
Polling Questions
What are you hoping to get out of todays’ session?
A. From the interviewer’s perspective, learn the how to be prepare and 

conduct the interview.
B. From the interviewee’s perspective, learn how to prepare for the 

interview to leave the best impression.
C. To understand what I can and cannot do.
D. All of the above.

Are you planning on interviewing candidates in the next 4-6 weeks?
A. Yes
B. No
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Housekeeping

Thank you for joining us today!

Please note that you are muted upon entry.

Use the chat feature or raise your hand to ask 
questions.

Q & A section will be held at the end of the session. 
A copy of the presentation and link to the 
recording will be emailed to attendees. 
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Housekeeping Cont.

To receive full IMA CPE credit, you must:

• Attend the full presentation

• Answer questions through the chat feature

• Complete the Evaluation Form at the end of the 
session which will pop in a window on your 
screen as soon as you exit the webinar
• Optional but, we encourage you to send us 

feedback.
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Jill Nielsen

Senior Director, Talent & Learning at Amcor



Delighting
customers

More products. 
More services.
More places.  
More innovative.



Think back to a time you 
made a big purchase…

✓ Your must haves…if you’re going to spend 
the money things that you are not willing to 
budget.

✓ Your like to haves…things that are important 
and would like to narrow the search to 
these items. 

✓ Your nice to haves…things that would be 
nice to be included…but not a deal breaker 
either way.



Prepare – Evaluate – Decide – Follow though Prepare | Discuss | Decide | Follow Through



You need to know what you’re 
looking for before you can find it.



✓Why is this role needed?

✓What does success look like in a year from now?

✓What skills are missing on the team that we need to find within 
someone else?

✓Why am I being asked to interview?



Identify what we are 
looking for

Review resumes Identify the questions 
you are going to ask

Have your elevator 
speech ready!





Get the conversation started
This is a critical step in the process! 

How are you doing?

Tell me about 
yourself?

Did you have a nice 
weekend?

Here’s how I’d like to 
spend our time 

today….

Tell me why you’re 
interested in this role.

What do you enjoy 
most about the field 

you are in?

Tell me about your 
greatest 

accomplishment.



Let’s hear from you..

What’s your go-to question?



The best predictor of future behavior is past 
behavior in similar circumstances.

conversation, assess if the person is the right 
fit for the role.



What is Competency Based Interview?

Focusing on HOW instead of WHAT though a structured series of 

questions aimed at eliciting evidence on specific, job-related 

competencies. 



What are the benefits?

• Structured Approach

• Focus on Job Related Selection Criteria

• Focus on Past Behaviors vs. “what I would do” in a hypothetical 
situation

• Decisions based on Behaviors, not gut feelings 

• Uses Consistent Criteria across all interviews



Open-Ended Questions

“Tell me about…” 

“Explain to me…” 

“Give me an example…”



Tactical Open-Ended Questions

“Who…?”; “What…?”; “How…?”; “When…?”; “Where…?”; 

Simple Probing:’

…and then?”, “…why?”

“tell me more?”; “challenges?”

Comparative Questions:

“Why did you choose A over B?”

“What facts did you consider?”



Avoid Using:

CLOSED QUESTIONS

LEADING QUESTIONS

MULTIPLE CHOICE

DOUBLE QUESTIONS

HYPOTHETICAL 
QUESTIONS 

“Did you…?” “Can you..?”

“Did you do that because….?”

“Did you leave because of the pay or because you were bored?”

“What do you think caused the problem and what solutions have 
you considered?”

“How would you deal with a difficult customer?”



The goal is to have a 
conversation – and 
through that conversation, 
assess if the person is the 
right fit for the role.

Avoid closed ended questions, 
such as yes/no.

Ask open-ended questions 
with follow up questions



It’s all in the answer…

What did they 
do?

What was their 
role?

What were the 
expectations?

How did they 
perform?

What would they 
do differently 

next time?
…



Polling Question

Tell me about the last time you led a project?

A.    SAP Deployment at one of our manufacturing sites.  I was in charge of getting our teams ready for 
the change and led the change management sessions. 
B.    SAP Deployment at one of our manufacturing sites. I led the change management sessions.
C.    SAP Deployment at one of our manufacturing sites when we went live in June.
D.    SAP Deployment at one of our manufacturing sites. I was responsible for prepping the teams for the 
change.  So, I assembled a small team and we developed content as well as the delivery of the training.  
We went live in June, everyone was prepared and now we have lessons learned for the future.  



Situation

Task

Action

Result



An example…

SITUATION

ACTION

TASK

RESULT

Give an example of a situation in which you chose 
to do the “right thing,” even though it was not easy 
to do.  What was the situation?

How did you decide what to do? 

What consequences did you face?

What was the end result? 
Would you have done anything differently?

What did you decide?  Why did you take this 
approach?  



Situation #1 
– Silence is 

Golden

Candidate “ ? ? ? ? ”

Interviewer • Calculated pause (5-10 seconds)

• “Take a moment to think about it” 

• Give an example to illustrate your question

• Avoid leading to an answer



Situation #2 
– In Denial
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Candidate “That has never happened”

Interviewer • Rephrase the question to clarify

• Suggest they think about previous jobs or 

personal experiences

• Select a different question to get at the 

competency to be assessed



Situation #3 
– Theoretical 

Responses

Page 28

Candidate “In that situation I would…”

Interviewer • “Think of one specific situation where this 

happened…”

• “Can you give me a specific example..”

• Ask if they have had this experience before?  If not 

ask a different question to search for evidence of 

competency



• Answer questions about the organization 

• Provide enough information to allow the candidate to evaluate their fit.

• Provide the benefits of working for the company; share your experiences

• Talk about culture, opportunities, growth

• Identify ways he/she can derive self-satisfaction from the job.



Avoid Bias in the Interview 

Halo

Horn

Central Tendency

Validation



Questions to Avoid… Will clean up slide
• NATIONAL ORIGIN:  Don’t ask questions about an applicant’s l ineage, ancestry, nation of origin, 

descent, parentage, or nationality of applicant’s parents or spouse.

• SEX/MARITAL STATUS:  Don’t ask: Are you married/single/divorced/separated?  Don’t request any 
information about spouse. Don’t ask what the ages of their children are, who will care for children 
if hired, or how they will be cared for.  To female applicants, don’t askquestions about maiden 
name or father’s surname.

• RACE OR COLOR:  Unlawful to inquire into nationality or involvement with a minority organization.

• RELIGION OR CREED:  Unlawful to inquire into an applicant’s religious denomination or affiliations, 
church or religious holidays observed.

• FAMILY STATUS:  Unlawful to inquire if an applicant has children or plans to have a family.

• AGE:  Unlawful to ask age, birth date, high school graduation year, or to request birth certificate, 
naturalization or baptism record prior to extending job offer unless under the age of 18.

• CITIZENSHIP:  You may only askif an applicant is eligible for employment with our company in the 
United States as a US citizen or authorized to work in the US under a government immigration 
qualification.

• LANGUAGE:  If job-related, you may inquire into languages an applicant speaks and writes 
fluently.  You may not ask a person’s native language.

• DISABILITY/HANDICAP/MEDICAL CONDITION:  Only ask if an applicant can perform the 
specific functions of the job he/she is seeking with or without accommodation.  You may not ask
if an applicant has a disability, handicap or medical condition.

• ADDRESS OR DURATION OF:  You may only ask the place and length of current address, but 
you may not ask with whom an applicant lives or if they rent or own.

• ORGANIZATIONS:  You may inquire about job-related memberships and office held, excluding
any organization of which the name or character indicates race, color, religion, sex, veteran 
status, age, national origin, disability, sexual orientation, or ancestry of its members, unless 
volunteered.

• EXPERIENCE:  You may inquire about work experience. It is unlawful to ask if a candidate 
prefers male/female coworkers and/or supervisors.

• SEXUAL ORIENTATION:  It is unlawful to ask any question that might reveal an applicant’s 
sexual orientation.

• ARREST RECORD:  You may ask if an applicant has been convicted of a felony in the last five 
years, but it is unlawful to ask if an applicant has been arrested.



Go back to why the role 
was needed.

How does the 
candidate’s experiences 
help move the company 
forward?

What would be needed 
in onboarding?



Keep the candidate engaged – email, text, phone call  |   Be thoughtful 
about the onboarding plan   |   What are the gaps you need to fill?   |   

Check in often.



Think back to a time you 
made a big purchase…



Prepare – Evaluate – Decide – Follow though 



Q&A 


