competency based behavioral interview
questions

Competency-based behavioral interview questions are a powerful tool in the hands of recruiters and
hiring managers. They provide a structured way to evaluate a candidate's past behavior and
performance in various situations, which can be a strong indicator of future behavior. This interview
technique focuses on key competencies that are essential for success in a specific role or
organization. The premise is that past behavior is the best predictor of future behavior, making
competency-based interviews an effective method for identifying the right candidates.

Understanding Competency-Based Behavioral
Interviews

Competency-based behavioral interviews differ from traditional interviews in that they concentrate
on specific skills and behaviors rather than general qualifications. This approach allows interviewers
to assess how candidates have responded to real-life situations in the past, thus providing insight
into their problem-solving abilities, interpersonal skills, and adaptability.

Definition of Competency-Based Behavioral Interviewing

Competency-based behavioral interviewing involves asking candidates to describe how they have
handled specific situations in their previous work experiences. These questions typically start with
phrases like “Tell me about a time when...” or “Give me an example of...” and require the candidate
to provide detailed accounts of their actions, thought processes, and the outcomes of those
situations.

Importance of Competencies in the Workplace

Competencies are the skills, knowledge, and behaviors that lead to effective performance in a job.
They can be categorized into several areas, including:

1. Technical Skills: Job-specific knowledge and abilities.

2. Interpersonal Skills: Communication, teamwork, and conflict resolution.
3. Problem-Solving Skills: Analytical thinking and decision-making.

4. Leadership Skills: Ability to inspire and guide others.

5. Adaptability: Flexibility in changing environments and circumstances.

Identifying these competencies is crucial, as they help organizations ensure that they are hiring
individuals who not only possess the necessary technical skills but also align with the company
culture and values.



Crafting Effective Competency-Based Behavioral
Interview Questions

To create effective competency-based behavioral interview questions, it is important to first define
the core competencies required for the position. Once these competencies are established, questions
can be tailored to elicit responses that showcase the candidate’s abilities in those areas.

Steps to Craft Questions

1. Identify Key Competencies: Review the job description and determine the essential skills and
behaviors needed for success in the role.

2. Develop Situational Prompts: Create prompts that encourage candidates to share specific
experiences. For example:

- "Describe a time when you had to meet a tight deadline."

- "Can you give an example of how you handled a difficult team member?"

3. Utilize the STAR Method: Encourage candidates to respond using the STAR method, which stands
for Situation, Task, Action, and Result. This framework helps candidates organize their thoughts and
provides interviewers with a comprehensive view of their experiences.

Example Questions by Competency

Here are some competency-based behavioral interview questions categorized by key competencies:

- Teamwork
- "Tell me about a time you worked on a team project. What was your role, and how did you
contribute to the team's success?"

- Leadership
- "Describe a situation where you had to lead a project. What challenges did you face, and how did
you overcome them?"

- Problem-Solving
- "Give me an example of a complex problem you encountered at work. How did you approach it, and
what was the outcome?"

- Communication
- "Can you share an experience where you had to explain a difficult concept to someone? How did
you ensure they understood?"

- Adaptability
- "Describe a time when you had to adjust to significant changes in the workplace. What strategies
did you employ to adapt?"



Benefits of Using Competency-Based Behavioral
Interview Questions

Implementing competency-based behavioral interview questions offers numerous advantages for
both interviewers and candidates.

For Interviewers

1. Objective Evaluation: Competency-based questions provide a consistent framework for evaluating
candidates, reducing bias and subjectivity.

2. Predictive Validity: They help predict how candidates will perform in similar situations in the
future based on their past behavior.

3. Focused Assessments: Interviewers can concentrate on specific skills and experiences relevant to
the job, leading to more informed hiring decisions.

4. Improved Candidate Experience: Candidates often feel more comfortable discussing specific
experiences rather than generic qualifications, leading to a more engaging interview process.

For Candidates

1. Showcasing Skills: Candidates can highlight their strengths and relevant experiences,
demonstrating their fit for the role.

2. Structured Responses: The STAR method provides a clear framework for candidates to organize
their thoughts, making it easier to convey their experiences effectively.

3. Reduced Ambiguity: Candidates gain a better understanding of the competencies required for the
job, allowing them to tailor their responses accordingly.

Common Pitfalls to Avoid

While competency-based behavioral interviews are highly effective, there are common pitfalls that
interviewers should be aware of:

1. Asking Leading Questions: Avoid questions that suggest a desirable answer, as this can bias the
candidate's response.

2. Neglecting Follow-Up Questions: Failing to ask probing questions can result in incomplete
answers. Follow-up questions should explore the candidate’s thought process and actions in greater
depth.



3. Overemphasizing Technical Skills: While technical competencies are important, focusing too much
on them can overlook interpersonal and problem-solving skills that are equally vital.

4. Ignoring Cultural Fit: Competencies should align with the organization’s culture. Ensure that
questions also address cultural aspects to find candidates who will thrive in the company's
environment.

Conclusion

In summary, competency-based behavioral interview questions provide a structured and effective
way to evaluate candidates. By focusing on specific competencies critical to the role, interviewers
can gain valuable insights into a candidate's past behavior and future potential. Crafting well-
thought-out questions and utilizing frameworks like the STAR method can enhance the interview
process, leading to better hiring decisions and improved organizational performance. As companies
continue to recognize the value of this approach, competency-based behavioral interviews are likely
to remain a staple in talent acquisition strategies.

Frequently Asked Questions

What are competency-based behavioral interview questions?

Competency-based behavioral interview questions are designed to assess a candidate's past
experiences and behaviors in specific situations that demonstrate their skills and competencies
relevant to the job.

How do I prepare for competency-based behavioral interview
questions?

To prepare, review the job description, identify key competencies required for the role, and use the
STAR method (Situation, Task, Action, Result) to structure your answers with relevant examples
from your past experiences.

What is the STAR method in answering these questions?

The STAR method is a structured approach to answering behavioral interview questions by
describing the Situation, the Task you were responsible for, the Action you took, and the Result of
your actions.

Why do employers prefer competency-based behavioral
questions?

Employers prefer these questions because they provide insight into how candidates have handled
real-life situations, allowing them to predict future behavior and performance in similar scenarios.



Can you give an example of a competency-based behavioral
question?

An example would be: 'Can you describe a time when you had to work under pressure? What was the
situation, and how did you handle it?'

How can I identify key competencies for a job?

You can identify key competencies by reviewing the job description, researching the company
culture, talking to current employees, and looking at similar roles in the industry.

What should I avoid when answering competency-based
behavioral questions?

Avoid vague answers, discussing irrelevant experiences, or speaking negatively about previous
employers or colleagues. It's important to stay focused on your specific role and contributions.

How do I follow up after a competency-based behavioral
interview?

After the interview, send a thank-you note or email reiterating your interest in the position, briefly
summarizing key points from your responses, and expressing gratitude for the opportunity to
interview.
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