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Who is This Guide For?  

 

Going on an interview? This guide is for job seekers.  

 

 

Why do you need the Manager Foundation                                        

Complete Interview Success Guide? 
 

Recruiters and hiring managers are setting the bar high. They want to hire the best 
people for the job. The key to job interview success is preparation.   

You won't know what type of interview will take place until you are sitting in the 
interview room. If you don’t know how to answer behavioral interview questions and 
you don’t prepare answers to typical questions you could forfeit the interview and the 
job. 

 
 

What will the Manager Foundation                                                      

Complete Interview Success Guide do for you? 
 

This guide will show you the most common behavioral interview questions that 
recruiters ask to test a variety of competencies and how to prepare answers for 
them. 
 

The Manager Foundation 

Interview Question and 

Assessment Guide 
 

www.managerfoundation.com 

file:///C:/Users/Chantel/Documents/Chantel/Keith%20Tatley/Manager%20Foundation%20Modules/HIRE101/Resources/Final%20Drafts/www.managerfoundation.com
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Recruiters hire people they like. They want their new hires to be able to do the job 
and they want to know that they’ve made the right decision. This is why the 3 steps 
to successful interviewing are: 
 

1. Connect 
2. Competence 
3. Close 

 

 

#1 Connect 
 

 
 

 

It’s no surprise that recruiters want to hire people they like. But you only get one 
chance to make a first impression. The first step to interview success is all about 
making a personal connection with the interviewer and building rapport. 

 
 

 

#2 Competence 
 

 

 

 

Recruiters want to know that you can do the job. To show that you are a good match 
for the position you need to demonstrate your skills and competencies. 

 
 

 

#3 Closing 
 

 

 

Hiring is a big decision. Doubt delays decision-making and there is a lot of 
competition. Just like any good sales person closes a sale, to convert a good 
interview into a job offer you need to do the following: 
 

- Take control of the hiring process, 
- Remove any doubt that the interviewer may have and, 
- Confirm that you are the best candidate for the job. 
 

 

 

 

The 3 Steps to Interview Success 
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1. Connect 

 1.1 Body language & building rapport 

 1.2 Managing anxiety & improving self confidence 

 1.3 Dress code for interviews 

 1.4 Company & interviewer research 

 1.5 The role of your CV and cover letter in interviewing 

 1.6 The role of your LinkedIn profile in interviewing 

 1.7 Using an interview checklist 

 1.8 Video and telephone interviewing essentials 

2. Competence 

 2.1 Behavioral interview questions 

 2.2 What interviewers expect you to prepare for 

 2.3 Answering difficult interview questions 

3. Closing 

 3.1 Finding & communicating your USP 

 3.2 How to use psychometric tests to identify your strengths.  

 3.2 Best interview questions to ask the interviewer 

 3.3 Closing techniques 

 3.4 What to do after the interview 

4. Other Post Interview Solutions 

 4.1 Salary negotiation.  

 PS – don’t have the full Interview Success Program? Get it here: 
(http://bit.ly/1AdifTN) 

You are here 

Interview Success Index 

http://bit.ly/1AdifTN
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Interview Preparation:  
The Key to Getting the Job You Want 

 
 

 

Interviewing for a job is difficult, stressful and it's a winner take all competition. We 
don't practice interviewing very often which means our skills are not as good as they 
could be. So preparing for interviews is essential not to seem like a weak candidate. 
This guide will improve your interview skills but the fact is that the best interview 
preparation is to have interview coaching from a professional interview coach 
(http://bit.ly/1pDbFlR) 

Interview Coaching is the Difference Between Getting the Job and 
Waiting for the Call That Never Comes. 

Skills Required for Interview Success: 
 

Interviewing is complex. To succeed you need to do well in many different areas such 
as: 
 

1. Communicate strengths and stand out from the competition 

2. Control interview anxiety and negative body language 

3. Answer technical questions to prove your skills 

4. Answer difficult interview questions 

5. Build rapport with interviewers and much more 
 

Per Wikipedia: "Research has shown that how well an applicant does in the interview 
can be enhanced with coaching". Manager Foundation trains managers how to 
interview so we are in a unique position to know how recruiters will evaluate you. 
Professional coaches can do something better than anyone else: They can give you 
discreet, unbiased, constructive feedback and can identify mistakes that you may be 
making. 
 

Being Good at Your Job Doesn't Mean You Will Interview Well. 
 

Coming second in an interview doesn't get you the job offer. Professional interview 
coaching is what successful job applicants do. Interview coaching is a small investment 
compared to improving your employability. To find out how interview coaching will 
improve your interview success, click here. (http://bit.ly/1pDbFlR) 

 

 

 

How to Succeed at Interviews and Get the            
Job You Want 

http://managerfoundation.com/interview-coaching
http://bit.ly/1pDbFlR
http://managerfoundation.com/interview-coaching
http://bit.ly/1pDbFlR
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“Your work is going to fill a large part of 
your life, and the only way to be truly 

satisfied is to do what you believe is great 
work. And the only way to do great work is 
to love what you do. If you haven't found it 

yet, keep looking. Don't settle.” 

- Steve Jobs 

 

 

 
  

 

Other Interview Preparation Methods 
 
 

 

This guide will improve your interview skills but is only part of the solution. Interviewing 
is complex and to succeed you need to do well in a number of skills. If you do not have 
the budget to invest in interview coaching or prefer more of a "self- service" solution 
then download “The Complete Interview Success Guide to Get the Job You Want" 
(http://bit.ly/1AdifTN) 

 
 

 

 

How to Succeed at Interviews and Get the             
Job You Want 

http://managerfoundation.com/complete-interview-success-guide-to-get-the-job-you-want
http://bit.ly/1AdifTN
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Behavior Based Interviewing 
 

- Interviewers favor behavioral interviewing because it’s the best way to predict 

how well candidates will perform on the job.  

- Behavioral based interviewing tests how the interviewee acted in specific past 

situations. This works because how you behaved in the past is a good indicator of 

how you will behave in the future. Plus, how candidates use their skills in real-life 

situations is a good indication of their potential.  

- Behavioral interviewing is based on the STAR approach. Interview questions 

should address: 

 Situation: the tasks that needed to be done; 

 Target: the objectives - what needed to be achieved; 

 Actions: what the candidate did and; 

 Results: the outcome (what happened). 
 

 

Practical Example: 
 

A Typical Interview Question: 
 

"Have you had experience managing budgets in the past?" and the typical answer 
would be, "Yes I have," which doesn’t give you any indication of whether or not the 
candidate did so competently.  
 

Versus… 
 

A More Effective Behavior Based Question: 
 

"Can you tell me about a time when you had to manage a budget and what you 
did?" Answer, "I had a 10% reduction in my cost budget of $2.5m and I achieved this 
by having a brainstorming meeting with my team, to identify non-value added 
spend".  
 
The behavior based question is by far more valuable to you as an interviewer and 
gives greater insight about the candidate’s competencies. 
 

 
  

 

 

Behavioral Interviewing 
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Top Tips for Answering Behavioral 

Interview Questions 
 

 

1. Be prepared. It's important to remember that you won't know what type of 

interview will take place until you are sitting in the interview room. So, 

prepare answers to typical behavioral interview questions. 

2. In your preparation, consider some special situations you have dealt with 

or projects you have worked on. You may be able to use them to help frame 

responses. Prepare stories that illustrate times when you have successfully 

solved problems or performed memorably. The stories will be useful to 

help you respond meaningfully in a behavioral interview. 

3. During the interview, if you are not sure how to answer the question, ask 

for clarification. Then be sure to include these points in your answer: 

 A specific situation 

 The tasks that needed to be done 

 The action you took 

 The results i.e. what happened 
 

4. It's important to keep in mind that there are no right or wrong answers. The 

interviewer is simply trying to understand how you behaved in a given 

situation. How you respond will determine if there is a fit between your 

skills and the position the company is seeking to fill.  

5. Listen carefully, be clear and detailed when you respond and, most 

importantly, be honest. If your answers aren't what the interviewer is 

looking for, this position may not be the best job for you anyway. 

6. Review the job description, job posting or ad. You may be able to get a 

sense of what skills and behavioral characteristics the employer is looking 

for. Then use the question categories below to practice your answers. 

 

 

Answering Behavioral Interview Questions 
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Question Category: Accuracy 
 

 

Key Competencies:  
 

Listening, Analysis/ Reasoning, Attention to Detail, Researching 
Information, Accountability and Dependability 
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Question Category: Accuracy 
 

Key Competencies:  
 

Listening, Analysis/ Reasoning, Attention to Detail, Researching Information,                                     
Accountability and Dependability 

Accuracy 1

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency:
* DISC styles traditionally best suited to this competency: C Styles

* DISC styles well suited to this competency: D Styles and S Styles

* DISC styles to take extra caution with: I Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the 

task - deriving satisfaction from the challenge 

involved and from achieving the result? Were they 

persistent, trying alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they 

sufficiently methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution 

and (b) Did they come up with a better lateral 

solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise 

speed vs quality?

7. Quality (Care and Attention): Did the candidate 

take the necessary care and attention to achieve the 

correct level of quality? (Note: there is often a 

compromise between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their 

knowledge and autonomously compensate for this 

(by consulting others or technical journals)?

9. Communication: Did the candidate ask questions 

to clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the 

candidate own their inputs as well as their outputs 

or did they make excuses?

Overall Evaluation:

© Manager Foundation 2015

Accuracy: Working accurately with information and data. Working to high standards.

Recall a specific task that required you to follow instructions accurately. How did you make sure that the job was done 

right?    

Listening, Analysis/ Reasoning, Attention to Detail, Researching Information, Accountability and Dependability

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Accuracy 2

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: C Styles

* DISC styles well suited to this competency: D Styles and S Styles

* DISC styles to take extra caution with: I Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the 

task - deriving satisfaction from the challenge 

involved and from achieving the result? Were they 

persistent, trying alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they 

sufficiently methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution 

and (b) Did they come up with a better lateral 

solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise 

speed vs quality?

7. Quality (Care and Attention): Did the candidate 

take the necessary care and attention to achieve the 

correct level of quality? (Note: there is often a 

compromise between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their 

knowledge and autonomously compensate for this 

(by consulting others or technical journals)?

9. Communication: Did the candidate ask questions 

to clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the 

candidate own their inputs as well as their outputs 

or did they make excuses?

Overall Evaluation:

© Manager Foundation 2015

Accuracy: Working accurately with information and data. Working to high standards.

Tell me about a time when you needed to accurately create and maintain data. How did you make sure that the data was 

accurate from start to finish?      

Listening, Analysis/ Reasoning, Attention to Detail, Researching Information, Accountability and Dependability

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 

Question Category: Accuracy 
 

Key Competencies:  
 

Listening, Analysis/ Reasoning, Attention to Detail, Researching Information,                                     
Accountability and Dependability 
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  Question Category: Accuracy 
 

Key Competencies:  
 

Listening, Analysis/ Reasoning, Attention to Detail, Researching Information,                                     
Accountability and Dependability 

Accuracy 3

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency:
* DISC styles traditionally best suited to this competency: C Styles

* DISC styles well suited to this competency: D Styles and S Styles

* DISC styles to take extra caution with: I Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate 

undertook make sense in terms of achieving the 

objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the 

task - deriving satisfaction from the challenge 

involved and from achieving the result? Were they 

persistent, trying alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they 

sufficiently methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of 

the problem and environment? (a) Did they show 

good strategic thinking to come up with a valid 

solution and (b) Did they come up with a better 

lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise 

speed vs quality?

7. Quality (Care and Attention): Did the candidate 

take the necessary care and attention to achieve 

the correct level of quality? (Note: there is often a 

compromise between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their 

knowledge and autonomously compensate for this 

(by consulting others or technical journals)?

9. Communication: Did the candidate ask 

questions to clarify what needed to be done? Did 

they listen carefully to instructions? Did they 

obtain buy-in in advance and keep stakeholders 

informed?

10. Ownership and Accountability: Did the 

candidate own their inputs as well as their outputs 

or did they make excuses?

Overall Evaluation:

© Manager Foundation 2015

Accuracy: Working accurately with information and data. Working to high standards.

Recall a task that required you to focus in an environment that was distracting. How did you do it?

Listening, Analysis/ Reasoning, Attention to Detail, Researching Information, Accountability and Dependability

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: Selling/ 
Presenting/ Persuading 

 

 

Key Competencies:  
 

Speaking, Writing, Presenting Information, Effective Information 
Sharing, Influencing/ Persuading Others, Relationship Building, 

Ethics and Integrity 
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Question Category: Selling/ Presenting/ Persuading 
 

Key Competencies:  
 

Speaking, Writing, Presenting Information, Effective Information Sharing, Influencing/ Persuading 
Others, Relationship Building, Ethics and Integrity 

 

Persuasion 1

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency:
* DISC styles traditionally best suited to this competency: D Styles and I Styles

* DISC styles well suited to this competency: S Styles

* DISC styles to take extra caution with: C Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate 

undertook make sense in terms of achieving the 

objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the 

task - deriving satisfaction from the challenge 

involved and from achieving the result? Were they 

persistent, trying alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they 

sufficiently methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of 

the problem and environment? (a) Did they show 

good strategic thinking to come up with a valid 

solution and (b) Did they come up with a better 

lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise 

speed vs quality?

7. Quality (Care and Attention): Did the candidate 

take the necessary care and attention to achieve 

the correct level of quality? (Note: there is often a 

compromise between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their 

knowledge and autonomously compensate for this 

(by consulting others or technical journals)?

9. Communication: Did the candidate ask 

questions to clarify what needed to be done? Did 

they listen carefully to instructions? Did they obtain 

buy-in in advance and keep stakeholders 

informed?

10. Ownership and Accountability: Did the 

candidate own their inputs as well as their outputs 

or did they make excuses?

Overall Evaluation:

© Manager Foundation 2015

Persuasion: Selling, presenting, persuading and convincing people. 

Recall a time when you had to share new information with others. How did you make sure that your peers understood it?

Speaking, Writing, Presenting Information, Effective Information Sharing, Influencing/ Persuading Others, Relationship 

Building, Ethics and Integrity

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: Selling/ Presenting/ Persuading 
 

Key Competencies:  
 

Speaking, Writing, Presenting Information, Effective Information Sharing, Influencing/ Persuading 
Others, Relationship Building, Ethics and Integrity 

 

Persuasion 2

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency:
* DISC styles traditionally best suited to this competency: D Styles and I Styles

* DISC styles well suited to this competency: S Styles

* DISC styles to take extra caution with: C Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the 

task - deriving satisfaction from the challenge 

involved and from achieving the result? Were they 

persistent, trying alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they 

sufficiently methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of 

the problem and environment? (a) Did they show 

good strategic thinking to come up with a valid 

solution and (b) Did they come up with a better 

lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise 

speed vs quality?

7. Quality (Care and Attention): Did the candidate 

take the necessary care and attention to achieve 

the correct level of quality? (Note: there is often a 

compromise between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their 

knowledge and autonomously compensate for this 

(by consulting others or technical journals)?

9. Communication: Did the candidate ask questions 

to clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the 

candidate own their inputs as well as their outputs 

or did they make excuses?

Overall Evaluation:

© Manager Foundation 2015

Persuasion: Selling, presenting, persuading and convincing people. 

Describe a time when you had to make a presentation in front of a group. How did you ensure that your presentation was 

effective?

Speaking, Writing, Presenting Information, Effective Information Sharing, Influencing/ Persuading Others, Relationship 

Building, Ethics and Integrity

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: Selling/ Presenting/ Persuading 
 

Key Competencies:  
 

Speaking, Writing, Presenting Information, Effective Information Sharing, Influencing/ Persuading 
Others, Relationship Building, Ethics and Integrity 

 

Persuasion 3

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency:
* DISC styles traditionally best suited to this competency: D Styles and I Styles

* DISC styles well suited to this competency: S Styles

* DISC styles to take extra caution with: C Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the 

task - deriving satisfaction from the challenge 

involved and from achieving the result? Were they 

persistent, trying alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they 

sufficiently methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution 

and (b) Did they come up with a better lateral 

solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise 

speed vs quality?

7. Quality (Care and Attention): Did the candidate 

take the necessary care and attention to achieve the 

correct level of quality? (Note: there is often a 

compromise between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their 

knowledge and autonomously compensate for this 

(by consulting others or technical journals)?

9. Communication: Did the candidate ask questions 

to clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the 

candidate own their inputs as well as their outputs 

or did they make excuses?

Overall Evaluation:

© Manager Foundation 2015

Persuasion: Selling, presenting, persuading and convincing people. 

What are the different tools you use to ensure good communication? Can you tell us about a time when one of them 

worked particularly well?

Speaking, Writing, Presenting Information, Effective Information Sharing, Influencing/ Persuading Others, Relationship 

Building, Ethics and Integrity

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 



Page 19                                                                                   © Manager Foundation 2016 

 

 

 

 

  

Question Category: Selling/ Presenting/ Persuading 
 

Key Competencies:  
 

Speaking, Writing, Presenting Information, Effective Information Sharing, Influencing/ Persuading 
Others, Relationship Building, Ethics and Integrity 

 

Persuasion 4

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency:
* DISC styles traditionally best suited to this competency: D Styles and I Styles

* DISC styles well suited to this competency: S Styles

* DISC styles to take extra caution with: C Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate 

undertook make sense in terms of achieving the 

objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the 

task - deriving satisfaction from the challenge 

involved and from achieving the result? Were they 

persistent, trying alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they 

sufficiently methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of 

the problem and environment? (a) Did they show 

good strategic thinking to come up with a valid 

solution and (b) Did they come up with a better 

lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise 

speed vs quality?

7. Quality (Care and Attention): Did the candidate 

take the necessary care and attention to achieve 

the correct level of quality? (Note: there is often a 

compromise between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their 

knowledge and autonomously compensate for this 

(by consulting others or technical journals)?

9. Communication: Did the candidate ask 

questions to clarify what needed to be done? Did 

they listen carefully to instructions? Did they obtain 

buy-in in advance and keep stakeholders 

informed?

10. Ownership and Accountability: Did the 

candidate own their inputs as well as their outputs 

or did they make excuses?

Overall Evaluation:

© Manager Foundation 2015

Persuasion: Selling, presenting, persuading and convincing people. 

Describe a time when you had to personalize a presentation to a specific audience.

Speaking, Writing, Presenting Information, Effective Information Sharing, Influencing/ Persuading Others, Relationship 

Building, Ethics and Integrity

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: Selling/ Presenting/ Persuading 
 

Key Competencies:  
 

Speaking, Writing, Presenting Information, Effective Information Sharing, Influencing/ Persuading 
Others, Relationship Building, Ethics and Integrity 

 
Persuasion 5

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency:
* DISC styles traditionally best suited to this competency: D Styles and I Styles

* DISC styles well suited to this competency: S Styles

* DISC styles to take extra caution with: C Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the 

task - deriving satisfaction from the challenge 

involved and from achieving the result? Were they 

persistent, trying alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they 

sufficiently methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution 

and (b) Did they come up with a better lateral 

solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise 

speed vs quality?

7. Quality (Care and Attention): Did the candidate 

take the necessary care and attention to achieve the 

correct level of quality? (Note: there is often a 

compromise between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their 

knowledge and autonomously compensate for this 

(by consulting others or technical journals)?

9. Communication: Did the candidate ask questions 

to clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the 

candidate own their inputs as well as their outputs 

or did they make excuses?

Overall Evaluation:

© Manager Foundation 2015

Persuasion: Selling, presenting, persuading and convincing people. 

Tell me about a presentation where you successfully persuaded others to your point of view.

Speaking, Writing, Presenting Information, Effective Information Sharing, Influencing/ Persuading Others, Relationship 

Building, Ethics and Integrity

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: Selling/ Presenting/ Persuading 
 

Key Competencies:  
 

Speaking, Writing, Presenting Information, Effective Information Sharing, Influencing/ Persuading 
Others, Relationship Building, Ethics and Integrity 

 
Persuasion 6

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency:
* DISC styles traditionally best suited to this competency: D Styles and I Styles

* DISC styles well suited to this competency: S Styles

* DISC styles to take extra caution with: C Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the 

task - deriving satisfaction from the challenge 

involved and from achieving the result? Were they 

persistent, trying alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution 

and (b) Did they come up with a better lateral 

solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise 

speed vs quality?

7. Quality (Care and Attention): Did the candidate 

take the necessary care and attention to achieve the 

correct level of quality? (Note: there is often a 

compromise between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their 

knowledge and autonomously compensate for this 

(by consulting others or technical journals)?

9. Communication: Did the candidate ask questions 

to clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the 

candidate own their inputs as well as their outputs 

or did they make excuses?

Overall Evaluation:

© Manager Foundation 2015

Persuasion: Selling, presenting, persuading and convincing people. 

What are your methods for addressing concerns and objections? Tell me about a time when they worked particularly well.

Speaking, Writing, Presenting Information, Effective Information Sharing, Influencing/ Persuading Others, Relationship 

Building, Ethics and Integrity

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: Selling/ Presenting/ Persuading 
 

Key Competencies:  
 

Speaking, Writing, Presenting Information, Effective Information Sharing, Influencing/ Persuading 
Others, Relationship Building, Ethics and Integrity 

 
Persuasion 7

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency:
* DISC styles traditionally best suited to this competency: D Styles and I Styles

* DISC styles well suited to this competency: S Styles

* DISC styles to take extra caution with: C Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the 

task - deriving satisfaction from the challenge 

involved and from achieving the result? Were they 

persistent, trying alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution 

and (b) Did they come up with a better lateral 

solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise 

speed vs quality?

7. Quality (Care and Attention): Did the candidate 

take the necessary care and attention to achieve the 

correct level of quality? (Note: there is often a 

compromise between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their 

knowledge and autonomously compensate for this 

(by consulting others or technical journals)?

9. Communication: Did the candidate ask questions 

to clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the 

candidate own their inputs as well as their outputs 

or did they make excuses?

Overall Evaluation:

© Manager Foundation 2015

Persuasion: Selling, presenting, persuading and convincing people. 

What is your greatest sales-related achievement to date? What steps led to the final outcome?

Speaking, Writing, Presenting Information, Effective Information Sharing, Influencing/ Persuading Others, Relationship 

Building, Ethics and Integrity

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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  Question Category: Selling/ Presenting/ Persuading 
 

Key Competencies:  
 

Speaking, Writing, Presenting Information, Effective Information Sharing, Influencing/ Persuading 
Others, Relationship Building, Ethics and Integrity 

 
Persuasion 8

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency:
* DISC styles traditionally best suited to this competency: D Styles and I Styles

* DISC styles well suited to this competency: S Styles

* DISC styles to take extra caution with: C Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate 

undertook make sense in terms of achieving the 

objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the 

task - deriving satisfaction from the challenge 

involved and from achieving the result? Were they 

persistent, trying alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they 

sufficiently methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of 

the problem and environment? (a) Did they show 

good strategic thinking to come up with a valid 

solution and (b) Did they come up with a better 

lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise 

speed vs quality?

7. Quality (Care and Attention): Did the candidate 

take the necessary care and attention to achieve 

the correct level of quality? (Note: there is often a 

compromise between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their 

knowledge and autonomously compensate for this 

(by consulting others or technical journals)?

9. Communication: Did the candidate ask 

questions to clarify what needed to be done? Did 

they listen carefully to instructions? Did they obtain 

buy-in in advance and keep stakeholders 

informed?

10. Ownership and Accountability: Did the 

candidate own their inputs as well as their outputs 

or did they make excuses?

Overall Evaluation:

© Manager Foundation 2015

Persuasion: Selling, presenting, persuading and convincing people. 

Can you describe a time when you had to make a difficult sale? Why was it difficult and what did you do?

Speaking, Writing, Presenting Information, Effective Information Sharing, Influencing/ Persuading Others, Relationship 

Building, Ethics and Integrity

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: Selling/ Presenting/ Persuading 
 

Key Competencies:  
 

Speaking, Writing, Presenting Information, Effective Information Sharing, Influencing/ Persuading 
Others, Relationship Building, Ethics and Integrity 

 
Persuasion 9

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency:
* DISC styles traditionally best suited to this competency: D Styles and I Styles

* DISC styles well suited to this competency: S Styles

* DISC styles to take extra caution with: C Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the 

task - deriving satisfaction from the challenge 

involved and from achieving the result? Were they 

persistent, trying alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution 

and (b) Did they come up with a better lateral 

solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise 

speed vs quality?

7. Quality (Care and Attention): Did the candidate 

take the necessary care and attention to achieve the 

correct level of quality? (Note: there is often a 

compromise between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their 

knowledge and autonomously compensate for this 

(by consulting others or technical journals)?

9. Communication: Did the candidate ask questions 

to clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the 

candidate own their inputs as well as their outputs 

or did they make excuses?

Overall Evaluation:

© Manager Foundation 2015

Persuasion: Selling, presenting, persuading and convincing people. 

Can you describe a time when you had to make a (tough) sales quota? What did you do to achieve your target?

Speaking, Writing, Presenting Information, Effective Information Sharing, Influencing/ Persuading Others, Relationship 

Building, Ethics and Integrity

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: Selling/ Presenting/ Persuading 
 

Key Competencies:  
 

Speaking, Writing, Presenting Information, Effective Information Sharing, Influencing/ Persuading 
Others, Relationship Building, Ethics and Integrity 

 
Persuasion 10

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency:
* DISC styles traditionally best suited to this competency: D Styles and I Styles

* DISC styles well suited to this competency: S Styles

* DISC styles to take extra caution with: C Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the 

task - deriving satisfaction from the challenge 

involved and from achieving the result? Were they 

persistent, trying alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they 

sufficiently methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution 

and (b) Did they come up with a better lateral 

solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise 

speed vs quality?

7. Quality (Care and Attention): Did the candidate 

take the necessary care and attention to achieve the 

correct level of quality? (Note: there is often a 

compromise between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their 

knowledge and autonomously compensate for this 

(by consulting others or technical journals)?

9. Communication: Did the candidate ask questions 

to clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the 

candidate own their inputs as well as their outputs 

or did they make excuses?

Overall Evaluation:

© Manager Foundation 2015

Persuasion: Selling, presenting, persuading and convincing people. 

Describe a situation where your strengths as a salesperson were key to closing the sale.

Speaking, Writing, Presenting Information, Effective Information Sharing, Influencing/ Persuading Others, Relationship 

Building, Ethics and Integrity

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: Negotiation/ 
Conflict Management 

 

 

Key Competencies:  
 

Speaking, Listening, Negotiating Agreements, Relationship 
Building, Mediating Disputes, Tact, Stress Tolerance, Ethics and 

Integrity, Proactivity, Teamwork, Valuing Diversity 
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Question Category: Negotiation/ Conflict Management 
 

Key Competencies:  
 

Speaking, Listening, Negotiating Agreements, Relationship Building, Mediating Disputes, Tact, 
Stress Tolerance, Ethics and Integrity, Proactivity, Teamwork, Valuing Diversity  

 

Conflict 1

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: D Styles and C Styles are best suited to negotiations

  I Styles and S Styles are best suited to conflict management

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the 

task - deriving satisfaction from the challenge 

involved and from achieving the result? Were they 

persistent, trying alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution and 

(b) Did they come up with a better lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise 

speed vs quality?

7. Quality (Care and Attention): Did the candidate 

take the necessary care and attention to achieve the 

correct level of quality? (Note: there is often a 

compromise between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their knowledge 

and autonomously compensate for this (by consulting 

others or technical journals)?

9. Communication: Did the candidate ask questions to 

clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the candidate 

own their inputs as well as their outputs or did they 

make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

Conflict: Negotiation, conflict management, cross functional working, consultative working

Have you been in a situation where you've been a mediator between two sides of a conflict? How did you manage to 

communicate effectively between the two opposing parties and see their point of view?

Speaking, Listening, Negotiating Agreements, Relationship Building, Mediating Disputes, Tact, Stress Tolerance, Ethics and 

Integrity, Proactivity, Teamwork, Valuing Diversity

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: Negotiation/ Conflict Management 
 

Key Competencies:  
 

Speaking, Listening, Negotiating Agreements, Relationship Building, Mediating Disputes, Tact, 
Stress Tolerance, Ethics and Integrity, Proactivity, Teamwork, Valuing Diversity  

 

Conflict 2

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: D Styles and C Styles are best suited to negotiations

  I Styles and S Styles are best suited to conflict management

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the 

task - deriving satisfaction from the challenge involved 

and from achieving the result? Were they persistent, 

trying alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution and 

(b) Did they come up with a better lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise 

speed vs quality?

7. Quality (Care and Attention): Did the candidate 

take the necessary care and attention to achieve the 

correct level of quality? (Note: there is often a 

compromise between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their knowledge 

and autonomously compensate for this (by consulting 

others or technical journals)?

9. Communication: Did the candidate ask questions to 

clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the candidate 

own their inputs as well as their outputs or did they 

make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

Conflict: Negotiation, conflict management, cross functional working, consultative working

Tell me about a conflict in which both sides won because of your help.

Speaking, Listening, Negotiating Agreements, Relationship Building, Mediating Disputes, Tact, Stress Tolerance, Ethics and 

Integrity, Proactivity, Teamwork, Valuing Diversity

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: Negotiation/ Conflict Management 
 

Key Competencies:  
 

Speaking, Listening, Negotiating Agreements, Relationship Building, Mediating Disputes, Tact, 
Stress Tolerance, Ethics and Integrity, Proactivity, Teamwork, Valuing Diversity  

 

Conflict 3

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: D Styles and C Styles are best suited to negotiations

  I Styles and S Styles are best suited to conflict management

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the 

task - deriving satisfaction from the challenge involved 

and from achieving the result? Were they persistent, 

trying alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution and 

(b) Did they come up with a better lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise 

speed vs quality?

7. Quality (Care and Attention): Did the candidate 

take the necessary care and attention to achieve the 

correct level of quality? (Note: there is often a 

compromise between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their knowledge 

and autonomously compensate for this (by consulting 

others or technical journals)?

9. Communication: Did the candidate ask questions to 

clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the candidate 

own their inputs as well as their outputs or did they 

make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

Conflict: Negotiation, conflict management, cross functional working, consultative working

Recall a solution you made to a challenging disagreement. How did you do it?

Speaking, Listening, Negotiating Agreements, Relationship Building, Mediating Disputes, Tact, Stress Tolerance, Ethics and 

Integrity, Proactivity, Teamwork, Valuing Diversity

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category:         
Customer Service 

 

 

Key Competencies:  
 

Customer Focus, Speaking, Listening, Relationship Building, 
Ethics and Integrity, Attention to Detail 
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Question Category: Customer Service 
 

Key Competencies:  
 

Customer Focus, Speaking, Listening, Relationship Building, Ethics and Integrity, Attention to Detail 

 

Customer 1

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: S Styles and I Styles

* DISC styles to take extra caution with: D Styles and C Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the 

task - deriving satisfaction from the challenge 

involved and from achieving the result? Were they 

persistent, trying alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution 

and (b) Did they come up with a better lateral 

solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise 

speed vs quality?

7. Quality (Care and Attention): Did the candidate 

take the necessary care and attention to achieve the 

correct level of quality? (Note: there is often a 

compromise between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their 

knowledge and autonomously compensate for this 

(by consulting others or technical journals)?

9. Communication: Did the candidate ask questions 

to clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the 

candidate own their inputs as well as their outputs or 

did they make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

Customer Service

Describe the time when you've been particularly proud of the service you brought to a client.

Customer Focus, Speaking, Listening, Relationship Building, Ethics and Integrity, Attention to Detail

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: Customer Service 
 

Key Competencies:  
 

Customer Focus, Speaking, Listening, Relationship Building, Ethics and Integrity, Attention to Detail 

 

Customer 2

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: S Styles and I Styles

* DISC styles to take extra caution with: D Styles and C Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the 

task - deriving satisfaction from the challenge 

involved and from achieving the result? Were they 

persistent, trying alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution 

and (b) Did they come up with a better lateral 

solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise 

speed vs quality?

7. Quality (Care and Attention): Did the candidate 

take the necessary care and attention to achieve the 

correct level of quality? (Note: there is often a 

compromise between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their 

knowledge and autonomously compensate for this 

(by consulting others or technical journals)?

9. Communication: Did the candidate ask questions 

to clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the 

candidate own their inputs as well as their outputs or 

did they make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

Customer Service

Share a situation when you put the clients needs first even if it's at your expense? What was the result?

Customer Focus, Speaking, Listening, Relationship Building, Ethics and Integrity, Attention to Detail

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: Customer Service 
 

Key Competencies:  
 

Customer Focus, Speaking, Listening, Relationship Building, Ethics and Integrity, Attention to Detail 

 

Customer 3

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency:
* DISC styles traditionally best suited to this competency: S Styles and I Styles

* DISC styles to take extra caution with: D Styles and C Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the 

task - deriving satisfaction from the challenge 

involved and from achieving the result? Were they 

persistent, trying alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution 

and (b) Did they come up with a better lateral 

solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise 

speed vs quality?

7. Quality (Care and Attention): Did the candidate 

take the necessary care and attention to achieve the 

correct level of quality? (Note: there is often a 

compromise between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their 

knowledge and autonomously compensate for this 

(by consulting others or technical journals)?

9. Communication: Did the candidate ask questions 

to clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the 

candidate own their inputs as well as their outputs or 

did they make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

Customer Service

How do you show respect for your clients? Name some of the methods you use.

Customer Focus, Speaking, Listening, Relationship Building, Ethics and Integrity, Attention to Detail

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: Strategy          
 

 

Key Competencies:  
 

Analysis/ Reasoning, Creative/ Innovative Thinking, Decision 
Making and Judgment, Mathematical Reasoning, Problem 

Solving, Researching Information, Attention to Detail, Results 
Focus and Initiative, Planning and Organizing, Effective 
Information Sharing, Presenting Information, Teamwork 
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Question Category: Strategy 
 

Key Competencies:  
 

Analysis/ Reasoning, Creative/ Innovative Thinking, Decision Making and Judgment, Mathematical 
Reasoning, Problem Solving, Researching Information, Attention to Detail, Results Focus and 

Initiative, Planning and Organizing, Effective Information Sharing, Presenting Information, Teamwork 

 

Strategy 1

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: D Styles and C Styles

* DISC styles well suited to this competency: I Styles add value in terms of creative, "out the box" thinking

* DISC styles to take extra caution with: S Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the task 

- deriving satisfaction from the challenge involved and 

from achieving the result? Were they persistent, trying 

alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution and 

(b) Did they come up with a better lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise speed 

vs quality?

7. Quality (Care and Attention): Did the candidate take 

the necessary care and attention to achieve the correct 

level of quality? (Note: there is often a compromise 

between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their knowledge 

and autonomously compensate for this (by consulting 

others or technical journals)?

9. Communication: Did the candidate ask questions to 

clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the candidate 

own their inputs as well as their outputs or did they 

make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

Strategy: Making strategy, analysing data to see trends & insights, solving problems

Share a time when you had to take into account all relevant information, including information that was not valuable to 

others, to make a better decision.

Analysis/ Reasoning, Creative/ Innovative Thinking, Decision Making and Judgment, Mathematical Reasoning, Problem 

Solving, Researching Information, Attention to Detail, Results Focus and Initiative, Planning and Organizing, Effective 

Information Sharing, Presenting Information, Teamwork

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: Strategy 
 

Key Competencies:  
 

Analysis/ Reasoning, Creative/ Innovative Thinking, Decision Making and Judgment, Mathematical 
Reasoning, Problem Solving, Researching Information, Attention to Detail, Results Focus and 

Initiative, Planning and Organizing, Effective Information Sharing, Presenting Information, Teamwork 

 

Strategy 2

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: D Styles and C Styles

* DISC styles well suited to this competency: I Styles add value in terms of creative, "out the box" thinking

* DISC styles to take extra caution with: S Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the task 

- deriving satisfaction from the challenge involved and 

from achieving the result? Were they persistent, trying 

alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution and 

(b) Did they come up with a better lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise speed 

vs quality?

7. Quality (Care and Attention): Did the candidate take 

the necessary care and attention to achieve the correct 

level of quality? (Note: there is often a compromise 

between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their knowledge 

and autonomously compensate for this (by consulting 

others or technical journals)?

9. Communication: Did the candidate ask questions to 

clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the candidate 

own their inputs as well as their outputs or did they 

make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

Strategy: Making strategy, analysing data to see trends & insights, solving problems

Think of a major decision that you had to make. What were the options available; and how did you decide between them?

Analysis/ Reasoning, Creative/ Innovative Thinking, Decision Making and Judgment, Mathematical Reasoning, Problem 

Solving, Researching Information, Attention to Detail, Results Focus and Initiative, Planning and Organizing, Effective 

Information Sharing, Presenting Information, Teamwork

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: Strategy 
 

Key Competencies:  
 

Analysis/ Reasoning, Creative/ Innovative Thinking, Decision Making and Judgment, Mathematical 
Reasoning, Problem Solving, Researching Information, Attention to Detail, Results Focus and 

Initiative, Planning and Organizing, Effective Information Sharing, Presenting Information, Teamwork 

 

Strategy 3

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: D Styles and C Styles

* DISC styles well suited to this competency: I Styles add value in terms of creative, "out the box" thinking

* DISC styles to take extra caution with: S Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the task 

- deriving satisfaction from the challenge involved and 

from achieving the result? Were they persistent, trying 

alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution and 

(b) Did they come up with a better lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise speed 

vs quality?

7. Quality (Care and Attention): Did the candidate take 

the necessary care and attention to achieve the correct 

level of quality? (Note: there is often a compromise 

between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their knowledge 

and autonomously compensate for this (by consulting 

others or technical journals)?

9. Communication: Did the candidate ask questions to 

clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the candidate 

own their inputs as well as their outputs or did they 

make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

Strategy: Making strategy, analysing data to see trends & insights, solving problems

Describe a time when you simplified and made a complex matter more easily understandable to aid in the decision making 

process.

Analysis/ Reasoning, Creative/ Innovative Thinking, Decision Making and Judgment, Mathematical Reasoning, Problem 

Solving, Researching Information, Attention to Detail, Results Focus and Initiative, Planning and Organizing, Effective 

Information Sharing, Presenting Information, Teamwork

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 



Page 38                                                                                   © Manager Foundation 2016 

 

 

 

 

  

Question Category: Strategy 
 

Key Competencies:  
 

Analysis/ Reasoning, Creative/ Innovative Thinking, Decision Making and Judgment, Mathematical 
Reasoning, Problem Solving, Researching Information, Attention to Detail, Results Focus and 

Initiative, Planning and Organizing, Effective Information Sharing, Presenting Information, Teamwork 

 

Strategy 4

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: D Styles and C Styles

* DISC styles well suited to this competency: I Styles add value in terms of creative, "out the box" thinking

* DISC styles to take extra caution with: S Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the task 

- deriving satisfaction from the challenge involved and 

from achieving the result? Were they persistent, trying 

alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution and 

(b) Did they come up with a better lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise speed 

vs quality?

7. Quality (Care and Attention): Did the candidate take 

the necessary care and attention to achieve the correct 

level of quality? (Note: there is often a compromise 

between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their knowledge 

and autonomously compensate for this (by consulting 

others or technical journals)?

9. Communication: Did the candidate ask questions to 

clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the candidate 

own their inputs as well as their outputs or did they 

make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

Strategy: Making strategy, analysing data to see trends & insights, solving problems

Tell me about a time when you assessed/evaluated a new technology for existing applications.

Analysis/ Reasoning, Creative/ Innovative Thinking, Decision Making and Judgment, Mathematical Reasoning, Problem 

Solving, Researching Information, Attention to Detail, Results Focus and Initiative, Planning and Organizing, Effective 

Information Sharing, Presenting Information, Teamwork

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: Strategy 
 

Key Competencies:  
 

Analysis/ Reasoning, Creative/ Innovative Thinking, Decision Making and Judgment, Mathematical 
Reasoning, Problem Solving, Researching Information, Attention to Detail, Results Focus and 

Initiative, Planning and Organizing, Effective Information Sharing, Presenting Information, Teamwork 

 

Strategy 5

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: D Styles and C Styles

* DISC styles well suited to this competency: I Styles add value in terms of creative, "out the box" thinking

* DISC styles to take extra caution with: S Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the task 

- deriving satisfaction from the challenge involved and 

from achieving the result? Were they persistent, trying 

alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution and 

(b) Did they come up with a better lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise speed 

vs quality?

7. Quality (Care and Attention): Did the candidate take 

the necessary care and attention to achieve the correct 

level of quality? (Note: there is often a compromise 

between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their knowledge 

and autonomously compensate for this (by consulting 

others or technical journals)?

9. Communication: Did the candidate ask questions to 

clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the candidate 

own their inputs as well as their outputs or did they 

make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

Strategy: Making strategy, analysing data to see trends & insights, solving problems

Recall a strategy you made that required input from others. Who were the people who helped you; and how did you 

manage their contribution?

Analysis/ Reasoning, Creative/ Innovative Thinking, Decision Making and Judgment, Mathematical Reasoning, Problem 

Solving, Researching Information, Attention to Detail, Results Focus and Initiative, Planning and Organizing, Effective 

Information Sharing, Presenting Information, Teamwork

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: Strategy 
 

Key Competencies:  
 

Analysis/ Reasoning, Creative/ Innovative Thinking, Decision Making and Judgment, Mathematical 
Reasoning, Problem Solving, Researching Information, Attention to Detail, Results Focus and 

Initiative, Planning and Organizing, Effective Information Sharing, Presenting Information, Teamwork 

 

Strategy 6

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: D Styles and C Styles

* DISC styles well suited to this competency: I Styles add value in terms of creative, "out the box" thinking

* DISC styles to take extra caution with: S Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the task 

- deriving satisfaction from the challenge involved and 

from achieving the result? Were they persistent, trying 

alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution and 

(b) Did they come up with a better lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise speed 

vs quality?

7. Quality (Care and Attention): Did the candidate take 

the necessary care and attention to achieve the correct 

level of quality? (Note: there is often a compromise 

between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their knowledge 

and autonomously compensate for this (by consulting 

others or technical journals)?

9. Communication: Did the candidate ask questions to 

clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the candidate 

own their inputs as well as their outputs or did they 

make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

Strategy: Making strategy, analysing data to see trends & insights, solving problems

Tell us about a new solution you have developed to solve an old problem. How did it go?

Analysis/ Reasoning, Creative/ Innovative Thinking, Decision Making and Judgment, Mathematical Reasoning, Problem 

Solving, Researching Information, Attention to Detail, Results Focus and Initiative, Planning and Organizing, Effective 

Information Sharing, Presenting Information, Teamwork

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: Strategy 
 

Key Competencies:  
 

Analysis/ Reasoning, Creative/ Innovative Thinking, Decision Making and Judgment, Mathematical 
Reasoning, Problem Solving, Researching Information, Attention to Detail, Results Focus and 

Initiative, Planning and Organizing, Effective Information Sharing, Presenting Information, Teamwork 

 

Strategy 7

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: D Styles and C Styles

* DISC styles well suited to this competency: I Styles add value in terms of creative, "out the box" thinking

* DISC styles to take extra caution with: S Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the task 

- deriving satisfaction from the challenge involved and 

from achieving the result? Were they persistent, trying 

alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution and 

(b) Did they come up with a better lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise speed 

vs quality?

7. Quality (Care and Attention): Did the candidate take 

the necessary care and attention to achieve the correct 

level of quality? (Note: there is often a compromise 

between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their knowledge 

and autonomously compensate for this (by consulting 

others or technical journals)?

9. Communication: Did the candidate ask questions to 

clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the candidate 

own their inputs as well as their outputs or did they 

make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

Strategy: Making strategy, analysing data to see trends & insights, solving problems

Name tools/methods that you use to disseminate/communicate strategy to help coordinate resources and people. Which 

have been most successful?

Analysis/ Reasoning, Creative/ Innovative Thinking, Decision Making and Judgment, Mathematical Reasoning, Problem 

Solving, Researching Information, Attention to Detail, Results Focus and Initiative, Planning and Organizing, Effective 

Information Sharing, Presenting Information, Teamwork

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: Business        
Process Improvement 

 

 

Key Competencies:  
 

Creative and Innovative Thinking, Effective Information Sharing, 
Presenting Information, Teamwork, Influencing Others, Results 

Focus and Initiative, Planning and Organizing 
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Question Category: Business Process Improvement 
 

Key Competencies:  
 

Creative and Innovative Thinking, Effective Information Sharing, Presenting Information, 
Teamwork, Influencing Others, Results Focus and Initiative, Planning and Organizing 

 
Process 1

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: C styles and D Styles

  S Styles are best suited to the people aspect of processes and the change management thereof

* DISC styles to take extra caution with: I Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the task 

- deriving satisfaction from the challenge involved and 

from achieving the result? Were they persistent, trying 

alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution and 

(b) Did they come up with a better lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise speed 

vs quality?

7. Quality (Care and Attention): Did the candidate take 

the necessary care and attention to achieve the correct 

level of quality? (Note: there is often a compromise 

between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their knowledge 

and autonomously compensate for this (by consulting 

others or technical journals)?

9. Communication: Did the candidate ask questions to 

clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the candidate 

own their inputs as well as their outputs or did they 

make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

Business Process Improvement: making policies & procedures

How do you advance standing systems on a regular basis?

Creative and Innovative Thinking, Effective Information Sharing, Presenting Information, Teamwork, Influencing Others, 

Results Focus and Initiative, Planning and Organizing

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: Business Process Improvement 
 

Key Competencies:  
 

Creative and Innovative Thinking, Effective Information Sharing, Presenting Information, 
Teamwork, Influencing Others, Results Focus and Initiative, Planning and Organizing 

 
Process 2

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: C styles and D Styles

  S Styles are best suited to the people aspect of processes and the change management thereof

* DISC styles to take extra caution with: I Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the task 

- deriving satisfaction from the challenge involved and 

from achieving the result? Were they persistent, trying 

alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution and 

(b) Did they come up with a better lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise speed 

vs quality?

7. Quality (Care and Attention): Did the candidate take 

the necessary care and attention to achieve the correct 

level of quality? (Note: there is often a compromise 

between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their knowledge 

and autonomously compensate for this (by consulting 

others or technical journals)?

9. Communication: Did the candidate ask questions to 

clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the candidate 

own their inputs as well as their outputs or did they 

make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

Business Process Improvement: making policies & procedures

Recall a vision you created for the team/business. How did you present it to those involved?

Creative and Innovative Thinking, Effective Information Sharing, Presenting Information, Teamwork, Influencing Others, 

Results Focus and Initiative, Planning and Organizing

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: Business Process Improvement 
 

Key Competencies:  
 

Creative and Innovative Thinking, Effective Information Sharing, Presenting Information, 
Teamwork, Influencing Others, Results Focus and Initiative, Planning and Organizing 

 
Process 3

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: C styles and D Styles

  S Styles are best suited to the people aspect of processes and the change management thereof

* DISC styles to take extra caution with: I Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the task 

- deriving satisfaction from the challenge involved and 

from achieving the result? Were they persistent, trying 

alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution and 

(b) Did they come up with a better lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise speed 

vs quality?

7. Quality (Care and Attention): Did the candidate take 

the necessary care and attention to achieve the correct 

level of quality? (Note: there is often a compromise 

between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their knowledge 

and autonomously compensate for this (by consulting 

others or technical journals)?

9. Communication: Did the candidate ask questions to 

clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the candidate 

own their inputs as well as their outputs or did they 

make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

Business Process Improvement: making policies & procedures

Describe a policy or systematic procedure you created. How did you ensure that it was effective?

Creative and Innovative Thinking, Effective Information Sharing, Presenting Information, Teamwork, Influencing Others, 

Results Focus and Initiative, Planning and Organizing

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: Business Process Improvement 
 

Key Competencies:  
 

Creative and Innovative Thinking, Effective Information Sharing, Presenting Information, 
Teamwork, Influencing Others, Results Focus and Initiative, Planning and Organizing 

 
Process 4

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: C styles and D Styles

  S Styles are best suited to the people aspect of processes and the change management thereof

* DISC styles to take extra caution with: I Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the task 

- deriving satisfaction from the challenge involved and 

from achieving the result? Were they persistent, trying 

alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution and 

(b) Did they come up with a better lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise speed 

vs quality?

7. Quality (Care and Attention): Did the candidate take 

the necessary care and attention to achieve the correct 

level of quality? (Note: there is often a compromise 

between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their knowledge 

and autonomously compensate for this (by consulting 

others or technical journals)?

9. Communication: Did the candidate ask questions to 

clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the candidate 

own their inputs as well as their outputs or did they 

make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

Business Process Improvement: making policies & procedures

How did you ensure that policy and the desired process standards were achieved?

Creative and Innovative Thinking, Effective Information Sharing, Presenting Information, Teamwork, Influencing Others, 

Results Focus and Initiative, Planning and Organizing

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 



Page 47                                                                                   © Manager Foundation 2016 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

] 

 

 

 

 

 

 

 

 

 

 

 

Question Category: Priority 
Management/ Deadlines 

 

 

Key Competencies:  
 

Results Focus and Initiative, Self-Management, Stress Tolerance, 
Proactivity, Accountability and Dependability, Adaptability and 

Flexibility, Attention to Detail 
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Question Category: Priority Management and Deadlines 
 

Key Competencies:  
 

Results Focus and Initiative, Self-Management, Stress Tolerance, Proactivity, Accountability and 
Dependability, Adaptability and Flexibility, Attention to Detail 

 

Deadlines 1

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: C styles are best suited to priority management 

  D styles are best suited to meeting deadlines

* DISC styles to take extra caution with: I's and S's

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the task 

- deriving satisfaction from the challenge involved and 

from achieving the result? Were they persistent, trying 

alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution and 

(b) Did they come up with a better lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise speed 

vs quality?

7. Quality (Care and Attention): Did the candidate take 

the necessary care and attention to achieve the correct 

level of quality? (Note: there is often a compromise 

between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their knowledge 

and autonomously compensate for this (by consulting 

others or technical journals)?

9. Communication: Did the candidate ask questions to 

clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the candidate 

own their inputs as well as their outputs or did they 

make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

Priority Management and Deadlines: Own time & priority management, working to deadlines

Tell us about a time when you successfully managed different projects simultaneously. How did you do it?

Results Focus and Initiative, Self-Management, Stress Tolerance, Proactivity, Accountability and Dependability, 

Adaptability and Flexibility, Attention to Detail

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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  Question Category: Priority Management and Deadlines 
 

Key Competencies:  
 

Results Focus and Initiative, Self-Management, Stress Tolerance, Proactivity, Accountability and 
Dependability, Adaptability and Flexibility, Attention to Detail 

 

Deadlines 2

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: C styles are best suited to priority management 

  D styles are best suited to meeting deadlines

* DISC styles to take extra caution with: I's and S's

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate show 

that they were intrinsically motivated for the task - 

deriving satisfaction from the challenge involved and 

from achieving the result? Were they persistent, trying 

alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution and 

(b) Did they come up with a better lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise speed 

vs quality?

7. Quality (Care and Attention): Did the candidate take 

the necessary care and attention to achieve the correct 

level of quality? (Note: there is often a compromise 

between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their knowledge 

and autonomously compensate for this (by consulting 

others or technical journals)?

9. Communication: Did the candidate ask questions to 

clarify what needed to be done? Did they listen carefully 

to instructions? Did they obtain buy-in in advance and 

keep stakeholders informed?

10. Ownership and Accountability: Did the candidate 

own their inputs as well as their outputs or did they 

make excuses?

11. Teamwork: Did the candidate leverage the strengths 

and input of the whole team to achieve the end result?

Overall Evaluation:

© Manager Foundation 2015

Priority Management and Deadlines: Own time & priority management, working to deadlines

Describe a situation when you failed to meet a deadline. What are the things that you should have done differently?

Results Focus and Initiative, Self-Management, Stress Tolerance, Proactivity, Accountability and Dependability, 

Adaptability and Flexibility, Attention to Detail

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category:  
Project Management 

 

 

Key Competencies:  
 

Managing Projects or Programs, Attention to Detail, Results Focus 
and Initiative, Leadership, Planning and Organizing, Staff 

Management 
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Question Category: Project Management 
 

Key Competencies:  
 

Managing Projects or Programs, Attention to Detail, Results Focus and Initiative, Leadership, 
Planning and Organizing, Staff Management 

 

Project 1

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: C Styles and D Styles

* DISC styles to take extra caution with: I Styles and S Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate show 

that they were intrinsically motivated for the task - 

deriving satisfaction from the challenge involved and 

from achieving the result? Were they persistent, trying 

alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution and 

(b) Did they come up with a better lateral solution?

6. Deadline: Did the candidate achieve the desired result  

on time? Did they appropriately prioritise speed vs 

quality?

7. Quality (Care and Attention): Did the candidate take 

the necessary care and attention to achieve the correct 

level of quality? (Note: there is often a compromise 

between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their knowledge 

and autonomously compensate for this (by consulting 

others or technical journals)?

9. Communication: Did the candidate ask questions to 

clarify what needed to be done? Did they listen carefully 

to instructions? Did they obtain buy-in in advance and 

keep stakeholders informed?

10. Ownership and Accountability: Did the candidate 

own their inputs as well as their outputs or did they 

make excuses?

11. Teamwork: Did the candidate leverage the strengths 

and input of the whole team to achieve the end result?

Overall Evaluation:

© Manager Foundation 2015

Project Management

How do you follow through on details and projects? Tell us how you measure your success in this area.

Managing Projects or Programs, Attention to Detail, Results Focus and Initiative, Leadership, Planning and Organizing, 

Staff Management

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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  Question Category: Project Management 
 

Key Competencies:  
 

Managing Projects or Programs, Attention to Detail, Results Focus and Initiative, Leadership, 
Planning and Organizing, Staff Management 

 

Project 2

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: C Styles and D Styles

* DISC styles to take extra caution with: I Styles and S Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the 

task - deriving satisfaction from the challenge involved 

and from achieving the result? Were they persistent, 

trying alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution and 

(b) Did they come up with a better lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise 

speed vs quality?

7. Quality (Care and Attention): Did the candidate 

take the necessary care and attention to achieve the 

correct level of quality? (Note: there is often a 

compromise between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their knowledge 

and autonomously compensate for this (by consulting 

others or technical journals)?

9. Communication: Did the candidate ask questions to 

clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the candidate 

own their inputs as well as their outputs or did they 

make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

Project Management

Describe a time when you had to manage a difficult project. What steps did you take to ensure that the project was 

completed successfully?

Managing Projects or Programs, Attention to Detail, Results Focus and Initiative, Leadership, Planning and Organizing, 

Staff Management

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: Project Management 

 

Key Competencies:  
 

Managing Projects or Programs, Attention to Detail, Results Focus and Initiative, Leadership, 
Planning and Organizing, Staff Management 

 

Project 3

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: C Styles and D Styles

* DISC styles to take extra caution with: I Styles and S Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the 

task - deriving satisfaction from the challenge 

involved and from achieving the result? Were they 

persistent, trying alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution and 

(b) Did they come up with a better lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise 

speed vs quality?

7. Quality (Care and Attention): Did the candidate 

take the necessary care and attention to achieve the 

correct level of quality? (Note: there is often a 

compromise between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their knowledge 

and autonomously compensate for this (by consulting 

others or technical journals)?

9. Communication: Did the candidate ask questions to 

clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the candidate 

own their inputs as well as their outputs or did they 

make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

Project Management

Describe a time when you had to meet a strict project deadline. What did you do to make sure the project was completed 

to schedule?

Managing Projects or Programs, Attention to Detail, Results Focus and Initiative, Leadership, Planning and Organizing, 

Staff Management

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 



Page 54                                                                                   © Manager Foundation 2016 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Question Category: Project Management 
 

Key Competencies:  
 

Managing Projects or Programs, Attention to Detail, Results Focus and Initiative, Leadership, 
Planning and Organizing, Staff Management 

 

Project 4

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: C Styles and D Styles

* DISC styles to take extra caution with: I Styles and S Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the 

task - deriving satisfaction from the challenge 

involved and from achieving the result? Were they 

persistent, trying alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution 

and (b) Did they come up with a better lateral 

solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise 

speed vs quality?

7. Quality (Care and Attention): Did the candidate 

take the necessary care and attention to achieve the 

correct level of quality? (Note: there is often a 

compromise between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their 

knowledge and autonomously compensate for this 

(by consulting others or technical journals)?

9. Communication: Did the candidate ask questions 

to clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the 

candidate own their inputs as well as their outputs or 

did they make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

Project Management

Describe a time when you had to obtain the buy-in from stakeholders for a project.

Managing Projects or Programs, Attention to Detail, Results Focus and Initiative, Leadership, Planning and Organizing, 

Staff Management

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: Project Management 

 

Key Competencies:  
 

Managing Projects or Programs, Attention to Detail, Results Focus and Initiative, Leadership, 
Planning and Organizing, Staff Management 

 

Project 5

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: C Styles and D Styles

* DISC styles to take extra caution with: I Styles and S Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the 

task - deriving satisfaction from the challenge 

involved and from achieving the result? Were they 

persistent, trying alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution 

and (b) Did they come up with a better lateral 

solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise 

speed vs quality?

7. Quality (Care and Attention): Did the candidate 

take the necessary care and attention to achieve the 

correct level of quality? (Note: there is often a 

compromise between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their 

knowledge and autonomously compensate for this 

(by consulting others or technical journals)?

9. Communication: Did the candidate ask questions 

to clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the 

candidate own their inputs as well as their outputs or 

did they make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

Project Management

Describe a project that had to be completed with a tight budget/ scarce resources. How did you manage the project 

finances and still meet the project deadline?

Managing Projects or Programs, Attention to Detail, Results Focus and Initiative, Leadership, Planning and Organizing, 

Staff Management

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category:  
General Staff Management 

 
 

Key Competencies:  
 

Staff Management, Coaching and mentoring, Influencing Others, 
Relationship Building, Teamwork, Leadership, Strategic Vision, 

Interviewing/ Hiring Staff, Decision Making and Judgment,            
Effective Information Sharing 
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Question Category: General Staff Management 
 

Key Competencies:  
 

Staff Management, Coaching and mentoring, Influencing Others, Relationship Building, Teamwork, 
Leadership, Strategic Vision, Interviewing/ Hiring Staff, Decision Making and Judgment,            

Effective Information Sharing  
 

Managing 1

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: D Styles and I Styles

* DISC styles to take extra caution with: C Styles and S Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the 

task - deriving satisfaction from the challenge involved 

and from achieving the result? Were they persistent, 

trying alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution and 

(b) Did they come up with a better lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise 

speed vs quality?

7. Quality (Care and Attention): Did the candidate 

take the necessary care and attention to achieve the 

correct level of quality? (Note: there is often a 

compromise between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their knowledge 

and autonomously compensate for this (by consulting 

others or technical journals)?

9. Communication: Did the candidate ask questions to 

clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the candidate 

own their inputs as well as their outputs or did they 

make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

General Staff Management. All managers with any employees reporting into them

Tell us about a time when you allocated work to a staff member.

Staff Management, Coaching and mentoring, Influencing Others, Relationship Building, Teamwork, Leadership, Strategic 

Vision, Interviewing/ Hiring Staff, Decision Making and Judgment, Effective Information Sharing

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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  Question Category: General Staff Management 
 

Key Competencies:  
 

Staff Management, Coaching and mentoring, Influencing Others, Relationship Building, Teamwork, 
Leadership, Strategic Vision, Interviewing/ Hiring Staff, Decision Making and Judgment,            

Effective Information Sharing  
 

Managing 2

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: D Styles and I Styles

* DISC styles to take extra caution with: C Styles and S Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the 

task - deriving satisfaction from the challenge involved 

and from achieving the result? Were they persistent, 

trying alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution and 

(b) Did they come up with a better lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise 

speed vs quality?

7. Quality (Care and Attention): Did the candidate 

take the necessary care and attention to achieve the 

correct level of quality? (Note: there is often a 

compromise between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their knowledge 

and autonomously compensate for this (by consulting 

others or technical journals)?

9. Communication: Did the candidate ask questions to 

clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the candidate 

own their inputs as well as their outputs or did they 

make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

General Staff Management. All managers with any employees reporting into them

What do you do when you discuss staff performance?

Staff Management, Coaching and mentoring, Influencing Others, Relationship Building, Teamwork, Leadership, Strategic 

Vision, Interviewing/ Hiring Staff, Decision Making and Judgment, Effective Information Sharing

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: General Staff Management 
 

Key Competencies:  
 

Staff Management, Coaching and mentoring, Influencing Others, Relationship Building, Teamwork, 
Leadership, Strategic Vision, Interviewing/ Hiring Staff, Decision Making and Judgment,            

Effective Information Sharing  
 

Managing 3

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: D Styles and I Styles

* DISC styles to take extra caution with: C Styles and S Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the 

task - deriving satisfaction from the challenge involved 

and from achieving the result? Were they persistent, 

trying alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution and 

(b) Did they come up with a better lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise 

speed vs quality?

7. Quality (Care and Attention): Did the candidate 

take the necessary care and attention to achieve the 

correct level of quality? (Note: there is often a 

compromise between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their knowledge 

and autonomously compensate for this (by consulting 

others or technical journals)?

9. Communication: Did the candidate ask questions to 

clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the candidate 

own their inputs as well as their outputs or did they 

make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

General Staff Management. All managers with any employees reporting into them

Tell us about when you've had a below standard performer on your team. What did you do?

Staff Management, Coaching and mentoring, Influencing Others, Relationship Building, Teamwork, Leadership, Strategic 

Vision, Interviewing/ Hiring Staff, Decision Making and Judgment, Effective Information Sharing

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: General Staff Management 
 

Key Competencies:  
 

Staff Management, Coaching and mentoring, Influencing Others, Relationship Building, Teamwork, 
Leadership, Strategic Vision, Interviewing/ Hiring Staff, Decision Making and Judgment,            

Effective Information Sharing  
 

Managing 4

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: D Styles and I Styles

* DISC styles to take extra caution with: C Styles and S Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the 

task - deriving satisfaction from the challenge 

involved and from achieving the result? Were they 

persistent, trying alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution 

and (b) Did they come up with a better lateral 

solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise 

speed vs quality?

7. Quality (Care and Attention): Did the candidate 

take the necessary care and attention to achieve the 

correct level of quality? (Note: there is often a 

compromise between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their 

knowledge and autonomously compensate for this 

(by consulting others or technical journals)?

9. Communication: Did the candidate ask questions 

to clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the 

candidate own their inputs as well as their outputs or 

did they make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

General Staff Management. All managers with any employees reporting into them

Tell us about a time when you hired staff. What did you do to select people and how did this work out?

Staff Management, Coaching and mentoring, Influencing Others, Relationship Building, Teamwork, Leadership, Strategic 

Vision, Interviewing/ Hiring Staff, Decision Making and Judgment, Effective Information Sharing

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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  Question Category:  
Finance Skills 

 
 

Key Competencies:  
 

Mathematical Reasoning, Attention to Detail, Fiscal Accountability, 
Decision Making and Judgment, Researching Information, 

Analysis/ Reasoning, Strategic Vision, Planning and Organizing,   
Presenting Information 
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Question Category: Finance Skills 
Key Competencies:  

 

Mathematical Reasoning, Attention to Detail, Fiscal Accountability, Decision Making and Judgment, 
Researching Information, Analysis/ Reasoning, Strategic Vision, Planning and Organizing,   

Presenting Information 

 
Finance 1

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: C Styles

* DISC styles well suited to this competency: D Styles

* DISC styles to take extra caution with: I Styles and S Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the task 

- deriving satisfaction from the challenge involved and 

from achieving the result? Were they persistent, trying 

alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution and 

(b) Did they come up with a better lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise speed 

vs quality?

7. Quality (Care and Attention): Did the candidate 

take the necessary care and attention to achieve the 

correct level of quality? (Note: there is often a 

compromise between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their knowledge 

and autonomously compensate for this (by consulting 

others or technical journals)?

9. Communication: Did the candidate ask questions to 

clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the candidate 

own their inputs as well as their outputs or did they 

make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

Finance Skills - Making and managing budgets, reporting etc.

Can you tell me about a time when you've managed a budget in the past.

Mathematical Reasoning, Attention to Detail, Fiscal Accountability, Decision Making and Judgment, Researching 

Information, Analysis/ Reasoning, Strategic Vision, Planning and Organizing, Presenting Information

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: Finance Skills 
Key Competencies:  

 

Mathematical Reasoning, Attention to Detail, Fiscal Accountability, Decision Making and Judgment, 
Researching Information, Analysis/ Reasoning, Strategic Vision, Planning and Organizing,   

Presenting Information 

 
Finance 2

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: C Styles

* DISC styles well suited to this competency: D Styles

* DISC styles to take extra caution with: I Styles and S Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the task 

- deriving satisfaction from the challenge involved and 

from achieving the result? Were they persistent, trying 

alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution and 

(b) Did they come up with a better lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise speed 

vs quality?

7. Quality (Care and Attention): Did the candidate take 

the necessary care and attention to achieve the correct 

level of quality? (Note: there is often a compromise 

between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their knowledge 

and autonomously compensate for this (by consulting 

others or technical journals)?

9. Communication: Did the candidate ask questions to 

clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the candidate 

own their inputs as well as their outputs or did they 

make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

Finance Skills - Making and managing budgets, reporting etc.

Can you tell me about a time when you've had to achieve a difficult budget.

Mathematical Reasoning, Attention to Detail, Fiscal Accountability, Decision Making and Judgment, Researching 

Information, Analysis/ Reasoning, Strategic Vision, Planning and Organizing, Presenting Information

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: Finance Skills 
Key Competencies:  

 

Mathematical Reasoning, Attention to Detail, Fiscal Accountability, Decision Making and Judgment, 
Researching Information, Analysis/ Reasoning, Strategic Vision, Planning and Organizing,   

Presenting Information 

 
Finance 3

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: C Styles

* DISC styles well suited to this competency: D Styles

* DISC styles to take extra caution with: I Styles and S Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the task 

- deriving satisfaction from the challenge involved and 

from achieving the result? Were they persistent, trying 

alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution and 

(b) Did they come up with a better lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise speed 

vs quality?

7. Quality (Care and Attention): Did the candidate take 

the necessary care and attention to achieve the correct 

level of quality? (Note: there is often a compromise 

between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their knowledge 

and autonomously compensate for this (by consulting 

others or technical journals)?

9. Communication: Did the candidate ask questions to 

clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the candidate 

own their inputs as well as their outputs or did they 

make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

Finance Skills - Making and managing budgets, reporting etc.

How do you share or present your financial reports?

Mathematical Reasoning, Attention to Detail, Fiscal Accountability, Decision Making and Judgment, Researching 

Information, Analysis/ Reasoning, Strategic Vision, Planning and Organizing, Presenting Information

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category:  
Technical Skills 

 
 

Interview Questions to Test Technical Skills and 

Knowledge Relevant to Specific Roles 
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Question Category: Technical Skills 
 

Interview Questions to Test Technical Skills and Knowledge Relevant to Specific Roles 

Technical Skills 1

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate 

undertook make sense in terms of achieving the 

objective?

3. Motivation and Persistence: Did the 

candidate show that they were intrinsically 

motivated for the task - deriving satisfaction 

from the challenge involved and from achieving 

the result? Were they persistent, trying 

alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they 

sufficiently methodical in execution?

5. Problem Solving and Strategic Thinking: Did 

the candidate demonstrate a good understanding 

of the problem and environment? (a) Did they 

show good strategic thinking to come up with a 

valid solution and (b) Did they come up with a 

better lateral solution?

6. Deadline: Did the candidate achieve the 

desired result  on time? Did they appropriately 

prioritise speed vs quality?

7. Quality (Care and Attention): Did the 

candidate take the necessary care and attention 

to achieve the correct level of quality? (Note: 

there is often a compromise between speed and 

quality)

8. Technical Knowledge: Did the candidate 

display adequate technical knowledge or skills? 

Did the candidate recognise the limitations of 

their knowledge and autonomously compensate 

for this (by consulting others or technical 

journals)?

9. Communication: Did the candidate ask 

questions to clarify what needed to be done? Did 

they listen carefully to instructions? Did they 

obtain buy-in in advance and keep stakeholders 

informed?

10. Ownership and Accountability: Did the 

candidate own their inputs as well as their 

outputs or did they make excuses?

Overall Evaluation:

© Manager Foundation 2015

Technical Skills

Can you explain a time when you had to deal with a particularly difficult technical issue? What made it tricky, what did you 

do and what was the outcome?

Technical Skills and Knowledge Relevant to Specific Roles. 

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 



Page 67                                                                                   © Manager Foundation 2016 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Question Category: Technical Skills 
 

Interview Questions to Test Technical Skills and Knowledge Relevant to Specific Roles 

Technical Skills 2

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate 

undertook make sense in terms of achieving the 

objective?

3. Motivation and Persistence: Did the 

candidate show that they were intrinsically 

motivated for the task - deriving satisfaction from 

the challenge involved and from achieving the 

result? Were they persistent, trying alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they 

sufficiently methodical in execution?

5. Problem Solving and Strategic Thinking: Did 

the candidate demonstrate a good understanding 

of the problem and environment? (a) Did they 

show good strategic thinking to come up with a 

valid solution and (b) Did they come up with a 

better lateral solution?

6. Deadline: Did the candidate achieve the 

desired result  on time? Did they appropriately 

prioritise speed vs quality?

7. Quality (Care and Attention): Did the 

candidate take the necessary care and attention 

to achieve the correct level of quality? (Note: 

there is often a compromise between speed and 

quality)

8. Technical Knowledge: Did the candidate 

display adequate technical knowledge or skills? 

Did the candidate recognise the limitations of 

their knowledge and autonomously compensate 

for this (by consulting others or technical 

journals)?

9. Communication: Did the candidate ask 

questions to clarify what needed to be done? Did 

they listen carefully to instructions? Did they 

obtain buy-in in advance and keep stakeholders 

informed?

10. Ownership and Accountability: Did the 

candidate own their inputs as well as their 

outputs or did they make excuses?

Overall Evaluation:

© Manager Foundation 2015

Technical Skills

How do you keep your technical skills and or knowledge current and well rehearsed?

Technical Skills and Knowledge Relevant to Specific Roles. 

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category: Technical Skills 
 

Interview Questions to Test Technical Skills and Knowledge Relevant to Specific Roles 

Technical Skills 3

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate 

undertook make sense in terms of achieving the 

objective?

3. Motivation and Persistence: Did the 

candidate show that they were intrinsically 

motivated for the task - deriving satisfaction from 

the challenge involved and from achieving the 

result? Were they persistent, trying alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they 

sufficiently methodical in execution?

5. Problem Solving and Strategic Thinking: Did 

the candidate demonstrate a good understanding 

of the problem and environment? (a) Did they 

show good strategic thinking to come up with a 

valid solution and (b) Did they come up with a 

better lateral solution?

6. Deadline: Did the candidate achieve the 

desired result  on time? Did they appropriately 

prioritise speed vs quality?

7. Quality (Care and Attention): Did the 

candidate take the necessary care and attention 

to achieve the correct level of quality? (Note: 

there is often a compromise between speed and 

quality)

8. Technical Knowledge: Did the candidate 

display adequate technical knowledge or skills? 

Did the candidate recognise the limitations of 

their knowledge and autonomously compensate 

for this (by consulting others or technical 

journals)?

9. Communication: Did the candidate ask 

questions to clarify what needed to be done? Did 

they listen carefully to instructions? Did they 

obtain buy-in in advance and keep stakeholders 

informed?

10. Ownership and Accountability: Did the 

candidate own their inputs as well as their 

outputs or did they make excuses?

Overall Evaluation:

© Manager Foundation 2015

Technical Skills

How do you solve technical problems? Explain by using a past example.

Technical Skills and Knowledge Relevant to Specific Roles. 

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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Question Category:  
Administration Skills 

 
 

Key Competencies:  
 

Attention to Detail, Planning and Organizing, Results Focus and 
Initiative, Accountability and Dependability, Speaking. Writing, 

Listening, Ethics and Integrity, Proactivity, Problem Solving 
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  Question Category: Administration Skills 
Key Competencies:  

 

Attention to Detail, Planning and Organizing, Results Focus and Initiative, Accountability and Dependability, 
Speaking. Writing, Listening, Ethics and Integrity, Proactivity, Problem Solving 

Admin 1

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: S Styles

* DISC styles well suited to this competency: C Styles

* DISC styles to take extra caution with: D Styles and I Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the task 

- deriving satisfaction from the challenge involved and 

from achieving the result? Were they persistent, trying 

alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution and 

(b) Did they come up with a better lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise speed 

vs quality?

7. Quality (Care and Attention): Did the candidate 

take the necessary care and attention to achieve the 

correct level of quality? (Note: there is often a 

compromise between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their knowledge 

and autonomously compensate for this (by consulting 

others or technical journals)?

9. Communication: Did the candidate ask questions to 

clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the candidate 

own their inputs as well as their outputs or did they 

make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

Administration

Describe a time when you had to make a series of complex travel arrangements.

Attention to Detail, Planning and Organizing, Results Focus and Initiative, Accountability and Dependability, Speaking. 

Writing, Listening, Ethics and Integrity, Proactivity, Problem Solving

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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  Question Category: Administration Skills 
Key Competencies:  

 

Attention to Detail, Planning and Organizing, Results Focus and Initiative, Accountability and Dependability, 
Speaking. Writing, Listening, Ethics and Integrity, Proactivity, Problem Solving 

Admin 2

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: S Styles

* DISC styles well suited to this competency: C Styles

* DISC styles to take extra caution with: D Styles and I Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the task 

- deriving satisfaction from the challenge involved and 

from achieving the result? Were they persistent, trying 

alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution and 

(b) Did they come up with a better lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise speed 

vs quality?

7. Quality (Care and Attention): Did the candidate take 

the necessary care and attention to achieve the correct 

level of quality? (Note: there is often a compromise 

between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their knowledge 

and autonomously compensate for this (by consulting 

others or technical journals)?

9. Communication: Did the candidate ask questions to 

clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the candidate 

own their inputs as well as their outputs or did they 

make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

Administration

Describe a time when you had to plan a big event.

Attention to Detail, Planning and Organizing, Results Focus and Initiative, Accountability and Dependability, Speaking. 

Writing, Listening, Ethics and Integrity, Proactivity, Problem Solving

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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  Question Category: Administration Skills 
Key Competencies:  

 

Attention to Detail, Planning and Organizing, Results Focus and Initiative, Accountability and Dependability, 
Speaking. Writing, Listening, Ethics and Integrity, Proactivity, Problem Solving 

Admin 3

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: S Styles

* DISC styles well suited to this competency: C Styles

* DISC styles to take extra caution with: D Styles and I Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the task 

- deriving satisfaction from the challenge involved and 

from achieving the result? Were they persistent, trying 

alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution and 

(b) Did they come up with a better lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise speed 

vs quality?

7. Quality (Care and Attention): Did the candidate take 

the necessary care and attention to achieve the correct 

level of quality? (Note: there is often a compromise 

between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their knowledge 

and autonomously compensate for this (by consulting 

others or technical journals)?

9. Communication: Did the candidate ask questions to 

clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the candidate 

own their inputs as well as their outputs or did they 

make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

Administration

Describe a time when you helped your department to run more efficiently. What did you do and how did this add value?

Attention to Detail, Planning and Organizing, Results Focus and Initiative, Accountability and Dependability, Speaking. 

Writing, Listening, Ethics and Integrity, Proactivity, Problem Solving

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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  Question Category: Administration Skills 
Key Competencies:  

 

Attention to Detail, Planning and Organizing, Results Focus and Initiative, Accountability and Dependability, 
Speaking. Writing, Listening, Ethics and Integrity, Proactivity, Problem Solving 

Admin 4

Interview Question, Evaluation and Comparison

Question Category:

Question:

Key Competencies:

Ideal DISC Profile for This Competency: * DISC styles traditionally best suited to this competency: S Styles

* DISC styles well suited to this competency: C Styles

* DISC styles to take extra caution with: D Styles and I Styles

Candidate name

Competency Indicators:

1. Result: Did the candidate achieve the desired 

outcome?

2. Actions: Did the actions the candidate undertook 

make sense in terms of achieving the objective?

3. Motivation and Persistence: Did the candidate 

show that they were intrinsically motivated for the task 

- deriving satisfaction from the challenge involved and 

from achieving the result? Were they persistent, trying 

alternatives?

4. Planning and Organizing: Did the candidate do 

planning where necessary and were they sufficiently 

methodical in execution?

5. Problem Solving and Strategic Thinking: Did the 

candidate demonstrate a good understanding of the 

problem and environment? (a) Did they show good 

strategic thinking to come up with a valid solution and 

(b) Did they come up with a better lateral solution?

6. Deadline: Did the candidate achieve the desired 

result  on time? Did they appropriately prioritise speed 

vs quality?

7. Quality (Care and Attention): Did the candidate take 

the necessary care and attention to achieve the correct 

level of quality? (Note: there is often a compromise 

between speed and quality)

8. Technical Knowledge: Did the candidate display 

adequate technical knowledge or skills? Did the 

candidate recognise the limitations of their knowledge 

and autonomously compensate for this (by consulting 

others or technical journals)?

9. Communication: Did the candidate ask questions to 

clarify what needed to be done? Did they listen 

carefully to instructions? Did they obtain buy-in in 

advance and keep stakeholders informed?

10. Ownership and Accountability: Did the candidate 

own their inputs as well as their outputs or did they 

make excuses?

11. Teamwork: Did the candidate leverage the 

strengths and input of the whole team to achieve the 

end result?

Overall Evaluation:

© Manager Foundation 2015

Administration

Tell me about a time you helped to save time in meetings or make them more efficient.

Attention to Detail, Planning and Organizing, Results Focus and Initiative, Accountability and Dependability, Speaking. 

Writing, Listening, Ethics and Integrity, Proactivity, Problem Solving

Use the following characteristics to evaluate candidates. Score positive (as positive) and negative (as negative) indicators. 

Weight your score for stronger answers. Not relevant to the role? Leave it out because employee selection isn't about 

choosing the best person, employee selection is about choosing the most appropriate person. 
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The Manager Foundation Interview Question and Assessment 

Guide for Job Seekers will make sure that you go into the 

interview with confidence and self-assurance. Good luck with 

your interview preparation. 

 
Do you have any comments or suggestions? Please share 

your interview tips with us so we can get better. 
 

 

  

www.managerfoundation.com 

 

 

Good Luck… 

http://managerfoundation.com/how-to-answer-interview-questions
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Relevant Solutions For This Resource 
 

 

Interview Preparation ( http://bit.ly/1qo2Xso) 
 

 Professional interview preparation and coaching from the people that train the 
recruiters. 

 

Resume Review Service (http://bit.ly/1yqFJlA) 
 

 Does your resume match how awesome you are? Don’t miss out on your dream 
job because of resume errors or a weak resume. Have a professional review 
your resume. AKA – CV Service. 

 

New Job Fundamentals: NEWJ101 ( http://bit.ly/1lRbSgC) 
 

A new job is one of the most complicated life transitions you can make. Don't let a 
good job turn bad. 
 

 Find out what your boss really wants, 

 How to work smarter, not harder and get your work recognized, 

 How to integrate well into the organization, 
 Identify and avoid new job pitfalls. 

 

How to Negotiate Your Salary: NEWJ090 (http://bit.ly/1qwbx8B) 
 

The best time to increase your salary is in a job transition. Negotiation can create the 
package you want – whether it’s pay, healthcare benefits, extra vacation time, 
development or flexible working conditions. This guide will show you: 
 

 What your salary package should look like, 

 How a salary negotiation works, 

 The secrets to negotiating with confidence and, 

 Tactics to get the salary you want. 
 

Managing Your Relationship With Your Boss: BOSS101 (http://bit.ly/1hQ5lRk) 
 

Starting a new job? We’ll show you how to manage and build the most important 
professional relationship you have:: 
 

 The 6 things you need to do to understand your boss’s priorities, 

 How to get what you want from the employee/boss relationship, including better 
pay and work that is fulfilling, developmental and uses your skills. 

 

LinkedIn Profile Review Service (http://bit.ly/1qCxBe4) 
 

 Professional profile review, including insider recommendations to turn your 
LinkedIn profile into a powerful career tool.  

 

 

 

Relevant Solutions and Resources in This Series 

http://bit.ly/1qo2Xso
http://bit.ly/1yqFJlA
http://bit.ly/1lRbSgC
http://bit.ly/1qwbx8B
http://bit.ly/1hQ5lRk
http://bit.ly/1qCxBe4
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The Mission of Manager Foundation is to Make Work a Better 
Place: 

 

The mission of Manager Foundation is to make work a better place: 
 

 Helping employees to find job satisfaction; 

 Helping managers with a difficult job and; 

 Improving employee performance through better engagement. 
 
We do this by providing management systems, resources and training for managers 
that focus on: 
 

 Proven time saving techniques; 

 Motivating employees by tapping into employees internal motivators which 
improves performance and;  

 Support & resources for managers. 
 

 

Make Managing Easy: 
 

 
Sign up for the free “Make Managing Easy” email series and find out about how 
the Management Sweetspot can: 
 

 Make the lives of Managers easier; 

 Make employees happier and; 

 Make companies more profitable 
 

www.ManagerFoundation.com/signup 
 

 

www.managerfoundation.com 

“Managing Made Easy” 

 

 

About Manager Foundation 

http://www.managerfoundation.com/inspiring-quotes
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Become a Manager Foundation Super User: 
 

 

Help Us to Spread the Message:  
 

Work, isn't working if:  
 

 Staff are unhappy at work; 

 Managers are stressed and; 

 Company profits suffer.  
 

The vision is to work towards a place where: 
 

 Employees are engaged and get job satisfaction from intrinsic motivators; 

 Managers have effective, time-efficient ways to manage staff and; 

 Companies are productive and profitable.  
 

If this is a vision that you feel is worth spreading then please help me to spread the 
message because I can't do it on my own.  
 

Join: http://managerfoundation.com/super-users/ to become part of the community 
and find out more. 
 

 

 

About Manager Foundation (Continued…) 

“People, Performance, Profits” 

www.managerfoundation.com 

http://managerfoundation.com/super-users/
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Copyright and Licence Agreement: 
 

 

These materials are licences for the use of the license holder only. They may be 
amended as wished but if you do so you must credit the original source. The licence 
holder is the person who received the document as part of a purchased 
module/training course or as a promotional download.  
 
If you are not a licence holder and wish to get your own copy then see the Manager 
Foundation website www.managerfoundation.com for more information. 
 

“Managing Made Easy” 

www.managerfoundation.com 

The Manager Foundation 

Interview Question and 

Assessment Guide 
 

http://www.managerfoundation.com/
file:///C:/Users/Chantel/Documents/Chantel/Keith%20Tatley/Manager%20Foundation%20Modules/HIRE101/Resources/Final%20Drafts/www.managerfoundation.com

