Past Behaviour Reflects Future Behaviour – The Job Interview
By Robin McKay MA(Hons) CMCT
Recently I added an option in my TipsForHiring.com site asking subscribers to tell me what their burning question is in relation to hiring new staff. An interesting one caught my eye last week – Thanks to Nceba from South Africa. She asks, “What have you done in the last year to make you a better person now”
From a scientific prospective this is not such a good job interview question as it is not linked to any specific job competency, but I rather like it. Although not specific, it does tease out past behaviour. One of the key aims of any structure job interview is to get examples of pasted behaviour. This will give you a very good indication of the candidate’s future behaviour. Why?

People are consistent – they rarely deviate from their own values, feelings and beliefs – those that do are termed, flaky, unstable, untrustworthy, even psychotic. Once a person makes a choice or takes a stand they will encounter personal and interpersonal pressure to behave consistently with what they have previously said or done.  However, for this change to be lasting the choice must be voluntary, be made public and of course, actioned.
So, getting back to Nceba’s question - One could draw the conclusion that this type of interview question will tease out past behaviour and highlight acceptable performance in these competencies…

Continuous Learning – The candidate may have taken, or enrolled in some course that is now providing additional experience and skill to their role.

Initiative – They took action to make a change, or improve in some specific area

Planning and Organising – The action taken involved a good level of time management

Decisive Judgement – A decision to change, or improve was made and goals were set

Words of caution – sometimes the style of these interview questions are open to opinions. This is an area where many hiring managers fail as interviewers. Make sure you always get concrete examples of the behaviour. I like to outline this ‘rule’ before I start the interview and advise that if I hear opinions I will ask them to re-frame their answer giving an explicit example(s).

Basically, an interview will tell you how good the candidate is as a presenter. But it also helps you verify his or her stated knowledge, skill and experience (KSEs) - The fruits of the tree. In other words, can they do the job? All of these KSEs are outlined in the application form and should be crossed checked against several reference sources and background checks. Be careful not to waste valuable interview time asking questions on KSAs as this information can be easily referenced in the application form or from referees.  
A structure, behaviourally based, multi-rated interview will certainly reduce your chance of hiring a poor performer, but you also need to test how will they do the job -  The roots of the tree. How they do the job is driven by their innate personality, attitudes, values, motives and mental ability. This information cannot be gained from the hiring interview. This is where the power of a valid psychological job-fit assessment comes into play.
Think about your current poor performers, I bet their problems lie in how they do the job, not their knowledge of the work to be performed (can they do it?). Drum roll please… Most managers hire on the fruits of the tree, but terminate based on the roots.

At AssessSystems we specialise in all the tools required to hire the right person first time. Ask us about our new “one flat fee” that gets you the TOTAL PICTURE – Can and How they will do the job. Included are, Application Form, Targeted Interview Questions, Reference Checker, Rating Sheet etc, plus unlimited job-fit testing to uncover the “Hows” using the Rembrandt Portrait or PeopleCLUES. 

