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Corporate America has never truly owned the idea of “inclusion.” 

01Background

“Though the term is widely used and touted, the true 
impact of inclusion— cherishing and utilizing the 
differences that all bring— is still largely a concept 
more than an actuality. Consequently, though corporate 
America has bandied about the term “inclusion” as 
if it were the national flag, organizational policies, 
promotions and cultures that promote exclusion have 
remained hard to navigate and even more difficult to 
change.”  [Roberts LM and Roberts AJ, 2019]

APT is building a consortium of several large clients 
to create a simulation for interview / selection skills 
for hiring managers to provide an overall blueprint to 
guide thinking and actions on “what” and “how” best to 
transform traditionally biased hiring and interviewing 
practices. 

02Course Overview
The training will combine a mix of standardized best practices in hiring 
and interviewing into a compelling, simulated storyline that immerses the 
participant in the realities and pressures of a typical hiring processes. 

The solution will leverage APT’s proven high-fidelity simulation approach 
that includes branching, rigorous assessments and decisions challenges, 
feedback and practice along the way – ending in a certification for 
managers. The solution will be completely scalable and there will also be 
additional opportunities for client customization.

2 Structured Interview Training



03Learning Objectives 
Those who complete this course will be able to understand:

 � The importance of following the hiring process used by the 
organization

 � Where bias may occur in the selection process, how to handle these 
situations, and approaches to mitigate the impact of bias

 � The importance of effective interviewing and its impact on the 
business, the culture, and the candidate experience

 � How to conduct an effective structured behavioral interview

 � How to fairly and accurately evaluate the data gathered during the 
interview and selection process

 � How to create a positive impression on all candidates, whether they 
are hired or not

 � How to apply the skills learned in the training

Evidence-Based Hiring
Evidence-based hiring integrates the decision maker’s expertise and 
scientific evidence from research studies.

 � Assessing job-related attributes through standardized procedures 
to maximize the organization’s capability to identify talent, and 
minimize human errors in hiring decisions

 � Upskilling decision makers to use evidence-based hiring, which can 
help organizations align their hiring practices (e.g., interviews) with 
strategic priorities to attract and retain diverse and inclusive talent

04The Case for Training 
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05Gap Between Science and Practice
Despite the clear message from research to 
use standardized selection procedures, hiring 
processes in practice are not always evidence 
based.

 � Managers choose unstructured interviews over 
structured formats and consider unstructured 
interviews to be an effective selection tool

 � Numerous studies suggest that unstructured 
interviews are some of the least effective 
selection procedures [Bohnet, 2016]

EVIDENCE-BASED HIRING
“To better predict future behavior in a less-
biased way, companies need to essentially 
create that future, immerse candidates into 
it, and evaluate how they respond to future-
oriented leadership challenges.”  

[Caver & Livers, 2020]

“…structured interviewing is not only effective 
for making a hiring decision, it can be 
crucial in defending against allegations of 
discrimination in hiring and selection.”  

[SHRM, 2016]

“The essence of EBHR [evidence-based HR] is 
approaching decisions, uncertainty and risk in 
a mindful fashion.”  

[Rousseau & Barends, 2011]

06Why the Gap
Key factors that influence the choice of selection procedures include:

 � operational considerations (i.e., costs, legal problems) associated 
with selection procedures

 � HR professionals and hiring managers’ knowledge and skills of using 
evidence-based hiring procedures

 � implicit beliefs about the usefulness of assessments [Highhouse, 2008]

Training on evidence-based hiring allows HR professionals and hiring 
managers to understand the nuts and bolts of hiring best practices and 
learn to identify and act on what may derail the hiring process.
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07Empowering Evidence-Based Hiring

Business environments are rapidly changing.  It’s time to empower your 
business with evidence-based hiring for the future.

Mitigate Biases with Selection 
Procedures That DO Predict Success
The course focuses on how adhering to valid selection processes 
minimizes the influence of bias and is a proven strategy for 
increasing inclusion and engagement in the organization.  

Standardized selection procedures mean presenting consistent 
assessments and evaluating candidates based on validated criteria. 
Learning how to conduct structured interviews, for example, limits 
interviewers’ use of “gut feelings,” allowing organizations to compare 
candidates in a fair way.

Drive Inclusiveness with Critical Thinking 
and Leadership Skills
Changing hiring behaviors starts with changing the mindset.

 � Building awareness of limitations in human decision making

 � Identifying biased judgments or behaviors in hiring

 � Seeking solutions to address non-inclusive behaviors and align on 
evidence-based hiring processes

“Despite this widespread belief in 
intuitive expertise, the data suggest 
that it is a myth.”

[Highhouse, 2008]

“The need to rethink conventional 
HR practice is urgent.”  

[Rousseau & Barends, 2011]
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08Interviewing 
Fundamentals 

The Candidate Experience
Research and social media tell us the importance of the 
candidate experience and how to best use your interview 
to meet candidate needs and leave them with a positive 
impression of your organization. This begs the question, “Are 
you providing the candidate as great an overall experience as you 
should be?”

The “STAR” Method
The STAR interview method is a technique used in behavioral 
interviews that prompts candidates to discuss a specific 
situation, task, action, and result of the situation described. 
It provides a structured approach to help your interviewers 
make decisions based on objective and valid information.

S – Situation: Background or context

T – Task: Purpose

A – Action: What did the candidate do? How?

R – Results: Outcome of candidate’s action(s)

The Four Phases of the Interview 
Process
The interview process allows the interviewer to invest the 
time in better understanding the candidate(s). Four phases 
make up the complete interview process: preparation, 
conducting the interview, evaluation, and follow-up. 

Learners will gain an understanding of the key skills and 
techniques critical for each phase.

PREPARATION
 � Preparing questions

 � Knowing the candidate

 � Planning the agenda

CONDUCTING 
THE INTERVIEW

 � Opening the interview

 � Gathering STARs

 � Closing the interview

EVALUATION
 � Evaluating STARs

 � Using the rating guidelines

 � Integrating data with other 
interviews

FOLLOW-UP
 � Internal process to ensure 

candidates are advanced 
or screened out in a timely 
manner

 � Communication to 
candidates
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Managing the Flow of the Interview
During the interview process, you may face both common and 
not-so-common interviewing situations. It is imperative to learn 
and understand the best ways to handle them.

Legal Topics
Candidates for jobs expect to be treated fairly and without 
discrimination. Interviewers should be knowledgeable about 
the types of questions that can and can’t be asked during the 
interview.

 � What interview questions are legal/illegal to ask?

 � Are interview questions job-relevant?

 � How do I ensure consistency and fairness across interviews?

 � Should I take notes during the interview?

“Formal interviewer training 
contributes to greater 
standardization, consistency, 
and formalization in the 
evaluation processes of 
interviews…” 

[Chapman & Zweig, 2005]

“To obtain the full benefit 
of structured interviews, 
interviewers must be trained 
to conduct these types of 
interviews.” 

[Camp et al., 2011]

09Optional Customized 
Course Content 

Your Organization’s Selection Process
Every organization’s selection process is unique and tailored to 
their needs. Participants will learn and understand the ins and 
outs of your process, including:

 � What the selection process entails

 � What behaviors are measured

 � What process steps are taken and why

 � How to use a behavior coverage grid

Overview of Your Organization’s Current 
Framework
Understanding the organization’s current cultural, behavioral 
or competency framework is essential. Participants will gain 
exposure to your model and learn how the selection process 
both supports and fundamentally builds your ongoing cultural 
and behavioral framework.

Optional video integration from your most senior leadership and 
talent visionaries

“Training helps increase the 
reliability and validity of 
interviewer ratings.” 

[Melchers, Lienhardt, Von Aarburg, & 
Kleinmann, 2011]
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