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EXAMPLES OF BEHAVIOURAL QUESTIONS

· "Tell me about a time when you sold a great idea to your manager. What was the outcome?"

· "Provide a specific work example where you have had to consider a number of options and make a decision. In hindsight, was it the correct decision?"

· "Give me an example of where you have had to introduce change into your workplace. What were the issues and how did you manage them?"

· "Give me an example of a time where you had to sort out an issue with a difficult customer. What was the situation? How did you manage it? What was the outcome?"

· "Have you ever been in a situation where a team member was under performing? How did you manage? What was the outcome?

· "Describe a time when you have managed multiple projects. How did you organise your time so that deadlines were met and stakeholders were continuously informed of the progress of such projects?"

· "Tell me about a time when you and (manager/work colleague/supplier, etc) were in conflict and neither of you was prepared to compromise. What eventually happened to resolve the situation?"

· "Have you ever done or said something at work that you later regretted? If so, describe it, and describe the ramifications."

· "What was the most rewarding on-the-job experience you have had? What was the least rewarding one?"

· "Describe your decision-making style, and provide an example of how it was implemented."

· "Provide an example of how you communicated an unpleasant or unwanted work task to an employee. How did you handle his/her reaction?"

· "Describe a situation when you wanted to handle a work matter differently from your manager (or other employees). Tell me what eventually happened." 

Utilising the Job Description in Developing Questions

· Write questions prior to the interview that specifically probe for the existence of relevant skills and competencies necessary for successful performance of the role.

· For example, in the “Spare Parts Interpreter job description, a technical competency identified may be:
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(a) Client Service
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(b) Provides information to clients on specific automotive parts


H:

Always gather appropriate information from client, provides a friendly and professional service at all times; ensuring correct parts are chosen and all required assistance provided to client
M:
   Provides information to clients on spare parts as required
L:

Does not provide accurate information to clients, unable to interpret their   needs, provides incorrect parts 

Possible questions may be:

1. “Please describe in detail the specific steps you followed in a recent client interaction.”
2. “Can you think of a specific recent example where you had a problem servicing a customer?”
· You must listen for answers to your questions that allow you to align their answers with the ‘High’, ‘Mid’ or ‘Low’ anchors in the job description. Attempt to assess at what performance level the applicant is primarily describing his/her behaviour. ie. Is he/she performing at:



High anchor:
Have they provided you with examples of their behaviour that are similar to the examples given in the job description anchor reflecting superior performance for this competency?



Mid anchor:

Have they provided you with examples of their behaviour that are similar to the examples given in the job description anchor reflecting satisfactory performance for this competency



Low anchor:
Have they provided you with examples of their behaviour that are similar to the examples given in the job description anchor reflecting below standard performance for this competency?
