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Abstract

Artificial Intelligence (AI) and Human Resource (HR) Analytics have transformed the recruitment process,
allowing companies to leverage data for informed hiring decisions and enhancing recruitment effectiveness.
Despite all these developments, there are still challenges with “silent candidate drop-off,” which is when
candidates do not formally notify an organization that they are no longer participating in the recruitment
process. This can result in higher hiring expenses, longer hiring cycles, less effective in attracting talent, and
workforce planning disruptions. The goal of this study is to identify the major reasons why candidates go
silent, and explore the potential of leveraging Al-powered HR analytics to predict and reduce candidate
disengagement throughout the recruitment process.

Primary data were gathered using structured questionnaire and a quantitative research design was used with
a sample of 80 respondents comprising of HR professionals, recruiters, job seekers and also students who have
knowledge of recruitment process. The study examines factors like communication effectiveness, delays in the
recruitment process, candidate experiences, branding of the employer, and the use of Al for recruitment. The
statistical tools used were percentage analysis, descriptive statistics.

The results indicate that some of the major causes of silent candidate attrition can be attributed to the lack of
communication, the delay in the recruitment process, lack of transparency, and poor candidate engagement.
This study also reveals that Al-powered HR analytics can lead to more efficient recruitment processes, helping
to pinpoint possible drop-out trends, boost candidate engagement, and implement proactive interventions.
The study's findings will help shape the new discipline of 'recruitment analytics', giving organisations a
window into the candidate journey and some guidance on how to minimise the loss of people from the
recruitment process and increase hiring success rates.

Keywords: Silent Candidate Drop-Off, Recruitment Funnel, HR Analytics, Artificial Intelligence, Talent Acquisition,
Candidate Experience, Predictive Analytics
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Introduction

With the competitive market, one of the most crucial tasks of Human Resource Management (HRM) is to attract
and keep talented employees. Recruitment and selection activities take a lot of effort, and organisations invest
a lot of resources to find appropriate individuals for posts in their organisations. But there are several
problems with recruitment processes, such as candidates dropping out of the process before it is finished.
Silent candidate drop-off is one of the growing concerns in modern-day recruitment. Silent candidate drop-off
is when candidates drop out of the recruitment process without any formal communication with the employer
or recruiter. The candidate could cease to answer e-mails, go to interviews, fail to follow up, or simply drop
out without reason. This means that recruiters are left unsure and recruitment efficiency is affected.

The recruitment funnel involves multiple steps such as sourcing, application, screening, assessment,
interviews and hiring. At any point in these steps, candidates might drop out. A high turnover rate decreases
the efficiency of hiring and recruitment processes and can cause significant time and expense. It is, therefore,
crucial for organizations aiming to enhance their talent acquisition efforts to understand the reasons behind
the lack of engagement by candidates.Drop-off of candidates goes silent for a number of reasons. The most
common reasons include poor communication with recruiters, extended hiring process, delayed feedback,
delayed schedules, better job offers, and negative candidate experiences. Candidates these days are looking
for a seamless, clear, and responsive hiring process. If any of these expectations are not fulfilled, then
candidates are more likely to drop out of the process.

The capabilities of Artificial Intelligence (AI) and HR Analytics have brought about new opportunities for
companies to optimize their recruitment processes. Recruiters can use Al-driven tools like Applicant Tracking
Systems (ATS), chatbots, predictive analytics, and automated communication systems to handle the volume of
applications efficiently. The technologies allow companies to monitor candidate behavior, uncover
recruitment slowdowns and forecast candidate attrition.HR Analytics is the process of gathering and studying
data about the recruitment process to assist in making decisions. Using the analysis of interactions, response
patterns, progress through the application and engagement values, the organization can determine factors
related to candidate attrition. Predictive analytics can also be used to predict when candidates are likely to
drop out and take appropriate action to increase the likelihood of keeping them on the board throughout the
recruitment process.

While plenty of research has been done on recruitment analytics, candidate experience, and Al-powered
recruitment strategies, not a lot of research has been done specifically towards predicting the silent candidate
drop-off using Al-powered HR analytics. Most of the existing research has been on retention of the employee’s
post-hire, not on retaining candidates during the hiring process. This leaves a big research gap, and it is clear
that more research is needed into candidate withdrawal behaviour.

In this context, the objective of the current research is to uncover the factors driving silent candidate attrition
and to assess the potential of Al-powered HR analytics in predicting and minimizing candidate attrition.In the
same vein, the current study seeks to identify the factors that contribute to silent candidate attrition and to
determine the effect of Al-powered HR analytics in predicting and reducing candidate attrition. The results of
this study will potentially enable organisations to create more successful recruitment strategies, make better
candidates' experience, and enhance the overall efficiency of the recruitment processes.
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Literature Review
1 Candidate Drop-Off and Applicant Withdrawal

Withdrawing candidates is a major problem in today's recruitment times. Silent candidate drop-off is when an
applicant leaves the recruitment process without making it a statement to the recruiters. This has a negative
impact on recruitment efficiency, recruitment costs and organizational workforce planning.

Schmit and Ryan (1997) determined that procedural fairness and perceptions have a significant effect on
withdrawal during selection processes. Their research found that candidates are likely to become disengaged
if they think recruitment practices are unfair or unclear. Likewise, Acikgoz and Sumer (2018) found that a
number of factors were linked to applicant withdrawals such as scheduling conflicts, alternative employment
opportunities, insufficient information and lower job attractiveness. Their results indicate that expectations
and recruitment experiences of candidates are one of the factors to consider when predicting whether they
will continue with the recruitment process.

Behroozi et al. (2020) coined the term “the leaky hiring pipeline” to describe the fact that many qualified job
candidates are lost at various points along the way because of bad hiring practices. Three main causes for
disengagement were identified in the study: inadequate communication, lack of transparency, and candidate
ghosting. These results show that there is a need for organizations to pay attention to candidates' interactions
and keep them engaged during the recruitment process.

Together, these studies confirm that organizational and individual factors affect candidate withdrawal. To
eliminate silent candidate attrition, it is critical for communication, transparency, fairness, and timely
interactions.

2 Recruitment Funnel Analytics

The recruitment funnel is a sequence of actions that leads a candidate to being hired. By analyzing the funnel,
organizations can discover areas with the most significant drop-off in their recruitment process and adjust
their strategies accordingly.By understanding the funnel, organizations can identify the stages where they are
losing the most candidates and make changes to boost their conversion rates.

They highlighted the importance of optimizing the recruitment funnel by leveraging HR analytics to improve
the recruitment process and candidate experience, as outlined by Kapoor and Panchariya (2025). They found
that analytics can be used to pinpoint drop-off points and put in place corrective actions. Likewise, Peicheva
(2022) pointed out that Applicant Tracking Systems (ATS) can be used to track key recruitment metrics
including yield ratios, candidate progress and recruitment productivity.

According to Holm (2020), modern ATS can provide valuable metrics like time-to-hire, acceptance rates, and
recruitment costs, enabling businesses to track and assess their recruitment efforts. Moreover, Christensen et
al. (2017) have also showed the value of recruitment metrics like conversion rates and click-through rates in
assessing recruitment efficiency.

Overall, the findings indicate that recruitment funnel analytics can offer valuable insights into candidate
behavior and help organizations optimize their recruitment efforts by leveraging data.

3. Candidates' experiences and Employer Branding.

Candidate Experience is the feeling candidate develops during the recruitment process. Positive experiences
with a candidate further strengthen the employer brand and positively affect recruitment results, while
negative experiences can lead to candidate disengagement and withdrawal.
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Grossman and Schoolderman (2022) highlighted that the candidate experience can make a difference to the
reputation and success of the organization. Their study emphasized the need to use recruitment metrics and
feedback systems to measure candidate satisfaction. In a similar study, Miles and McCamey (2018) determined
that negative recruitment experiences can hurt employer branding and future applicant interest.

Palenius (2021) makes the case that “candidate experience” is a crucial element of a successful recruitment
and plays a decisive role in candidates' interest in accepting job offers. Gong (2020) also noted that positive
candidate experiences give talent relationships a boost and make the company more attractive. Timely
communication, transparency and personal interactions are cited as being important factors in candidate
satisfaction by Carpenter (2013).

The results of these findings suggest that experience with candidates is an important element to consider in
the recruitment process and during the retention of the candidate.

4 Recruitment with Artificial Intelligence

Artificial Intelligence is revolutionizing recruitment processes by streamlining repetitive tasks, aiding in
decision-making, and optimizing applicant experiences. Al tools are now an essential part of the toolbox for
many organizations, helping to boost efficiency and cut down on recruiting expenses.

According to Uma et al. (2023), the use of Al technologies, including resume screening systems, chatbots,
virtual interviews, and predictive analytics, can enhance the effectiveness of recruitment processes while
minimizing manual workload. Abdul et al. (2020) further found that recruitment technologies make hiring
processes easier and improve the recruitment performance.

Hemaswathi et al. (2025) has shown that an ATS powered by artificial intelligence can assess and rank
candidates based on machine learning models, which can enhance the accuracy of candidate selection. Yadav
etal. (2025) identified that Al can cut hiring time and enhance efficiency and candidate satisfaction during the
recruitment process.

Paramita et al. (2024) pointed out that a combination of technological efficiency and human interaction is
crucial. While AI can streamline operations, it's crucial that candidate engagement and personalized
communication are not overlooked within the recruitment process.

Overall, the studies mentioned also highlighted the potential of Al to enhance the effectiveness of the
recruitment process and candidate engagement, provided it is done responsibly and ethically.

5 Predictive Analytics in Talent Acquisition

Predictive analytics has become an all-powerful tool for enhancing recruitment decision-making and
predicting candidate behavior. Historical recruitment data can be used to uncover trends related to candidate
engagement, performance and retention.

The study by Lee et al. (2023) demonstrated that predictive models can enhance personnel selection decisions
and boost recruitment efficiency. According to Sasirekha et al. (2024), predictive analytics allows businesses
to determine which sources are most successful, track conversion rates, and enhance their hiring efforts.

Abbour et al. (2025) created a machine-learning model that can predict drop-out of applicants based on their
interactions with the applicant and behavioral indicators. Their findings showed that predictive analytics has
the capacity to effectively identify the candidates who are at risk of withdrawal before they fully withdraw.

In this regard, Radhasri (2024) introduced a hybrid predictive model for talent acquisition and has achieved
high accuracy on predicting applicants’ suitability and recruitment outcomes. Al-powered predictive analytics
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also plays a crucial role in predicting successful hires and optimizing recruitment processes, as noted by
Kadirov et al. (2024).

These studies show that predictive analytics can be a powerful tool in determining the potential for undetected
candidate drop off and help guide recruitment programs that take action before it happens.

6 Research Gap

There is already a lot of literature available on recruitment analytics, customer experience, employer brand,
artificial intelligence, and predictive analytics in recruitment. But most of the studies are concerned with
enhancing the efficiency of recruitment, attracting candidates to the job, retaining employees and making
effective hires. There is little research that specifically examines ‘candidate drop off within recruitment
processes. Moreover, the evidence on how Al-powered HR analytics can predict the likelihood of candidate
attrition prior to disengagement is limited. Existing literature focuses on the outcome of the recruitment
process rather than candidates leaving the recruitment process.

As such, there is a substantial amount of research that needs to be done to learn how Al-powered HR analytics
can be applied to uncover the factors behind silent candidate attrition and implement predictive measures to
minimize candidate turnover. This is the purpose of the present study, which aims to explore the reasons
behind candidate disengagement and assess how Al-powered analytics can enhance the success of recruitment
funnels.

Objectives of the Study

e To determine the causes of candidate attrition in the recruitment process.

e To examine the points in the recruitment process where candidates are most likely to drop off.

e To explore the impact of candidate experience and candidate withdrawal behaviour.

e To measure the impact of Al analytics in HR for predicting silent candidate attrition.

e Torecommend data-based solutions to lower the amount of candidates that would leave and improve
recruitment efficiency.

Hypotheses Development

H1: During recruitment, the level of communication quality is significantly related to candidate engagement.
H2: The delays in the recruitment process are important factors in inducing silent drop-off.

H3: Candidates' experience is a very significant factor in candidate attrition.

H4: Candidates' engagement and retention in recruitment are greatly influenced by employer branding.

H5: Using Al-based HR analytics can significantly boost the chances of predicting the intent to leave candidates.

H6: Al-powered recruitment processes also cut down candidate drop-off rates in recruitment pipelines.

Conceptual Framework
1.Independent Variables

e Communication Quality
e Recruitment Process Delays
e (Candidate Experience

e Employer Branding
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2.Mediating Variable

¢ (Candidate Engagement
3.Dependent Variable

e Silent Candidate Drop-Off
4.Moderating Variable

e  Al-Driven HR Analytics

Research Methodology
1.Research Design

This study uses quantitative and descriptive research methodology to analyze the factors contributing to silent
candidates dropping out of the recruitment process and to assess how well Al HR analytics can forecast
candidate attrition.

2.Data Collection Method
The study has used primary and secondary information.

Primary Data: The primary data was collected through a semi-structured questionnaire with the help of
Google Forms. The questionnaire included demographic questions and statements on candidate experience,
communication effectiveness, recruitment process efficiency, employer branding and Al in recruitment
analytics.

Secondary Data: Secondary data was gathered from research articles, journals, books, conference papers,
industry reports and online databases on HR analytics, recruitment analytics, artificial intelligence, candidate
experience and talent acquisition.

3.Sampling Technique

The responses were collected by convenience sampling processes from participants having experiences in
recruitment processes. Sample Size 80 valid responses were obtained and analyzed.

4.Target Population

e HR Professionals

e Recruiters

e Recruitment Consultants
e Job Seekers

e Students

5.Statistical Tools Used

The collected data were analyzed using the following statistical tools:
e Percentage Analysis

Used to analyze respondent demographics and response distributions.
e Descriptive Statistics

Used to summarize respondent opinions and recruitment-related perceptions.
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6.Software Used
The collected data were processed and analyzed using:

e  Microsoft Excel
e Google Forms Response Analytics

Need for the Study

The lack of communication during the hiring process is a significant problem in today's recruitment landscape,
which is causing hiring costs to rise, recruitment delays and loss of potential talent. While Al tools have become
vital for recruitment in organizations, there is less research on predicting candidate withdrawal with HR
analytics. The goal of this study is to address this gap by analyzing the factors that contribute to candidate
attrition in the recruitment process and assessing how Al-driven HR analytics can minimize the loss of
candidates from the recruitment funnel. The results will guide organizations to enhance candidate
experiences,

optimize their recruitment processes, and boost talent acquisition results.
Data analysis and interpretation

The present study collected responses from 80 participants to examine the factors influencing silent candidate
drop-off in recruitment funnels and the role of Al-driven HR analytics in predicting candidate disengagement.
The collected data were analyzed using percentage analysis and presented through tables, charts, and
interpretations.

1. Demographic Information

Gender
Gender Frequency Percentage
Female 50 62.50%
Male 23 28.75%
Prefer not to say 7 8.75%
Total 80 100%

Age
Age Group Frequency Percentage
Below 21 Years 7 8.75
21-25 Years 40 50
26-30 Years 30 37.5
Above 30 Years 3 3.75
Total 80 100
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Category
Category Frequency Percentage
Recruitment Consultant 28 35
HR Professional 23 28.75
Student 15 18.75
Job Seeker 14 17.5
Total 80 100
Experience
Work Experience Frequency Percentage (%)
Fresher 24 30
Less than 2 Years 16 20
2-5 Years 22 27.5
More than 5 Years 18 22.5
Total 80 100

Demographic analysis was done to get an understanding of the characteristics of the respondents involved in
the study. The respondents for the survey were 80, offering interesting information on recruitment
experiences and candidate behavior.

The gender distribution showed that there were more female respondents (62.50%) as compared to the male
(28.75%) respondents; there were also 8.75% who did not wish to indicate their gender.

This suggests a variety of participation and representation across gender groups. The age distribution
indicated that majority of the respondents were 21-25 years age group (50%) and the second highest number
(37.50%) was 26-30 years. A significant 8.75% were under 21 years and just 3.75% were more than 30 years
old. This indicates that most of the respondents are those who are actively involved in recruitment processes
and job-seeking activities.

The respondent category analysis indicated that recruitment consultants formed the largest group (35%),
followed by HR professionals (28.75%), students (18.75%), and job seekers (17.50%). The participation of
respondents from different professional backgrounds enhanced the relevance and reliability of the study.

The analysis of work experience has shown that 30% of the respondents were freshers and 27.50% of them
had 2 - 5 years of work experience. In terms of experience, respondents who have more than 5 years’
experience made up 22.50%, and less than 2 years of experience made up 20%. This indicates that the study
encompasses both novice and seasoned practitioners, and hence offers a comprehensive look at recruitment
strategies and candidate interactions.

In general, the demographic profile suggests a broad and representative sample that can provide valuable
insights into the nature of silent candidate attrition and the impact of Al-powered HR analytics on the
recruitment landscape.
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2 Factors Influencing Candidate Drop-Off

St 1
Statement Strongly Agree (%) Neutral | Disagree Dizgnfei
Agree (%) | “TCCV) | (o) (%) 8
(%)
Long recruit.ment pfocesses increase 35 37¢c 8.75 6.25 12.5
candidate withdrawal
Lack of commu.nlcatlon from.recrulters 26.25 475 11.25 7 7
causes candidates to lose interest
Delays in intervie\./v scheduling contribute 23,75 425 9375 8.75 1.5
to candidate drop-off
Lack of t ding job rol
ac . 0 ranspar(?ncy regar 1ng ].o roles 95 475 175 3.75 6.25
influences withdrawal decisions
Candidates .of.ten leave ‘Fhe process after 95 46.25 13.75 8.75 6.25
receiving better job offers
Employer branding influences candidates’
willingness to continue the recruitment 21.25 50 17.5 7.5 3.75
process

The above table shows respondents’ views on what is driving candidates to drop out of recruitment. Longer
recruitment processes, absence of communication, scheduling interview delays, absence of transparency and
availability of better jobs were found as key factors of candidate withdrawal. Moreover, the concept of
employer branding was found to be an important determinant in causing candidates' willingness to stay
involved in recruitment processes. The findings indicate that there is a need to enhance communication,
transparency, recruitment efficiency and employer branding in order to minimize the silent drop off of
candidates.

3 Al-Driven Recruitment Analytics

St 1
Statement Strongly Agree (%) Neutral | Disagree Dizznfe);
Agree (%) | “BTCC )1 (o) (%) o8
(%)
Al-dri : vtics |
drl-ven recruitment analytics improves 41.25 26.25 15 8.75 8.75
recruitment outcomes
Al i ication bet
car-l improve com-mumca ion between 175 5y 15 6.25 8,75
recruiters and candidates
Al- h hel intai
p(?wered chatbots help maintain 925 425 995 6.25 6.25
candidate engagement
Pred%ctlve analytics c.an identify 28.75 35 18.75 15 2
candidates who are likely to drop out
Al- i Is i
. .based.re.crultment tools improve 21.25 475 16.25 10 ¢
hiring efficiency
Al d it t t d
' .can reduce recruitment costs an 18.75 45 21.25 6.25 875
hiring delays
Al-based it t t i
ase rec.ru1 men S}TS ems improve 275 375 2125 75 6.25
overall candidate experience
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The following table shows the thoughts of the respondents on the use of Al-driven recruitment analytics for
talent acquisition. The results reveal that the majority of the respondents think that Al technologies are
beneficial in the recruitment processes, with regard to better communication, hiring processes, candidate
engagement and the overall recruitment outcome. Respondents also concurred that predictive analytics can
be used to detect candidates who are likely to drop out of the hiring procedure. Moreover, Al-based
recruitment systems were viewed as valuable tools to mitigate hiring delays, minimize hiring expenses, and
improve candidate experiences. The results indicate that Al-powered HR analytics holds promise for
enhancing the recruitment process and minimizing the risk of attrition.

Summary of Analysis

A review of the survey results shows that there are several reasons for what is known as a 'silent candidate'.
Most respondents indicated that the factors that have a big impact on the candidates' withdrawal decisions
are poor communication, long recruitment process, delays in scheduling job interviews, unclear information
about the job opportunity, and appealing job offers. Employer branding was also found to be a critical factor
impacting candidate engagement and retention.The results also show the potential of Al analytics in
recruitment for enhancing recruitment outcomes. The respondents believed that Al technologies were useful
for the following purposes: to improve communication, in recruitment efficiency, to find issues of dropouts, to
cut down on recruitment delays, to improve overall candidate experience. The findings indicate that there is a
potential for organizations to decrease the leakage of their recruitment funnel by implementing good
recruitment methods and applying Al capabilities to assist in analyzing and identify candidate-centric
approaches.

9. Findings of the study

e Strong communication is important to the recruitment process.

e Silent candidate drop-off happens due to poor communication and in the absence of timely updates
from recruiters.

e Lack of timely recruitment process can lead to possible withdrawal from recruitment without
notification.

e (Candidates' experience is a crucial factor in whether they are going to keep involved with recruitment
activities or not.

e Confusion about the recruitment process is a negative impact on candidate satisfaction and
engagement.

e The impact of employer branding on retention and recruitment is positive.

e Agood reputation makes candidates want to work for your company as it helps to minimize the drop-
off of candidates through the recruitment funnel.

e HR Analytics powered by Al can be valuable in predicting who might be at risk of leaving an
organization.

e Predictive Recruitment Tools enable Recruiters to take proactive measures to enhance the candidate
engagement.

e Automated communication systems create a better experience for candidates and minimise candidate
disenfranchisement.

e Data-driven recruitment practices boost the efficiency of recruitment and the results of talent
acquisition.
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e Businesses with Al-powered recruitment tools have a better chance of minimizing the silent attrition
of candidates.

10.Suggestions and recommendations

e (Candidates should be kept in the loop during the whole recruitment process.

e Reduce recruitment cycle time to cut candidate drop out.

e Feedback should be provided as soon as possible at each stage of the recruitment process.

e Theyshould work on enhancing candidate experience with transparent, professional communication.

e Strengthen employer branding initiatives to improve candidate attraction and retention.

e Use Al-based HR analytics tools to identify potential drop-off risks of candidates.

e Improve candidate engagement through automated communication systems such as chatbots and
email reminders.

e It is important to track recruitment metrics constantly to identify bottlenecks in the recruitment
funnel.

11. CONCLUSIONS

The recruitment process has undergone significant changes with the adoption of Artificial Intelligence (AI)
and Human Resource Analytics. Technology and data-driven strategies have become a vital and growing part
of the recruitment process for organizations today, enabling them to enhance their recruitment efficiency and
attract and secure the best candidates for the job. All of this progress aside, it's an unfortunate problem in
today's recruitment process: silent candidate drop-off. This study was designed to uncover the reasons behind
silent candidates' attrition and to investigate the potential of Al-powered HR analytics in predicting and
mitigating candidate disengagement. The study found several factors affecting candidate withdrawal during
recruitment such as bad communication, delays in recruitment process, lack of transparency, bad candidate
experiences and poor employer branding. Among the major conclusions of the research is that communication
is an essential part of keeping candidates engaged. Candidates are looking for proper updates and
communication during the recruitment procedure. Organizations may not be able to offer enough information
and/or feedback, causing the candidate to get disengaged and drop out of the recruitment process without
informing the recruiters. With all these advances, however, there is still a big problem in today's recruitment
practices: silent candidate drop-off. Employer branding was also identified as an important factor that
influences the retention of their candidates. Employer brands are more effective in attracting and keeping
quality candidates. A positive organizational image builds trust and commitment of candidates in the
recruitment process. The study also underscored the role of HR analytics in today's recruitment landscape and
how Al is being used in this context. Al tools, Applicant Tracking Systems (ATS), predictive analytics, and
automated communication systems can help companies to identify potential dropouts and take proactive
measures to keep candidates engaged. These technologies help recruiters to make informed decisions and
enhance the effectiveness of their recruitment efforts. The results indicate that a mix of technology-based
recruitment activities and candidate orientation and communication activities should be used. This can help
minimize the silent candidate attrition and aid in better hiring results. Overall, silent candidate drop-off is a
major problem that impacts recruitment effectiveness and company performance. With the support of Al-
powered HR analytics and the emphasis on candidate engagement, companies can optimize their recruitment
process, lower candidate attrition rates, and enhance their talent acquisition results. The study adds to the
body of knowledge on HR analytics, offering valuable insights for recruiters, HR practitioners, and
organizations looking to improve their recruitment efforts in the digital age.
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