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Behavioral Interviews -- what are they?

Behavioral interviewing a style of interviewing that was developed in the 1970's by industrial psychologists. Behavioral interviewing asserts that "the most accurate predictor of future performance is past performance in a similar situation."

Unlike traditional interviews, which include such questions as “Tell me about yourself?”  “What are your strengths and weaknesses?”  “Why are you interested in working for us?”  behavioral interviewing emphasizes past performance and behaviors. As a consequence, candidates unprepared for the rigor of behavioral interviewing have not fared well.

There are three key reasons to being prepared for behavioral interviews

1. Candidates who prepare for behavioral interviews are better prepared - even for traditional interviews

2. Using behavioral answers works well with inexperience interviewers

3. Companies that invest the time and energy in developing behavioral interviews often attract top candidates. Top candidates make the company a more desirable place to work.

Q:  How is it that top candidates make the company a more desirable place to work

Competencies.

Companies that employ behavioral interviewing have predetermined the skill sets they require for a particular position.  These skill sets could include: decision making and problem solving, leadership, motivation, communication, interpersonal skills, planning and organization, critical thinking skills, team building and the ability to influence others.  It follows then, that if a company is going to hire candidates with these skills it must/should have an impact on the morale of the company thus making it a 'desirable place to work'

The company determines the skill sets by doing a detailed analysis of the position they are seeking to fill. Job seekers also must go through this same process

1. What are the necessary skills to do this job?

2. What makes a successful candidate?

3. What would make an unsuccessful candidate?

4. Why have people left this position previously?

5. What is the most difficult part of this job?

Since the interviewer will be operating under the premise that past performance is indicative of future performance the best way to deal with behavioral questions is to use the three-step STAR process or:

1. Situation or Task -- what was the situation you had to deal with?

2. Action - what action did you take?

3. Result - what was the result?

Using this three step STAR process is a powerful way to frame experiences and accomplishments for the interviewer.

Here is an example...

1. The individual may might recount a time when communication within a group had broken down (SITUATION)

2. To resolve the problem, an informal lunch meeting was organized for people to discuss the issue (ACTION)

3. Morale then improved, as did the lines of communication (RESULTS)

Here are some sample questions:

Say, the employer wants to find someone with good Decision Making and Problem Solving capabilities one question could be “Give me an example of a time when you had to keep from speaking or making a decision because you did not have enough information”

Notice that the question is not framed like as WHAT WOULD YOU DO...it says GIVE ME AN EXAMPLE OF.  This means it has to be answered from one's own experience.  The response should be to recall past accomplishments in detail.  

It is very difficult to make up behavioral stories, which is why behavioral interviewing is becoming more popular

Another competency could be Communication.  The employer wants to find out how well one communicates his/her question could be framed “Tell me about a situation when you had to speak up (be assertive) in order to get a point across that was important to you.”  Here again, the individual has to think of an experience and answer using the STAR (or SAR) method.

It's always best to have your clients role play/practice as a lot of people are reluctant to talk about themselves and their accomplishments.

Q:  What is the best way to prepare for these type of questions?

1. Determine what competencies the employer is asking for.  Read through a job description and do the usual research on the company -- it's always based on "What the employer is asking for"

2. Develop a set of questions around these competencies and have participants practice.

That's behavioral interviewing in a nutshell. You may want to do some additional research on the topic for your clients.

Q:  Are behavioral questions more technical skill based questions?

Not necessarily...Some questions are designed around one's 'soft' skills as well.

Q:  Are those called situational type of questions or do they have another name

They are situation questions.
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