
 

 
A Guide for Interviewers 
 

Bad interviews can mean bad employees, so it’s essential 
that you make the most of every interview you conduct. 
This guide examines some of the most common problems 
and criticisms associated with poor interviews, and what 
you can do to avoid them. 
 
Typical Interviewing Mistakes 
 
DECISIONS MADE BEFORE THE INTERVIEW 
 
Some interviews can seem very formulaic; especially when it’s clear the interviewer has already made 
a decision based on a CV. Interviews have to be viewed somewhat separately – an opportunity to 
support, alter or challenge things you’ve seen on a CV. After all, every day, great people are hired 
who didn’t have the best CV but excelled in an interview. 
 
DECISIONS BASED ON ONE RESPONSE 
 
Accurate and reliable decisions on whether someone is suitable for a job can rarely be made based 
on one question. Focusing too much on one response discredits the entire process. 
 

DECISIONS BASED ON PERSONAL BIAS 
 
It’s well-known that we all tend to like people who share our own opinions, experiences and 
characteristics. But when you’re interviewing someone, this tendency has to be ignored. 
The person you’re hiring may need to be very different to you, so you need to focus, objectively, on 
what the job demands. 
 
DECISIONS BASED ON DEMOGRAPHY 
 
It may be subconscious, but all too often interviewers make decisions based on a variety of things that 
shouldn’t matter, including age, sex, marital status, race and many more factors besides. 
And the consequences of hiring the wrong person include: 
 

• Increased staff turnover 
• Additional time spent re-recruiting 
• Additional costs in training and loss of productivity 
• Potential damage to the reputation of your business and brand. 
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The Solution 
 
COMPETENCY BASED INTERVIEWS 

 
WHAT IS A COMPETENCY BASED INTERVIEW? 
 
 
Competency based interviews ask candidates to use evidence to demonstrate the behaviours, skills 
and experience they need forthe job they’re applying for.That means questions like ‘give me an 
example of a specific challenge you overcame, and explain how you did it’. 
 
WHAT ARE THE BENEFITS? 
 

• Creates consistent and standardised results which ensures a fair and reliable decision 
• Reduces the prevalence of false claims in interviews, which in itself reduces the chance of 

hiring the wrong person 
• Reduces the potential for misunderstandings 
• Produces clear, measurable answers 
• Encourages in-depth answers which tells you more about a candidate 
• Reliably highlights holes in a candidate’s experience 

 
WHAT WON’T THEY COVER? 
 
Competency based interviewing covers aptitude, not attitude. That means you still may need to try 
different tactics to get a sense of your candidate’s deeper personality and motivations. This may 
include broader, open-ended questions, but also surprising ones that challenge someone to think on 
their feet. Psychometric testing is also a popular tool for recruiters to get to know their candidates. 
 

 
 


