valued are key. If you initiate doing that, you’ll
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definitely build a strong brand, attract better people, and, importantly, set your firm up for long-term success. It does take effort and a genuine respect for

the people you really want to hire. It’s not rocket science.

8. References

1.

10.

Sunby, E. (2019). Recruitment challenges — a study of how consulting firms practice their recruitment [Master’s Thesis, University of East
London]. University of East London Repository.

Work Institute. (2024). Improve Recruitment Strategies With Candidate Experience Studies. Work Institute.
Gatewood, R. D., Feild, H. S., & Barrick, M. (2010). Human Resource Selection. Cengage Learning.

Breaugh, J. A., & Starke, M. (2000). Research on employee recruitment: So many studies, so many remaining questions. Journal of
Management, 26(3), 405-434.

Hauseknecht, J., et al. (2004). Applicant reactions to selection: Development of the selection procedural justice scale (SPJS). Personnel
Psychology, 57(2), 387-419.

Chapman, D. S., & Webster, J. (2003). The use of technologies in the recruiting, screening, and selection processes for job candidates.
International Journal of Selection and Assessment, 11(2-3), 113-120.

Black, J. S., & van Esch, P. (2020). Al-enabled recruitment: What’s next? Journal of Business Research, 120, 284-295.

Roberson, Q. M. (2019). Diversity in the workplace: A review, synthesis, and future research agenda. Annual Review of Organizational
Psychology and Organizational Behavior, 6, 69—88.

Backhaus, K., & Tikoo, S. (2004). Conceptualizing and researching employer branding. Career Development International, 9(5), 501-517.

Highhouse, S. (2008). Stubborn reliance on intuition and subjectivity in employee selection. Industrial and Organizational Psychology, 1(3),
333-342.



