


Agenda

1. How we hire for cultural fit at King
2. How do we make decisions comparing 

values vs capability?
3. Unconscious bias
4. How do you do this?



King



Our Process
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Kick Off

Int. Briefing

Health 
Check

Wash Up Offer On BoardingSourcing

Interviews



Our Values

What we believe. How we behave

Can you name them all?

Free to be ourselves, we treat people as friends. We fill our tone with fun, joy and 
optimism.

We listen, we share. We’re modest and always open to the possibilities.

We’re agile and adaptable problem solvers. Prepared to fail, we don’t make excuses 
and we never stand still

We stand up for creativity. Always eager to learn more and constantly looking for ways 
to improve. We move things forward.

We put our heart and soul into everything we do. Every little detail matters when 
creating the magic that lasts beyond tomorrow.



Making the right decision



Probing

Behaviour is the visible tip, while values, beliefs, 

purpose, capabilities and identity sits below the 

surface.

How often we judge others by the visible tip - the 

behaviour - without taking time to understand 

what sits beneath!

Behaviours
Environment

Beliefs
Values

Purpose
Capabilities



Why and how to probe in interviews

Can you give me an example of a time when you had to deliver something with short 
notice?

Past performance is the best indicator of future performance



Talent Matrix
Assessing values and capabilities

Values 

&

Beliefs

Capability

Conscientious
Innovative
Adaptable
Human 
Open
Honest

Unreliable
Uninspiring
Change-phobic
Arrogant
Closed
Untrustworthy

21 3
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Unconscious Bias



Unconscious Bias

Unconscious biases are social stereotypes about certain groups 

of people that individuals form outside their own conscious 

awareness.

Everyone holds unconscious beliefs about various social and 

identity groups, and these biases stem from one's tendency to 

organize social worlds by categorizing.





The Adelson Illustration



SYSTEM 1

= the ‘doer’
• Automatic
• Effortless
• Associative
• Emotional
• Unconscious

SYSTEM 2

= the ‘guide’
• Controlled
• Effortful
• Reflected
• Rational
• Self-aware

The human brain - two interdependent cognitive 
systems

• Daniel Kahneman, Thinking, Fast and Slow (2011) 



What do 
these people 
have in 
common?



What about 
these 
people?



Music 27 
Club

It has been said that many high-profile musicians have coincidentally all 
passed away at the age of 27 (Jimi Hendrix, Janis Joplin, Jim Morrison, Kurt 
Cobain, Amy Winehouse) and many fans have marked 27 to being a cursed 
age for musicians.

Conspiracy Theories



Facebook 
Shares



Similarity 
Bias

Similarity bias happens when we select people that are more similar to us, as 
opposed to people who appear more different. Evolution has fostered this 
trait, as a key manner to survive ever since the difficult times when we would 
live in the savannah, trying to escape from animals and all sorts of dangers.

What is it?



Stereotypes
Be mindful, only one of 
them is a convicted felon



Stereotypes 
are 

everywhere



Let’s watch 
this video



SYSTEM 1
= the ‘doer’

Good intentions

Actual behaviour

Our Hidden Patterns

Close the gap!

SYSTEM 2
= the ‘guide’



Hiring the best qualified and 
the right person for the team

How to outsmart the unconscious mind & beat hidden barriers



“…if she had an American accent and not a French, 
would I have listened more to the content?”

“… what if they had a firmer opening handshake?”

Outsmart Our Brains for Better Hiring Decisions

Switching between System 1 and 2

Ask yourself

‘Flip-it-questions’

Reduce bias 

‘in the situation’

”…..if SHE was a HE would I have reacted or interpreted 
the same way?”

”…..if he had 25 years of experience more than me and 
was not 25-years-old would I have listened 
differently…..?”

Course Designed by Tinna C. Nielsen & Lisa Kepinski for KING’s internal use only. Not to be distributed outside of King.



How do you do it?

• If you have values, define those behaviours
• Write questions which uncover if someone shares those values....
• Prepare hiring managers by providing interview training
•



Our Values

What we believe. How we behave

Free to be ourselves, we treat people as friends. We fill our tone with fun, joy and 
optimism.

We listen, we share. We’re modest and always open to the possibilities.

We’re agile and adaptable problem solvers. Prepared to fail, we don’t make excuses 
and we never stand still

We stand up for creativity. Always eager to learn more and constantly looking for ways 
to improve. We move things forward.

We put our heart and soul into everything we do. Every little detail matters when 
creating the magic that lasts beyond tomorrow.





What’s Next?



What’s Next?

• Use your ATS or manually remove identify data eg name, nationality, 
dates, university, personal interests

• Use a partner or tool to do it for you

Sanitised applications?



What’s Next?

• Gender balanced
• Job ads

• Recruitment marketing (InMails / Emails)

Textio



What’s Next?

ClickIQ



Thank You!

Questions?



Questions?

• A further insight to getting to seeing through an interviewees bravado to 
get a truer insight into their attitude

• How do you align to culture when it is a fast growing relatively new 
organisation?

• How do you ensure you achieve culture fit through hiring - practical 
examples

• How do you make a decision between the best person for the job role/the 
best fit for the team/company?

• How to better prepare hiring managers?

• How to create low cost measurements for culture fit?
• How to ensure Hiring Manager assess culture fit rather than similarity to 

themselves
• How to tackle Unconscious Bias?

• What measures can we put in place to make sure that cultural fit is not 
misinterpreted by unconscious bias?

• Advertising & screening; ATS tools
• How best to demonstrate the company culture to potential candidates

• How do you define your Culture and does it encourage unconscious bias?
• How do you test for cultural fit? And how is it an acceptable metric?
• Bringing that change in the business and not just in HR/recruitment

Some of your questions?


