What’s Behavior Have to do With It?
Employee selection and employee behavior go hand-in-hand. So, it is no surprise that many companies utilize behavior-based interviewing in their selection process. In an effort to consider varying perspectives and interpretations, companies often take it one step further and utilize behavior-based interviewing in a team interview format.
Let’s start at the very beginning. A position becomes available for one of many reasons. The hiring manager coordinates his/her efforts with the Human Resources contact to follow the company selection process. 

Depending on the company, the selection process will vary. However, a typical first place to start would be reviewing the job description and responsibilities for the open position. You want to ensure the previous document has remained constant. If not, then revisions should be made and a new job description created for the position. 

Once you have confirmed the responsibilities of the position, you need to tie the required skills, knowledge, and abilities (SKAs) to the position. These SKAs should be linked to the competencies of the company competency model. Competencies are simply areas of capability enabling employees to successfully perform their job. The competency model identifies such competencies necessary for each job. Companies should have a core list of competencies which they believe will lead to success. The competency model should be the center (core) of human resource functions in the company.

Now that all of the linkage has been mapped, you need to determine the behavior-based questions which will provide the interviewers with the best information for selecting the most qualified candidate for the position. Sounds easy? Maybe it’s not easy, but certainly not a difficult task. At most, we could concede time consuming. But, hiring the right candidate for the position is an investment the company is making in its future. 
Often times, companies will have online libraries available for hiring managers to select behavior-based questions for each of the competencies they have identified for the position. If not, you will need to research other resources for identifying and gathering your questions.
So let’s talk more about behavior-based interviewing. Just as the name indicates, this interviewing technique is based on a candidate’s behavior. Specifically, the technique is focused on past behavior. The theory suggests that past behavior can predict future performance. So, the more an interviewer can discover about past performance (behaviors), the better he/she can determine if the candidate’s future performance makes him/her the best candidate for the position.
If utilizing this interviewing technique, the interviewer may ask questions like “Tell me about a time you missed a deadline – and what happened.” Or, “Give me an example of a time you exceeded performance expectations and how you accomplished it.” And finally, “Give me an example of a time you had to coach an employee for deficient performance and the result.” These are just a few examples of the types of questions which may be used in this interviewing technique. As you will notice, these questions should elicit very specific responses from the candidate. There are also techniques for determining if an interviewer is getting all the information in the response and for follow-up questions.

Remember, the interview questions should be linked to the competencies identified for the position, which are linked to the stated SKAs, with a link to the responsibilities for the position. All of this should be outlined and reviewed closely by the hiring manager and his/her Human Resource contact.

To learn more about behavior-based interviewing, determining if you have received a complete answer, follow-up questioning…and much more – contact Larry Kammien and Karen Evenson at www.betterlos.com.
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