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ABSTRACT

This research explores the persistentgap of employer ghosting in the modern-day recruitment scenario,
investigating its psychological, ethical, and practical consequences. Employing data mining techniques to
evaluate global trends and perceptions, the study exposes that ghosting, categorized by the abrupt lapse of
communication with applicants, is rooted incritical social, economic, and ethical influences. Findings emphasize
the damagingeffect of ghosting on the well-being of applicants, the organizational name, and overall equality in
the hiring and recruitment process. The study concludes that solvingemployer ghosting demands a
complexmethod centered on transparent practices, ethical communication, and a culture of common respect. It
highlights the requirement for organizations to make these values a top priority to promote a more positive,
equitable, and sustainable work market and appeals for continued studies to craft effective strategies for
alleviating this unethical practice.
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I. INTRODUCTION

In the modern job market, the recruitment process is ideally an interactive exchange, imposing
common respect and transparent communication between the company or organizations and expected
employees. This dynamic promotes trust and assures a positive occurrence for all parties involved (Oyadiran et
al., 2023; Hadziahmetovic et al., 2022;Rosales et al., 2022). However, a turbulent trend known as "ghosting" has
appeared, challenging this ideal and increasing critical questions about ethical conduct and professional
standards in hiring patterns (Rudolph et al., 2024). Ghosting, defined by the abrupt cessation of communication
from an employer to a prospective candidate without any explanation, has become increasingly prevalent,
leaving applicants in a state of precariousness and potentially impacting their perception of the organization.
This process not only reflects negatively on the employer but also deviates from the principles of impartial and
equitable treatment in the recruitment scenario (Dayton, 2024).

While much care has been given to prospective candidate ghosting employers, the reverse landscape —
employer ghosting — displays a unique set of challenges and consequences that need careful examination
(Teichert, 2025; Majka, 2024). The act of an abruptlapsein communication can have lasting effects beyond the
immediate frustration and disappointment experienced by applicants. Applicants put critical time and effort into
setting up applications, attending interviews, and engaging in the process of recruitment. When employers fail to
give timely updates, they not only neglect the candidate's investment but also create a sense of ambiguity and
disrespect that can foster a negative effecton their professional well-being (Stenvick, 2024; Curran Daly+
Associates, 2023).
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The consequences of employer unresponsiveness in the process of hiring extend beyond the individual
applicant, affecting the organization's name and overall employer reputation (Carpentier et al., 2024). In today's
intertwined world, negative experiences distributed on social media sites can quickly stain a company's image
and discourage potential applicants from considering employment possibilities. An ill reputation for ghosting
can lead to a decreasein the quality and quantity of job applications, making it harder for a company to attract
talented applicants. Further, the practice of ghosting can crumble trust among existing employees, who may
comprehend it as a reflection of the company's behavior to the commitment of ethical conduct (Lesenyego et al.,
2023; Krska, 2022; Kirk, 2024; Nguyen et al., 204).

This research aims to dig into the multilayered "ghosting effect" by analyzing the consequences of
employer unresponsiveness in the hiring process. By navigating the practical, ethical, and psychological aspects
of ghosting, this exploration offers an in-depth understanding of the issue and fosters insights into strategies for
alleviating its negative impact. The ethical dimension involves scrutinizing the moral responsibility of
employers to treat their applicants with respect and transparency, while the practical aspect centers on the
concrete impacts of ghosting on the recruitment process and performance of the organization. In addition, the
psychological aspect reveals the emotional and mental value that ghosting can give to the applicants, impacting
their confidence, motivation, and total well-being (Wood et al., 2023; Lyons et al., 2024).

Through rigorously scrutinizingthetrending recruitment practices and their results, this research helps
to provide a more enlightened and responsible conceptualization ofapplicanthiring in the modern workplace. By
identifying the root causes of ghosting and suggesting practical solutions, this study aims to foster a culture of
open communication, transparency, and common respect during the process of hiring. Additionally, the goal is
to nurture a recruitment scenario where applicants are processed with dignity and consideration.
Lastly,companies or organizations need to berecognized for their positive behavior to commitment to ethical
hiring practices(Hatipoglu et al., 2025; Faeni et al., 2025; Zaidi et al., 2025).

Statement of the Problem
The uprising incidence of employer ghosting duringrecruitment processes displays a critical problem
due to its affecting consequences for both applicants and organizations (Rudolph et al., 2024;Dayton, 2024).
While the ethical effectsof ghosting are evident, the practical and psychological impacts stayunderexplored.

Objectives
Further, this research aims to:
° Analyze the complex consequences of employer unresponsiveness and foster more

responsible and transparent recruitment practices to address the gap of unresponsiveness to benefit both
candidates and organizations.

II. METHODOLOGY
This studyapplies data mining as a verified technique in collecting data in studies and research
(Sicakyiiz et al., 2025; Esmaeili et al., 2025; Xue et al., 2025; W, et al., 2025). Henceforth, thisfindsa modified
concept of hiring an applicant in a modern work environment. Determining the root cause of ghosting in the
process of recruitment and hiring fosters practical solutions, as this further aims to nurture an open
communication, mutual respect, and transparency culture along the recruitment process. Last of all, companies
should be documented for their positive value to commitment to ethical recruitment practices.

From the data mining technique applied in this study, a foundation of revealed data concerningghosting
and lapsed communication in the job hiring and recruitment process was collected and given interpretation and
analysis as it affects ethical, practical, and psychological aspects(Wood et al., 2023; Lyons et al., 2024). Proven
facts from data analysis allow future researchers to undertake further investigation in this field of study.

II1. RESULTS

PRESENTATION OF DATA, INTERPRETATION, AND ANALYSIS

This segmentdisplays the results of exploring the impact of ghosting and lapsed communication on
job applicants’ ethical, practical, and psychological aspects during the process of hiring and recruitment, with its
independent and dependent variables. Utilizing data mining techniques, digs into and explores recent related
studies and literature across the continents worldwide, and the data are collected.
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Independent Variable

The independent variable affects the dependent variable. In the scenario of ghosting effect during the
recruitment and hiring process, employer ghosting is the main or independent variable. Using data mining
techniques, related literature and studies are gathered across continents.

2025

Variable 1. Employer Unresponsiveness or Ghosting

This section displays the fact that there is a presence of the employer ghosting phenomenon during the
recruitment and hiring process. This henceforth discovers the ways and forms of employer ghosting
manifestations in the landscape of the hiring and recruitment process encountered by the job applicants.

CONTINENT REASON SOURCE
Australia Aboriginal women's inclusion in public sector employment is more | Bargallie et al.,
about containment than empowerment. Their outlook is utilized for | Performing Equity,
labor, and their comments are rejected. Equity measures adhere to | Preserving Power: The
defend current power is not aiding it. The double bind they encounter is | Double Bind for
visible yet unprotected. This stresses the presence of settler-colonial | Aboriginal Australian
systems, a situation intensified by cases of employer ghosting, where | Women in Public Sector
their concerns and inputs are disregarded or rejected altogether. Workplaces.
(2025)
Europe Ghosting, an action originating in and from dating contexts, has | Teichert, L. The
(Germany) | penetrated vocational backgrounds due to labor market power swings, | behavioural trend of
interrupting hiring and recruitment. It entails one party abruptly lapsing | ghosting in the
contact without any explanation, leaving the "ghosted" party uncertain. | professional context —a
Further, current studies on ghosting in the workplace are limited. | scoping review on the
Mostly, it focuses on the applicants’ perspectives to delve into and | empirical mapping of
address the problem. ghosting in vocational
surroundings
(2025).
Croatia | While ghosting is a widespread and not solely new behavior in a Petric, D. Potential
Being ghosted negatively impacts one’s mental well-being. In addition, | Detrimental Health and
employer ghosting can have legal and financial effects. The emotional | Social Effects of
workplace setting, its correlation to work discrimination, is not fully | Ghosting.
explored, despite research relating depressive illnesses to historical | (2023)
work discrimination. Impacts on the party being ghosted are also
evident.
United States of Workforce advancement programs may affect inequities in the absence | Modestino et al., Where
America of simple random tasks and assignments. Utilizing a job matching | the Rubber Meets the
algorithm, it displays a result that setting just 30% of spots by lottery can | Road: Examining
enhance both equity and efficiency. Efficiency and Equity in
Designing Summer
Youth Employment
Programs
(2025)

Latin America

A major HR challenge is employee turnover, adding costs and
decreasing efficiency, leading to ghosting in workplaces. Firms are
employing ESG principles and HR analytics to solve it. From that
model, the result reveals that turnover is vulnerable to influences like job

Sanchez et al.,System
dynamics model for
evaluating ESG-based
strategies to reduce

association, overtime, and age. Lowering overtime and increasing work | turnover in
involvement substantially lowered turnover costs. manufacturing
(2025)
Africa Education can connect cultural divisions, foster empathy, and empower | Arfa-Kaboodvand, M.
groups to pursue modification while preserving autonomy. | (2025). Developing
Nevertheless, these attempts are dented when companies and employers, | countries don’t need
even those inside development work, are involved in practices | saving: They may need
as employer ghosting, rejectingapplicants, or in-service workers without | support
any explanation. True maintainable development necessitates not only
intercultural skill and critical thinking but also a commitment to ethical
involvement and mutual respect for all individuals, safeguarding that
local people are not only empowered but also handled with dignity
during the process.
Asia It is indicated that age, gender, and management experience impact | Mujtaba et al., Business
(Turkey) moral maturity in the corporate world, with younger Turkish individuals | ethics views of working
exhibiting greater ethical standards concerning questionable practices | adults and managers in
that may involve ghosting or cessation of communication, particularly in | Turkey
the hiring process. Furthermore, it is surprising that a higher education | (2025)

level did not substantially impact ethical maturity. However, there is a
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highlight on the importance of ethical communication in the workplace,
a feature that is progressively relevant considering practices like
ghosting, which impacts boththe applicant and the company's name.

INTERPRETATION AND ANALYSIS

It is displayed from the data gathered that in the workplace, the global phenomenon of ghosting is evident
across diverse geographical counties, revealing a critical interconnection of economic, social, and ethical
influences. From Australia's emphasis on the restraint of Aboriginal women in public sector roles, aggravated by
employer ghosting, to Europe’s (Germany) exploration of ghosting's roots in dating culture and its penetration
into vocational backgrounds, the data highlights the complex nature of these disruptive actions. This implies that
ghosting is not simply an isolated incident but rather anindicator of innate systemic issues, involvingethical lapses,
power imbalances, and communication failures within associations. The limited inquiries on the topic, specifically
from the applicant’s perspective, stress the necessity for further analysis to absolutely understand the scope and
effect of ghosting on both applicants, individuals, and organizations.

The negative effects of ghosting expand beyond ordinary inconvenience, with findings from Croatia
emphasizing its negative effect on mental well-being and prospective legal and financial consequences. This
implies that ghosting is not merely a minor workplace violation but rather a potentially damagingbehavior that can
have substantialeffects for those who are ghosted. Additionally, the correlation between ghosting and work
unfairness, as discovered in the Croatian research, advances concerns about equity and fairness within the
workplace. This stresses the necessity for firms to address ghosting as a fragment of a wider effort to nurture
ethical conduct and ensure that all individuals are handled with respect and dignity.

The quest for solutions to direct workplace challenges, including ghosting, is apparent in research from
Latin America, the United States, and Africa. The US study investigates the probability of lottery systems to
augment equity and efficiency in workforce advancement programs, indicating a novel approach to solving
systemic unfairness. Latin America's emphasis on employee turnover and the application of ESG theories and HR
analytics features the significance of solvingfundamental factors that contribute to workplace dissatisfaction and,
possibly, ghosting. The perspective from African countriesemphasized the value of ethical commitment and
common respect in development work, underlining the necessity to avoid methods like employer ghosting that can
weaken trust and hinder sustainable growth. These diverse methodsindicate that a complex strategy is required to
address the multifaceted challenges challenging the modern workplace landscape.

Lastly, the study in Turkey on moral maturity in the business world grantssignificant insights into the
ethical aspect of ghosting and the significance of promoting ethical communication within the workplace. The
conclusion that young workers demonstrateelevated ethical normsaboutdebatable practices, including ghosting,
implies a growing understanding of the value of ethical behavior among the next generation of the workforce.
Emphasizing the significance of responsive communication in invitingan ethically maturelabor forcehighlights
the necessity for companies to focuson respect, open communication, and transparencyin all aspects of
interconnections. Through advancing a culture of ethical behavior, companies can alleviate the consequences of
ghosting and design a more beneficial workplace.

Dependent Variables

These are the variables that are affected by the independent variable, employer unresponsiveness,
namely: ethical, psychological, and practical consequences. By utilizing data mining techniques, facts are
gathered across continents to give an analysis.

Variable 2.1 Ethical Consequences of Ghosting of Employer Unresponsiveness in Recruitment

This part reveals the ethical consequences of ghosting of employer unresponsiveness in recruitment. This is
henceforth defined as the moral manifestation of employer ghosting, like violating the values of respect,
fairness, and transparency in the hiring and recruitment process. Data are gathered across continents.

CONTINENT REASON SOURCE
United States of Ghosting deceives job applicants. It is a waste of their time and resources. | Winter, R. The Rise of
America It further has legal risks, specifically regarding data privacy. Strict rules in | Ghost Jobs: Ethical and

regions like the EU and California direct transparency in the use and | Legal Considerations
collection of personal data,as ghosting mostly reveals their personal | for Employers
identity. If scenarios are like this, they may lead to violations and can be | (2025).

answerable to legal laws.
Europe Ghosting in hiring is a critical issue reflecting systemic concerns in | Majka, M. Ghosting in
(Italy) structural behavior and individual acts. As it turns into a more common | Recruitment: A
practice, it disrupts the recruitment process and indicates decreasing | Pathological Trend in
ethical measures in corporate culture. The influences of ghosting reach | the Corporate World.
beyond immediate frustrations for applicants and employers, advancinga | (2024)
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principle of mistrust, dehumanization, and avoidance that wears down
respect and transparency in professional relations.

Australia Employer ghosting, the gradually usual practice of companies declining | Zoom Content Team,-
to follow up with their job applicants, has swelled by 19% since April | Who’s Really to
2024, emphasizing a deteriorating applicant experience. Fueled by loaded | Blame? Exploring
applications, shifting priorities, and Al-driven systems, including the | Ghosting on Both Sides
utilization of "ghost jobs," this unresponsiveness harms organizational | of the Job Market
name, deters top talent, and encourages resentment. In a competitive job | (2025)
market, companies that neglect potential applicants may lead them to be
recruited by a more responsive competitor.

Asia Ghosting applicants is an unprofessional practice that affects both the Parida, P., Ghosting of

(India) employer and applicant. As to legal and ethical concerns, ghosting isnot | Candidates: Negative
illegal, yet unethical and unfair in professional recruitment and hiring. Effects and How to

Avoid
(2025).

Latin America When hiring deficits a clear approach; responsibility becomes vivid | Cohen, H., (2025). 9
among both parties, the company and the applicant, resulting in wasted | Lessons Learned from
time and a lack of process knowledge that ultimately disheartens | Hiring in Latin
applicants. America. Lesson 6:

You Need a Hiring
Process.

Africa Ghosting dislocates the normal give-and-take in contact, theoretically | Kantola, J., & van
helping the party doing the ghosting while hurting the other party, the | Zoonen, W. Vanishing
applicant. Showing rudeness, in the workplace, ghosting is more evident. | Acts: Unraveling the
It also recommends new ways to think about how disconnected applicants | Mystery of Ghosting in
can feel when working in different places. Ghosting categories foster | Remote Work
understanding that ghosting differs in how intentional it is and who it's | (2025).
aimed at.

INTERPRETATION AND ANALYSIS

Ghosting in recruitment and hiring is a global problem, damagingly affecting both job applicants and
organizations. From the United States to Africa, the data tells coherent themes: wasted time of applicants, harmed
employer reputation, mistrust, and even psychological damage. The manner, indicated by an abrupt cessation of
communication, is rooted in factors like application excess, impersonal Al-driven systems, changing company
priorities, and anabsence of strategic hiring procedures. This features a systemic crash to treat applicants with
common respect and transparency.

While the detailed manifestations differ by area, the underlying challenge remains coherent. In the US, legal
risks associatedwith data privacy are highlighted, while Europe focuses on the ethical interference of professional
associations. Australia counts the disturbing increase in ghosting, and Latin America relates it to inadequate hiring
strategies. Asia points out the unethical but currently tolerated nature of the ghosting practice, and Africa stresses
the inherent power unevenness. These nuances discover anintricate issue compelling a modified solution.

To contendwith ghosting, companies must prioritize ethical and transparent interaction. This
comprisesemploying clear communication guidelines, guiding recruiters on ethical standards and practices,
restructuring hiring and recruitment processes, and utilizing technology responsibly, especially when it comes to
the data privacy of the applicants. By dynamicallysupervising feedback and addressing the problems, issues, and
concerns, companies and organizations can upgrade their name, magnetize top talent, and foster a more respectful
hiring and recruitment process. Finally, giving solutions to the root causes of ghosting in the hiring process is
fundamental for creating a more ethical, balanced, and sustainable hiring model.

Variable 2.2 Psychological Consequences of Ghosting of Employer Unresponsiveness in Recruitment

This segment uncovers the psychological consequences of ghosting by employers in the recruitment
process. Moreover, this is associatedwith theimpact of ghosting on job applicants to their emotional and mental
aspects, affecting their self-esteem, motivation, and total well-being.

CONTINENT REASON SOURCE

Europe Ghosting, embedded in narcissistic trends and a way of avoidance,
(Italy) besets self-centeredness over applicant well-being, leading to
communication lapses and neglected professional responsibilities.
This dehumanizing manner, regarding applicants as mere
transactions, indicates an alter towards distant professional
relationships. Subsequently, ghosting not only breaks applicant
experiences but also negatively affects corporate name, employee

Majka, M. Ghosting in
Recruitment: A Pathological Trend
in the Corporate World. (2024)
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morale, and holistic trust inside the job market.

back from hiring companies. There was no feedback on
acceptance or rejection of the job application. Data are revealed as
to reasons why these applicants did not receive communications
during the recruitment and hiring process, which is due to
Australian job seekers applying for an average of seven jobs a
week

North America There was a highlight of the significance of short-term variabilities | Wood, C. Unravelling the Job
(Canada) in self-sufficiency satisfaction and their effects on the Search Journey and Exploring the
self-confidence and enthusiasm of new labor market job Dynamics of Job Search
applicants. Consequences for applicant-facing selection and Motivation through a Candidate
recruitment procedures and employer behaviors are evident. Needs Lens
(2025).
Australia There was an uprising number of job seekers who never heard Leach,.An increasing number of

job seekers never hear back from
hiring managers.
(2025)

United States of

Suggested from a two-wave design model noted that psychopathy

Michel et al., Unmasking the

issue covering beyond income shortage. It incorporates diverse
deprivations that hinder the accomplishment of individual
capabilities, indicating that simply growing income is inadequate

America and FoMO increasingly predicted a moderated ghosting behavior | Shadows: Exploring Antecedents
and being ghosted before relationships among both (a) self-control | and Moderators of Applicant
and ghosting behavior and (b) FOMO and ghosting behavior. Ghosting Behavior (2024)
Asia Incorporating IT can update administration and foster more | Ali et al., The Role of IT in
(Pakistan) outlined, inclusive interventions, but challenges like limitations of | Enhancing Public Sector
infrastructure, monetary constraints, and institutional conflict | Efficiency for Social Development
continue. Capacity restructuring, innovation-friendly settings, and | (2025)
sustainable digital substructure rules are suggested. Further, it
urges future studies to investigate Al and blockchain's capability
for social equity, including all applicants in a recruitment process,
offering organizations or companies insights for aligning
investments in IT with social improvement objectives.
Africa Grounded on a national illustration of rural families and focus | Akindola.Towards a Definition of
(Nigeria) groups on Oyo State, Nigeria, it exposes that poverty is a complex | Poverty: Poor People’s

Perspectives and Implications for
Poverty Reduction
(2010)

2025

for effective poverty reduction.

INTERPRETATION AND ANALYSIS

The data displayed reveals a complex and geographically varied perception of the challenges and
associations associated with recruitment processes, specifically focusing on the occurrence of "ghosting" and
related concerns. A usual thread within these regions is the perception that traditional recruitment trends are
evolving, often affecting job applicants and, subsequently, the organizations per se. The awareness ranges from
the psychological foundations of ghosting activities to the practical margins of technology incorporation in
restructuring recruitment, accenting the need for a holistic methodology to address these issues.

In Europe (Italy), the analysis identifies the ethical and relational aspects of ghosting, outlining it as
anindication of narcissistic biases and a broader cultural alteration towards distant interactions. This underlines
the mistrust and the dehumanization of applicants, with prospective long-term effects for the corporate name
and morale. In North America (Canada), the focus swings to the psychological effect of short-term doubts on
job applicants' enthusiasm, suggesting anessentiality for employers to be more watchful of the emotional aspect
of applicants during the hiring and recruitment process. These highlight the significance of handling
expectations and delivering timely feedback, even when bringing unfavorable news.

Australia's data emphasizes the steep volume of submitted applications, contributing to the probability
of obtaining no response from hiring firms. This implies that the difficulty isn't certainly a lack of interest from
companies, but rather a vast workload that impedes their ability to give personalized feedback to every single
applicant. On the contrary, the United States stresses the psychological behaviorslinked with ghosting behavior,
implying that individuals with psychopathological tendencies or a fear of missing out (FOMO) are more likely to
engage in this method. This perception raises inquiries about the role of personality assessments in recognizing
and mitigating ghosting behavior within companies.

Lastly, the data from Pakistanand Africa stretches the scope beyond ghosting to cover broader
challenges attached to technology integration and socioeconomic influences. In Pakistan, the emphasis is on the
potential of IT to restructure recruitment procedures, but it also highlights the limitations presented by
infrastructure limitations and institutional challenges. This hints that technology is not the onlysolution and that
successful realization requires addressing fundamental systemic problems. Nigeria also, the scrutinystresses the
complicatedrelationship between poverty and gaining access to opportunities, implying that simply improving
income is inadequate to address the core causes of unemployment and underemployment. This emphasizes the
need for complete interventions that direct both economic and social obstacles to employment.

Page 85
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Variable 2.3 Practical Consequences of Ghosting of Employer Unresponsiveness in Recruitment
This section exposes the practical consequences of ghosting by employers in the recruitment process.
Likewise, this may include damage to the company's name, difficulty in drawing qualified applicants, and

2025

decreased effectiveness in hiring.

CONTINENT

REASON

SOURCE

United States of

The reasons behind ghosting concerning it to maladaptive

Trumble, S. Unmasking the

is a tough one. However, combined labor handles organizational
obstacles in mobilizing and managingheterogeneous racial courier
workers amid policymakers’ unresponsiveness, while labor
advocates are resisting with mainlyobsolete normative structures.

America workplace conduct. Personality traits (Dark Triad, self-control, | Market Inefficiency in Online
FoMO), guess ghosting, and how previous ghosting encounters | Hiring
impact these interactions. It indicates that psychopathy and FOMO | (2025)
enhance ghosting, and past occurrences moderate the bond
between self-control/FoMO and ghosting.
Europe The battle for social justice and for a decent working environment | Vandaele et al., The Elgar

Companion to Regulating Platform
Work
(2025)

North America

It reveals that 37% of hiring boards not ever respond to
applications. When rejections are sent out, they take an average of
121 days. First-round interview requests can take anywhere from 2
to 133 days after the deadline of the application. Some institutes
take almost a year to communicate rejections. These outcomes
have consequences for HR communications, management
procedures, and to labor market.

Taylor, Z. Professional ghosting
and bureaucratic kindness:
institutional communication with
applicants to tenure-track
academic staff positions in student
affairs and/or higher education.
(2024)

Asia
(Northern India)

Centered on twenty years of ethnographic research in Bemni,
North India, there is apparently an individualistic questfor success
that relies on mobilizing social resources, named "collaborative
neoliberalism." It emphasized the role of religion, culture, and
complex geographies in new generations’ successful strategies, as
well as the significance of a long-term perception and
collaborative methods (unghosting) in conquering obstacles to
€conomic progress.

Dyson, J., & Jeffrey, C.
Collaborative neoliberalism:
Social mobility in rural North
India.

(2025).

Southern Africa

Thematic analysis displays that a deprivation of transparency in
executive compensation primes to feelings of omission, mistrust,
and disconnection, with unexplained pay gaps perceived as
organizational injustice that troubles the psychological bond and
motivation.  Contrarywise, transparency and inclusive
communication, and an unghosting, enhance trust, fairness
perceptions, and engagement.

Mabaso, C., Mdluli, P.
‘Employees’ perception of
executive compensation in an SOE
(2025)

Australia

Negative recruitment encounters can cause emotional stress and
affect future applicant behavior. Further, respectful and stable
communication can increase applicant-firm relationships. Hence,
companies must prioritize applicant involvement as much as
customer involvement, specifically in a competitive and
emotionally responsive job market.

Wallinder, O., & Facchinelli, L.
Rejected and Resentful: How
Job-Seekers Connect Negative
Recruitment Process Experiences
and Brands.

(2025)

INTERPRETATION AND ANALYSIS

Data revealed that the persistent concern of ghosting in the recruitment process, where applicants are
abruptly given a lapse in communication, reflects a wider inclination of maladaptive workplace behavior rooted
in explicit personality traits and worsened by prior involvement. Research uncovers that individuals
demonstrating psychopathic tendencies and an excessive Fear of Missing Out (FoMO) are more likely to engage
in ghosting behavior. In addition, past experiences with ghosting substantially influence subsequent interactions,
moderating the correlation between self-control, FOMO, and the tendency to ghost others. This indicates a
cyclical pattern where harmful experiences normalize and strengthen unethical communication methods,
influencing to toxic surroundings inside the job market. Focusing this needs a complex method that directs both
individual behavior and the systemic influences that aid it.

The battle for fairground labor procedures and decent working conditions is intensified by the
challenges faced by labor organizations in organizing and managing diverse personnel. The lapse in
communication of firms, fastened with the reliance on outdated normative arrangements, hinders the ability of
labor advocates to effectively reform the outdated structure of hiring and recruitment. This cut off between the
demands of labor and the actions restructuring the process to address injustice and inequity inside the labor
market. The results that a substantialfraction of hiring panels fail to respond to applications and that rejection
notices are often late for months emphasize a systemic absence of transparency and accountability in HR
communications and management processes. This damages not only the morale and motivation of job applicants
but also has widerconsequences for fairness and access to employment opportunities.
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The perception of "collaborative neoliberalism," as reflected in North India, stresses the value of social
capital and long-term perceptions in attaining economic development. This contexthighlights the role of
religion, culture, and intricate geographies in forming the policies of new generations, emphasizing the
significance of shared methods and "unghosting" in overcoming barriers. In distinction to the distinctive and
often unequal practices associated with traditional neoliberalism, collaborative neoliberalism proposes that
success depends upon utilizing social resources and advancing strong interaction within communities. This
approach advances a valuable option to the transactional and impersonal characteristic of ghosting, underlining
the significance of reciprocity, trust, and common support in nurturing economic advancement and social
well-being.

Most, the damaging effects of the absence of transparency in the recruitment processthat impact
employee morale emphasize the value of open communication and fairness in organizational landscape
management. When inexplicable pay gaps are identified as structural injustice, it wears down the psychological
connection between employees and employers, leading to feelings of disengagement, mistrust, and detachment.
Contrarywise, transparency, open and inclusive communication, and "unghosting” methodsaugment trust,
fairness insights, and engagement, initiating a more positive and beneficial work environment. This features the
idea that handlingapplicants with respect and regard is not just ethically sound, but also strategically beneficial,
specifically in a job market that is competitive and emotionally responsive. Lastly, nurturing a culture of
accountability, transparency, and common respect is fundamental for creating strong and balancedconnections
within companies and across the wider labor market.

V.DISCUSSION

Findings

Employer ghosting, a worldwide phenomenon deep-rooted in social, ethical, and economic influences, poses a
substantial challenge to the recentjobmarket. Manifested across varied regions, it disrupts ethical values,
ruinsorganizational names, and affects applicants' psychological aspects, which leadsto dehumanization,
frustration, and reduced motivation. This occurrence, determined by power inequities, lapse in communication,
and the increase of objective Al-driven schemes, also has practical consequences for establishments, deterring
their capability to attract talented applicants and nurturing distrust among workers. Solving ghosting needs a
multi-layeredmethod,making ethical communication its top priority, transparent processes of hiring,technology
in responsible use, and accountability and respect in a way of positiveculture. Further exploration is required to
fully comprehend the scope of the problem and to progress effective approaches for nurturing ethical
recruitment and hiring practices and nurturing a more equitable and sustainable work market.

Conclusion

In conclusion, employer ghosting is animportantpractical and ethical problem in modern hiring and
recruitment processes. Its global stretchneeds a positive approach centered on ethical transparency,
communication,and mutual respect. By making these values a top priority, firms can alleviate negative
outcomes, upgrade their reputation, and raise a fairer work market. Continued research, studies, and
collaboration are fundamental for better understanding and battling ghosting, finallycrafting a stronger and more
equitable workplace.
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