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Your quick guide on... 
Best Behaviour for Interviews 
 
Behavioural interviewing is not a new concept. The technique has been around for over 30 years 
and is an effective way to gauge candidates’ reactions to certain situations, such as moments of 
high stress or collaborative work.  
 
Behavioural interviewing is simple: the interviewer asks for specific examples of the candidate’s 
working history to get a better sense of their personality. For example, the interviewer may ask the 
candidate “Can you describe a time you worked well in a team?” or “Could you give me an example 
of a time you had to demonstrate strong leadership skills?” 
 
This story-telling approach to interviewing can be very revealing, however candidates now know 
the standard questions asked and can rehearse their responses. As a result they do not speak as 
spontaneously or as honestly as interviewers would like. 
 
This doesn’t mean the technique should be disbanded. Far from it – behavioural interviewing is an 
essential screening tool to discern best personality fit for a company. That being said, it is time to 
start using a different approach when it comes to this portion of the interviewing process.  
 
Firstly, it would be beneficial to start making the questions more specific. For example, instead of 
asking about a demonstration of leadership skills, the interviewer could ask for a more specific 
moment in their career, such as, “What was the most difficult interaction you’ve ever had with a 
colleague and how did you deal with it?” This sort of phrasing makes it difficult for candidates to 
make something up in the moment or rehearse the answer. 
 
Alternating between positive and negative questions is another good way to keep the conversation 
fresh and honest. From difficulties and challenges to successes and rewards, flicking between the 
two extremes is much more likely to provide an in-depth overview of the candidate. 
 
Finally, to uphold a human element to the interviewing process, the interviewer should ask 
impulsive follow-up questions. For instance, if the candidate describes a time they have struggled, 
ask what happened when they faced the challenge a second time. If they are talking about a 
success, ask them about their fears prior to that success. 
 
In the end, interviews are not just about qualifications and testing candidates. It is more important 
to get a sense of the person you are potentially bringing into your organisation. Can they thrive in 
your company’s particular working environment? Can they better your team?  
 
At Tate, we pride ourselves in getting to know the people we work with so as to connect the right 
employees to the right employers. If you’re currently looking for talented candidates to join your 
team, contact our Tate consultants today. 
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