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Before We Start…

Slides available here:

Some images and graphs were created with the help of…
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Agenda

• How applicants use deception in selection/assessment? 
o Faking on tests vs. in employment interviews

• What makes (some) applicants fake?
o Individual differences, competition, and fit motives

• What is the impact of faking?
o Validity reduction, hiring decision, and workplace outcomes

• What can organizations do?
o Countermeasures and their effectiveness

• What role can technology play?
o As a deception facilitator… but also a potential resource
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Imagine the following situation…

We are a production team working for 
Village Roadshow Studios

… in charge of hiring the best 
candidate to play the lead role in our 
upcoming blockbuster movie:

… and we have narrowed it down to 
three potential candidates…
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Imagine the following situation…

LUKE* CHRIS*LIAM*

* Any 
resemblance to 
actual persons 
living or dead is 
purely 
coincidental !
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How applicants use deception in testing

Please read each statement and indicate the extent to which you agree or disagree with it, 
as it applies to you in general. Please use the following scale for your responses:

Strongly 
Disagree

Disagree Neutral Agree Strongly Agree

1 2 3 4 5

I think that most people like some 
aspects of my personality

O O O O O

I can handle difficult situations without 
needing emotional support from 
anyone else

O O O O O

When it comes to physical danger, I am 
very fearful

O O O O O

The “ideal” candidate for the role would likely answer like this…
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How applicants use deception in testing

Our three candidates: 

    = What they believe their real/true personality is 

    = The response they provide on the text 

Strongly 
Disagree

Disagree Neutral Agree
Strongly 

Agree

1 2 3 4 5

I think that most people like some 
aspects of my personality

O O O O O

I can handle difficult situations 
without needing emotional support 
from anyone else

O O O O O

When it comes to physical danger, I 
am very fearful

O O O O O
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How applicants use deception in testing

Our three candidates: 

    = What they believe their real/true personality is 

    = The response they provide on the text 

Strongly 
Disagree
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Strongly 

Agree

1 2 3 4 5

I think that most people like some 
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O O O O O
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am very fearful

O O O O O
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How applicants use deception in testing

Our three candidates: 

    = What they believe their real/true personality is 

    = The response they provide on the text 

Strongly 
Disagree

Disagree Neutral Agree
Strongly 

Agree

1 2 3 4 5

I think that most people like some 
aspects of my personality

O O O O O

I can handle difficult situations 
without needing emotional support 
from anyone else

O O O O O

When it comes to physical danger, I 
am very fearful

O O O O O
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Applicants’ Deception in Testing: Evidence

Personality Tests:
• Within-subject: Individuals completing a “Big-5” test when applying 

for a job and again (later) in a low-stakes context

Hu, J., & Connelly, B. S. (2021). Faking by actual applicants on personality tests: A meta-analysis of within-subjects studies. International Journal of Selection and Assessment, 29(3–4), 412–426. 
https://doi.org/10.1111/ijsa.12338

d of .50 = Half a standard deviation difference in 
scores between the two attempts  

https://doi.org/10.1111/ijsa.12338
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Applicants’ Deception in Testing: Evidence

Personality Tests:
• Two groups: Comparing applicants’ (high-stakes) vs. employees’ 

(low-stakes) scores on the HEXACO 

Anglim, J., Morse, G., De Vries, R. E., MacCann, C., & Marty, A. (2017). Comparing Job Applicants to Non-applicants Using an Item-level Bifactor Model on the HEXACO Personality Inventory. European 
Journal of Personality, 31(6), 669–684. https://doi.org/10.1002/per.2120

Up to a full standard 
deviation difference in 

scores!  

https://doi.org/10.1002/per.2120
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Applicants’ Deception in Testing: Evidence

Situational Judgment Tests:
• Two groups: Instructed to respond honestly vs. fake

Kasten, N., Freund, P. A., & Staufenbiel, T. (2020). “Sweet Little Lies”: An In-Depth Analysis of Faking Behavior on Situational Judgment Tests Compared to Personality Questionnaires. European Journal of 
Psychological Assessment, 36(1), 136–148. https://doi.org/10.1027/1015-5759/a000479

Self-reported 
conscientiousness 

inventory
d = 1.14

SJT for 
conscientiousness

d = 0.66

https://doi.org/10.1027/1015-5759/a000479
https://doi.org/10.1027/1015-5759/a000479
https://doi.org/10.1027/1015-5759/a000479
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How applicants use deception in an interview

Tell me about a role where you 
played a strong, adventurous, fun, 

and charismatic character…

Of course! 
I played Thor, the God of Thunder 
across nine movies in the Marvel 

Cinematic Universe. Thor is known 
for his superhuman strength, his 

ability to handle the powerful 
Mjölnir hammer, but also his 

impeccable sense of humour, and 
his leadership…

This character was beloved by 
fans worldwide and I won several 

popular awards for it.
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How applicants use deception in an interview

Sure! 
I played Geralt of Rivia, the main 
character in the last season of the 

show The Witcher on Netflix. 
Geralt is a strong warrior who also 

has magical powers and is 
fighting all kinds of monsters. I 

took over the role after the actor 
who played it before left the show. 

Fans have loved how I portray 
Geralt, and I think I made the show 

stronger and more successful.
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How applicants use deception in an interview

Well, I played Ashley, the lead character in 
the HBO show Westworld. He was the head of 

security in charge of managing an entire 
Western-themed park with humanoid robots. 
He was definitely a strong character, involved 
in a lot of action scenes, for instance regularly 

having to fight off robots. But he was also 
funny, smart, and influential.  

I received substantial praise for this role and 
won several awards for this show. 
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How applicants use deception in an interview

Well, I played Ashley, the lead character in the HBO show 
Westworld. He was the head of security in charge of 

managing an entire Western-themed park with humanoid 
robots. He was definitely a strong character, involved in a 
lot of action scenes, for instance regularly having to fight 
off robots. But he was also funny, smart, and influential.  
I received substantial praise for this role and won several

awards for this show. 

Sure! I played Geralt of Rivia, the main character in the last 
season of the show The Witcher on Netflix. Geralt is a 
strong warrior who also has magical powers and is 

fighting all kinds of monsters. I took over the role after the 
actor who played it before left the show. Fans have loved 
how I portray Geralt, and I think I made the show stronger 

and more successful.

Of course! I played Thor, the God of Thunder across nine 
movies in the Marvel Cinematic Universe. Thor is known for 

his superhuman strength, his ability to handle the 
powerful Mjölnir hammer, but also his impeccable sense 

of humour, and his leadership…
This character was beloved by fans worldwide and I won 

several popular awards for it.

Honest Self-
promotion

Slight Image 
Creation

Extensive Image 
Creation
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Applicants’ Deception in Interviews: Evidence

Employment Interviews:
• Percentage of Interviewees who reported that they…

Melchers, K. G., Roulin, N., & Buehl, A. (2020). A review of applicant faking in selection interviews. International Journal of Selection and Assessment, 28(2), 123–142. https://doi.org/10.1111/ijsa.12280

Embellished, 
exaggerated, 

etc.

Expressed 
insincere 

values, etc.

Invented, 
made-up, 

borrowed, etc.

Omitted, hid, 
distanced, etc.

https://doi.org/10.1111/ijsa.12280
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What Makes (Some) Applicants Fake?

• Levashina, J., & Campion, M. A. (2006). A model of faking likelihood in the employment interview. International Journal of Selection and Assessment, 14, 299–316. https://doi.org/10.1111/j.1468-2389.2006.00353.x
• Roulin, N., Krings, F., & Binggeli, S. (2016). A dynamic model of applicant faking. Organizational Psychology Review, 6(2), 145–170. https://doi.org/10.1177/2041386615580875
• Tett, R. P., & Simonet, D. V. (2011). Faking in personality assessment: A “multisaturation” perspective on faking as performance. Human Performance, 24(4), 302–321. https://doi.org/10.1080/08959285.2011.597472

Faking

Ability or 
Capacity

Motivation or 
Willingness

Opportunity 
(vs. Risks)

Individual 
differences

Job/selection 
context or 

Assessment design

https://doi.org/10.1111/j.1468-2389.2006.00353.x
https://doi.org/10.1111/j.1468-2389.2006.00353.x
https://doi.org/10.1111/j.1468-2389.2006.00353.x
https://doi.org/10.1177/2041386615580875
https://doi.org/10.1080/08959285.2011.597472
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What Makes (Some) Applicants Fake? 

Individual Differences:

Melchers, K. G., Roulin, N., & Buehl, A. (2020). A review of applicant faking in selection interviews. International Journal of Selection and Assessment, 28(2), 123–142. https://doi.org/10.1111/ijsa.12280

Higher on 
Psychopathy, 

Machiavellianism, 
and Narcissism

r ≤ .43

Lower on Honesty-
Humility

r  ≥ -.40

Higher on 
Competitive 
Worldviews

r ≤ .50

Lower on 
Conscientiousness 
and Extraversion

r ≥ -.34

Younger (or less 
experienced)

r ≥ -.33

Male

r ≤ .33

https://doi.org/10.1111/ijsa.12280
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What Makes (Some) Applicants Fake? 

Competition in the Hiring Process:

Ho, J. L., Powell, D. M., Barclay, P., & Gill, H. (2019). The Influence of Competition on Motivation to Fake in Employment Interviews. Journal of Personnel Psychology, 18(2), 95–105. https://doi.org/10.1027/1866-
5888/a000222

Number of 
Competitors 

(10 vs. 50)

Selection Ratio
(10% vs. 50%)

Perceived 
Competition

Intentions to 
Fake

Β = -.03

Β = -.11**

Β = .48**

https://doi.org/10.1027/1866-5888/a000222
https://doi.org/10.1027/1866-5888/a000222
https://doi.org/10.1027/1866-5888/a000222
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What Makes (Some) Applicants Fake? 

Competition at the Regional Level:

Schilling, M., Roulin, N., Obschonka, M., & König, C. J. (2021). Do You Fake More Because of Your Neighbors? A Multi-level Study on Regional and Individual Predictors of Faking Intentions Across the USA. Journal 
of Business and Psychology, 36, 193–209.

Correlation between regional level of competitive worldviews and faking intentions: r = .68
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What Makes (Some) Applicants Fake? 

Faking to Fit Job-Specific Profiles:

Tett, R. P., Freund, K. A., Christiansen, N. D., Fox, K. E., & Coaster, J. (2012). Faking on self-report emotional intelligence and personality tests: Effects of faking opportunity, cognitive ability, and job type. Personality 
and Individual Differences, 52(2), 195–201. https://doi.org/10.1016/j.paid.2011.10.017

Honest condition

Nurse practitioner

Marketing manager

Computer programmer

https://doi.org/10.1016/j.paid.2011.10.017
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What Makes (Some) Applicants Fake? 

Faking to Fit the Organization’s Culture:

Roulin, N., & Krings, F. (2020). Faking to fit in: Applicants’ response strategies to match organizational culture. Journal of Applied Psychology, 105(2), 130–145. https://doi.org/10.1037/apl0000431
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https://doi.org/10.1037/apl0000431
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What Makes (Some) Applicants Fake? 

Faking to Fit the Organization’s Culture:

Roulin, N., & Krings, F. (2020). Faking to fit in: Applicants’ response strategies to match organizational culture. Journal of Applied Psychology, 105(2), 130–145. https://doi.org/10.1037/apl0000431
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https://doi.org/10.1037/apl0000431
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What Makes (Some) Applicants Fake?

Faking to Fit the Organization’s Culture:

Roulin, N., & Krings, F. (2020). Faking to fit in: Applicants’ response strategies to match organizational culture. Journal of Applied Psychology, 105(2), 130–145. https://doi.org/10.1037/apl0000431

Collaborative Culture

Competitive Culture

d = .60

d = .36 Values are regression-adjusted difference 
scores (selection vs. honest condition)

https://doi.org/10.1037/apl0000431
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What is the Impact of Faking?

Faking on Personality Tests Reduces Criterion-related Validity 
(i.e., Prediction of Job Performance)

Speer, A. B., Delacruz, A. Y., Chawota, T., Wegmeyer, L. J., Tenbrink, A. P., Gibson, C., & Frost, C. (2025). Evaluating the Impact of Faking on the Criterion-Related Validity of Personality Assessments. International 
Journal of Selection and Assessment, 33(1), e12518. https://doi.org/10.1111/ijsa.12518

Validity when 
responding 

honestly

Validity when 
responding 

honestly

Validity is 
reduced by 
20 to 32 %

https://doi.org/10.1111/ijsa.12518
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What is the Impact of Faking?

Anglim, J., Lievens, F., Everton, L., Grant, S. L., & Marty, A. (2018). HEXACO personality predicts counterproductive work behavior and organizational citizenship behavior in low-stakes and job applicant contexts. 
Journal of Research in Personality, 77, 11–20. https://doi.org/10.1016/j.jrp.2018.09.003

Faking on Personality Tests Can also Reduce Predictions of 
Counterproductive Behaviors at Work

https://doi.org/10.1016/j.jrp.2018.09.003
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What is the Impact of Faking?

Faking in interviews is not automatically related to higher interview 
performance ratings…

… but it is associated with negative workplace outcomes:

• Manipulative behaviors towards coworkers (e.g., intimidation, r = .37)

• Helping others just to look good for promotions (“good actor” OCB, r = .23)

• Counterproductive work behaviors (e.g., stealing, sabotage, abuse, r = .31)

• Lower job satisfaction (r = -.29)

• Higher turnover intentions (r = .39)

• Harwood, H., Prete, R., Roulin, N., Bourdage, J.S., & Law, S.. (under review). From job seekers to job keepers? Examining the effects of interview impression management on subsequent workplace outcomes.
• Ho, J. L., Powell, D. M., & Stanley, D. J. (2021). The relation between deceptive impression management and employment interview ratings: A meta-analysis. Canadian Journal of Behavioural Science/Revue 

Canadienne Des Sciences Du Comportement, 53(2), 164–174. https://doi.org/10.1037/cbs0000223
 

https://doi.org/10.1037/cbs0000223
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What Can Organizations Do?

Options for Reducing Faking… 

…. on Personality Tests

1. Detection Items

2. Warnings

3. Bogus Items

4. Forced-Choice

5. Conditional Reasoning Tests

…. In Interviews

1. Detection by Interviewers

2. Warnings

3. Structuring Interviews
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What Can Organizations Do?

Personality Tests – Option 1: Detection Items

Adding test items/sub-scales: 

• Socially desirable responding (SDR) scales

• “I am always polite”, “I am never late”, etc.

Effectiveness? 

• Very limited

• Confound with real desirable traits

• Burns, G. N., & Christiansen, N. D. (2011). Methods of measuring faking behavior. Human Performance, 24(4), 358–372. https://doi.org/10.1080/08959285.2011.597473
• Dunlop, P.D.., Robie, C., & Roulin, N. (in press). Faking in psychometric assessment: Methods, measurement, and countermeasures. In Hurtz, G. (Ed) Research Handbook on Psychometrics in Human Resource 

Management,. Edward Elgar Publishing.

I’m angry… you’re 
wasting my time!

https://doi.org/10.1080/08959285.2011.597473
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What Can Organizations Do?

Personality Tests – Option 2: Warnings

Moon, B., Daljeet, K. N., O’Neill, T. A., Harwood, H., Awad, W., & Beletski, L. V. (2024). Comparing the efficacy of faking warning types in preemployment personality tests: A meta-analysis. Journal of Applied 
Psychology. https://doi.org/10.1037/apl0001224

Type Warning Example

Identification Be aware that the test contains questions that are designed to identify those 
who attempt to fake their responses. Research has shown that these questions 
are an effective way of identifying individuals who provide inaccurate 
information about themselves.

Consequence Dishonest or distorted self-descriptions may invalidate your results. In other 
words, faking might result in you not being considered.

Moral Conviction Please consider that providing dishonest answers is immoral. Doing this 
violates what most people consider moral behavior

Reasoning Please respond honestly to the following questions. Those who respond 
dishonestly may find themselves in jobs they are not well suited for, which may 
in turn result in poor performance and dissatisfaction with the job, so it is in 
your own best interest to answer the following questions honestly.

https://doi.org/10.1037/apl0001224
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What Can Organizations Do?

Personality Tests – Option 2: Warnings

Effectiveness is limited

• Small faking reduction overall (d = 0.31)

• Slightly better when combining all types 

 (Reasoning + Identification + Consequences: d = 0.42) 

• Risk of negative applicant reactions

Moon, B., Daljeet, K. N., O’Neill, T. A., Harwood, H., Awad, W., & Beletski, L. V. (2024). Comparing the efficacy of faking warning types in preemployment personality tests: A meta-analysis. Journal of Applied 
Psychology. https://doi.org/10.1037/apl0001224

I’m not mad… I’m 
just disappointed…

https://doi.org/10.1037/apl0001224
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What Can Organizations Do?

Personality Tests – Option 3: Bogus Items

Bogus or Overclaiming items: 

• Questions embedded in biodata questionnaires
• “How familiar are you with the concept of 
 Language Vector Entanglement?” 

Effectiveness? 

• Promising!

• But needs to be context-specific

• Dunlop, P. D., Bourdage, J. S., de Vries, R. E., McNeill, I. M., Jorritsma, K., Orchard, M., Austen, T., Baines, T., & Choe, W.-K. (2020). Liar! Liar!(when stakes are higher): Understanding how the overclaiming 
technique can be used to measure faking in personnel selection. Journal of Applied Psychology, 105(8), 784.

• Dunlop, P.D.., Robie, C., & Roulin, N. (in press). Faking in psychometric assessment: Methods, measurement, and countermeasures. In Hurtz, G. (Ed) Research Handbook on Psychometrics in Human Resource 
Management,. Edward Elgar Publishing.

I’m intrigued… we 
are finally going 

somewhere!
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What Can Organizations Do?

Personality Tests – Option 4: Forced-Choice

Replace single-stimulus items… 

• E.g., “I enjoy leading group projects” 

 answered on a 1 = strongly disagree to 5 = strongly agree scale

… with a choice between pairs (or triads, etc.) of items matched on 
desirability 

• “I enjoy leading group projects” 

      vs.  “I always try to be accurate in my work”

• Dunlop, P.D.., Robie, C., & Roulin, N. (in press). Faking in psychometric assessment: Methods, measurement, and countermeasures. In Hurtz, G. (Ed) Research Handbook on Psychometrics in Human Resource 
Management,. Edward Elgar Publishing.

• Speer, A. B., Wegmeyer, L. J., Tenbrink, A. P., Delacruz, A. Y., Christiansen, N. D., & Salim, R. M. (2023). Comparing forced-choice and single-stimulus personality scores on a level playing field: A meta-analysis 
of psychometric properties and susceptibility to faking. Journal of Applied Psychology. https://doi.org/10.1037/apl0001099  

https://doi.org/10.1037/apl0001099


35

What Can Organizations Do?

Personality Tests – Option 4: Forced-Choice

Effectiveness? 

• Reduces faking by almost half… 

o Single stimulus: d = 0.72 

o Forced-choice: d = 0.42

• … although more complex to implement and score

• Dunlop, P.D.., Robie, C., & Roulin, N. (in press). Faking in psychometric assessment: Methods, measurement, and countermeasures. In Hurtz, G. (Ed) Research Handbook on Psychometrics in Human Resource 
Management,. Edward Elgar Publishing.

• Speer, A. B., Wegmeyer, L. J., Tenbrink, A. P., Delacruz, A. Y., Christiansen, N. D., & Salim, R. M. (2023). Comparing forced-choice and single-stimulus personality scores on a level playing field: A meta-analysis 
of psychometric properties and susceptibility to faking. Journal of Applied Psychology. https://doi.org/10.1037/apl0001099  

Yay!!!

https://doi.org/10.1037/apl0001099
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What Can Organizations Do?

Personality Tests – Option 5: Conditional Reasoning Tests

Replace overt by implicit measures :

• Cook, R., Roulin, N., & Joy, K. (2024). Development, Validation, and Faking-Resistance of an Implicit Measure of Psychopathy in the Workplace. Human Performance, 37(5), 245–279. 
https://doi.org/10.1080/08959285.2024.2422341

• Cook, R., Roulin, N., & Houson, B. (2026). Hidden Traits, Visible Reaction? Ability to Identify Criteria and Reactions to an Implicit Test of Workplace Psychopathy. Journal of Personnel Psychology, 25(4), 206–218. 
https://doi.org/10.1027/1866-5888/a000393

Illogical

Illogical

High Psychopathy

Low Psychopathy

https://doi.org/10.1080/08959285.2024.2422341
https://doi.org/10.1027/1866-5888/a000393
https://doi.org/10.1027/1866-5888/a000393
https://doi.org/10.1027/1866-5888/a000393
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What Can Organizations Do?

Personality Tests – Option 5: Conditional Reasoning Tests

Effectiveness is Promising!

• Example :

• Cook, R., Roulin, N., & Joy, K. (2024). Development, Validation, and Faking-Resistance of an Implicit Measure of Psychopathy in the Workplace. Human Performance, 37(5), 245–279. 
https://doi.org/10.1080/08959285.2024.2422341

Wait… 
what?

Variable MHonest MSelection Effect Size (d)

Honesty-Humility 3.46 < 3.69 -0.35

Emotionality 3.22 > 2.79 0.60

Extraversion 3.23 < 3.73 -0.70

Agreeableness 3.17 < 3.57 -0.62

Conscientiousness 3.85 < 4.18 -0.62

Openness 3.61 < 3.80 -0.30

CRT-WP -12.43 = -12.83 0.07

https://doi.org/10.1080/08959285.2024.2422341
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What Can Organizations Do?

Interviews – Option 1: Detection by Interviewers

That is, can they accurately distinguish between:

Well, I played Ashley, the lead character in the HBO show 
Westworld. He was the head of security in charge of 

managing an entire Western-themed park with humanoid 
robots. He was definitely a strong character, involved in a 
lot of action scenes, for instance regularly having to fight 
off robots. But he was also funny, smart, and influential.  
I received substantial praise for this role and won several

awards for this show. 

Of course! I played Thor, the God of Thunder across nine 
movies in the Marvel Cinematic Universe. Thor is known for 

his superhuman strength, his ability to handle the 
powerful Mjölnir hammer, but also his impeccable sense 

of humour, and his leadership…
This character was beloved by fans worldwide and I won 

several popular awards for it.

Honest Self-
promotion

Faking
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What Can Organizations Do?

Interviews – Option 1: Detection by Interviewers

Roulin, N., Bangerter, A., & Levashina, J. (2015). Honest and deceptive impression management in the employment interview: Can it be detected and how does it impact evaluations? Personnel Psychology, 68(2), 
395–444. https://doi.org/10.1111/peps.12079

Study 1 Study 2 Study 3 Study 4

Participants 154 interviewers 92 interviewers 136 students 48 students

Mean Age 41.2 (8.9) 39.9 (9.1) 22.6 (2.8) 22.8 (2.8)

Mean Experience 9.6 (7.6) years 10.4 (7.0) years - -

Applicants 3 male students
4 male/4 female 

employees
4 male employees

4 male/4 female 
employees

Video material 2x5’ mock interviews 4x5’ mock interviews 1x5’mock interview

Accuracy at Detecting honest and deceptive tactics by applicants

• Honest 13% 25% 23% 29%

• Faking 14% 12% 19% 12%

• Overall 13% 20% 23% 20%

https://doi.org/10.1111/peps.12079
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What Can Organizations Do?

Interviews – Option 2: Warnings

• Similar approach to testing

• Effectiveness?

Law, S. J., Bourdage, J. S., & O’Neill, T. A. (2016). To fake or not to fake: Antecedents to interview faking, warning instructions, and its impact on applicant reactions. Frontiers in Psychology, 7(1771). 
https://doi.org/10.3389/fpsyg.2016.01771

*
*

* = Significantly different from unwarned

https://doi.org/10.3389/fpsyg.2016.01771
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What Can Organizations Do?

Interviews – Option 3: Structure

• Levashina, J., & Campion, M. A. (2007). Measuring faking in the employment interview: Development and validation of an interview faking behavior scale. Journal of Applied Psychology, 92, 1638–1656. 
https://doi.org/10.1037/0021-9010.92.6.1638

• Moon, B., Bourdage, J. S., & Roulin, N. (2025). Investigating Deceptive Impression Management in Behavioral Description Interviews Through a Cognitive Load Perspective. Journal of Business and 
Psychology. https://doi.org/10.1007/s10869-025-10042-7

• Roulin, N., Bourdage, J.S., & Powell, D.M. (2026). Employment interviews: Past, present, and future. In Schmitt, N. & Ryan, A.M. (Eds.) Oxford Handbook of Personnel Selection and Assessment (2nd Edition). 
Oxford University Press. https://doi.org/10.1093/9780197809013.003.0015 

Do… Don’t…

• Ask job-related questions (e.g., 
about specific past behaviors or 
specific workplace situations)

• Ask very broad questions (e.g., 
what are your strengths and 
weaknesses ?)

• Limit probing or structure it
• Customized or broad follow-up 

questions (encourage more faking)

• Make the interview more cognitively 
demanding

• Make the interview more informal

• Use behaviorally anchored rating 
scales to evaluate responses to 
each question

• Evaluate overall interview 
performance

https://doi.org/10.1037/0021-9010.92.6.1638
https://doi.org/10.1037/0021-9010.92.6.1638
https://doi.org/10.1037/0021-9010.92.6.1638
https://doi.org/10.1007/s10869-025-10042-7
https://doi.org/10.1007/s10869-025-10042-7
https://doi.org/10.1007/s10869-025-10042-7
https://doi.org/10.1007/s10869-025-10042-7
https://doi.org/10.1007/s10869-025-10042-7
https://doi.org/10.1007/s10869-025-10042-7
https://doi.org/10.1007/s10869-025-10042-7
https://doi.org/10.1093/9780197809013.003.0015
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Faking in Face-to-face vs. Technology-mediated Interviews:

Asynchronous Video Interviews Mean In-person Interviews Mean
Canagasuriam & Roulin (2021) 1.86 Roulin et al. (2014) 1.46

Roulin et al. (2023a) 2.42 Schneider et al. (2015) 1.81

Roulin et al. (2023b) - Study 1 1.71 Roulin & Krings (2016) 1.84

Roulin et al. (2023b) - Study 2 1.84 Roulin & Bourdage (2017) 2.00

Rizi & Roulin (2024) 1.68 Bourdage et al. (2018) - Study 4 2.19

Moon et al. (2024) - Study 2 1.83 Bourdage et al. (2018) - Study 5 2.17

Arseneault & Roulin (2024) 2.02 Moon et al. (2024) - Study 1 2.03

Canagasuriam & Roulin (2024) 1.76

Overall 1.89 Overall 1.93
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Generative AI as a tool to help applicants fake/cheat in…

• Canagasuriam, D., & Lukacik, E.-R. (2025). ChatGPT, can you take my job interview? Examining artificial intelligence cheating in the asynchronous video interview. International Journal of Selection and 
Assessment, 33(1), e12491. https://doi.org/10.1111/ijsa.12491

• Hickman, L. (2025). All your base are belong to us: The urgent reality of unproctored testing in the age of LLMs. International Journal of Selection and Assessment, 33(2). https://doi.org/10.1111/ijsa.70005
• Robie, C., Phillips, J., Bourdage, J. S., Christiansen, N. D., Dunlop, P. D., Risavy, S. D., & Speer, A. B. (2025). Can ChatGPT outperform humans in faking a personality assessment while avoiding detection? 

International Journal of Selection and Assessment, 33(3), e70015. https://doi.org/10.1111/ijsa.70015

…Video Interviews

LLM

Percentile score

Verbal 
ability

Quantitative 
ability

GPT-4 (2024) 94.55 12.06

GPT o1 (2025) 99.57 95.03

…Cognitive Tests…Personality Tests

https://doi.org/10.1111/ijsa.12491
https://doi.org/10.1111/ijsa.70005
https://doi.org/10.1111/ijsa.70015
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Dunlop, P. D., & Lievens, F. (2026). From Forbid to Reimagine: Employer Strategies for Responding to Candidate GenAI Use in Assessment. International Journal of Selection and Assessment, 34(2), e70060. 
https://doi.org/10.1111/ijsa.70060

What can organizations do about AI?

https://doi.org/10.1111/ijsa.70060
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• Roulin, N., & Powell, D. M. (2018). Identifying applicant faking in job interviews: Examining the role of criterion-based content analysis and storytelling. Journal of Personnel Psychology, 17(3), 143–154. 
https://doi.org/10.1027/1866-5888/a000207

• van Hooft, E. A. J., & Born, M. P. (2012). Intentional response distortion on personality tests: Using eye-tracking to understand response processes when faking. Journal of Applied Psychology, 97(2), 301–316. 
https://doi.org/10.1037/a0025711

AI as an Opportunity?

Deception Detection

• Automated content 
analysis of interview 
responses (e.g., CBCA)

• Detecting response 
patterns in tests (e.g., 
webcam eye tracking)

• Create bogus items

https://doi.org/10.1027/1866-5888/a000207
https://doi.org/10.1027/1866-5888/a000207
https://doi.org/10.1027/1866-5888/a000207
https://doi.org/10.1027/1866-5888/a000207
https://doi.org/10.1037/a0025711
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• Roulin, N., Pham, L. K. A., & Bourdage, J. S. (2023). Ready? Camera rolling… action! Examining interviewee training and practice opportunities in asynchronous video interviews. Journal of Vocational Behavior, 
145, 103912. https://doi.org/10.1016/j.jvb.2023.103912

• Zheng, L., Li, H., Hua, J., Zhao, G., Li, Y., Wang, M., & Fan, J. (2021). Impact of a mid-test warning on the personality-cognitive ability relationship in a field setting. Personality and Individual Differences, 171, 
110452. https://doi.org/10.1016/j.paid.2020.110452

AI as an Opportunity?

Customized Coaching

• Pre-interview training 
to use honest tactics 
(vs. faking)

• Real-time AI advice 
around honest test 
responding (vs. warning)

https://doi.org/10.1016/j.jvb.2023.103912
https://doi.org/10.1016/j.jvb.2023.103912
https://doi.org/10.1016/j.paid.2020.110452
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AI as an Opportunity?

New Assessments

• AI agents to develop 
new faking-resistant 
assessments…

• …customized

• …faster

• …cheaper
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In Conclusion
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Thank You!
For more information:

Nicolas.Roulin@smu.ca

www.atlanticpersonnelselection.com

www.linkedin.com/in/roulinnicolas/ 
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