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The effectiveness of a job interview as a selection tool is greatly dependent 

on the quality of questions being asked. Therefore, choosing what kinds of 

questions to include is a crucial step in the interview process that deserves 

careful forethought and planning. Asking the right questions will significantly improve how useful the inter-

views will be at helping you identify the best candidate. The next time your department is hiring, refer to 

these helpful guidelines for selecting interview questions that work. 

 

Prior to creating your interview questions, review the position’s job description and requirements to identify 

the critical job-related factors. Pay particular attention to the position’s knowledges, skills, and abilities and 

identify the attributes that a successful employee in this position would have. Those are the criteria on which 

you want to base your interview questions. While the content of questions will vary from position to posi-

tion, there are standard categories of interview questions that can have different levels of effectiveness when 

it comes to predicting future job performance. Here are the common types of interview questions that you 

can ask: 

 

Experience/Activity Questions. This type of question gathers information about the kinds of experi-

ences or activities the candidates have had in the past. While responses will provide you with information 

about what they have done, they will not provide insight into how well it was done. 

Self-Evaluative Questions. These questions ask candidates to respond with self-reflective answers. They 

solicit information such as the candidates’ likes, dislikes, strengths, weaknesses, goals, and attitudes. 

Situational Questions. These are “What if …” questions. They present a hypothetical problem or situa-

tion and ask the candidates how they would handle it. Situational questions work best when the preferred 

response is not obvious to the candidates. 

Behavioral Questions. These questions ask for specific examples of past behavior that is related to the 

requirements of the job. Interview questions that start with phrases such as “Give me an example of a 

time …” or “Describe a situation where …” are examples of behavioral questions. Ideal responses are 

detailed and complete; they include a description of the situation or task, the action the candidates took, 

and the results of their action. 
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How to Select Effective 

Interview Questions 



 

Research has shown that behavioral questions are the most effective type of interview question in terms of  

their ability to predict future job performance. This is because it has been found that the best predictor of fu-

ture performance is past performance. Furthermore, these types of interview questions are more difficult to ex-

aggerate or distort than other types of questions. For these reasons, when selecting the types of questions to ask 

aim to have approximately 70% behavioral questions, 20% situational questions, and 10% self-evaluative or 

experience/activity questions. Use the same questions for each candidate to standardize the process and make 

comparison easier and more accurate. 

 

Once you have selected our questions, keep in mind that you can actually further improve the effectiveness of 

your interview questions before you even start asking them by putting candidates at ease. Start the interview 

with a friendly introduction and a brief overview of what they can expect during the interview. Be personable 

with candidates, but don’t dominate the conversation. The more time you spend talking, the less you’ll be able 

to learn about them. Strive to spend about 80% of your time listening and 20% of your time talking. Don’t be 

afraid of silence: allow candidates time to reflect and process the question before answering. Their responses 

will be better if they don’t feel pressured to respond immediately. Candidates may not demonstrate their true 

potential if they are extremely nervous or feeling undue pressure, so always do your best to make them feel 

comfortable. 

 

 


