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INTERVIEW STYLES
In order to obtain a broad range of information about a candidate’s past work experience as well as insight into elements such as their approach to decision-making and their goals and motivations, it is helpful to ask a broad range of questions using different interview styles.  In essence, the most effective technique is to use a combination of all the styles listed below during an interview.

Regardless of the style being followed, it is important to remember that a candidate’s culture, past work experience, and degree of comfort in interview situations will affect the quality of their answers.  This in turn, may mislead you to dismissing them when in fact they could be the best candidate for the job.  

The Unstructured Interview

· Often takes the form of a conversation more than a structured interview
· Generally uses very few pre-planned questions

· Objective is to put the candidate at ease and get them talking freely

· Ensure that you do more listening than talking; this can be challenging for inexperienced interviewers

· Used more for non-technical positions where you do not need to focus on specific technical experience or competencies

· Regardless of style of interview, this approach is good for opening the interview

· Drawbacks:  May run out of time before getting relevant information from the candidate.  May ask completely different questions between candidates making it difficult to compare their suitability 

Eg.
“Tell me a bit more about yourself.”  

“Please take the next 5 minutes or so to walk me through your resume and for each job highlight your key accomplishments, what you learned and why you left.”  
The Structured Interview
· Features a pre-set list of questions that are usually asked of every candidate in the same order, often in a checklist format
· Increases the consistency of interviews when a number of candidates are being interviewed

· For best results, include the flexibility to ask follow-up questions and explore further interesting elements of a candidate’s answers

· Drawbacks: If too rigid, it may not allow for follow-up or probing questions, potentially resulting in valuable information or insight being missed

Eg. 
“What would you say are your 3 main strengths?”


“What is the one weakness you are working on the hardest to improve?”

Behavioural Focused Interview
· Based on the premise that past performance is the best predictor of future performance

· Objective is to have the candidate provide specific examples of their past performance in order to determine whether that performance would be suitable in the position for which you are interviewing and the organization in general

· Often includes non-behavioural follow-up questions designed to further explore an answer, such as “Why did you do it that way?” or “Why did you follow those steps?”
· Follow-up questions can be very important if the answer demonstrated a behaviour or approach that is not consistent with how employees are expected to perform in your organization.  The follow-up will either reinforce the lack of fit or may provide clarification that the employee was directed to do it that way but easily could be directed to perform tasks differently in your organization

· Drawbacks:  May be difficult to extract examples for behaviours that are not condoned in different cultures, or if the candidate is not comfortable admitting that they have ever been in any given situation.  For example, it will be difficult to get an example of when the candidate disagreed with their supervisor’s opinion, if the candidate comes from a culture that does not condone disagreeing with a superior.
Eg. 
“Tell me about a time when you….” 

“Give me an example of….” 

“Have you ever had to deal with….”  

Situational Interview
· Comprised of hypothetical situations that are very similar to the type of challenges the candidate will face if hired
· This technique relies on a candidate’s intentions as the predictor of performance 

· Key component in structuring questions is to ensure that the interviewer does not provide clues into the ‘right’ answer that is being sought

· Drawbacks: just because a candidate can describe how they should handle a situation does not mean that they have the ability to execute the response that they described.  Candidates from cultures that do not condone certain behaviours (eg:  conflict, assertiveness, etc) may not be comfortable discussing what they would do in these types of situations, therefore making it difficult to extract an answer.
Panel Interview
· Features multiple interviewers meeting with the candidate at the same time

· Not a common format used in the private sector

· Efficient for organizations where there is a desire to have multiple inputs into the hiring decision but a lack of time exists to have one-on-one interviews with each person

· Typically follows a fairly structured format with each panel member having pre-determined questions to ask

· Follow-up questions can be challenging, as panel members may all want to ask different questions

· Panel interviewers need to be organized and disciplined to ensure a smooth, effective, and professional interview

· Drawbacks: can be very intimidating for a candidate, often leading to poor interview performance
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