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Interview Fraud and
Candidate Malpractice

The Complete Guide for TA Teams in 2026

What fraudulent candidates are doing, how to detect it, and how to stop it
before it reaches your delivery teams



What is interview fraud and candidate
malpractice?

Interview fraud is the intentional misrepresentation of skills, identity, or credentials at any
stage of the hiring process. It is not new. What is new is the scale, the sophistication, and the
speed at which it is evolving.

Candidate fraud has evolved well beyond padded resumes and inflated job titles. Generative
Al and automation tools now let candidates create convincing resumes and career narratives
in minutes, generate plausible answers in real time, and cheat on assessments in ways that
traditional hiring processes simply cannot catch.

For technology services firms running high-volume hiring across dozens of roles and
geographies simultaneously, this is not a future problem. It is happening right now.
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How big is the
interview fraud problem?

The data tells a clear story. Cheating is no longer fringe — it is industrialized, Al-powered,
and scaling faster than most TA functions can react.

O 0 Cheating on technical assessments more
1 6 /) 9 3 5 %) than doubled in a single year. The

trajectory is not slowmg

2.3%

of companies lost over
$50,000 in a single year
due to fraudulent
candidates

507%

of businesses have
encountered Al-driven
deepfake fraud in some
form

10%

of those losses exceeded
$100,000 annually

By 2028

job candidates may be

fraudulent — Gartner
forecast

2.8%

of candidates admit to
using Al to generate
fake work samples

For IT services and tech companies specifically, the risk is compounded by remote-first
delivery, high volume, and the premium placed on niche technical skills that are genuinely
hard to evaluate without domain expertise
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Types of Interview Fraud TA Teams
Are Seeing in 2026

Each one exploits a different gap in the hiring funnel. Recognizing the pattern is the first step
to closing it.

X

Al-Assisted Cheating During
Live Interviews

This is the fastest-growing form of interview
malpractice. Candidates use browser plugins,
second devices, or earpieces to feed interview
questions into a generative Al tool and read the
response back in real time. The problem has
gotten so acute that even Anthropic had to
rewrite their own technical interview guestions in
early 2026 because too many candidates were
using Al tools to answer them.

Without adaptive questioning and real-time
detection, interviewers cannot reliably
distinguish between a candidate who genuinely
knows their subject and one who is reading off a
screen.

Deepfake Video and Voice Fraud

Deepfake technology now allows candidates to
appear on video as themselves while Al
generates their speech, or allows a different
person to conduct the interview while appearing
to be the original applicant. What began as
isolated incidents has become a systematic
problem, significant enough that companies
including Google and McKinsey reintroduced
mandatory in-person interviews specifically to
counter the surge.

www.selectprism.ai
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Proxy Interviews and
Identity Fraud

In some cases, the person who completes the
hiring process is not the person who shows up
on day one. In IT services, proxy interviews are
particularly common for technical L1 rounds,
where a more skilled colleague or paid proxy
conducts the interview on behalf of the actual
candidate. Organizations have reported noticing
the discrepancy only when a new hire's
onboarding photo did not match the person they
interviewed.

B

Credential and Certification Fraud

Fake certifications, fabricated project portfolios,
and inflated job titles have always existed. What
has changed is how convincing they have
become. Al tools make it trivially easy to
generate polished fake profiles, tailored resumes,
and plausible answers in real time. Resume
verification alone catches very little of this.
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Outsourced Technical Assessments

An entire cottage industry exists around
completing coding assessments for candidates.
When assessment and interview stages are
separated by days, candidates have a significant
window to outsource the work to someone who
actually has the skills they claimed.

to game.

Why traditional hiring
processes cannot keep up.

Most hiring funnels were designed for a pre-Al, pre-remote world. Three structural
weaknesses make them poorly suited to detecting modern fraud.

They rely too heavily on
self-reported information.

Resumes, skills declarations,
and cover letters are all
candidate-controlled. They are
easy to fabricate and difficult to
verify at scale.

<>

Assessment is disconnected
from real work.

Most technical screens test for
knowledge of the right
keywords rather than the ability
to actually apply skills in a
delivery context. A candidate
who knows to say
"microservices," "Kubernetes,"
and "CI/CD" in the right places
can get surprisingly far without
being able to build anything.

Automated Application Fraud

Bots and scripts apply to large numbers of roles
simultaneously with Al-generated resumes and
answers. At 2,000 applications a day, no TA team
has the bandwidth to catch this manually, and
keyword-based ATS filtering is increasingly easy

(o))
™
Interview panels are

inconsistent and gameable.

When different panelists apply
different standards, a coached
or fraudulent candidate can get
through simply by adapting
their performance to each
interviewer. Inconsistency in
evaluation creates exploitable
gaps, and most panels are not
designed to close them.

Every fraudulent application that slips through consumes recruiter time that could be

spent on genuine candidates, coaching hiring managers, or moving qualified talent
through the funnel. The more fraud slips through, the more it quietly taxes your team's
productivity and distorts the data you rely on to make hiring decisions.

www.selectprism.ai
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The real cost of
fraudulent candidates.

The cost goes well beyond a single bad hire. It cascades through delivery, security, finance,
and brand — and the visible damage is rarely the largest.

$50K — $100K+

23% of companies reported losses exceeding $50,000 from fraudulent hires in a
single year. 10% exceeded $100,000.

Delivery risk

In tech services, a misrepresented candidate placed on a client project creates immediate delivery
risk and can damage client relationships that took years to build.

Senior engineer time.

When fraudulent candidates pass L1 and reach L2, senior engineers spend hours on people who
should never have made it through. That time has real opportunity cost.

Financial exposure.

23% of companies have reported losses exceeding $50,000 from fraudulent hires in a single year.
In some documented cases, fraudulent employees demanded ransoms after being caught
accessing and downloading sensitive client data.

Security and compliance.

In IT services environments with access to client systems, intellectual property, and sensitive data,
a fraudulent hire is not just a performance problem. It is a security incident waiting to happen.

@ Reputational damage.

Interview integrity and Al fraud detection have become boardroom-level priorities in 2026. A
publicized fraud incident affects employer brand, client confidence, and future hiring.

www.selectprism.ai



How to Detect Interview Fraud:
A Layered Approach

Think of fraud prevention like stacked layers of defence. A single layer has gaps. Stack
enough layers together and those gaps close. Effective prevention operates at every stage of
the funnel — not as an add-on to an existing screen.

Q Top Funnel

Skills-based matching, not keyword matching

The first line of defence is ensuring that candidates who should not be in your funnel never
enter it. Al-powered matching that looks at skill adjacencies, contextual experience, and
genuine role fit, rather than keyword presence, narrows the candidate pool to those with
actual qualifications before any human time is invested.

!
@ Screening Stage

Adaptive Al Pre-Screening

Static screening questions are easy to prepare for. Automated pre-screening that adapts
based on candidate responses, validates compensation expectations, notice period, and
location preferences, and flags behavioral inconsistencies, creates a baseline that can be
compared against later interview stages for consistency.

’ % Interview Stage

Conversational Al with Adaptive Questioning

Adaptive Al interviews change the fraud calculus significantly. When questioning responds
dynamically to what the candidate says, probing deeper on specific claims or following
unexpected threads, the difficulty of preparation increases dramatically. A candidate cannot
prepare a script for a conversation that adapts to them specifically.

www.selectprism.ai 05
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Proctoring

Match Your Coverage to 2026 Fraud Vectors

Tab-switching detection alone is no longer sufficient. Effective proctoring in 2026 needs to
cover:
» Gaze detection to identify when a candidate is reading from another source
» Audio analysis to detect coaching voices or Al-generated speech in the background
» Browser and device monitoring to flag secondary screens, window switching, and copy-paste
behavior
e Lip sync analysis to identify when speech does not match mouth movement, a signature of
real-time Al voice tools
» |dentity verification at entry, including photo ID check and profile picture capture
» Al usage detection to identify voice agents and browser plugins running in the background

Skills Validation

Live Coding Under Adaptive, Proctored Conditions

There is a meaningful difference between a candidate who can talk about coding and one who
can actually write it. Combining voice-based Al interviews with integrated coding assessments in
a single session, rather than as separate stages with gaps between them, reduces the window in
which coaching can occur and creates a far more complete picture of actual capability.

Evaluation

Structured Outputs and Audit Trails

Al-led interviews produce structured evaluation reports with skill proficiency mapping, role
fitment scoring, and full transcripts. This creates an audit trail that manual interviewing
simply cannot produce, and it makes it significantly harder for a coached candidate to get
through by adapting their performance to a specific interviewer's style.

www.selectprism.ai
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Red Flags That Signal
Interview Malpractice

No single signal proves fraud. But when multiple show up in the same candidate profile, the
pattern is worth investigating before extending an offer.

Watch for these signals across your hiring funnel:

Candidate aces initial screens but struggles when asked to elaborate or clarify.
& Responses feel rehearsed or slightly delayed, particularly on technical questions.
Candidate refuses to turn on camera or insists on audio-only for technical rounds.

Resume references very recent projects in detail but is vague about earlier roles.

Technical answers are textbook-perfect but the candidate cannot explain their
reasoning.

> B b b

Inconsistency between different interviewers' impressions of the same candidate.

Unusual hesitation when asked follow-up questions that were not in the original
JI.

>
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How SelectPrism addresses
interview fraud for hiring teams.

Most hiring platforms added proctoring as a feature after the fact. SelectPrism was built from
the ground up for high-volume, high-stakes technical hiring — where the cost of a fraudulent
hire is a delivery failure, not a bad performance review.

What SelectPrism Does Differently

Q

Skills-based matching before human time
is spent.

SelectPrism's matching engine is trained
on 60 million-plus job descriptions and
candidate profiles, using knowledge
graphs and vector embeddings to match
candidates against roles based on actual
skill-role relationships, not surface-level
keyword overlap. Candidates who
keyword-match but do not genuinely fit
are filtered out before any recruiter
bandwidth is consumed.

[

®,

Lo

A proctoring suite built for 2026 fraud,
not 2019.

SelectPrism's proctoring covers 25-plus
checks across browser, device, and video,
including gaze detection, lip sync analysis,
Al usage detection, identity verification,
and real-time fraud flagging during the
session itself, not as a retrospective
review after the interview concludes.

www.selectprism.ai

2

Adaptive conversational Al interviews,
available 24/7.

SelectPrism's Al interviewer conducts
structured L1 interviews via voice and
video, generating questions contextually
based on the job description, the
candidate's profile, and their responses in
real time. Because the questioning adapts,
candidates cannot prepare a script. A
coached answer to one question leads to
a deeper probe on the next.

N

Integrated coding assessments in the
same session.

Technical assessments run within the
same interview session as conversational
Al evaluation, eliminating the gap
between

stages where outsourcing typically occurs
and requiring candidates to produce
working code under adaptive, proctored
conditions.
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Structured, explainable evaluation
reports.

Every candidate receives a consistent,
structured assessment with skill
proficiency mapping, role fitment scoring,
hiring recommendation, and a full
transcript and interview recording. The
output is not an interviewer's gut feel. It is
an auditable, explainable hiring signal.

85
Seamless integration with all major ATS
systems.

SelectPrism connects with Workday, SAP
SuccessFactors, Oracle Taleo,
Greenhouse, Darwinbox, and 20+ other
systems, fitting into existing workflows
without requiring TA teams to change how
they operate.

What TA Leaders Should Do

Right Now

Start with three quick wins that catch the majority of fraud attempts with

minimal setup:

01 02

Require live video with liveness
checks for all final interviews

Implement live, adaptive
technical assessments for
technical roles rather than take-

03

Add direct credential
verification for all certifications
and qualifications claimed

home assessments

Beyond that, audit your current L1 process specifically for the gaps fraud exploits: static

guestions, no proctoring, long gaps between stages, and inconsistent evaluation criteria.

Map your highest-fraud-risk roles. Remote-first, high-volume, and certification-
dependent roles are the most exposed. And look at your L2 data: a low L1-to-L2 pass
rate is often a sign L1 is not doing its job, while a very high pass rate may mean L1 is too

easy to game.

www.selectprism.ai
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The Bottom Line

Interview fraud is a systemic problem, not an edge case. It scales with hiring volume, evolves
with technology, and exploits exactly the gaps that high-pressure TA teams are most likely to
leave unaddressed.

The answer is not more manual review. It is a smarter, layered process that makes fraud
structurally harder to execute and easier to detect when it does occur.

The candidates who get through should
be there because they earned it.

About SelectPrism

SelectPrism is an enterprise-grade Al hiring intelligence platform built by Prismforce. It
helps technology services firms and enterprise TA teams eliminate interview fraud,
reduce time to hire, and improve pipeline quality through conversational Al interviews,
adaptive assessments, and comprehensive proctoring.

learn more at www.selectprism.ai
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