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Introduction to Attitudinal Constructs in Selection

Attitudes toward employment interviews represent a critical area of study within industrial and
organizational psychology, serving as a powerful predictor of applicant behavior, organizational
attraction, and eventual job acceptance. These attitudes are complex psychological constructs,
typically defined as an individual's evaluative judgment--favorable or unfavorable--concerning the
interview process, the perceived fairness of the structure, and the competence of the interviewer.
Understanding these attitudes moves beyond merely assessing cognitive evaluations; it
incorporates affective responses, such as anxiety or excitement, and behavioral intentions, such as
the willingness to accept an offer or recommend the organization to others. Given that the
employment interview is often the primary gatekeeping mechanism for entry into an organization,
the attitudes formed during and immediately following this interaction significantly shape the
psychological contract between the potential employee and the firm, influencing initial commitment
levels and long-term retention rates. Therefore, organizations dedicated to optimizing their talent
acquisition strategies must prioritize the cultivation of positive interview attitudes, recognizing that
the experience itself is a fundamental component of the employer brand.

The study of attitudes in selection is rooted in established psychological theories, particularly those
related to social exchange and organizational justice. Applicants often view the interview as a
reciprocal exchange, where they are simultaneously selling their skills and evaluating the
prospective employer. If the process is perceived as fair, transparent, and respectful--a concept
often termed procedural justice--the applicant's attitude toward the organization improves
dramatically, even if the final outcome is unfavorable. Conversely, poorly managed or
discriminatory interviews breed negative attitudes, leading to reputational damage and withdrawal
from the application process. This dynamic underscores the importance of the interview not just as
a screening tool, but as a crucial organizational communication vehicle that signals the company's
values and internal culture. These initial perceptions are often durable and resistant to change,
making the first impression generated during the interview disproportionately influential on
subsequent organizational evaluations, thereby impacting the quality and quantity of the future
applicant pool.

From a theoretical perspective, attitudes toward employment interviews are frequently
conceptualized using multi-component models, encompassing cognitive, affective, and conative
dimensions. The cognitive component relates to beliefs about the utility and effectiveness of the
interview (e.g., "The questions asked were relevant to the job and seemed predictive of success").
The affective component captures emotional reactions experienced during the process (e.g.,
feelings of stress, comfort, or enthusiasm based on the interpersonal interaction). Finally, the
conative component refers to behavioral intentions resulting from the attitude (e.g., the intent to
pursue the job offer vigorously or the likelihood of recommending the company to peers).
Researchers often find that the affective component, specifically the degree of perceived
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interpersonal warmth and respect shown by the interviewer, is the strongest predictor of overall
organizational attraction, highlighting the powerful human element inherent in the selection
process. This comprehensive view allows for a nuanced understanding of how different aspects of
the interview environment contribute to the overall psychological state of the applicant.

The Nature of Applicant Attitudes

Applicant attitudes are highly differentiated and responsive to specific contextual cues encountered
throughout the selection process. These attitudes are not monolithic; rather, they can be directed
toward various foci: the specific job requirements, the organization as a whole, the individual
interviewer, or the interview methodology itself. For instance, an applicant might hold a highly
positive attitude toward the organization's mission (organizational focus) but a very negative
attitude toward the use of a high-stress, unstructured interview format (method focus) due to
perceived arbitrariness. Research consistently demonstrates that attitudes formed early in the
process, particularly those related to the perceived professionalism and preparation of the
interviewer, often solidify into durable beliefs about the organization's overall competence and
commitment to its employees. Negative attitudes, once formed, are particularly difficult to
remediate, often leading to immediate psychological withdrawal from the recruitment pipeline, even
among highly qualified candidates who otherwise match the job requirements perfectly and
possess high levels of requisite skills.

A key finding in this domain is the strong reciprocal relationship between perceived fairness and
attitude formation. When applicants feel that the interview procedures are standardized, relevant to
the job criteria, and consistently applied across all candidates, their perceived procedural justice
increases, leading directly to more favorable attitudes toward the hiring firm. This sense of fairness
validates the applicant's investment of time and effort in the process. Conversely, interviews
characterized by ambiguous questions, irrelevant personal inquiries, or obvious interviewer bias
generate profound feelings of injustice, which translate into highly negative attitudes and a
decreased likelihood of accepting an eventual offer. This link is particularly salient for diverse
candidates who may be more sensitive to cues suggesting potential organizational bias or
systemic inequity, thus impacting diversity recruitment goals. Therefore, the design of the interview
protocol must explicitly prioritize transparency and job-relatedness to foster positive applicant
attitudes and maintain organizational legitimacy in the competitive labor market.

Furthermore, applicant attitudes are significantly influenced by pre-existing expectations derived
from organizational reputation, previous job search experiences, and information gleaned from
social media or professional networks. If an applicant enters the interview expecting a highly
professional, structured experience based on the company's public relations efforts, and instead
encounters an unprepared or disorganized interviewer, the resulting contrast effect can generate
attitudes far more negative than if they had entered with neutral expectations. These expectations
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act as cognitive filters through which the actual interview experience is processed and evaluated,
magnifying any perceived deficiencies. The gap between expectation and reality--often termed the
"reality shock" in selection literature--is a powerful determinant of attitudinal formation, directly
impacting the desirability of the organization. Organizations must manage these expectations
proactively through realistic job previews (RJPs) and clear communication about the interview
structure, ensuring that the selection process aligns closely with the brand image they project
externally.

Key Determinants of Applicant Interview Attitudes

The determinants of positive attitudes toward employment interviews can be broadly categorized
into structural, interpersonal, and informational factors. Structural factors relate to the design and
implementation of the interview format. Highly structured interviews, which utilize standardized
guestions, predetermined scoring criteria, and multiple raters, consistently elicit more positive
attitudes than unstructured interviews. Applicants perceive structure as indicative of
professionalism and fairness, reinforcing their belief that the evaluation is based on merit rather
than subjective bias or whims. The relevance of the questions asked is another critical structural
determinant; when questions clearly map onto the required job duties and competencies,
applicants view the process as legitimate and are more likely to maintain a positive disposition
toward the potential employer. Organizations that fail to justify the necessity of various selection
hurdles or rely on ambiguous questions often inadvertently erode applicant goodwill and foster
skepticism about the overall rigor of the selection system.

Interpersonal factors hinge primarily on the behavior and demeanor of the interviewer,
representing the dimension of interactional justice. A positive applicant attitude is highly
correlated with interviewers who display professionalism, warmth, empathy, and competence.
Interviewers who are perceived as being prepared, actively listening to responses, and providing
ample opportunities for the applicant to ask questions significantly enhance the applicant's
experience and sense of being valued. Conversely, interviewers who appear distracted, rushed,
overly critical, or who interrupt frequently generate substantial negative affect, which quickly
generalizes to the overall organizational evaluation, regardless of the company's objective
attractiveness. This emphasizes the critical role of interviewer training; interviewers must not only
be skilled at assessment techniques but also trained in effective interpersonal communication and
relationship management, recognizing that they serve as the primary ambassadors of the
organization during the recruitment phase, capable of either building or destroying organizational
goodwill.

Finally, informational factors, particularly the nature and timeliness of feedback, strongly
determine applicant attitudes. Applicants who receive timely communication regarding their status,
clear explanations about the next steps in the process, and constructive feedback (even when
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rejected) report significantly more positive attitudes than those left in the dark. The provision of
detailed, individualized feedback, even after a negative decision, reinforces the applicant's belief
that they were treated respectfully and that the organization values their time and effort,
maintaining a positive relationship for future recruitment cycles. When organizations employ
lengthy silence or generic, automated rejection letters after a significant time investment by the
candidate, they signal a lack of regard for the applicant, damaging both the individual's attitude and
the organization's long-term reputation in the labor market. Therefore, robust and personalized
communication protocols are essential components of a strategy aimed at fostering positive
attitudes throughout the recruitment lifecycle.

The Role of the Interviewer and Organizational Signaling

The interviewer serves as the most immediate and tangible representation of the organization's
culture and values, acting as a crucial organizational signal that applicants use to form rapid
judgments. The behaviors exhibited by the interviewer--ranging from punctuality and preparedness
to overall demeanor and communication style--are instantaneously interpreted by the applicant as
indicators of how the organization treats its employees and conducts its business operations
internally. If the interviewer is highly professional, respectful, and organized, the applicant infers
that the organization maintains high standards and values its personnel. Conversely, if the
interviewer is late, disorganized, or displays aggressive questioning techniques, the applicant may
infer a chaotic, disrespectful, or potentially hostile work environment, leading to high levels of
distrust. This signaling function is so powerful that it often overrides other positive organizational
attributes, such as competitive salary or generous benefits packages, particularly for highly sought-
after candidates who possess multiple employment options.

Beyond simple demeanor, the interviewer's competence in conducting the assessment is a
powerful attitudinal determinant. Applicants generally hold more positive attitudes when the
interviewer demonstrates expertise regarding the job requirements, the strategic direction of the
company, and the purpose of the specific questions being asked. When interviewers appear
knowledgeable and capable of accurately judging job-relevant characteristics, applicants perceive
the process as having higher predictive validity and utility, thereby increasing their sense of
procedural justice. This competence signal reassures the applicant that the hiring decision will be
merit-based. Organizations must invest heavily in training interviewers not only on legal
compliance and behavioral assessment technigues but also on the subtle art of rapport building
and professional representation. A poorly trained interviewer, regardless of their seniority, can
inadvertently undermine years of organizational efforts dedicated to building an attractive and
positive employer brand, resulting in the loss of top talent.

The concept of symbolic organizational attributes is heavily mediated by the interviewer's
presentation. For example, the interviewer's ability to articulate the organization's mission and
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values effectively transforms abstract concepts into concrete, relatable signals. If the interviewer
genuinely embodies the stated organizational culture (e.g., if the organization claims to be
collaborative, the interviewer should display collaborative communication and invite dialogue), the
signal is strong and positive, confirming the organization's authenticity. If there is a noticeable
mismatch between the stated values and the interviewer's behavior (e.g., claiming to value work-
life balance while conducting interviews late into the evening), the signal is weak or negative,
leading to cognitive dissonance and unfavorable attitudes. Effective organizational signaling
through the interviewer ensures congruence between the employer's desired image and the
applicant's actual experience, reinforcing positive attitudes toward organizational fit and
commitment.

Attitudinal Effects on Interview Performance and Outcomes

Applicant attitudes toward the interview process have significant downstream consequences,
influencing not only the decision to accept an offer but also the candidate's actual performance
during the interview itself. Positive attitudes--characterized by low anxiety, high engagement, and
belief in the fairness of the process--are associated with enhanced performance outcomes. When
applicants feel comfortable, respected, and believe the process is meritocratic, they are better able
to communicate their qualifications effectively, manage situational stress, and engage in genuine,
confident self-presentation. This positive psychological state allows for optimal cognitive
functioning, enabling candidates to retrieve relevant experiential information efficiently and
formulate coherent, detailed responses to complex behavioral questions, thereby maximizing their
observed performance and the accuracy of the assessment.

Conversely, negative attitudes, often stemming from perceived injustice, high situational anxiety, or
antagonistic interviewer behavior, can severely impair interview performance. Applicants who feel
unfairly judged or disrespected may experience heightened physiological and psychological
distress, leading to reduced cognitive capacity, difficulty focusing on the task, and adopting
defensive or overly cautious communication styles. This phenomenon can result in highly qualified
candidates performing poorly, leading to inaccurate assessment decisions and the rejection of
suitable talent. The negative attitude essentially acts as a self-fulfilling prophecy: the applicant's
poor experience generates anxiety, which impairs performance, which then reinforces the negative
attitude toward the entire selection system and the organization. Organizations must recognize that
the interview environment is not a neutral assessment chamber but a dynamic social interaction
where psychological safety directly impacts observable performance metrics.

The most critical outcome affected by applicant attitudes is the acceptance or rejection of a job
offer, particularly in high-demand labor markets. Research consistently demonstrates that even
highly attractive job offers (e.g., competitive salary, comprehensive benefits) are frequently
declined if the applicant's attitude toward the interview process or the interviewer was
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overwhelmingly negative. These negative attitudes signal a potential mismatch in organizational
values, a dysfunctional internal environment, or a lack of respect for employees, leading the
applicant to prioritize procedural respect and psychological safety over financial gain. Furthermore,
positive attitudes toward the interview process are linked to higher levels of initial organizational
commitment and lower rates of early turnover among new hires. This suggests that a positive
interview experience lays the foundation for a stronger psychological contract, translating favorable
attitudes into tangible organizational benefits related to retention, engagement, and long-term
productivity.

Measuring Attitudes: Scales and Methodologies

The rigorous measurement of attitudes toward employment interviews is essential for both
psychological research and organizational practice, allowing practitioners to diagnose and address
deficiencies in their selection systems. Standardized scales are typically employed to capture the
multi-dimensional nature of this construct, focusing on aspects of procedural justice, interpersonal
treatment, and overall job attraction. These instruments often utilize Likert-type response formats
to quantify the intensity and direction of cognitive and affective responses. Key measurement
methodologies include:

Procedural Justice Scales: These measure the applicant's perception of the fairness of the
interview structure, focusing on items related to question relevance, standardization, consistency of
administration, and the opportunity for the candidate to demonstrate their full range of
competencies.

Interactional Justice Scales: These assess the quality of the interpersonal treatment received,
including the interviewer's warmth, respectfulness, honesty, and timely provision of information.
This dimension is often empirically demonstrated to be the strongest immediate predictor of
organizational attraction.

Organizational Attractiveness Scales: These capture the applicant's overall desire to work for
the company following the interview experience, typically including items related to perceived
prestige, culture fit, and long-term career opportunities, providing a holistic measure of employer
brand success.

Interview Anxiety Measures: While not strictly an attitude, the measurement of situational anxiety
provides crucial context, as high anxiety often mediates the relationship between poor interview
design and negative attitudinal formation, serving as a critical indicator of psychological safety
failure.

Beyond traditional survey methods, researchers and practitioners often employ qualitative
techniques, such as post-interview focus groups or critical incident techniques, to gain richer,
contextual insight into the specific moments or behaviors that drove strong positive or negative
attitudinal shifts. These qualitative data sources are invaluable for diagnosing specific
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organizational weaknesses in the recruitment process that might not be captured through
standardized quantitative scales, such as issues with scheduling logistics or administrative staff
interactions. For example, an applicant may report a generally positive attitude on a survey but
reveal in a focus group that the single negative interaction with the administrative staff almost
caused them to withdraw their application, highlighting a specific, actionable point of failure outside
the direct interview interaction.

Methodological advancements increasingly include the use of implicit measures to capture
attitudes that applicants might be unwilling or unable to report explicitly due to social desirability
bias. Implicit Association Tests (IATs) can be adapted to measure unconscious associations
between the organization and positive or negative attributes (e.g., "competent,” "fair," "chaotic").
Furthermore, psychophysiological measures, such as heart rate variability or galvanic skin
response (GSR), are sometimes used during simulated or actual interviews to gauge the affective
component of the attitude--specifically, the level of stress or engagement--in real time. Integrating
these varied measurement approaches provides a comprehensive and robust understanding of the
complex psychological landscape of attitudes toward employment interviews, allowing practitioners
to pinpoint precise areas for intervention and systemic improvement.

Mitigating Negative Attitudes and Improving the Interview Experience

Organizations committed to optimizing their talent pool must proactively manage the factors that
lead to negative applicant attitudes, thereby reducing candidate withdrawal rates and enhancing
organizational reputation. The strategy for mitigation requires a holistic approach addressing
structural integrity, interpersonal training, and communicative transparency throughout the entire
selection process. Structurally, organizations must ensure that all interview formats, especially
those utilizing cutting-edge technology like Al screening or asynchronous video interviews, are
rigorously validated for job relatedness and perceived fairness. Providing applicants with clear
instructions, pre-interview guides, and preparatory materials about the format significantly reduces
uncertainty and subsequent anxiety, fostering a more positive, focused mindset and enhancing the
perception of procedural justice.

Interpersonal mitigation strategies center on mandatory, high-quality training for all personnel
involved in the hiring process, including interviewers, administrative staff, and recruiters. This
training should emphasize active listening, professional rapport building, avoidance of
discriminatory or irrelevant questioning, and respectful closure of the interview session, regardless
of the applicant's performance. Crucially, interviewers must be trained to manage inherent biases
and maintain consistency across candidates, reinforcing the perception of procedural fairness.
Regular auditing of interviewers' behavior, using objective checklists, and actively soliciting
feedback from candidates post-interview are essential quality control measures to ensure
consistent delivery of a positive, professional experience across all hiring interactions.
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Finally, transparency and communication are arguably the most effective and cost-efficient tools for
attitude management. Organizations should strive to establish clear benchmarks for
communication frequency and content, eliminating the "black hole" experience common in
recruiting. This includes providing Realistic Job Previews (RJPs) early in the process to manage
expectations, offering timely updates on application status, and delivering personalized,
constructive feedback to unsuccessful candidates. Even when an applicant is rejected, a
respectful, well-communicated rejection can maintain a positive attitude toward the organization,
preserving the employer brand and transforming a rejected candidate into a potential future
applicant, customer, or organizational advocate. The investment in respectful, transparent
communication is a strategic investment in organizational reputation and long-term talent
acquisition success.
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