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Abstract: Serious games for job interview are promising tools for training social skills of individuals. They can help job seekers to
learn skills that may need during their interviews and to cope with stressful situations. Serious games have been used by organizations
to increase the applicants’ engagement, to foster the recruitment process by proposing various automatic test scenarios and to predict
the applicants’ job performance. However, most existing games did not considered the applicants’ personality and stress level to adapt
the game experience. In fact, the personalization of the game can help to increase the applicants’ engagement and their training
performance, which may enhance the recruitment process. In this paper, we suggest an adaptive serious game for training social skills
in job interview. We conducted an experiment with young job seekers. The results of the experiment show that the game helped the
participants to be more prepared to job interviews. Moreover, the behavior of the virtual character has influenced the performance and
the perception of stress. In particular, subjects with low score of Conscientiousness and with high score of Neuroticism were more
influenced by stressful situations. These results may open up further research perspectives related to the use of serious games to evaluate
the stress level of individuals and personalize the training to their needs.
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1. Introduction
The process of training and preparing young adults for

job recruitment has a significant impact on society growth
[1]. It aims to foster the integration of young adults in
various organizations that may have different methodologies
to yield and retain the skilled resources. Most organizations
rely on traditional methodologies on the basis of resumes,
tests and formal interviews that can be time consuming
especially when various constraints should be satisfied.
They also often have difficulties in managing recruitment
process with a large number of applicants who are not
all suitable for the organizations’ need of employment.
In fact, job seekers who experiment their first formal job
interview can be unaware about the nature of jobs that meet
their expectations as well as the culture of the organization
[2]. Therefore, using self-managed automated techniques
can help the organizations in training and requirement
process while reducing human intervention and satisfying
the current needs of recruitment [3].

Serious games, or video games for purpose, have been
emerged as a promising approach to engage and train job
seekers and employees. They aim to make the interviews
more engaging and fruitful by simulating various scenarios
in order to select the most appropriate applicants to job

offers. A Serious game can be used to train job seekers,
to evaluate their skills and to predict their job performance
[4] [5]. In addition, young job seekers can have difficulties
in job interviews because of their reaction to stressors that
may influence their performance to meet some jobs’ require-
ments. Stress can manifest through various psychological
and physiological responses among individuals [6]. Serious
games may be therefore helpful to train applicants how to
cope with stressful simulation and train their social skills.
I can provide applicants with personalized training without
the risk of real failure.

Different works suggested serious games for job inter-
view and employees’ training. Serious games were often
used to motivate users as well to help them learn skills
that may need during their job [7] [8] [9]. However,
most works did not considered users’ personality to examine
their stress level and to adapt the training experience. For
instance in [10] authors examined only the effect of the
virtual interviewers’ personality on players to enhance the
realism of the simulation. The personality of the user was
not considered to adapt the training experience. In [11],
the study concerned the influence of the user’s personality
on the perception of the virtual interviewer. To the best of
our knowledge, there are no works that have focused on
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the adaptation of the game to the level of stress of job
seekers on the basis of their interaction with a game and
their personality.

In fact, young adults can have different responses to
stressors that can be explained by various biological reac-
tions as well as personality traits that may influence the
individual’s perception of the environment [12] [13].
The personality provides an important indicator about how
the applicant will behave in some situations and therefore
his/her ability to meet some jobs’ requirements. For in-
stance, many studies found that some constructs such as
hardiness, self-efficacy and optimism can explain positive
appraisal and effective coping [14]. Learning how to control
his/her emotions and skills in challenging environments and
situations can help young adults to be more aware about the
asked job and to regulate their behaviors.

In this paper, we suggest ”My Interview”, an adaptive
serious game for job interview training. It aims to support
the job seekers to answer the interviewer’s questions and
to learn how to cope with stressful situations through
adaptive feedbacks. We also investigated the data set of the
experiment with young job seekers to generate rules that we
used to adapt the game scenario on the basis of the player’s
personality traits. The objective of the game adaptation is
to enhance the job seeker’s performance and engagement.

The rest of the paper is organized as follows: First, we
review related works on serious games for job interview
training and stress management. Then, we present in Section
3 My Interview game. Section 4 explains the proposed
feedback and scenario adaptation techniques. In Section
5, we present the experimental method we followed to
evaluate the playability of the proposed game and the effect
of feedback adaptation on players’ perceived stress and
preparation for interviews. Then, we present some sample
results of the experiment. Finally, Section 8 discusses our
conclusions and plans for future work.

2. RelatedWorks
Serious games and technology-enhanced learning sys-

tems that involve virtual agents have been the focus of
various studies in the recent years. In particular, different
works were interested in making the training simulation
more realistic, increase the trainees’ learning performance
and to help trainees to cope with stressful situations [7]
[8] [9].

For instance, in [15] TRADIS framework that is a
scenario-based serious game for job interview training was
proposed. The game detects player’s emotions, voice and
facial expressions to adapt the virtual agent dialogue and
behaviors. The player’s personality traits and stress level
were not considered to adapt the virtual agent.

A role-based serious game for job interviews was sug-
gested in [10]. A virtual agent is used to help players to
develop their social skills through a simulated scenario of

interviews and dialogues. They conducted various experi-
ments to study the effect of game attributes, agent’s gestures
and feedback on player’s emotional reactions. However,
the game was not adapted to players’ level of stress and
personality traits.

Other works focused on a virtual interviewer to interact
with a player through text-based conversations. In Reference
[11], the game relies on text analysis to infer the user’s
personality. The authors studied the effect of interviewers’
personality on user’s confidence and listing. They conducted
a study in which job applicants perform interviews with
two virtual interviewers with two different personalities.
They found that the user’s personality influenced his/her
perception of the virtual interviewer. However, the proposed
game did not considered the adaptation of the virtual
character to players’ personality and stress levels.

The previous reviewed serious games for job interview
training did not consider the trainees’ personality traits and
reaction to stressful situations to adapt the game experience.
In fact, reaction to stressors may be different among trainees
and depends on the perception of the environment. Learning
how to control his/her emotions and skills in challeng-
ing environments and situations can help young adults to
regulate their behaviors and increase their job interview
performance.

Helping users to learn how to cope with stressful sit-
uations and control their emotions and skills has been the
subject of many studies, especially in health and education
contexts [16] [17] [18]. However, only few works
were proposed for job interview training. For instance,
biofeedback was investigated to help players to cope with
stress [19]. Cardiovascular response of the heart rate
variability was used by a virtual agent playing the role of a
biofeedback trainer. This training method requires the use
of specific sensors and devices, with can in turn limit it use
for general public. Moreover, the serious game focuses only
on biofeedback to determine the stress level without taking
into consideration the personality of the player and his/her
perception of stress and progression.

In this paper, we suggest an adaptive serious game
for job interview training. Our research question is how
to adapt the game according to players’ personality traits
and level of stress in order to increase their performance
and engagement? First, we suggest a game adaptation
technique based on feedbacks through the adjustment of
a virtual recruiter’s behaviors. The behavior of the virtual
recruiter is adapted to influence the player’s perception of
stress and increase job interview performance. Second, to
adapt the game scenario, we focused on multi-objective
fuzzy classifier using a data set of the experiment that we
conducted with young job seekers. The scenario adaptation
technique takes into account the player’s personality traits
and his/her performance to adapt the training scenario.
Next, we describe the proposed game, the game adaptation
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Figure 1. Example of a question-answering scene of My Interview
game

technique and the experimental study.

3. My Interview game
In this section we describe the internal knowledge repre-

sentation of the My Interview game, the game architecture
and game adaptation technique.

A. Knowledge representation
My Interview serious game seeks to help applicants to

learn social skills that they need during their job interview.
It aims to provide the applicants’ with adaptive feedback
in order to personalize their experience and increase con-
sequently their performance and engagement. The game is
based on questions’ answering scenes, via quizzes, that are
dynamically generated during the gameplay (see Figure 1)
to ensure the variability of the content in the case of replay.

The learning content is structured though the following
categories of questions:

• Personality: BFI-10 test, a 10-item short version of
the Big Five Inventory [20], was included in the
game to identify the applicant’s personality.

• Motivation: A set of questions were proposed to find
the most motivated applicant. This set of questions
also determine how much the applicant is interested
in the job position as well as the company.

• Experience: Even their resume shows the professional
experience, it is essential to collect as much informa-
tion as possible to determine whether applicants meet
job requirements.

• Skills: This set of questions aims to determine appli-
cants’ skills and the mastery of certain tools.

• Job requirements: A set of questions that verify the
mastery of the skills required for a specific job
position proposed throught the game.

Figure 2. The internal architecture of My Interview game

B. Game architecture
The game structure is inspired from the classical theater

principals as we proposed in [21] [22]. Following this
model, the scenario is composed of a set of acts associated
to the scenario sub-goals. An act can be characterized by
its place and time period in the story or the game. Acts
may also be divided into scenes; in classical theater each
regrouping between entrances and exits of actors is a scene,
it describes a change of settings. In a game context, the
scene can involve specific characters and or human players
with a specific role that cannot be changed during a scene.

The game architecture consists of scenes (or Screens)
and acts (or Games) a set of mini-games. As shown in
Figure 2, the main components of My Interview Game are:

• Model (or Classes): It consists of users’ profiles as
well as the learning content that is structured through
a set of questions’ categories as described in the
previous section.

• Games: In this component, we find all mini-games
of My Interview game that can be suggested to a
player. For instance, QuizGame is a mini-game that
focuses on auto-generated question-answering scenes.
Other mini-games are used to create an enjoyable
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Figure 3. Virtual assistant in My Interview game

game experience by allowing social interaction. For
instance, in Raindrop mini-game, the player tries to
collect missing pieces and find right answers before
the adversaries. The objective of a player is to in-
crease his or her score to get the opportunity to pass
an interview. This may help improving the players’
engagement and promote social interaction.

• Screens: Each mini-game is composed of a set of
screens. Screens are used different mini-games such
as: home screen (called MainMenu) and login screen
(LoginScreen). Interview screens suggest questions
(QuizScreen). In fact, in My Interview game, the
content is related to a training purpose following
question-answering scenes. The player is asked to
pass the interview by answering a set of questions
to improve his or her score. Each correct answer
added points to the score and incorrect answers
does not decrease it. Finally, in collaborative screens
(CollaborationScreen), the player is asked to complete
collaborative and competitive tasks such as finding
missing pieces before adversaries in RainDrop mini-
game.

• Tools: This component aims to adapt the game ex-
perience. It includes all game entities and generated
rules used to adjust the game feedbacks and scenario.
Next, we describe the adaptation technique used in
My Interview game.

4. game Adaptation
We present in this section our proposed feedback and

scenario adaptation techniques of My Interview game.

A. Game adaptation based on feedbacks
The game includes virtual agents who play two roles:

the assistant and the recruiter.

The assistant is a non-player character who guides the
player and help him or her to progress in the game scenario

Figure 4. Non-verbal gestures of the virtual recruiter in the game

(see Figure 3). The player has to unlock the levels and
obtain sufficient points to progress in the scenario. He or
she obtains feedback about his or her progression during
the gameplay. The objective is to improve players’ ability
to cope with stressful situations in job interviews.

The virtual recruiter appears only during the interview
with the aim of involving the player in various scenarios
to simulate the reality. Figure 4 shows the different non-
verbal gestures of the virtual recruiter. The virtual agent
aims to emulate mimicry, gestures and social relationships
of recruiters. Moreover, through verbal and non-verbal
behaviors, the virtual recruiter provides also the player
with feedback following his or her actions and answers to
questions.

Two strategies of feedback adaptation are proposed in
this game:

The first strategy is based on quiz scenes and did not
include explicit stressful situations. The feedback is adapted
following the player’s actions and answers to questions.
The objective is only to encourage the player to continue
the interview. Following this strategy, the virtual recruiter
emulates only neutral or happy gestures.

In the second strategy of feedback adaptation, scenes
with stressful situations include elements that may cause
stress (see for instance Figure 5). The objective is to help
the players to self-evaluate their reactions and to cope with
stress in order to increase their performance. For instance,
the following scenes with stressful situations are involved
in the game:

• The recruiter stops the interview and leaves the room.
The player continues, after that, his or her interview.

• A second recruiter enters to the room, laughs and asks
the player to leave for a moment. This recruiter asks
then the player whether he or she wants to return to
complete the interview.
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Figure 5. Example of scene with a stressful situation

• The second recruiter arrives and announces that the
player will not necessarily be selected for the position
or the internship, and leaves. The player can continue,
after that, his or her interview.

When the player starts his or her first training session,
he or she is provided with a game scenario with the first
feedback strategy. Then, when he or she progresses in the
game levels, the second strategy of feedback adaptation is
selected for him or her. The objective of feedback adaptation
is to help the player to learn how to cope with stressful
situations while increasing his or her performance.

B. Fuzzy rules based scenario adaptation
Feedback adaptation may be limited as it did not con-

sider the player’s personality and stress level to adapt the
game experience. Therefore, we suggest a game scenario
adaptation technique based on an evolutionary fuzzy sys-
tem. In particular, fuzzy rules are used to make decision
on the game content on the basis of the personality traits
of an applicant. Following a deductive approach, rules
allow more transparency and interpretability of decisions.
Job recruiters and experts can easily inspect the rules
and understand the system’s behavior. This may facilitate
the human intervention to improve rules and validate the
reliability of the system. It can also help in the acceptability
of the serious game as a training tool and as a decision
support system.

1) Fuzzy rule-based systems
Fuzzy logic has been successfully applied to different

problems in various domains in which the decision depends
on uncertain variables. It has been commonly used in
decision support systems by focusing on fuzzy rules. These
systems are called Fuzzy rule-based systems (FRBSs). They
focus on if-then rules in which fuzzy logic represent the
knowledge through a combination of a set of variables.

FRBS have been investigated in a wide range of prob-
lems, especially for Fuzzy classification. The latter is used

TABLE I. Fuzzy rules. Extraversion (E), Agreeableness (A), Con-
sciousness (C), Neuroticism (N), Openness (O), Performance (P),
high (++), moderately high (+), medium (.), moderately low (-),
low (–)

Rules E A C N O P Stressful scenario

(1) - ++ + - ++ - Yes
(2) – – – ++ . - Yes
(3) ++ ++ + - – + Yes
(4) ++ ++ - + . - Yes
(5) . ++ ++ - - . Yes
(6) . ++ + + - + Yes
(7) ++ ++ + + – + No
(8) ++ ++ . – – . No
(9) ++ ++ ++ + ++ – No

(10) ++ + – – . + No
(11) ++ ++ . + ++ + No
(12) ++ ++ . + . . No

to learn from data sets of past experiences in order to predict
knowledge and generate automatically rules [23]. Different
approaches were based on evolutionary computation [24],
called evolutionary fuzzy systems [25] to generate rules.
These systems meld the approximate reasoning of fuzzy
systems with the capability of evolutionary algorithms as
they can be robust in optimization, learning, classification
and adaptation problems [24] [26]. To find accurate
solutions while ensuring the interpretability of the fuzzy
model [27], many research works were focused on multi-
objective evolutionary algorithms (MOEAs) [28]. MOEAs
are used to find optimal solutions to problems that include
multiple performance criteria.

2) Scenario adaptation based on generated fuzzy rules
To adapt the game scenario, we focused on a MOEA

to classify users’ stress level according to their profiles,
especially their personality traits and past performance in
the game. We identified two classes of categorized data:
stressful scenario and no stressful scenario. In fact, using
personality traits data and the performance of the player in
the past game level, we determine his or her scenario stress
level to make decision about the future training objectives.
The rules generated are consequently used to generate the
next game level that is personalized to the applicant.

The fuzzy classifier model can be described as fellows:

Let consider D = {d1, d2, ..., dn} a data set of n inputs
where di =

(
x⃗i, y⃗i, w⃗i

)
, i = 1...n.

x⃗i = (xi
1, x

i
2, ..., x

i
p) a vector of real input attributes where

xi
j ∈

[
l j, u j

]
∈ R, j = 1...p, p ≥ 0 and l j and u j are the

minimum and maximum values for the real input attribute
j. It represents the values of personality traits of the player
as well as the score of the current level of the game.

y⃗i = (yi
1, y

i
2, ..., y

i
q) a vector of integer for the categorized

attributes where yi
j ∈

{
1, ..., v j

}
, j = 1...q, q ≥ 0, v j > 1 is the
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number of classes for the categorized input attribute j.

wi ∈ {1...z} is a value for the categorized output attribute
where z > 1 is its number of classes. It represents how
the player has probably found the level: stressful or not
stressful.

The fuzzy classifier τ formed as an output a set of fuzzy
rules R = {r1, r2, ..., rm} where m ≥ 1. A fuzzy rule ri, i =
1...m consists of p fuzzy sets Ai where i = 1...p associated
to a data set D.

Each fuzzy set can be described by a membership
function :

µAi (xi) = exp

−1
2

(
xi − ai

σi

)2
where ai ∈ R is the center and σi is the variance. The

set of membership functions µAi (xi) : Xi → [0, 1] is called
the data base [25].

We used the multi-objective evolutionary fuzzy classifier
on experiment data set . Table 1 summarizes a sample of
the obtained rules.

The scenario adaptation technique consists therefore in
using the automatic generated rules to make decision about
the next level in the game. The scenario is updated by
involving default scenes or scenes with stressful situations
according to the previous level of the player. In particular,
the scenes with stressful situations are involved in the
game scenario only when the previous level of the player
was predicted as not stressful for the player. This may
help players to cope with stressful situations and improve
consequently their performance.

5. Method
We conducted an experimental study with young job

seekers to investigate the effect of feedback adaptation on
their preparation for a job interview. We were interested
only by the effect of feedback adaptation regarding sub-
jects’ personality traits. We studied whether the applicant’s
personality traits influence his or her perception of stress
and performance using My Interview game.

A. Participants
A total of 41 job seekers (>18 years, 63% men) were

recruited in the study (aged 22.36 ± 1.93 years). The study
protocol was executed at the Mathematics and Informatics
Department at University of Mostaganem, Algeria. Each
participant played the game using a laptop (see Figure
6). The total game session duration was approximately 20
minutes. They all followed the same experimental protocol
and responded to the same questionnaire.

B. Procedure
We followed the same procedure to evaluate all subjects.

At the beginning of the experiment, we only explain to
the player that this is an interview preparation system with

Figure 6. A participant playing My Interview game

general questions. We also explained that he or she will
answer additionally a questionnaire, not included in the
game, at different steps of the experiment (before playing, at
the end of the first gameplay and at the end of the second
gameplay). Then, the subject plays the game. He or she
first answers the personality questionnaire when registering.
After that, the subject answers a set of questions of the
interview to increase his or her score. At the end of the
interview, the subject obtains a score as well as feedback
about his or her experience.

We divided randomly the subjects into two groups:

• Group 1: Subjects play My Interview Game with the
first strategy of feedback adaptation. Following this
strategy, the virtual recruiter appears when answer-
ing questions with various non-verbal gestures (ex-
planation, neutral, happy, etc). However, the virtual
recruiter did not give direct feedback on answers.
Only in the case of three successive wrong answers,
he appears with a reaction of dissatisfaction.

• Group 2: Subjects of this group play under the similar
conditions as Group 1, except that the feedback is
adapted following the second strategy described in
Section 4.A. The game scenario in this case involves
a scene with stressful situation. In fact, we are inter-
ested in studying the effect of nonverbal behavior of
the virtual recruiter [29] on the player’s perception
of stress and performance.

C. Measures and statistical analysis
The following measures were considered in the study:

1) Preparation for the interview
We asked each participant whether he or she is prepared

for an interview using a 7-item likert-type scale (1: not at
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Figure 7. Perceived preparation of the interview of all subjects

all, 2: slightly, 3: moderately, 4: fairly, 5: considerably, 6:
perfectly and 7: extremely). This question was asked before
playing the game, at the end of the first interview gameplay
as well as at the end of the second interview gameplay. The
objective was to study the effect of the game-based training
on the subjects’ perception of preparation for the interview.

2) Perceived stress
Stress assessment has been performed in the literature

by means of various questionnaires such as perceived stress
scale [30] and job stress [31]. It consists in asking whether
a certain situation or relationship is a source of stress. In
this experiment, we only asked each participant his or her
general perception of stress when participating to the next
interview with a simple 7-item scale (1: not at all, 2: slightly,
3: moderately, 4: fairly, 5: considerably, 6: perfectly and
7: extremely). This question was asked before playing the
game, at the end of the first interview gameplay and at the
end of the second interview gameplay. The objective was to
study the effect of the game-based training on the subjects’
perception of stress.

3) Performance
To evaluate the effect of the game on participants’

performance, we recorded the scores of the two gamplays
(i.e. two interviews). The score represents the number of
correct answers to interview questions.

4) Personality traits
We recorded the measures of BFI-10, a short version of

the Big Five Inventory [20] that is included in the game.
Five scores were computed for the following personality
traits [32]:

• Openness to experience: which describes people who
are creative, curious, imaginative, disconnection of
norms and conventional values and intense experi-
ences of emotions.

• Conscientiousness: is related to organization, control
and self-motivation to achieve goals. High scores
refer to people who are persistent, punctual, ambitious
and persevering.

• Extraversion: which determines the volume of in-
terpersonal interactions. People with high score of
Extraversion are sociable, active and affectionate.

They may also be considered dominant, self-confident
and require much stimulation.

• Agreeableness: is related to interpersonal relations,
with a strong aspect of compassion. People with high
score of Agreeableness are kind, generous, highly
empathetic, helpful and relying heavily on others.

• Neuroticism: is linked to the chronic of emotional
adjustment and psychological sufferings. People with
high Neuroticism have low tolerance for frustration,
feelings of anxiety, hostility and vulnerability.

All statistical analyses were performed with a signif-
icance threshold of p < 0.05. We ran an analysis of
variance (ANOVA) with repeated measures to investigate
the differences on the preparation for the interview. We
also analyzed mean differences on the other measures using
t-test and repeated-measures t-test. The normality of the
distribution was assessed with the Kolmogorov-Smirnov
test.

6. Results
We analyzed the effect of the serious game on the

interview training perception. In particular, using a Likert-
type scale, we asked all subjects about their perception of
preparation for the interview before playing the game, at
the end of the first gameplay and at the end of the second
gameplay.

We have found significant differences in the perception
of preparation for the interview. DF n = 2, F = 16.28, p =
0.020, S S = 67.57, MS = 33.78. The game has positively
influenced the preparation for the interview for all subjects
despite their group (see Figure 7).

The difference between Group 1 and Group 2 was
significant in terms of perception of stress, t(40) = −4.34.
The value of p is .00484, The result is significant at p < .05.

We also analyzed the performance of the players in
job interview. The difference between the scores of two
successive gameplays was significant only in Group 2. The
performance of the players has been negatively influenced
by the behavior of the virtual character (virtual recruiter).
Figure 8 represents the box-plot diagram that show the
difference between the scores.
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Figure 8. Box-plot diagram showing the difference of scores

Moreover, we examined whether personality traits may
influence the players’ perception of stress at the end of
the first gameplay. Subjects of Group 2 with low score of
Conscientiousness and those with high score of Neuroticism
were more influenced by the behavior of the virtual char-
acter. The perception of stress were significantly different
t(11) = −2.35, p − value = .0117 and t(7) = −4.34,
p − value = .0048 respectively.

7. Discussion
Serious games have been emerged as a promising ap-

proach to motivate trainees, prepare them for their job inter-
views and learn them how to cope with stressful situations
[7] [10] [11]. However, to the best of our knowledge,
there are no works that have focused on the adaptation of
the game to the level of stress of job seekers on the basis
of quantitative measures of their interaction with the game
elements and their personality. Only some recent studies
have suggested biofeedback to adapt the training experience
[10] and to evaluate stress level [19]. However, these
works have not considered users’ actions as well as their
personality traits to adapt the game [10] [19]. Moreover,
we believe that using high cost solutions on the basis of
technology-enhanced techniques may influence the usability
and accessibility of the game for a large public.

Personality traits may influence the individual’s per-
ception of the environment and perceived stress [12]
[13]. Adapting the game following users’ behaviors and
personality traits may enhance their engagement and their
training performance on one hand. On the other hand, using
quantitative measures to evaluate stress level and adapt the
game may help in enhancing its usability and accessibility
for a large public.

In this paper, we suggested a serious game for job
interview training that seeks to support young job seekers to
answer the interviewer’s questions as well as to control their
behaviors and actions especially in challenging situations.
We suggested two strategies to adapt the game feedback.

The first strategy is based on encouraging applicant to
progress in their interview. In the second strategy, the
behavior of the virtual recruiter is adapted in order to
involve more stressful situations in the game. We also
proposed a scenario adaptation technique that considers
player’s personality to adapt the learning experience. We
focused on a multi-objective evolutionary fuzzy classifier to
generate rules. The objective is to enhance the engagement
and the performance of job seekers in their job interview.

We conducted a primary experimental study to evaluate
the effect of feedback adaptation of the serious game on
users’ interview preparation, performance as well as stress
perception. The objective is also to initiate game rules used
for scenario adaptation. We divided the subjects into two
groups: Group 1 subjects were provided with the game with
the first strategy of feedback adaptation. As for Group 2,
subjects played the game that involved additionally a scene
containing elements that may cause stress through a set of
verbal and nonverbal behaviors of the virtual recruiter.

The results of the experiment showed that the proposed
game has positively influenced the preparation for the inter-
view. The players found the game helpful to train their skills
and they were all engaged in the training session. We also
find that the behavior of the virtual recruiter has influenced
the players’ perception of stress and their performance.
Moreover, we analyzed data of Group 2 to investigate
the relationship between the perception of stress and the
personality traits in Group 2. Subjects with low score of
Conscientiousness and with high score of Neuroticism were
more influenced by the behavior of the virtual characters.
The behavior of the virtual character influenced individuals
who have less control and self-motivation skills as well as
individuals with low tolerance for frustration and feelings
of anxiety.

The results of this experiment show that the individ-
ual’s personality may influence the perception of stressful
situations in job interview. Players can have different needs
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in terms of training to cope with stress. The results of this
experiment are promising and may open up further research
perspectives related to the use of serious games traces to
evaluate the stress level of individuals and personalize the
training to their needs.

8. Conclusion
In this paper, we have presented My Interview, an

adaptive serious game for job interview training. We sug-
gested a feedback and scenario adaptation of the game that
considers applicants’ level of stress and personality to adapt
consequently the game level. The results of the experimental
study show that game helps applicants to be prepared for
the interview. We also find that applicants’ personality traits
may influence their perception of stress.

In this experiment, the light was shed on feedback adap-
tation and its effect on users’ performance and preparation
for an interview. We have not considered the effect of
scenario adaptation as all rules were similar to players in
the experimental protocol. In our future works, we plan to
evaluate how scenario adaptation can influence the subjects’
training performance in long-term. We will also evaluate
how social interaction between players may influence their
perception of stress and performance. Finally, we will inves-
tigate the acceptability of the serious game as a recruiting
tool for enterprises.
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