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Abstract 
 

An online interview simulation program was used in Interpersonal Communication courses to compare 
confidence and preparedness in job interview skills between an experimental group of 20 students, participating in 
four online interview simulations throughout the semester, and a control group of 27 students that had no access to 
the online interview simulation. Based on survey results from the 47 participants, the online simulation program did 
not affect confidence and preparedness in real-life interview situations. This article outlines the framework, 
limitations and outcomes of the study, and examines future areas of research with games and simulations relating to 
development of soft skills for job interviews. 
 

Introduction 
 

Research indicates graduates need to have confidence and be prepared in the areas of soft skills to gain 
employment and maintain career success (Crawford, Lang, Fink, Dalton, & Fielitz, 2011; Giallo & Little, 2003; 
Robles, 2012). Research also suggests that games and simulations are a viable method of training soft skills (Davis, 
Murphy, Owens, Khazanchi, & Zigars, 2009; deFreitas & Routledge, 2013; Nealy, 2005). For example, games and 
simulations encourage experiential learning for participants to experience the interview process and gain knowledge 
of the framework for responding and asking questions while improving preparedness and gaining confidence that is 
transferred to real-life interviews (Maurer & Solamon, 2006). For the purposes of this research, confidence refers to 
the belief that one has the ability to perform successfully in order to produce an expected outcome (Bandura, 1986) 
and preparedness is being ready to take action when a situation or an event occurs (Jackson, 2008). Additionally, 
games and simulations refer to environments that model a system where students observe outcomes and 
repercussions based on decisions and actions (Gredler, 1996). Moreover, Jacobs and Dempsey (1993) note that the 
distinction between games and simulations is ambiguous; hence, for this research, the term games and simulations 
refer to a single activity. This study examines the use of an online interview simulation, Perfect Interview™ 
Interview Coach (Perfect Interview, 2011), as a viable teaching tool for soft skills necessary for interviewing; more 
specifically research focused on individual confidence and preparedness of interview skills exhibited during the 
interview process.  

 
Theoretical Framework 

 
Employers are acutely aware of the need for soft skills training; however, individuals may not perceive the 

consequences due to a lack of soft skills during the interview process. Due to this increasing concern there is a 
necessity for change and games and simulations can provide an online awareness that allows the inclusion of 
modern and advanced technologies in education to be instructor friendly and effectual for student success with 
minor repercussions. Games and simulations in soft skills and interview skills training meet different aspects from 
three theoretical frameworks: Rogers’ (1962) Diffusion of Innovation Theory, Concerns-Based Adoption Model 
(CBAM), and Havelock and Zlotolow’s (1995) C-R-E-A-T-E-R model.  

Rogers’ Diffusion of Innovation Theory states that the change must have relative advantage by 
outperforming the current method, promote compatibility, limit complexity for adaptation, and the change must be 
trialable and observable. Games and simulations follow Rogers’ theory because they deliver an engaging and 
enthusiastic learning environment while providing users an environment to repeatedly exercise interview skills, 
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develop proper verbal and non-verbal communication while enhancing confidence for a real-life interview in a fail-
safe environment that delivers feedback for improvement. Games and simulations are compatible with current 
teaching methods and can be adapted to learning needs, as well as trialable in determining processes and branching 
methods for success in an observable environment. 

CBAM outlines the following stages of concern for change: awareness, informational, personal, 
management, consequence, collaboration, and refocus (Ellsworth, 2000). Games and simulations provide an online 
awareness that allows the inclusion of new technology for education to be manageable for instructors and effective 
for students with little to no consequences. In addition, the online simulation allows for collaboration and provides a 
corner stone to assimilate other activities into soft skills development following the outline of CBAM. 

Facilitating change based on the C-R-E-A-T-E-R model for adopting and implementing games and 
simulations for soft skills training supports the following seven areas: care, relate, examine, acquire, try, extend, and 
renew. The C-R-E-A-T-E-R model supports online interview simulations for providing soft skills training as users 
have opportunities to execute the interview sessions repeatedly and receive feedback in an engaging, safeguarded 
setting. The use of games and simulations allows for an expansion of customary training and could lead to increased 
acknowledgement and adoption of technology in soft skills training and academic curriculum as a continuous, self-
renewing process that provides students with the skills needed to be prepared and confident during the face-to-face 
interview experience. This model fortifies the need for soft skills training and conveys corroboration that soft skills 
training via games and simulations can be successful and integrated into academia. Furthermore, the model provides 
support to change agents and stakeholders and supports the necessity for increased soft skills training for graduate 
employment opportunities. 
 

Methodology 
 

A job interview skills self-assessment survey was designed by combining elements of two instruments that 
were used in similar research (Lin, 2008; Smith et al., 2014). The survey was altered based on suggestions from a 
focus group of subject matter experts and focus group created from the target population. The Job Interview Skills 
Self-Assessment Survey comprised of eight demographic questions, nine statements related to confidence, and nine 
statements related to preparedness relevant to interviews (Appendix A).  

In the Fall semester of 2015, ten face-to-face Interpersonal Communications courses of a south-central 
Kentucky community college were randomly selected as either one of the eight experimental groups or one of the 
two control groups. Students enrolled in the experimental groups during the Fall 2015 semester participated in four 
Perfect Interview™ Interview Coach online simulations during the semester. Perfect Interview is designed for users 
to practice interview skills through multiple attempts with random interviews generated from a database; therefore, 
the participant responded to a variety of questions and completed four practice sessions, rather than a single use 
instance, to validate the effect of the simulation on preparedness and confidence. Upon completion of all four 
interview simulations, students received the Job Interview Skills Self-Assessment Instrument. Students enrolled in 
the control group during the Fall 2015 semester, with no access to the Perfect Interview™ Interview Coach 
simulation, received the Job Interview Skills Self-Assessment Instrument during the same time period as the 
experimental group. Survey participants consisted of a convenience sample of 47 students from a potential 120 
participants from the ten Interpersonal Communications courses. The experimental group consisted of 20 students 
and the control group consisted of 27 students.  

A t-test analysis was conducted with the mean response of each of the individual eighteen statements from 
the Job Interview Skills Self-Assessment Survey. The mean responses from each of the individual eighteen survey 
statements in the experimental group were compared to the mean response of each of the individual eighteen survey 
statements from the control group. Data from each of the eighteen statements on the survey instrument indicated that 
the online simulation did not have an effect on the level of either confidence or preparedness given that none of the 
t-tests were significant at p < .05 (Appendix B). In other words, there was no significant difference between the 
levels of confidence and preparedness between the experimental and control groups at the α = 0.05 level. 

 
Conclusions 

 
Although the researchers tried to reduce the limits of the study, there were substantial limitations.  For 

example, methodology limitations identified included the use of convenience sampling, small sample size, and 
researcher bias. However, there were limitations based on the sample population as well. For example, participants 
may have lacked interest, understanding, or resources to complete online simulation. Similarly, participants may 
have had problems interpreting and comprehending the survey statements. Also, participants’ self-reported 
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responses may be over- or under-inflated in regards to their perceived levels of confidence and preparedness. 
Additionally, the simulation environment may have an affect toward perception because simulations are less 
stressful than face-to-face interviews. Lastly, because the courses had multiple instructors, the course instructor 
influence and promotion of participation and providing online simulation instructions could have reduced or 
influenced participation. Consequently, the researchers suggested that future research include: an increased potential 
pool of participants, complete implementation of the online simulation into course curriculum, confirmation that all 
participants have access to and complete the online simulation, a follow up to the online survey with a face-to-face 
mock interview to assess differences in confidence and preparedness, qualitative statements added to the survey to 
provide a broader scope of participant feedback, and an analysis of individual demographic areas related to 
confidence and preparedness.  
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Appendix A 
 

Job Interview Skills Self-Assessment Instrument 
 

Please choose only one answer for each category below. Do Not include any identifying elements such as 
name, social security number, or student identification number. This survey is anonymous. 
 

1. What is your academic level?   Freshman (0 to 29 credit hours) 
   Sophomore (30 or more credit hours) 
    
2. What is your enrollment status?   Full-time (12 hours or more this semester) 
   Part-time (11 hours or less this semester) 
    
3. What is your age?   24 years or younger 
   25 years or older 
    
4. What is your gender?   Male 
   Female 
   Prefer not to answer 
    
5. What is your marital status?   Married 
   Single 
   Divorced 
   Widowed 
   Prefer not to answer 
    
6. What is your ethnic group?   American Indian or Alaskan Native 
   Asian or Pacific Islander 
   Black, Non-Hispanic 
   Hispanic 
   White, Non-Hispanic 
   Unknown 
   Non-resident Alien 
   Prefer not to answer 
    
7. What is your work status?   Unemployed 
   Work 20 or fewer hours per week 
   Work 21-30 hours per week 
   Work 31-40 hours per week 
   Work 41 or more hours per week 
    
8. What is your household size?   (myself) 
   2 
   3 
   4 or more 
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On a scale of 1 (strongly disagree) to 5 (strongly agree), please indicate in each of the nine items below how 
CONFIDENT you are that you have the ability to perform the item successfully. Confidence is the positive 
belief in your own abilities and qualities. 
 

 1 
Strongly 
Disagree 

2 
Disagree 

3 
Neither 
Agree 

nor 
Disagree 

4 
Agree 

5 
Strongly 
Agree 

1. I would feel confident going on a job 
interview. 

     

2. I would feel confident making a good 
first impression. 

     

3. I would feel confident 
demonstrating verbal 
communication skills. 

     

4. I would feel confident demonstrating 
non-verbal communication skills (eye 
contact, facial expressions, body 
language). 

     

5. I would feel confident promoting my 
skills and abilities. 

     

6. I would feel confident understanding 
the job requirements and work 
environment. 

     

7. I would feel confident asking relevant 
questions related to the job and 
organization. 

     

8. I would feel confident maintaining a 
professional relationship throughout the 
interview. 

     

9. I am confident concluding the interview in 
a positive way. 
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On a scale of 1 (strongly disagree) to 5 (strongly agree), please indicate in each of the nine items below how 
PREPARED you are that you are ready to perform each item. Preparedness is being ready for a situation. 
 

 1 
Strongly 
Disagree 

2 
Disagree 

3 
Neither 
Agree 

nor 
Disagree 

4 
Agree 

5 
Strongly 
Agree 

1. I am prepared to go on a job 
interview. 

     

2. I am prepared to make a good first 
impression. 

     

3. I am prepared to demonstrate verbal 
communication skills. 

     

4. I am prepared to demonstrate non- verbal 
communication skills (eye contact, facial 
expressions, body language). 

     

5. I am prepared to promote my skills 
and abilities. 

     

6. I am prepared by understanding the job 
requirements and work environment. 

     

7. I am prepared to ask relevant questions 
related to the job and organization. 

     

8. I am prepared to maintain a professional 
relationship throughout the interview. 

     

9. I am prepared to conclude the interview in 
a positive way. 
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Appendix B 
 

Table 1 t-test Results for Confidence and Preparedness Statements 
 

Variable Control Mean Experimental 
Mean 

t Stat (45) P(T<=t) two-tail 

Confidence Statement 1 4.00 3.85 0.41 0.68 
Confidence Statement 2 4.07 4.35 -0.85 0.40 
Confidence Statement 3 3.85 3.80 0.15 0.88 
Confidence Statement 4 3.93 4.00 -0.21 0.83 
Confidence Statement 5 4.15 3.95 0.56 0.58 
Confidence Statement 6 4.19 4.30 -0.38 0.71 
Confidence Statement 7 4.19 4.05 0.45 0.66 
Confidence Statement 8 4.33 4.50 0.59 -0.54 
Confidence Statement 9 4.22 4.35 0.69 -0.40 
Preparedness Statement 1 4.07 3.65 1.33 0.19 
Preparedness Statement 2 4.22 4.20 0.08 0.94 
Preparedness Statement 3 4.07 3.85 0.80 0.43 
Preparedness Statement 4 4.11 4.20 -0.31 0.76 
Preparedness Statement 5 4.22 4.20 0.08 0.94 
Preparedness Statement 6 4.37 4.30 0.31 0.76 
Preparedness Statement 7 4.33 4.00 1.26 0.21 
Preparedness Statement 8 4.56 4.40 0.70 0.49 
Preparedness Statement 9 4.44 4.45 -0.02 0.98 

           *n = 27. p < .05. 
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