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Introduction:  

We’ve often heard people talk about their bad experiences at restaurants or with a particular 

service or product. It is most likely that these customers not only won’t use these brands 

anymore; and wouldn’t even recommend these brands to anyone else either, but also bad 

mouth these brands over social media platforms.  This impacts a brand’s ability to develop 

repeat and new customers, eventually leading to a loss in revenue. 

A similar trend is seen by Antal India consultants in candidates who go for interviews with 

companies and how the experience of the interview itself perpetuates a perception for the 

candidate about the employer brand. A negative perception may lead to a negative referral 

and bad PR for the company. In a niche market, where skill sets are unique and high- in -

demand, such a negative perception may have a crippling effect on a company’s ability to 

attract better talent. 

To further study this, Antal India conducted a survey to map the key aspects that contribute 

towards a great candidate experience as well as the factors that trigger a bad candidate 

experience and whether this experience then impacts their employer perception towards a 

company/brand.  

Demographics  
Total Number of Respondents: 488 Respondents 

Management Level: Middle Management to Senior Management, CXO level  

Location: Across India 
 

59% of the survey respondents have 10 years or less experience, only 5% of the total 

respondents went for interviews for more than 5 roles in the past one year.  

This indicates that most of the candidates, who participated in the survey, were content at the 

roles/companies they were at and were serious minded about a career progression when they 

did go for interview.  

This alone gives credence to the long held logic that semi active candidates require a lot of 

variables before they make their choice and in these markets when they are spoilt for choice, 

every variable counts- including a seemingly easier variable to manage- INTERVIEWS. 

 

  



 
 

Key Survey Findings:  

41% candidates say that they will not even recommend a company if they 

have had a bad candidate experience 
 

 42% candidates said they will never join the company where they had a bad candidate 

experience in the future.  
 

Only 20% candidates said that they had Good Candidate Experience 

during interviews last year 
 

Of the other 80% candidates who responded to the survey…. 

 Nearly 35% candidates said no feedback post the interview is what triggered a bad 

candidate experience. 

 Nearly 30% candidates said that logistics, interval schedules, wait between interview 

rounds or wait before the interview ticked them off 

 22% candidates said that unprofessional behavior of interviewers such as answering 

calls during interview, being rude, distracted and being indifferent gave them a bad 

candidate experience.   

 16% candidates said that the interviewer’s ambiguity about the role was a factor for a 

bad candidate experience. 
 

58% of the candidates say that Fairness of the Offer is a hallmark for a 

great candidate experience  
 

 56% of the candidates believe that the quality of interaction during the interviews has 

a significant impact on the quality of the candidate experience  

 Nearly 55% of the respondents mentioned that logistics and co-ordination and Meet & 

Greet at the reception of the interview venue impacted their candidate experience. This 

includes the experience with the administrative or junior staff like the receptionist or 

an HR executive who greets them first.  

 Nearly 53% of the respondents said that the time interval between the interview 

rounds was a clinching factor for a great candidate experience: longer the time interval 

between interviews, lesser is the quality of candidate experience. 

 For 52% of the candidates it was the wait before the interview that impacted the 

quality of candidate experience. This means punctuality of the interviewer is a deal 

maker.  

 51% of the candidates felt that prompt and honest approach to addressing concerns 

during the interview process helps companies score better in candidate experience. 
 

50% candidates wish to have more accessibility to their new reporting 

manager while they serve their notice period 
 

50% candidates attributed an external factor: a qualitative interaction with a recruitment 

consultant, to a great candidate experience.  



 
 

Antal View 

So what does a negative candidate experience cost you?  

Clearly, apart from the candidates not joining, they also influence others like themselves not 

joining the company either. In light of the profile of respondents spoken with, these are 

individuals who are happy making a contribution into their present organization- these 

responses are highly detrimental to any organization planning to expand their growth areas and 

topline. 

Candidates like to be approached professionally; they want to work with consultants who 

know the market, the role and whose advice they can depend on. The candidates like to be 

appreciated for their time and want to see reciprocity in keeping interview time commitments. 

Like all of us, they also want to be treated with courtesy through the interview process, want 

to have an open space where they can discuss their concerns and fears and finally be 

proposed with a fair offer. This is not a tall order, just what I will call the MIRACLE OF THE 

MUNDANE. 

This is a survey that gives food for thought for smaller, niche sectors that depend on 

specialised skill sets. In a segment where a brand requires a niche skill, and supply is scarce, 

employer branding plays a vital role in attracting talent. Even one bad candidate experience 

can lead to a massive negative impact on employer branding. 

What is the Call to Action this survey suggests: 

1. At a very basic, incorporate the GOLDEN RULE in all dealings with candidates. 

2. Be considerate when setting up an interview, time is an important aspect and hence 

interviewers need to respect the candidates time and see to it that the interview 

commences as per scheduled.  

3. A timely feedback to an unsuccessful or successful candidate is a MUST. There’s no two 

way about it.   

4. Clients need to work with consultants, who are specialist, have an interview process 

which is qualitative. Consultants are the first touch point to a candidate, and a bad 

experience may rule out the possibility of candidate ever coming in for an interview. So 

choose who you work with, carefully. 

5. During the interview process, keep it well paced out. Too long a wait between interview 

rounds pulls down the motivation and interest of the candidate, making them wonder if 

the role is urgent as they were made to believe. 

6. Practice fair and reasonable offer- don’t give a lowball number. Don’t practice cheap 

negotiation tactics like increasing the offer if the candidate demands. The candidate 

may be so affronted by the low ball offer- he may never communicate with you again. 

Give the best offer that you can, even if that means coming closer to your stretch 

numbers on the budget. 

7. Direct managers; reach out to the employee who is serving notice period in his current 

company. Call them over, for a cup of coffee. Talk to them about exciting things that 

are happening. Have an office party? Invite the soon to be new team member. 


