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ABSTRACT

Perception is a crucial factor in recruitment processes that can significantly impact candidate selection, 
interviewer biases, and the recruitment experience. This chapter explores the role of perception in recruit-
ment by discussing the perception process, factors that influence perception, and the effects of percep-
tion on recruitment. It offers strategies for overcoming biases and improving perception in recruitment 
practices, such as training and education, structured interviews, transparent communication, and positive 
candidate experience. By understanding the impact of perception on recruitment, recruiters and human 
resource professionals can design effective recruitment processes that attract suitable candidates and 
promote a diverse and inclusive workforce. Recognizing the role of perception has broader implications 
for organizations, as it can foster a culture of inclusivity where individuals feel valued, respected, and 
supported. This chapter provides insights into how perception affects recruitment and offers practical 
strategies for improving recruitment practices.

1. INTRODUCTION

Recruitment is vital for identifying and selecting qualified candidates for open positions in organizations. 
However, the process is not solely based on objective qualifications and abilities; perception significantly 
impacts decision-making from the perspectives of both recruiters and candidates. This introduction 
analyses the role of perception in recruitment processes, focusing on its impact on candidate evaluation, 
potential biases, and the need to foster a fair and inclusive environment. During various phases of the 
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recruitment process, recruiters frequently evaluate candidates based on their perceptions. Opinions are 
formed based on visual signals, communication skills, body language, and overall impressions. These 
subjective evaluations can impact recruiters’ perceptions of candidates’ competence, cultural compat-
ibility, and success potential. Unconscious perception-based biases can influence recruiters’ decision-
making, resulting in potential biases that may impact the selection of candidates. These include affinity 
bias, halo effect, and confirmation bias. These biases can limit diversity and hinder the identification of 
qualified candidates who may offer unique perspectives and skills to an organization.

Organizations increasingly emphasize impartiality and inclusivity in their employment practises in 
recognition of the impact of perception on recruitment processes. Promoting diversity and inclusion 
requires standardizing evaluation criteria, decreasing reliance on subjective judgements, and instituting 
structured interviews and assessments. By cultivating an environment that values diverse perspectives and 
experiences, organizations can reduce bias and increase their likelihood of employing the most qualified 
candidates. Organizations can provide recruiters with training programmes and seminars on implicit 
biases and their potential effects on the recruitment process to combat perception-based prejudices. Or-
ganizations can promote more inclusive and impartial recruitment practices by educating recruiters on 
the impact of discrimination, providing strategies for fair evaluation, and encouraging open-mindedness.

Perception is crucial in recruitment procedures, influencing candidate evaluation and selection. To 
promote equitable and inclusive employment practices, organizations must be mindful of the impact of 
perception-based biases. Organizations can level the playing field by implementing strategies to reduce 
discrimination, increase workforce diversity, and select the most qualified candidates. The chapter 
examines the significance of perception in recruitment processes in the context of a multigenerational 
workforce post-pandemic. This chapter’s scope encompasses an in-depth analysis of how perception 
affects various recruitment phases, including job advertisements, candidate screening, interviews, and 
final selection. This study investigates how multiple generations view job requirements, organizational 
culture, and work-life balance. Additionally, the chapter examines the influence of perception on employer 
branding and candidate attraction.

To enhance employee engagement and productivity within the post-pandemic multigenerational 
workforce, it is imperative to get a comprehensive understanding of the role of perception in recruiting 
procedures. By recognizing and addressing biases, organizations can create a more inclusive and diverse 
workplace that appeals to employees of various generations. Consequently, employee engagement, em-
ployment satisfaction, and productivity improve. This chapter investigates the impact of perception in 
multigenerational workforce recruitment processes following a pandemic. It examines how perception can 
impact employee engagement and workplace productivity. By recognizing the importance of perception 
in recruitment, organizations can make informed decisions and implement strategies to increase employee 
engagement and productivity across generations. The chapter will examine numerous perception-related 
aspects, including biases, stereotypes, and cultural influences, and provide recruiters and organizations 
with suggestions for overcoming these obstacles effectively.

1.1 Background

A multigenerational workforce consists of employees from different age groups, such as Traditionalists, 
Baby Boomers, Generation X, Millennials, and Generation Z, who each contribute distinctive perspec-
tives and abilities to the organization. Due to numerous factors, the COVID-19 pandemic has increased 
the significance of this diverse workforce. The older generations contribute industry expertise, while 
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