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Abstract—This paper takes top consulting firms (McKinsey,
Bain, and BCG) as the research object to explore the
relationship between employee satisfaction, recruitment, and
HR practices. By using the Job Demand- Resources model, the
two-factor theory, and Glassdoor reviews, the article analyzes
current employees’ work experience and the optimization of HR
practices. This investigation reveals that although these three
companies generally have similar characteristics, such as high
work intensity, long working hours, and high pressure, their
clear career development paths, excellent colleague atmosphere,
strong brand reputation, and competitive salaries and growth
opportunities have, to a certain extent, enhanced employee
satisfaction and the attractiveness of the companies to
outstanding job seekers. Also, a high-standard recruitment
process not only helps the companies screen high-potential
talents but also further strengthens their “elite employer”
image. The article believes that the competitive advantages of
top consulting firms do not only come from business capabilities,
but also from the organizational attractiveness and employer
brand constructed through HR management and recruitment
mechanisms. This research helps understand how
high-performance professional service companies achieve a
balance in talent management between high requirements and
high returns.
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L INTRODUCTION

In recent years, the relationship between employee
satisfaction, employer brand, and recruitment effectiveness
has gradually become an important topic in human resource
management and organizational behavior research. Existing
studies generally hold that employee satisfaction not only
affects individual performance, turnover intention, and
organizational commitment, but also further shapes potential
job seekers’ perceptions of the company through
word-of-mouth, corporate reputation, and online evaluation
platforms. At the same time, recruitment is no longer just a
process of selecting talent, but increasingly is regarded as a
key mechanism for enterprises to shape their organizational
image and attract high-quality candidates. However, existing
studies mostly focus on general enterprises or single
organizations, and pay relatively less attention to top
consulting firms, which are special organizational types with
high intensity, high competition, and still continuously
attracting outstanding talents. There is also a lack of more
specific comparative analysis regarding how employee
satisfaction, recruitment characteristics, and employer
attractiveness interact.

Based on this, this article takes McKinsey, Bain, and
Boston Consulting Group as the research subjects, exploring
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how these top consulting firms maintain organizational
attractiveness in a high-pressure work environment and
analyzing the relationship between employee satisfaction and
recruitment practices. This article will focus on answering the
following questions: Does high job requirements necessarily
reduce employee satisfaction; how do these companies
continuously attract outstanding candidates through
organizational characteristics and recruitment mechanisms;
and how do online employee evaluations reflect their
employer brand. To answer these questions, this article will
combine the job requirements-resource model and the
two-factor theory, and adopt a comparative analysis method
using comments on the Glassdoor platform, company ratings,
and job information. The research in this article helps deepen
the understanding of high-performance professional service
companies, and can also provide references for enterprises in
improving employee experience, optimizing recruitment
strategies, and shaping the employer brand.

II.  JOB SATISFACTION

A.  Theoretical Background of Job Satisfaction

Employees’ job satisfaction is always regarded as a tool for
a company’s evaluation. As Locke states, job satisfaction is
the positive emotion derived from an individual’s evaluation
of their work experiences (Locke, Sirota, and Wolfson,
1976). This is not an easy emotional reaction; instead, it is a
subjective judgment about employees’ expectations and
values. Another academic paper further points out the same
idea. Job satisfaction is an attitude response that includes both
emotional and cognitive components (Judge, Weiss,
Kammeyer-Mueller, and Hulin, 2017). Job satisfaction is not
only an emotional state shaped by salary and benefits, but also
an employee’s assessment of their work experience aligned
with their personal values (Locke et al., 1976; Judge et al.,
2017).

B.  Job Satisfaction in MBB: Overall Comparison

Overall, the three MBB companies exhibited relatively
high job satisfaction ratings. According to the overall
ranking, both Bain (4.3) and BCG (4.3) are higher than
McKinsey (4.1), though the difference is not large
(Glassdoor, 2026a; Glassdoor, 2026b; Glassdoor, 2026c¢).
However, in terms of work-life balance, McKinsey is 2.6,
which is significantly lower than Bain (3.3) and BCG (3.1)
(Glassdoor, 2026a; Glassdoor, 2026b; Glassdoor, 2026c¢).
This difference indicates that, although these three companies
hold a similar position in the consulting industry, their
distinct corporate cultures and management systems lead to
divergent outcomes. From the JD-R model, job satisfaction
depends on the job demands and job resources (Bakker,
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Hakanen, Demerouti, and Xanthopoulou, 2007). The obvious
low work-life balance shows the potential for high job
demand or low job resources. Therefore, this study conducts
an in-depth analysis of McKinsey by examining the 100 most
recent reviews from its full-time (current employees +
full-time staff) and part-time (part-time employees + interns)
groups

C. Empirical Analysis Based on Employee Reviews

Regarding the positive comments of 50 full-time
employees (Figs. 1 and 2), “career progression” accounted for
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the highest proportion at 39.2%, followed by “colleagues’
and “interesting work” at 24.1% and 17.7%, respectively
(Glassdoor, 2026a). The top three data show that a clear
growth path, high-quality coworkers, and interesting work
are the core evaluations for job satisfaction. The data for
part-time employees is highly consistent with that for
full-time employees. Among them, career progression
accounts for 40% (Glassdoor, 2026a). This shows that no
matter how long the staff will work, McKinsey is always
regarded as an important platform for staff to grow.

Flexibility, 5.10%

career
progression,
39.20%
Compensation
& Benefit,
13.90%
People, 24.10%
Fig. 1. Distribution of pros in full-time reviews (n = 50).
Flexibility, 7.10%
career
progression,
40.00%

Compensation
& Benefit,
15.30%

@

People, 24.70%

Fig. 2. Distribution of pros in part-time reviews (n = 50).

Conversely, based on their negative comments (Figs. 3
and 4), “long working hours” account for the largest
proportion of negative evaluations (full-time: 44.9%,
part-time: 43.8%), followed by “work stress” (23.2%)
(Glassdoor, 2026a). This shows that high pressure is the main
reason for job dissatisfaction. From the perspective of the
JD-R model, McKinsey is characterized by high job demands

and abundant job resources (Bakker, Hakanen, Demerouti,
and Xanthopoulou, 2007). High resources can bring growth
and a sense of achievement for staff, further improving their
job satisfaction; however, if the company requires high job
demand, it may decrease their job performance and lead to a
high turnover rate (Bakker, Hakanen, Demerouti, and
Xanthopoulou, 2007).
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Fig. 3. Distribution of cons in full-time reviews (n = 50).
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Fig. 4. Distribution of cons in part-time reviews (n = 50).

Further comparison with Bain (34%) and BCG (36%) from  2026c¢). This illustrates that career development is a common
Fig. 5 shows that they all have high career opportunity advantage among MBB firms, while differences lie in
percentages, while McKinsey has the highest proportion company culture and work-life balance (Glassdoor, 2026a;
(42%) (Glassdoor, 2026a; Glassdoor, 2026b; Glassdoor, Glassdoor, 2026b; Glassdoor, 2026c¢).

Figure 5. Career-Progression Positive Reviews in MBB
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Fig. 5. Career-progression positive reviews in MBB.
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D.  HR Implications and Recommendations

In terms of HR practices, MBB demonstrates two key
strengths. First, systematic career progression is a core
motivator. From Herzberg’s Two-Factor Theory, career
progression belongs to motivators, which can truly improve
job satisfaction (Herzberg, 1968). MBB employee reviews
show the highest levels of career progression, indicating that
their promotion systems can effectively improve job
satisfaction (Glassdoor, 2026a; Herzberg, 1968). Second,
from the charts, MBB companies have high-quality
coworkers. The JD-R model indicates that social support is
crucial for buffering high job demands (Bakker, Hakanen,
Demerouti, and Xanthopoulou, 2007). Since “people” and
“interesting work” feature prominently in employee
feedback, the humanistic care provided by MBB also
contributes to job satisfaction (Glassdoor, 2026a; Bakker,
Hakanen, Demerouti, and Xanthopoulou, 2007).

There are also two potential risks. First, rest should be
properly scheduled. Long working hours account for the
largest share of negative comments (Glassdoor, 2026a). The
JD-R model repeatedly emphasizes the importance of
balancing job demands and job resources to avoid fatigue
(Bakker, Hakanen, Demerouti, and Xanthopoulou, 2007).
Therefore, firms could implement compulsory rest periods
for consultants between projects. Second, the mentoring
system for employees should be further improved. According
to McKinsey’s stress data from consultant reviews, the
proportion for part-time staff (28.1%) is higher than that for
full-time employees (23.2%) (Glassdoor, 2026a). For MBBs,
most of their part-time jobs are internships taken by students

well as more mentoring for them (Glassdoor, 2026a).

III.

A. Effectiveness of the MBB Selection Process

A successful selection process links selection outcomes
with future job performance (Schmidt and Hunter, 1998). In
class, we discussed that an effective selection process should
show a positive relationship between recruitment
performance and later workplace performance. This is clearly
reflected in MBB companies.

In strategic HR practices, companies aim to hire the person
who best matches the working environment, rather than
simply the most outstanding candidate (Kristof, 1996). From
Table 1, MBB companies have similar interview difficulty
scores, ranging from 3.5 to 3.7, which suggests that they
apply similar selection thresholds (Glassdoor, 2026a;
Glassdoor, 2026b; Glassdoor, 2026¢). Based on interview
reviews, | used a random number generator to select 20 out
of 100 reviews from each company and created a word cloud
for MBB in Fig. 6 (Glassdoor, 2026a; Glassdoor, 2026b;
Glassdoor, 2026¢). Words such as “case”, “interview”, and
“round” appear repeatedly, indicating that MBB recruitment
mainly relies on case interviews with multiple rounds.
According to Schmidt and Hunter, job-sample tests have high
predictive validity (r = 0.54), which is significantly higher
than more traditional recruitment methods such as CV
screening or behavioural interviews alone (Schmidt and
Hunter, 1998). Therefore, the relatively difficult interview
design used by MBB can be regarded as a strong HR practice.
It is not only a way to challenge candidates, but also a

RECRUITMENT

who lack social experience. Therefore, they need more  mechanism that matches the high-requirement and
guidance to prevent burnout. MBB can provide more  hjgh-performance nature of MBB firms.
opportunities for communication with HR and managers, as
Table 1. Interview feedback
Company Difficulities(/5) Positive exp (%) Negative exp. (%) Applied online (%)  Campus Recruit (%)
McKinsey 3.7 65 12 58 21
BCG 3.6 66 12 59 20
Bain 3.5 72 8 47 39
process technical
nice followed t\o
behavioral interviewers
one hr cases

associate ﬁ rst rounds

INterview questions

interviews

Ca S e experience

lot

round

Fig. 6. WordCloud for MBB company(n = 60).

B.  Interview Structure,
Recruitment Channels

Candidate Experience and

If a firm focuses only on recruitment difficulty rather than
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candidate experience, it may struggle to attract talent in the
long run. As Gilliland argues, procedural fairness depends on
a standardised process, consistent evaluation, communication
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and respect (Gilliland, 1993). However, there are clear
differences in candidate experience across the three firms.
Bain’s positive interview experience rate is 72 per cent,
which is higher than BCG’s 66 per cent and McKinsey’s 65
per cent (Glassdoor, 2026a; Glassdoor, 2026b; Glassdoor,
2026c). Similarly, Bain’s negative interview experience rate
is 8 per cent, which is lower than McKinsey’s 12 per cent and
BCG’s 12 per cent (Glassdoor, 2026a; Glassdoor, 2026b;
Glassdoor, 2026¢). This suggests that Bain’s recruitment
process may provide greater advantages than those of the
other two firms. This result is consistent with procedural
fairness theory: even if candidates do not receive an offer,
they are more likely to give positive feedback when the
recruitment process is fair and well-structured (Gilliland,
1993). This is a valuable HR practice, showing that Bain may
have a more mature recruitment process, including
interviewer training, a systematic structure and clearer
communication. This, in turn helps the company strengthen
its employer brand and attract more talent.

Another important point concerns recruitment channels.
Rivera points out that elite consulting firms often select
culturally compatible candidates from target universities
(Rivera, 2012). From Table 1, Bain’s campus recruiting
proportion is 39 percent, which is much higher than
McKinsey’s 21 per cent and BCG’s 20 per cent (Glassdoor,
2026a; Glassdoor, 2026b; Glassdoor, 2026¢). This suggests
that Bain places greater emphasis on developing its talent
pool in the short run, which may help it identify potential
candidates more efficiently and reduce future training costs
in the long run. This can also be seen as a strong HR practice.
When candidates gain early exposure to the company, they
are more likely to understand which skills they need to
develop. At the same time, by offering more events and
short-term programmes, HR can carry out early-stage
screening of potential applicants. This early exposure not
only makes later selection easier for the HR team, since some
candidates may receive return offers through short
programmes, but may also reduce future training costs.

C. Strengths and Potential Risks of MBB Recruitment
Practices

There are also some potential risks in MBB recruitment
practices. As the McKinsey report Diversity Wins argues,
higher diversity can create stronger financial performance
and greater creativity (Hunt, Prince, Dixon-Fyle, and Yee,
2020). It also suggests that similar educational backgrounds
may lead to more similar ways of thinking, while cognitive
diversity is positively associated with better problem-solving
(Hunt, Prince, Dixon-Fyle, and Yee, 2020). This implies that
firms should expand their talent pools by increasing
programmes aimed at groups such as first-generation
students, low-income candidates, and applicants from
non-finance backgrounds. In addition, Fig. 6 shows that MBB
companies often use many stages in their recruitment
processes (Glassdoor, 2026a; Glassdoor, 2026b; Glassdoor,
2026c¢). This may make candidates feel insufficiently valued,
creating a negative impression of the firm. Therefore, while
maintaining the case interview as a core assessment tool, HR
could widen its outreach mechanism by allowing more
candidates to participate in earlier-stage assessments, such as
a short case analysis or a group discussion. In this way,
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candidates may gain a greater sense of participation, while the
workload of HR may also decrease.

Overall, MBB recruitment practices show both strong
effectiveness and clear limitations. On the one hand, case
interviews and multiple screening stages form a highly
predictive recruitment system that helps firms maintain
performance standards (Schmidt and Hunter, 1998). On the
other hand, overreliance on elite institutions and cultural
matching may improve screening efficiency in the short term
while weakening organisational creativity and cognitive
diversity in the long term (Rivera, 2012; Hunt, Prince,
Dixon-Fyle, and Yee, 2020). Therefore, the strength of MBB
recruitment lies not only in rigorous selection but also in how
successfully firms balance selectivity, fairness, and diversity.

IV. CONCLUSION

This paper investigates McKinsey, Bain, and Boston
Consulting Group to analyze the relationship between
employee satisfaction, recruitment practices, and employer
engagement. This paper shows that an intense working
environment and high pressure do not necessarily lead to low
satisfaction. In high-performing organizations like MBB,
although long working hours and high pressure bring obvious
burdens, clear career development paths, a positive collegial
working atmosphere, challenging work, and a strong brand
reputation can still enhance employees’ job recognition and
satisfaction.

Furthermore, this study reveals that recruitment is not only
atool for selecting talent but also an important way of shaping
the employer brand. MBB continuously attracts
high-potential candidates through multiple rounds of case
interviews, strict screening criteria, and campus recruitment
mechanisms, and strengthens its image as an elite employer.
However, this model also has limitations, such as complex
processes, intense interview pressure, and a preference for
candidates from target universities and cultural fit., which
may affect the candidate experience and limit organizational
diversity.

This paper also has several limitations. Firstly, the research
mainly relies on Glassdoor reviews and ratings, which are
subjective and may have selection biases. Secondly, the
research subjects are concentrated on three leading consulting
companies, and the conclusions may not apply to other
industries or ordinary enterprises. Future research could
integrate interviews, company reports, and data from
additional platforms, and extend comparisons to the Big Four
accounting firms, investment banks, or technology
companies, to more comprehensively understand the talent
management logic of high-performing organizations.
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