The Transparency Imperative

The hidden commercial and legal costs of phantom job
postings, and how leaders can restore hiring integrity.

A STRATEGIC PLAYBOOK FOR CHROs AND LEGAL TEAMS
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An ecosystem overwhelmed by artificial demand.

6%

The Candidate Experience

Of job seekers report encountering
a suspected ghost job, and 58%
have interviewed for one.
(ResumeBuilder, 2026).

One-third of applicants now explicitly trust employers less because of these experiences.

18.9%

The Platform Reality

Of all jobs posted on a major hiring
platform in Q2 2024 were ghost
jobs, with 70% of employers listing at
least one. (Greenhouse, 2024).

71M [ 5.2M

The Macro Distortion

Reported job openings against
actual hires in a single month.
(Bureau of Labor Statistics,
Aug 2026).
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The perceived ‘zero cost’ of a ghost job is an illusion.

1. The Cheap Signal

Managers leave arole live to project growth,
placate overworked teams (63%), or keep a
pipeline warm. Cost appears to be zero.

2. Candidate Screening

High-quality, careful candidates recognize
recycled/stale ads and screen the
employer out.

4. Trust Collapse

Interviewed candidates are ghosted. Brand
reputation falls, forcing the employer to
spend more to attract future talent.

3. Operational Overload

Recruiter workloads spike with low-quality
applications for non-existent roles (14
million apps ignored in one quarter).
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Diagnosing the phantom posting.

INTENT (Administrative to Strategic)

The Deliberate Ghost

Strategic / Misleading

No approved headcount; used for internal
leverage or external signaling. (High Risk).

The Pipeline / Evergreen
Strategic / Authentic

Active collection for frequently open roles,
properly disclosed. (Legitimate).

The Zombie Posting
Administrative / Misleading

A real job that was filled or frozen, left live
due to administrative drift or platform
scraping. (Compliance Risk).

Fraud / Scam

Distinct malicious actors, out of
scope for HR operations.

LEGITIMACY (Misleading to Authentic)
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The hidden commercial blast radius
of misleading postings.

Candidates

Burnout and stress

Roughly one-third of candidates
spend 4+ hours pursuing
suspected ghost jobs.

 Current Employees:

Deep cynicism

Postings used to imply 'help is
coming’ or make staff feel
replaceable (62%) destroy HR
system credibility.

Ghost Job

Customers

Direct revenue loss

Virgin Media lost an estimated
£4.4M annually when 7,500
rejected candidate-customers
cancelled subscriptions.

The Macro-Economy

Skewed federal data

BLS JOLTS openings data is
distorted, triggering US Senate
inquiries into whether ghost
postings infiuence Federal
Reserve tracking.
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The legal transition from pay transparency to hiring

transparency

Ontario (Jan 1, 2026)

Employment Standards Act
requires employers to state if a
posting is for an existing
vacancy and mandates a 45-
day decision notice.

New York (Pending SB S8877)

Requires explicit expected fill
dates, ‘no sooner than’ dates, or
plain disclosure if merely
collecting resumes. Applies to
100+ employees.

Federal (June 2026)

US Senate inquiries to the FTC,
DOL, and BLS regarding
deceptive recruiting practices.

Texas (July 2026)

Attorney General Ken Paxton
launches consumer-protection
investigation into LinkedIn
profiting from fake listings.
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A job posting is no longer marketing.
It is a legally binding public promise.

Organizations that get ahead of hiring transparency will capture premium
talent and avoid regulatory friction. The following five-part playbook
provides an evidence-based roadmap to structural integrity.
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01 Requisition Integrity and

Posting Governance

Core Action

Tie every external posting to an
approved requisition with a
named owner. Implement
mandatory expiry dates and
strict takedown service levels.
Separate active budgeted roles
from pipeline postings.

Evidence in Practice

University of Louisville uses
designated “evergreen
requisitions” in Workday for
high-volume roles, shifting
applicants to regular requisi-
itions only when a preferred
candidate is identified.

The Pitfall

Avoid sudden, uncommunicated
mass takedowns—internal
teams may misinterpret this
housekeeping as a sudden
corporate hiring freeze.



Transparent Posting
Disclosures

Core Action

Label vacancy status in plain
language. Provide expected

timelines for current vacancies.

Present pipeline postings
explicitly as invitations to join a
talent community. Build
jurisdiction-ready templates.

Evidence in Practice

Queen’s University
systematically updated its HR
tools, CareerQ platform, and
hiring manager training to meet
Ontario’s strict 2026 vacancy
disclosure requirements ahead
of time.

The Pitfall

Using static, hedged boilerplate
language on every post. If
timelines genuinely change, the
posting must be updated; New
York's pending bill offers no
safe harbor for outdated
timelines.
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The anatomy of a New World job posting.

L N
= ; =
Status Label - 1 > [[CURRENT VACANCY.| o | TALENT POOL/RESUME COLLECTION |
Clearly states "Current Vacancy” _ .
" on” JOB POSTING
or "Talent Pool/Resume Collection

(Ontario / NY requirement). Expected Timeline

States "Expected fill date: [Date]"
‘ or “No sooner than: [Date]"
[l (NY SB S8877 requirement).

Narrow Pay Band
Range cannot exceed a $50,000
spread (Ontario requirement).

Process Disclosure

Explicitly outlines any use of Al
in applicant screening (Ontario
requirement).
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Core Action

Establish stage-based
service levels. Adopt a
maximum time from final
interview to decision notice
(e.g., 45 days).

Send automated but
respectful close-outs when
requisitions are frozen or
cancelled.

Closing the Loop
with Candidates

Evidence in Practice

The Circle Back Initiative.
Employers like Allianz

Partners Australia publicly
commit to responding to

every candidate, removing
‘only shortlisted candidates will
be contacted’ from ads, and
undergoing annual
accreditation.

The Pitfall

Making a public pledge that
recruiter capacity cannot
support. A broken promise of
communication creates a
deeper psychological
contract breach than silence.



Platform and Partner
Accountability

04

Core Action Evidence in Practice The Pitfall
Maintain a syndication Platforms are shifting Assuming a posting
map of every channel liability to employers. removed from the corporate
publishing your jobs. Write LinkedIn introduced careers site disappears
strict takedown SLAs ‘responsiveness insights’ everywhere. Penalties (like
into staffing and amidst a Texas AG probe in NY) apply per platform,
distribution contracts. into fake listings. Indeed multiplying exposure for
Monitor major boards for enforces active-review scraped zombie postings.
scraped, outdated listings. signals and removes

unengaged postings.



Measuring Integrity
and Leading Inside

Core Action Evidence in Practice The Pitfall

Track posting-to-hire ratio, Virgin Media tracked the Measuring only application
average posting age, commercial cost of volume. High volume can
and outcome-notification candidate treatment, mimic brand strength when
rates. Elevate candidate resulting in manager it actually reflects

trust scores to executive retraining that shifted sales unresolved ghost jobs
reporting. Make clear recruitment Net Promoter inflating the top of the
policies prohibiting Scores from =57 to +11. funnel.

postings as internal

pressure tools.




The Three Pillars of
Hiring Integrity

Long-Term Hiring Integrity

Postings
as Public
Promises

Treat job advertisements with the
same legal and cultural scrutiny as
SEC filings or consumer product
claims. The law is moving from pay
transparency to hiring transparency.

Honest
Pipelines

Re-establish reciprocity. Asking
candidates for verified identities
and hours of assessments requires
giving them truth about the
opportunity in return.

Shared
Trust

Trust is a shared market resource.

Legitimate failed searches must be

visible, measured, and explained to
candidates to separate honest
misses from deliberate misuse.
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The law asa floor,
not a ceiling.

Candidates infer an organization’s values from
how it recruits. Honesty in hiring is not just
compliance—it is the earliest and most visible test
of whether your company means what it says.

Organizations that got ahead of pay transparency found
compliance easier and trust benefits greater than those that
waited. The exact same shift is happening now.
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