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Interviews are the common selection tool in the process of hiring new employees. An interview is a 
meeting (face-to-face, over the phone or virtual) with the candidate to ask questions in order to 
ascertain their suitability for the role.  

An interview can take several forms from very structured through to the more informal and 
unstructured. Multiple interviews may be included in the selection process along with other 
selection techniques. 

An interview provides the employer with the opportunity to gain additional information about the 
candidate about their suitability for the role through discussion regarding their knowledge, skills and 
experience. It also provides the opportunity for the employer to assess things not able to be 
assessed from a curriculum vitae or application form such as behaviour, fit for the organisation and 
personal qualities. 

An interview provides an opportunity for the candidate to gain information about the organisation 
and the role they have applied for. It is important to remember, that the interview is an opportunity 
for both parties to ascertain their interest! 

Structured or Directive Interview  

A structured interview is one organised around specific questions and subject areas. The set 
questions do not vary between candidates interviewed except in response to candidate answers to 
the set questions (e.g. to request further information or clarification). 

Structured interviews are straightforward and seek information to assess the relationship between 
the applicant’s education, skills and experience and the job specification/description. 

A structured interview will generally include an assessment or rating scale for use by the 
interviewers in quantifying the candidate response to the questions. 

The advantage that a directive or structured interview brings is consistency. As all candidates in the 
process answer the same questions, it enables comparison by the interviewers of the candidates. 
Structured interviews are also easier to conduct for inexperienced interviewers and can be time 
effective in keeping to a set number of questions. 

Structured interviews can be inflexible though and reduce the opportunity for interviewers to ask 
questions on areas which, while may not be covered by the interview, could provide invaluable 
information about the candidate and their ability to be successful in the role.  
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The structured interview can be a less positive experience for the candidate too as it can appear one 
sided and may result in their reduced interest in the role. 

Example questions for a structured interview 

• Tell me about a time when you had to convey negative feedback to an employee about their 
performance. What was the situation? What did you do? What was the outcome? 

• Tell me the switchboards you have worked with in your previous roles. What training did you 
receive on each? How long have you worked with each? 

• What 2 or 3 words would your previous supervisors use to describe your work? 

Unstructured or Non-Directive Interview 

Unstructured interviews are largely unplanned and guided by the interviewer based on the material 
introduced by the interviewee.  

The applicant tends to do the majority of the talking in an unstructured interview. 

Unstructured interviews can mean the applicant is more relaxed and open providing less guarded or 
prepared responses and showing more of their themselves and their personality than can be 
achieved during a structured interview. 

Unstructured interviews do require a more experienced interviewer in order to achieve what is 
required out of the interview process and be able to find points of comparison between applicants. 
Unstructured interviews are less controlled, and it may be more difficult to extract the pertinent 
evidence the interviewer is looking for to address selection criteria. 

Example questions for an unstructured interview 

• Tell me something about yourself 
• Can you expand on that example? 
• How did that make you feel? What did you learn from that? 

Behavioural Interviews 

Behavioural interviews are based on the competencies and behaviours required to perform the role. 
Questions tend to delve into specific life history events that give the interviewer insight into how the 
candidate would perform in the role.  

Candidates will be asked to give an example of a situation as they have experienced it and questions 
will be crafted around how the candidate responded in the situation, what the outcomes were and 
what they learnt from the experience. 

Behavioural interviews allow the interviewer to look at the candidates past behaviour as a predictor 
of their future behaviour. The interviewer can probe the details of an example shared by the 
candidate.  

Behavioural interviews combine structured and unstructured interview techniques and allow the 
candidate to share examples from a variety of life experiences not just previous roles. 
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Behavioural interviews rely on the assumption that individuals repeat certain behaviour when faced 
with certain situations. An inexperienced interviewer may find it difficult to capture the pertinent 
points of the example the candidate shares and assess objectively. 

Example questions for a behavioural interview: 

• Describe a time in the past when you had to change someone’s mind about something. How 
did you go about it and were you successful? 

• What has been the most difficult thing you have ever had to organise? What did you do? 

Panel Interviews 

Most often used in larger organisation, panel interviews involve two or more interviewers 
questioning one candidate.  

Generally, the panel will include one or more HR representative along with the supervisor or 
manager of the role and other key stakeholders from the team or broader organisation. It is 
important that panel interviews are planned well to ensure each panel member understands their 
role and questions can be allocated accordingly. 

Panel interviews can produce more unbiased and reliable outcomes as a consensus from the panel 
members is required, drawing on multiple opinions rather than just one or two in a standard 
interview. 

A more informed view of the candidate can be gained through a panel interview as panel members 
can observe the candidate while other panel members are questioning or writing notes. 

Panel interviews can be more costly and difficult to arrange with multiple individuals to coordinate 
times and dates.  

Panel interviews may be intimidating to the candidate who may not perform as well as they might in 
a more intimate interview situation.  

It can also be difficult to gain consensus amongst a larger panel and create a situation where no or 
multiple preferred candidates are identified by the group. 

Panel interviews may use structured, unstructured or behavioural interview techniques. Examples of 
who might comprise a panel interview: 

• HR Manager 
• Manager/Supervisor to whom the role will report to 
• Incumbent in the role and/or peer to the role 
• Key internal stakeholder i.e. internal client, project team peer 
• Departmental head sitting above Manager or Supervisor to the role 
• Employee in a similar role from another department or team. 

Group Interviews 

Group interviews are when an individual or panel interview a group of candidates for a role or a 
group of candidates are brought together and asked to interact while observed.  
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More commonly used for bulk recruitment or graduate recruitment the group interview is used to 
identify candidates who display competencies such as leadership, problem solving and interpersonal 
skills.  

Group interviews often form part of an overall assessment centre to process multiple candidates 
when larger scale recruitment is required. 

Group interviews can be economical and timesaving when selecting from multiple candidates and 
are a good way for the interviewer to see how candidates interact with others. 

Group interviews can be intimidating for less outgoing individuals and it is only suited to assessing 
specific interactional and interpersonal type competencies. Interviewers may overlook a strong 
candidate who does not operate well in such an environment. Interviewers need to be 
knowledgeable in the behavioural patterns of Introverted and Extraverted people in order to be able 
to correctly determine the most suitable people for the role. Group interviews have been historically 
biased towards extraverted people, meaning better suited and qualified introverts miss out. 

Examples of group interview activities and tasks: 

• Work simulation activities – candidates are asked to participate in a discussion which 
simulates a task or activity they are required to do on the job i.e. brainstorm with other 
candidates on an idea, solve a problem or challenge. 

• Work related tasks – candidates may be separated into teams and asked to perform a task 
and then report back to the group i.e. design a marketing campaign for a new product, 
design a process for handling a complaint etc. 

Candidate Testing 

The purpose of testing as a selection tool is to get an accurate picture of candidate levels of aptitude 
and ability in certain areas. 

Selection tests may include: 

• General ability tests which measure verbal, numerical, speed, spatial strength, coordination 
and perceptual skills. 

• Specific aptitude tests (or work sample) such as technical accounting and finance specific 
knowledge and skills – these tests may relate to tasks, equipment, tools or technology 
specific to the role or organisation. 

• Personality tests (also known as psychological profiles) which are designed to assess 
personality characteristics. These tests are often used in executive or leadership roles or 
those requiring personality traits suited to sales, negotiation, influencing etc. 

As with interview questions it is important that the recruiter ensure the tests used are relevant to 
the role and will assist in identifying the right candidate for the role. 

Employers must be careful in their use of such tests and in some cases, it may be appropriate for the 
tests to be formulated and administered with the assistance of HR and psychological science 
professionals skilled in this field. 
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Issues associated with the reliability and validity of tests used need to be thoroughly explored to 
ensure they do not directly or indirectly discriminate. 

The major advantage of using tests is that they may provide information that is not obtainable 
through any other selection technique, but the test should not be used as the only selection 
technique and it should complement other selection techniques used. 

Assessment Centres 

The purpose of assessment centres as a selection technique is to assess numerous candidates in a 
consolidated and consistent process. 

Assessment centres may be used for ongoing or bulk recruitment activities. They are often used for 
graduate programs and when several employees are required to fill season retail roles, call centre 
roles or where bulk intakes of new employees are required. Assessment centres may also be used to 
build a talent pool of potential employees for roles with regular vacancies. 

Assessment centres are a process rather than a place and comprise of several selection techniques 
used to identify the best candidates from large numbers of applicants. Selection techniques likely to 
be used are: 

• Testing – general and specific aptitude tests 
• Group interviews – both task and simulation exercises 
• Panel interviews 

The facilitation of assessment centres may be outsourced to specialised recruitment agencies or 
managed in-house where an ongoing demand is in place. Assessment centres may be an expensive 
exercise but do allow for multiple roles to be recruited at the same time and where an ongoing need 
exists create a consistent approach to the recruitment of employees. 
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