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When	youre	gearing	up	for	a	job	interview,	one	of	the	most	important	things	youll	need	is	a	solid	self-introduction.	Youve	got	just	a	minute	to	make	a	great	first	impression,	so	its	crucial	to	get	it	right.	This	guide	will	help	you	craft	the	perfect	1	minute	self-introduction	job	interview	sample	that	highlights	your	strengths	and	sets	the	tone	for	a
successful	conversation.Key	TakeawaysKeep	your	introduction	brief	and	focused	on	relevant	details.Highlight	your	qualifications	and	experience	related	to	the	job.Show	enthusiasm	for	the	position	and	the	company.Practice	your	introduction	to	sound	natural	and	confident.Tailor	your	introduction	to	fit	the	specific	role	youre	applying	for.Key
Components	of	a	Self-IntroductionWhen	youre	prepping	for	a	job	interview,	that	first	minute	can	really	set	the	tone.	Its	your	chance	to	make	a	solid	first	impression.	So,	what	should	you	include	in	that	brief	introduction?	Lets	break	it	down.Personal	IntroductionStart	with	the	basics:	your	name,	and	maybe	a	quick	mention	of	where	youre	from.	"Hi,	Im
[Your	Name],	and	Im	currently	based	in	[Your	City]."	Keep	it	simple	and	friendly.	Dont	go	overboard	with	personal	stories	right	away.	The	goal	is	to	be	approachable	and	professional.	Think	of	it	as	setting	the	stage	for	the	rest	of	the	conversation.	Its	also	a	good	idea	to	thank	the	interviewers	for	the	job	interview.	QualificationsNext	up,	highlight	what
makes	you	a	good	fit	for	the	job.	This	is	where	you	briefly	mention	your	education,	skills,	and	any	relevant	experience.	For	example,	"I	have	a	degree	in	[Your	Field]	and	five	years	of	experience	in	[Relevant	Industry]."	Tailor	this	to	match	the	job	description.	If	theyre	looking	for	someone	with	project	management	skills,	mention	your	experience
leading	projects.	If	they	need	someone	with	data	analysis	skills,	talk	about	your	experience	with	data	analysis.	Make	it	clear	why	your	background	makes	you	a	strong	candidate.	Think	of	it	as	a	quick	summary	of	your	greatest	hits.Passions	and	HobbiesThis	is	your	chance	to	show	a	bit	of	your	personality.	Mentioning	a	relevant	hobby	or	passion	can
make	you	more	memorable.	For	instance,	if	youre	applying	for	a	marketing	job,	you	might	say,	"Outside	of	work,	Im	really	passionate	about	social	media	and	content	creation."	Or,	if	youre	interviewing	for	a	software	engineering	role,	you	could	mention	your	interest	in	open-source	projects.	Just	keep	it	brief	and	relevant.	You	want	to	show	that	youre	a
well-rounded	person,	but	also	that	youre	serious	about	your	career.	Its	about	finding	that	balance	between	professional	and	personable.	Sharing	your	outside	interests	and	hobbies	helps	provide	a	well-rounded	view	of	who	you	are	beyond	your	professional	persona.	Choose	hobbies	that	align	with	your	personality	and	highlight	skills	or	qualities	that
may	complement	the	job	role,	such	as	teamwork,	creativity,	or	time	management.Crafting	Your	1	Minute	Self-Introduction	Job	Interview	SampleOkay,	so	youve	got	one	minute	to	make	a	killer	impression.	No	pressure,	right?	Actually,	with	a	little	prep,	its	totally	doable.	The	trick	is	to	be	strategic.	Dont	just	ramble	about	your	life	story.	Think	of	it	as	a
mini-presentation	where	youre	selling	yourself.	Lets	break	down	how	to	make	the	most	of	those	precious	60	seconds.Structuring	Your	IntroductionFirst	things	first:	have	a	plan.	Dont	just	wing	it.	A	solid	structure	will	keep	you	on	track	and	ensure	you	hit	all	the	important	points.	I	usually	go	with	something	like	this:The	Hook:	Start	with	a	quick,
engaging	greeting.	"Hi,	Im	[Your	Name],	and	Im	excited	to	be	here	today."	Simple,	but	effective.The	Overview:	Briefly	mention	your	current	role	or	recent	experience.	"Im	currently	a	[Your	Job	Title]	at	[Your	Company],	where	Ive	been	focused	on	[Key	Responsibilities]."The	Highlight	Reel:	Pick	one	or	two	key	accomplishments	that	directly	relate	to
the	job	youre	interviewing	for.	"In	my	previous	role,	I	successfully	[Quantifiable	Achievement],	which	resulted	in	[Positive	Outcome]."The	Connection:	Explain	why	youre	interested	in	this	specific	role	and	company.	"Im	particularly	drawn	to	[Company	Name]	because	of	[Reason],	and	I	believe	my	skills	in	[Relevant	Skill]	would	be	a	great	fit	for	this
position."The	Closer:	End	with	a	confident	statement	about	your	enthusiasm.	"Im	eager	to	learn	more	about	this	opportunity	and	discuss	how	I	can	contribute	to	your	team."Highlighting	Relevant	ExperienceThis	is	where	you	really	need	to	tailor	your	intro.	Dont	just	list	everything	youve	ever	done.	Focus	on	the	experiences	that	directly	align	with	the
job	description.	Read	it	carefully	and	identify	the	key	skills	and	qualifications	theyre	looking	for.	Then,	think	about	specific	examples	from	your	past	that	demonstrate	those	skills.	For	example,	if	theyre	looking	for	someone	with	project	management	experience,	talk	about	a	time	you	successfully	managed	a	project,	highlighting	the	challenges	you	faced
and	the	results	you	achieved.	Its	all	about	showing,	not	just	telling.	If	you	are	an	experienced	professional,	make	sure	to	greet	the	interviewers	appropriately.Conveying	Your	Career	GoalsIts	important	to	show	that	youre	not	just	looking	for	any	job;	youre	looking	for	this	job.	Briefly	mention	your	career	goals	and	how	this	role	fits	into	your	overall	plan.
Are	you	looking	to	grow	your	skills	in	a	specific	area?	Are	you	passionate	about	the	companys	mission?	Let	them	know.	This	shows	that	youre	not	just	thinking	about	the	short-term,	but	also	about	your	long-term	career	path.	Heres	a	simple	way	to	frame	it:	"Im	looking	for	a	role	where	I	can	[Desired	Outcome],	and	I	believe	this	position	at	[Company
Name]	would	allow	me	to	do	just	that."	Make	sure	to	introduce	yourself	professionally	by	stating	your	name	and	current	role.	This	shows	youre	prepared	and	confident.Tips	for	Making	a	Strong	First	ImpressionBody	Language	and	ConfidenceOkay,	so	youre	about	to	walk	into	the	interview	room.	First	things	first:	your	body	language	speaks	volumes
before	you	even	utter	a	word.	Stand	tall,	make	eye	contact,	and	offer	a	firm	handshake.	Its	like	youre	saying,	"Im	here,	Im	ready,	and	Im	totally	capable."	Avoid	fidgeting,	slouching,	or	looking	down	these	can	signal	nervousness	or	a	lack	of	confidence.	Remember	to	breathe	and	try	to	relax.	Easier	said	than	done,	I	know,	but	even	faking	it	til	you	make
it	can	work	wonders.	Projecting	confidence,	even	if	youre	feeling	butterflies,	can	significantly	impact	how	the	interviewer	perceives	you.Dressing	for	SuccessWhat	you	wear	matters.	It	really	does.	Think	of	it	as	showing	respect	for	the	company	and	the	opportunity.	Now,	this	doesnt	mean	you	need	to	break	the	bank	on	a	fancy	suit,	but	it	does	mean
choosing	attire	that	is	clean,	well-fitting,	and	appropriate	for	the	company	culture.	If	youre	unsure,	its	always	better	to	err	on	the	side	of	caution	and	dress	a	bit	more	formally.	Make	sure	your	clothes	are	free	of	wrinkles,	stains,	or	any	distracting	patterns.	Pay	attention	to	the	details,	too	polished	shoes,	neat	hair,	and	minimal	jewelry	can	all	contribute
to	a	polished	and	professional	appearance.	Dressing	the	part	can	boost	your	confidence	and	signal	to	the	interviewer	that	you	take	the	interview	seriously.	Its	about	presenting	yourself	as	someone	who	already	fits	in	with	the	companys	values	and	image.	So,	do	your	research	and	dress	accordingly.	You	want	them	to	focus	on	what	you	say,	not	what
youre	wearing.	Preparing	what	to	say	before	the	interview	is	also	important.Engaging	with	the	InterviewerIts	not	just	about	answering	questions;	its	about	having	a	conversation.	Show	genuine	interest	in	the	role	and	the	company.	Listen	attentively	to	what	the	interviewer	is	saying,	and	ask	thoughtful	questions.	This	demonstrates	that	youve	done
your	homework	and	are	truly	interested	in	the	opportunity.	Maintain	eye	contact,	smile,	and	use	positive	body	language	to	show	that	youre	engaged	and	enthusiastic.	Remember,	interviews	are	a	two-way	street.	Its	not	just	about	them	evaluating	you;	its	also	about	you	evaluating	whether	the	company	is	a	good	fit	for	you.	By	actively	engaging	with	the
interviewer,	you	can	gather	valuable	information	and	make	a	lasting	impression.	Dont	be	afraid	to	let	your	personality	shine	through,	but	always	remain	professional	and	respectful.	A	little	bit	of	enthusiasm	can	go	a	long	way	in	making	you	memorable	and	showing	that	youre	genuinely	excited	about	the	prospect	of	joining	the	team.Common	Mistakes
to	Avoid	in	Self-IntroductionsOverloading	with	Personal	DetailsOkay,	so	youre	trying	to	make	a	connection,	but	think	of	it	like	this:	your	interviewer	doesnt	need	your	life	story	in	60	seconds.	Keep	it	professional.	Focus	on	whats	relevant	to	the	job.	I	mean,	they	dont	need	to	know	about	your	cats	quirky	habits	or	your	obsession	with	collecting	vintage
spoons.	Its	about	finding	the	right	balance.Neglecting	to	PracticeSeriously,	winging	it	is	a	terrible	idea.	Trust	me,	Ive	been	there.	You	end	up	rambling,	forgetting	key	points,	and	generally	sounding	unprepared.	Practice	your	introduction	out	loud,	maybe	in	front	of	a	mirror	or	with	a	friend.	Time	yourself.	It	makes	a	huge	difference.	Its	like	anything
else	the	more	you	practice,	the	more	natural	and	confident	youll	sound.	Think	of	it	as	rehearsing	for	a	play;	you	wouldnt	go	on	stage	without	knowing	your	lines,	would	you?	You	can	use	career	strategies	to	help	you	prepare.Failing	to	Tailor	Your	IntroductionDont	use	the	same	generic	introduction	for	every	single	job.	It	shows	you	havent	done	your
homework.	Research	the	company	and	the	specific	role,	and	then	tailor	your	introduction	to	highlight	the	skills	and	experiences	that	are	most	relevant.	Its	about	showing	them	that	you	understand	what	theyre	looking	for	and	that	youre	a	good	fit.	For	example,	if	the	job	description	emphasizes	teamwork,	talk	about	a	successful	team	project	you	were
involved	in.	Its	all	about	making	that	connection	and	showing	them	youre	not	just	sending	out	the	same	resume	to	everyone.How	to	End	Your	Self-Introduction	EffectivelySummarizing	Key	StrengthsOkay,	so	youve	laid	out	your	background	and	experience.	Now	what?	Dont	just	trail	off!	The	end	of	your	self-introduction	is	your	chance	to	really	stick	the
landing.	Think	of	it	as	your	closing	argument.	You	want	to	leave	the	interviewer	with	a	clear	picture	of	what	you	bring	to	the	table.	Briefly	recap	your	most	relevant	skills	and	experiences.	For	example,	instead	of	saying	"I	have	good	communication	skills,"	try	something	like,	"Throughout	my	career,	Ive	consistently	improved	team	collaboration	and
streamlined	project	workflows,	leading	to	measurable	gains	in	efficiency."	See	the	difference?	Its	about	showing,	not	just	telling.	Make	sure	to	highlight	your	relevant	skills.Aligning	with	the	RoleThis	is	where	you	connect	the	dots	for	the	interviewer.	Youve	told	them	about	yourself,	now	explain	why	that	makes	you	a	great	fit	for	this	specific	role.	Do
your	homework!	Understand	the	job	description	inside	and	out.	What	are	the	key	responsibilities?	What	challenges	will	the	person	in	this	role	face?	Then,	tailor	your	closing	to	address	those	points	directly.	For	instance,	if	the	job	requires	strong	problem-solving	abilities,	you	might	say,	"My	background	in	data	analysis	and	process	improvement	has
equipped	me	to	tackle	complex	challenges,	and	Im	confident	I	can	quickly	contribute	to	[company	name]s	success	in	this	area."	Its	all	about	showing	that	you	understand	their	needs	and	that	youre	the	solution	theyre	looking	for.	Think	about	how	your	experience	can	help	the	company	achieve	its	goals.Concluding	with	EnthusiasmEnd	on	a	high	note!
Your	enthusiasm	is	contagious.	A	genuine	expression	of	excitement	for	the	opportunity	can	leave	a	lasting	positive	impression.	Avoid	sounding	generic	or	robotic.	Instead,	let	your	personality	shine	through.	A	simple,	"Im	really	excited	about	the	possibility	of	joining	your	team	and	contributing	to	[project	name]"	can	go	a	long	way.	Or,	"Im	eager	to
learn	more	about	[specific	aspect	of	the	role]	and	how	I	can	make	a	meaningful	impact."	The	key	is	to	sound	authentic	and	engaged.	Show	them	youre	not	just	looking	for	any	job,	youre	looking	for	this	job.	Remember	to	show	your	enthusiasm	for	contributing.Examples	of	Effective	Self-IntroductionsSample	for	Recent	GraduatesOkay,	so	youre	fresh
out	of	college	and	maybe	dont	have	a	ton	of	work	experience.	Thats	totally	fine!	The	key	here	is	to	highlight	your	education	and	any	relevant	projects	or	internships.	Focus	on	what	you	did	learn	and	how	it	applies	to	the	job.For	example,	you	could	say	something	like:"Hi,	Im	[Your	Name].	I	recently	graduated	from	[University	Name]	with	a	degree	in
[Major].	During	my	time	there,	I	worked	on	[Project	Name],	where	I	[briefly	describe	your	role	and	accomplishments].	Im	eager	to	apply	the	skills	I	developed,	like	[mention	1-2	key	skills],	to	this	role	at	[Company	Name]."Its	also	good	to	mention	your	GPA	if	its	something	youre	proud	of.	If	not,	just	skip	it.	No	biggie.Sample	for	Experienced
ProfessionalsIf	youve	been	around	the	block	a	few	times,	your	intro	should	focus	on	your	accomplishments	and	how	they	relate	to	the	job	youre	interviewing	for.	Dont	just	list	your	job	history;	tell	them	why	your	experience	makes	you	a	great	fit.	Think	about	the	key	components	of	an	effective	self-introduction.Heres	an	example:"Good	morning,	Im
[Your	Name].	I	have	[Number]	years	of	experience	in	[Industry].	In	my	previous	role	at	[Previous	Company],	I	was	responsible	for	[Key	Responsibilities].	I	successfully	[Quantifiable	Achievement],	which	resulted	in	[Positive	Outcome].	Im	excited	about	this	opportunity	at	[Company	Name]	because	[Reason	related	to	the	company	or	role]."Notice	how
this	example	includes	a	specific	achievement	and	its	impact?	Thats	what	you	want	to	aim	for.	Numbers	are	your	friend!Industry-Specific	ExamplesSometimes,	you	need	to	tailor	your	intro	to	the	specific	industry	youre	in.	What	works	for	a	tech	company	might	not	work	for	a	law	firm.	Here	are	a	couple	of	quick	examples:Tech	(Software	Engineer):	"Hi,
Im	[Your	Name].	Im	a	software	engineer	with	a	passion	for	building	scalable	and	efficient	applications.	Ive	worked	with	various	technologies,	including	[List	Technologies],	and	Im	particularly	interested	in	[Specific	Area	of	Interest]."Marketing:	"Hello,	Im	[Your	Name].	Im	a	marketing	professional	with	a	proven	track	record	of	driving	brand	awareness
and	generating	leads.	I	have	experience	in	[List	Marketing	Channels]	and	Im	excited	about	the	opportunity	to	contribute	to	[Company	Name]s	marketing	efforts."Healthcare	(Registered	Nurse):	"Good	morning,	Im	[Your	Name].	Im	a	registered	nurse	with	[Number]	years	of	experience	in	[Specialty].	Im	dedicated	to	providing	compassionate	and	high-
quality	patient	care.	Im	drawn	to	[Company	Name]	because	of	[Reason	related	to	the	companys	values	or	mission]."Remember	to	adapt	these	examples	to	your	own	specific	situation	and	the	requirements	of	the	job.	Good	luck!Why	First	Impressions	Matter	in	InterviewsFirst	impressions?	Theyre	kind	of	a	big	deal.	Think	about	it	you	walk	into	that
room	(or	log	onto	that	video	call),	and	within	seconds,	the	interviewer	is	already	forming	an	opinion.	Its	not	just	about	what	you	say,	but	how	you	say	it,	how	you	look,	and	the	vibe	you	give	off.	Lets	break	down	why	those	initial	moments	carry	so	much	weight.The	Psychology	of	First	ImpressionsHumans	are	wired	to	make	snap	judgments.	Its	a	survival
thing,	going	back	to	when	we	needed	to	quickly	assess	threats.	In	an	interview,	this	translates	to	the	interviewer	subconsciously	evaluating	your	confidence,	competence,	and	likability	almost	instantly.	This	initial	assessment	can	heavily	influence	how	they	interpret	everything	you	say	afterward.	Its	like,	if	they	get	a	good	first	impression,	theyre	more
likely	to	give	you	the	benefit	of	the	doubt	throughout	the	interview.	If	not,	youre	starting	from	behind.Impact	on	Interview	DynamicsThat	first	impression	sets	the	stage	for	the	entire	interview.	A	strong	start	can	lead	to	a	more	relaxed	and	engaging	conversation,	while	a	weak	one	can	create	an	awkward	or	tense	atmosphere.	Think	of	it	like	this:A
positive	first	impression	can	lead	to	more	open-ended	questions.It	can	also	lead	to	more	opportunities	to	showcase	your	skills.It	can	even	lead	to	a	more	conversational	tone,	making	you	feel	more	comfortable	and	confident.Basically,	a	good	first	impression	can	make	the	whole	process	feel	less	like	an	interrogation	and	more	like	a	conversation.	Its
easier	to	establish	trust	when	you	start	off	on	the	right	foot.Building	Rapport	with	InterviewersBuilding	rapport	is	all	about	creating	a	connection.	Its	about	showing	the	interviewer	that	youre	not	just	a	resume,	but	a	real	person	they	can	relate	to.	A	solid	first	impression	helps	you	do	just	that.	Heres	how:Eye	Contact:	Making	eye	contact	shows	youre
engaged	and	confident.Smile:	A	genuine	smile	can	instantly	make	you	seem	more	approachable	and	likable.Enthusiasm:	Showing	enthusiasm	for	the	role	and	the	company	can	demonstrate	your	genuine	interest.These	small	things	can	go	a	long	way	in	building	rapport	and	making	the	interviewer	feel	like	theyre	talking	to	someone	they	could	actually
work	with.	Its	about	making	a	lasting	impression	that	goes	beyond	just	your	qualifications.Wrapping	It	UpSo,	there	you	have	it!	Crafting	a	solid	one-minute	self-introduction	can	really	make	a	difference	in	your	job	interview.	Remember,	its	all	about	being	clear	and	confident.	You	want	to	share	who	you	are,	what	youve	done,	and	why	youre	excited
about	the	opportunity.	Keep	it	simple,	practice	a	bit,	and	dont	forget	to	smile.	The	goal	is	to	connect	with	your	interviewer	and	leave	a	good	impression.	With	these	tips	in	mind,	youre	ready	to	step	into	that	interview	and	shine.	Good	luck!Frequently	Asked	QuestionsWhat	should	I	include	in	my	self-introduction	for	a	job	interview?In	your	self-
introduction,	you	should	mention	your	name,	where	youre	from,	your	education,	relevant	work	experience,	and	key	skills.	Keep	it	brief	and	focused	on	what	relates	to	the	job.How	long	should	my	self-introduction	be?Aim	for	about	one	minute.	This	gives	you	enough	time	to	share	important	details	without	overwhelming	the	interviewer.What	is	the	best
way	to	end	my	self-introduction?End	by	summarizing	your	strengths	and	expressing	your	enthusiasm	for	the	role.	A	good	closing	statement	shows	your	interest	and	readiness	for	the	job.How	can	I	make	a	good	first	impression	during	my	introduction?To	make	a	strong	first	impression,	maintain	good	body	language,	dress	appropriately,	and	engage
positively	with	the	interviewer.What	mistakes	should	I	avoid	in	my	self-introduction?Avoid	sharing	too	many	personal	details,	not	practicing	your	introduction,	and	failing	to	customize	it	for	the	specific	job	youre	applying	for.Why	are	first	impressions	important	in	interviews?First	impressions	matter	because	they	can	influence	how	the	interviewer
views	you	for	the	rest	of	the	interview.	A	positive	first	impression	can	help	build	a	good	rapport.	Type	of	interviewThis	article	may	require	cleanup	to	meet	Wikipedia's	quality	standards.	The	specific	problem	is:	to	remove	material	that	shouldn't	be	included,	and	address	tone	of	voice.	Please	help	improve	this	article	if	you	can.	(July	2023)	(Learn	how
and	when	to	remove	this	message)A	candidate	at	a	job	interviewA	job	interview	is	an	interview	consisting	of	a	conversation	between	a	job	applicant	and	a	representative	of	an	employer	which	is	conducted	to	assess	whether	the	applicant	should	be	hired.[1]	Interviews	are	one	of	the	most	common	methods	of	employee	selection.[1]	Interviews	vary	in
the	extent	to	which	the	questions	are	structured,	from	an	unstructured	and	informal	conversation	to	a	structured	interview	in	which	an	applicant	is	asked	a	predetermined	list	of	questions	in	a	specified	order;[1]	structured	interviews	are	usually	more	accurate	predictors	of	which	applicants	will	make	suitable	employees,	according	to	research	studies.
[2]A	job	interview	typically	precedes	the	hiring	decision.	The	interview	is	usually	preceded	by	the	evaluation	of	submitted	rsums	from	interested	candidates,	possibly	by	examining	job	applications	or	reading	many	resumes.	Next,	after	this	screening,	a	small	number	of	candidates	for	interviews	is	selected.Potential	job	interview	opportunities	also
include	networking	events	and	career	fairs.	The	job	interview	is	considered	one	of	the	most	useful	tools	for	evaluating	potential	employees.[3]	It	also	demands	significant	resources	from	the	employer,	yet	has	been	demonstrated	to	be	notoriously	unreliable	in	identifying	the	optimal	person	for	the	job.[3]	An	interview	also	allows	the	candidate	to	assess
the	corporate	culture	and	the	job	requirements.Multiple	rounds	of	job	interviews	and/or	other	candidate	selection	methods	may	be	used	where	there	are	many	candidates	or	the	job	is	particularly	challenging	or	desirable.	Earlier	rounds	sometimes	called	'screening	interviews'	may	involve	less	staff	from	the	employers	and	will	typically	be	much	shorter
and	less	in-depth.	An	increasingly	common	initial	interview	approach	is	the	telephone	interview.	This	is	especially	common	when	the	candidates	do	not	live	near	the	employer	and	has	the	advantage	of	keeping	costs	low	for	both	sides.	Since	2003,	interviews	have	been	held	through	video	conferencing	software,	such	as	Skype.[4]	Once	all	candidates
have	been	interviewed,	the	employer	typically	selects	the	most	desirable	candidate(s)	and	begins	the	negotiation	of	a	job	offer.This	section	may	be	in	need	of	reorganization	to	comply	with	Wikipedia's	layout	guidelines.	Please	help	by	editing	the	article	to	make	improvements	to	the	overall	structure.	(December	2024)	(Learn	how	and	when	to	remove
this	message)Researchers	have	attempted	to	identify	interview	strategies	or	"constructs"	that	can	help	interviewers	choose	the	best	candidate.	Research	suggests	that	interviews	capture	a	wide	variety	of	applicant	attributes.[5][6][7]	Constructs	can	be	classified	into	three	categories:	job-relevant	content,	interviewer	performance	(behavior	unrelated
to	the	job	but	which	influences	the	evaluation),	and	job-irrelevant	interviewer	biases.[8]Job-relevant	interview	content:Interview	questions	are	generally	designed	to	tap	applicant	attributes	that	are	specifically	relevant	to	the	job	for	which	the	person	is	applying.	The	job-relevant	applicant	attributes	that	the	questions	purportedly	assess	are	thought	to
be	necessary	for	successful	performance	on	the	job.	The	job-relevant	constructs	that	have	been	assessed	in	the	interview	can	be	classified	into	three	categories:	general	traits,	experiential	factors,	and	core	job	elements.	The	first	category	refers	to	relatively	stable	applicant	traits.	The	second	category	refers	to	job	knowledge	that	the	applicant	has
acquired	over	time.	The	third	category	refers	to	the	knowledge,	skills,	and	abilities	associated	with	the	job.General	traits:Mental	ability:	Applicants'	capacity	to	listen,	to	communicate,	to	work	with	a	team,	to	have	attention	to	detail,[9]	and	to	learn	and	process	information,[6]Personality:	Conscientiousness,	agreeableness,	emotional	stability,
extroversion,	openness	to	new	experiences[5][6][7]Interest,	goals,	and	values:	Applicant	motives,	goals,	and	person-organization	fit[6]Experiential	factors:Experience:	Job-relevant	knowledge	derived	from	prior	experience[6][7]Education:	Job-relevant	knowledge	derived	from	prior	educationTraining:	Job-relevant	knowledge	derived	from	prior
trainingCore	job	elements:Declarative	knowledge:	Applicants'	learned	knowledge[7]Procedural	skills	and	abilities:	Applicants'	ability	to	complete	the	tasks	required	to	do	the	job[10]Motivation:	Applicants'	willingness	to	exert	the	effort	required	to	do	the	job[11]Interviewee	performanceInterviewer	evaluations	of	applicant	responses	also	tend	to	be
colored	by	how	an	applicant	behaves	in	the	interview.	These	behaviors	may	not	be	directly	related	to	the	constructs	the	interview	questions	were	designed	to	assess,	but	can	be	related	to	aspects	of	the	job	for	which	they	are	applying.	Applicants	may	subconsciously	engage	in	a	number	of	behaviors	that	influence	ratings	of	their	performance.	The
applicant	may	have	acquired	these	behaviors	during	training	or	from	previous	interview	experience.	These	interviewee	performance	constructs	can	also	be	classified	into	three	categories:	social	effectiveness	skills,	interpersonal	presentation,	and	personal/contextual	factors.Social	effectiveness	skills:Impression	management:	Applicants'	attempt	to
make	sure	the	interviewer	forms	a	positive	impression	of	them[12][13]Social	skills:	Applicants'	ability	to	adapt	his/her	behavior	according	to	the	demands	of	the	situation	to	positively	influence	the	interviewer[14]Self-monitoring:	Applicants'	regulation	of	behaviors	to	control	the	image	presented	to	the	interviewer[15]Relational	control:	Applicants'
attempt	to	control	the	flow	of	the	conversation[16]Interpersonal	presentation:Verbal	expression:	Pitch,	rate,	pauses,	tone[17][18]Nonverbal	behavior:	Gaze,	smile,	hand	movement,	body	orientation[19]Personal/contextual	factors:Interview	training:	Coaching,	mock	interviews	with	feedback[20]Interview	experience:	Number	of	prior
interviews[21]Interview	self-efficacy:	Applicants'	perceived	ability	to	do	well	in	the	interview[22]Interview	motivation:	Applicants'	motivation	to	succeed	in	an	interview[23]Job-irrelevant	interviewer	biasesThe	following	are	personal	and	demographic	characteristics	that	can	potentially	influence	interviewer	evaluations	of	interviewee	responses.	These
factors	are	typically	not	relevant	to	whether	the	individual	can	do	the	job	(that	is,	not	related	to	job	performance),	thus,	their	influence	on	interview	ratings	should	be	minimized	or	excluded.	In	fact,	there	are	laws	in	many	countries	that	prohibit	consideration	of	many	of	these	protected	classes	of	people	when	making	selection	decisions.	Using
structured	interviews	with	multiple	interviewers	coupled	with	training	may	help	reduce	the	effect	of	the	following	characteristics	on	interview	ratings.[24]	The	list	of	job-irrelevant	interviewer	biases	is	presented	below.	Attractiveness:	Applicant	physical	attractiveness	can	influence	the	interviewer's	evaluation	of	one's	interview	performance[19]Race:
Whites	tend	to	score	higher	than	Blacks	and	Hispanics;[25]	racial	similarity	between	interviewer	and	applicant,	on	the	other	hand,	has	not	been	found	to	influence	interview	ratings[24][26]Gender:	Females	tend	to	receive	slightly	higher	interview	scores	than	their	male	counterparts;[5]	gender	similarity	does	not	seem	to	influence	interview
ratings[24]Similarities	in	background	and	attitudes:	Interviewers	perceived	interpersonal	attraction	was	found	to	influence	interview	ratings[27]Culture:	Applicants	with	an	ethnic	name	and	a	foreign	accent	were	viewed	less	favorably	than	applicants	with	just	an	ethnic	name	and	no	accent	or	an	applicant	with	a	traditional	name	with	or	without	an
accent[28]The	extent	to	which	ratings	of	interviewee	performance	reflect	certain	constructs	varies	widely	depending	on	the	level	of	structure	of	the	interview,	the	kind	of	questions	asked,	interviewer	or	applicant	biases,	applicant	professional	dress	or	nonverbal	behavior,	and	a	host	of	other	factors.	For	example,	some	research	suggests	that	an
applicant's	cognitive	ability,	education,	training,	and	work	experiences	may	be	better	captured	in	unstructured	interviews,	whereas	an	applicant's	job	knowledge,	organizational	fit,	interpersonal	skills,	and	applied	knowledge	may	be	better	captured	in	a	structured	interview.[6]Further,	interviews	are	typically	designed	to	assess	a	number	of
constructs.	Given	the	social	nature	of	the	interview,	applicant	responses	to	interview	questions	and	interviewer	evaluations	of	those	responses	are	sometimes	influenced	by	constructs	beyond	those	the	questions	were	intended	to	assess,	making	it	extremely	difficult	to	tease	out	the	specific	constructs	measured	during	the	interview.[29]	Reducing	the
number	of	constructs	the	interview	is	intended	to	assess	may	help	mitigate	this	issue.	Moreover,	of	practical	importance	is	whether	the	interview	is	a	better	measure	of	some	constructs	in	comparison	to	paper	and	pencil	tests	of	the	same	constructs.	Indeed,	certain	constructs	(mental	ability	and	skills,	experience)	may	be	better	measured	with	paper
and	pencil	tests	than	during	the	interview,	whereas	personality-related	constructs	seem	to	be	better	measured	during	the	interview	in	comparison	to	paper	and	pencil	tests	of	the	same	personality	constructs.[1]	In	sum,	the	following	is	recommended:	Interviews	should	be	developed	to	assess	the	job-relevant	constructs	identified	in	the	job	analysis.[30]
[31]Person-environment	fit	is	often	measured	by	organizations	when	hiring	new	employees.	There	are	many	types	of	Person-environment	fit	with	the	two	most	relevant	for	interviews	being	Person-job	and	Person-organization	fit.[32][33]	Interviewers	usually	emphasize	Person-job	fit	and	ask	twice	as	many	questions	about	Person-job	fit	compared	to
Person-organization	fit.[32]	Interviewers	are	more	likely	to	give	applicants	with	a	good	Person-job	fit	a	hiring	recommendation	compared	to	an	applicant	with	good	a	Person-organization	fit.[33]An	applicant's	knowledge,	skills,	abilities,	and	other	attributes	(KSAOs)	are	the	most	commonly	measured	variables	when	interviewers	assess	Person-job	fit.
[33]	In	one	survey,	all	interviewers	reported	that	their	organization	measures	KSAOs	to	determine	Person-job	fit.[33]	The	same	study	found	that	all	interviewers	used	personality	traits	and	65%	of	the	interviewers	used	personal	values	to	measure	Person-organization	fit.[33]Despite	fit	being	a	concern	among	organizations,	how	to	determine	fit	and	the
types	of	questions	to	use	varies.	When	interview	fit	questions	were	examined,	only	4%	of	the	questions	used	in	interviews	were	similar	across	the	majority	of	organizations.	22%	of	questions	were	commonly	used	by	recruiters	in	some	organizations.	In	contrast,	74%	of	the	questions	had	no	commonality	between	organizations.[33]	Although	the	idea	of
fit	is	similar	in	many	organizations,	the	questions	used	and	how	that	information	is	judged	may	be	very	different.[33]Person-job	fit	and	Person-organization	fit	have	different	levels	of	importance	at	different	stages	of	a	multi-stage	interview	proves.	Despite	this,	Person-job	fit	is	considered	of	the	highest	importance	throughout	the	entire	process.
Organizations	focus	more	on	job-related	skills	early	on	to	screen	out	potentially	unqualified	candidates.	Thus,	more	questions	are	devoted	to	Person-job	fit	during	the	initial	interview	stages.[32][33]	Once	applicants	have	passed	the	initial	stages,	more	questions	are	used	for	Person-organization	fit	in	the	final	interview	stages.	Although	there	is	more
focus	on	Person-organization	fit	in	these	later	stages,	Person-job	fit	is	still	considered	to	be	of	greater	importance.[32]In	a	single-stage	interview,	both	fits	are	assessed	during	a	single	interview.[32]	Interviewers	still	put	more	weight	on	Person-job	fit	questions	over	the	Person-organization	questions	in	these	situations	as	well.	Again,	Person-job	fit
questions	are	used	to	screen	out	and	reduce	the	number	of	applicants.[32][33]Potential	applicants	also	use	job	interviews	to	assess	their	fit	within	an	organization.	This	can	determine	if	an	applicant	will	take	a	job	offer	when	one	is	offered.	When	applicants	assess	their	fit	with	an	organization	the	experience	they	have	during	the	job	interview	is	the
most	influential.[34]Applicants	felt	that	they	had	the	highest	fit	with	an	organization	when	they	could	add	information	not	covered	during	the	interview	that	they	wanted	to	share.	Applicants	also	liked	when	they	could	ask	questions	about	the	organization,	and	when	they	could	ask	follow-up	questions	to	ensure	they	answered	the	interviewer's
questions	to	the	level	the	interviewer	wanted.[34]	Interviewer	behaviors	that	encourage	fit	perceptions	in	applicants	include	complimenting	applicants	on	their	resumes	and	thanking	them	for	traveling	to	the	interview.[34]	Applicants	like	the	interviewer	giving	contact	information	if	follow-up	information	is	needed,	making	eye	contact,	and	asking	if
the	applicant	was	comfortable.[34]The	Interviewer	can	discourage	fit	perceptions	by	how	they	act	during	an	interview	as	well.	The	biggest	negative	behavior	for	applicants	was	the	interviewer	not	knowing	information	about	their	organization.	Without	information	about	the	organization,	applicants	cannot	judge	how	well	they	fit.	Another	negative
behavior	is	not	knowing	applicants	background	information	during	the	interview.	Interviewers	can	also	hurt	fit	perception	by	being	inattentive	during	the	interview	and	not	greeting	the	applicant.[34]There	are	some	issues	with	fit	perceptions	in	interviews.	Applicants	Person-organization	fit	scores	can	be	altered	by	the	amount	of	ingratiation	done	by
the	applicants.[35]	Interviewers	skew	their	Person-organization	fit	scores	the	more	ingratiation	applicants	do	during	an	interview.	Applicants	emphasizing	similarities	between	them	and	their	interviewers	leads	to	higher	Person-organization	fit	perceptions	by	the	interviewers.[35]	This	higher	perception	of	fit	leads	to	a	greater	likelihood	of	the
candidate	being	hired.[36][35][33]People	waiting	to	be	interviewed	at	an	employment	agencyOne	way	to	think	about	the	interview	process	is	as	three	separate,	albeit	related,	phases:	(1)	the	pre-interview	phase	which	occurs	before	the	interviewer	and	candidate	meet,	(2)	the	interview	phase	where	the	interview	is	conducted,	and	(3)	the	post-
interview	phase	where	the	interviewer	forms	judgments	of	candidate	qualifications	and	makes	final	decisions.[37]	Although	separate,	these	three	phases	are	related.	That	is,	impressions	interviewers	form	early	on	may	affect	how	they	view	the	person	in	a	later	phase.Pre-interview	phase:The	pre-interview	phase	encompasses	the	information	available
to	the	interviewer	beforehand	(e.g.,	resumes,	test	scores,	social	networking	site	information)	and	the	perceptions	interviewers	form	about	applicants	from	this	information	prior	to	the	actual	face-to-face	interaction	between	the	two	individuals.	In	this	phase,	interviewers	are	likely	to	already	have	ideas	about	the	characteristics	that	would	make	a
person	ideal	or	qualified	for	the	position.[1]	Interviewers	also	have	information	about	the	applicant	usually	in	the	form	of	a	resume,	test	scores,	or	prior	contacts	with	the	applicant.[37]	Interviewers	then	often	integrate	information	that	they	have	on	an	applicant	with	their	ideas	about	the	ideal	employee	to	form	a	pre-interview	evaluation	of	the
candidate.	In	this	way,	interviewers	typically	have	an	impression	even	before	the	actual	face-to-face	interview	interaction.	Nowadays	with	recent	technological	advancements,	interviewers	have	an	even	larger	amount	of	information	available	on	some	candidates.	For	example,	interviewers	can	obtain	information	from	search	engines	(e.g.	Google,	Bing,
Yahoo),	blogs,	and	even	social	networks	(e.g.	Linkedin,	Facebook,	Twitter).	While	some	of	this	information	may	be	job-related,	some	of	it	may	not	be.	In	some	cases,	a	review	of	Facebook	may	reveal	undesirable	behaviors	such	as	drunkenness	or	drug	use.	Despite	the	relevance	of	the	information,	any	information	interviewers	obtain	about	the	applicant
before	the	interview	is	likely	to	influence	their	impression	of	the	candidate.[37][38]	Furthermore,	researchers	have	found	that	what	interviewers	think	about	the	applicant	before	the	interview	(pre-interview	phase)	is	related	to	how	they	evaluate	the	candidate	after	the	interview,	despite	how	the	candidate	may	have	performed	during	the	interview.
[39]Interview	phase:The	interview	phase	entails	the	actual	conduct	of	the	interview,	the	interaction	between	the	interviewer	and	the	applicant.	Initial	interviewer	impressions	about	the	applicant	before	the	interview	may	influence	the	amount	of	time	an	interviewer	spends	in	the	interview	with	the	applicant,	the	interviewer's	behavior	and	questioning
of	the	applicant,[40]	and	the	interviewer's	post-interview	evaluations.[39]	Pre-interview	impressions	also	can	affect	what	the	interviewer	notices	about	the	interviewee,	recalls	from	the	interview,	and	how	an	interviewer	interprets	what	the	applicant	says	and	does	in	the	interview.[38]As	interviews	are	typically	conducted	face-to-face,	over	the	phone,
or	through	video	conferencing[41]	(e.g.	Skype),	they	are	a	social	interaction	between	at	least	two	individuals.	Thus,	the	behavior	of	the	interviewer	during	the	interview	likely	"leaks"	information	to	the	interviewee.	That	is,	you	can	sometimes	tell	during	the	interview	whether	the	interviewer	thinks	positively	or	negatively	about	you.[37]	Knowing	this
information	can	actually	affect	how	the	applicant	behaves,	resulting	in	a	self-fulfilling	prophecy	effect.[40][42]	For	example,	interviewees	who	feel	the	interviewer	does	not	think	they	are	qualified	may	be	more	anxious	and	feel	they	need	to	prove	they	are	qualified.	Such	anxiety	may	hamper	how	well	they	actually	perform	and	present	themselves
during	the	interview,	fulfilling	the	original	thoughts	of	the	interviewer.	Alternatively,	interviewees	who	perceive	an	interviewer	believes	they	are	qualified	for	the	job	may	feel	more	at	ease	and	comfortable	during	the	exchange,	and	consequently,	actually	perform	better	in	the	interview.	Because	of	the	dynamic	nature	of	the	interview,	the	interaction
between	the	behaviors	and	thoughts	of	both	parties	is	a	continuous	process	whereby	information	is	processed	and	informs	subsequent	behavior,	thoughts,	and	evaluations.Post-interview	phase:After	the	interview	is	conducted,	the	interviewer	must	form	an	evaluation	of	the	interviewee's	qualifications	for	the	position.	The	interviewer	most	likely	takes
into	consideration	all	the	information,	even	from	the	pre-interview	phase,	and	integrates	it	to	form	a	post-interview	evaluation	of	the	applicant.	In	the	final	stage	of	the	interview	process,	the	interviewer	uses	his/her	evaluation	of	the	candidate	(i.e.,	in	the	interview	form	ratings	or	judgment)	to	make	a	final	decision.	Sometimes	other	selection	tools
(e.g.,	work	samples,	cognitive	ability	tests,	personality	tests)	are	used	in	combination	with	the	interview	to	make	final	hiring	decisions;	however,	interviews	remain	the	most	commonly	used	selection	device	in	North	America.[43]For	interviewees:Although	the	description	of	the	interview	process	above	focuses	on	the	perspective	of	the	interviewer,	job
applicants	also	gather	information	on	the	job	and/or	organization	and	form	impressions	prior	to	the	interview.[1]	The	interview	is	a	two-way	exchange	and	applicants	are	also	making	decisions	about	whether	the	company	is	a	good	fit	for	them.	Essentially,	the	process	model	illustrates	that	the	interview	is	not	an	isolated	interaction,	but	rather	a
complex	process	that	begins	with	two	parties	forming	judgments	and	gathering	information,	and	ends	with	a	final	interviewer	decision.There	are	many	types	of	interviews	that	organizations	can	conduct.	What	is	the	same	across	all	interview	types,	however,	is	the	idea	of	interview	structure.	How	much	an	interview	is	structured,	or	developed	and
conducted	the	same	way	across	all	applicants,	depends	on	the	number	of	certain	elements	included	in	that	interview.	Overall,	the	interview	can	be	standardized	both	with	regard	to	the	content	(i.e.,	what	questions	are	asked)	and	to	the	evaluative	process	(i.e.,	how	the	applicants	responses	to	the	questions	are	scored).	When	an	interview	is
standardized,	it	increases	the	likelihood	that	an	interviewee's	ratings	are	due	to	the	quality	of	his/her	responses	instead	of	non-job-related	and	often	distracting	factors,	such	as	appearance.	Interview	structure	is	more	appropriately	thought	to	be	on	a	continuum,	ranging	from	completely	unstructured	to	fully	structured.[44]	However,	the	structure	is
often	treated	as	having	only	two	categories	(that	is,	structured	vs.	unstructured),	which	many	researchers	believe	to	be	too	simple	of	an	approach.[44][45]The	unstructured	interview,	or	one	that	does	not	include	a	good	number	of	standardization	elements,	is	the	most	common	interview	form	today.[46]	Unstructured	interviews	are	typically	seen	as
free-flowing;	the	interviewer	can	swap	out	or	change	questions	as	he/she	feels	is	best,	and	different	interviewers	may	not	rate	or	score	applicant	responses	in	the	same	way.	There	are	also	no	directions	put	in	place	regarding	how	the	interviewer	and	the	interviewee	should	interact	before,	during,	or	after	the	interview.	Unstructured	interviews
essentially	allow	the	interviewer	to	conduct	the	interview	however	he	or	she	thinks	is	best.Given	unstructured	interviews	can	change	based	on	who	the	interviewer	might	be,	it	is	not	surprising	that	unstructured	interviews	are	typically	preferred	by	interviewers.[47]	Interviewers	tend	to	develop	confidence	in	their	ability	to	accurately	rate
interviewees,[48]	detect	whether	applicants	are	faking	their	answers,[49]	and	trust	their	judgment	about	whether	the	person	is	a	good	candidate	for	the	job.[50]	Unstructured	interviews	allow	interviewers	to	do	so	more	freely.	Research	suggests,	however,	that	unstructured	interviews	are	actually	highly	unreliable,	or	inconsistent	between	interviews.
That	means	that	two	interviewers	who	conduct	an	interview	with	the	same	person	may	not	agree	and	see	the	candidate	the	same	way	even	if	they	were	in	the	same	interview	with	that	applicant.	Often	interviewers	who	conduct	unstructured	interviews	fail	to	identify	the	high-quality	candidates	for	the	job.[51]	See	the	section	on	interview	structure
issues	for	a	more	in-depth	discussion.Interview	structure	is	the	degree	to	which	interviews	are	identical	and	conducted	the	same	across	applicants.[45]	Also	known	as	guided,	systematic,	or	patterned	interviews,	structured	interviews	aim	to	make	both	the	content	(the	information	addressed	as	well	as	the	administration	of	the	interaction)	and	the
evaluation	(how	the	applicant	is	scored)	the	same	no	matter	for	every	interviewed	applicant.	Specifically,	researchers	commonly	address	15	elements[52]	that	can	be	used	to	make	the	interview's	content	and	evaluation	process	similar.	An	interview's	degree	of	structure	is	often	thought	of	as	the	extent	to	which	these	elements	are	included	when
conducting	interviews.Content	structure:Ensure	questions	are	relevant	to	the	job,	as	indicated	by	a	job	analysisAsk	the	same	questions	of	all	intervieweesLimit	prompting,	or	follow	up	questions,	that	interviewers	may	askAsk	better	questions,	such	as	behavioral	description	questionsHave	a	longer	interviewControl	ancillary	information	available	to	the
interviewees,	such	as	resumesDo	not	allow	questions	from	applicants	during	the	interviewEvaluation	structure:Rate	each	answer	rather	than	making	an	overall	evaluation	at	the	end	of	the	interviewUse	anchored	rating	scales	(for	an	example,	see	BARS)Have	the	interviewer	take	detailed	notesHave	more	than	one	interviewer	view	each	applicant	(i.e.
have	panel	interviews)Have	the	same	interviewers	rate	each	applicantDo	not	allow	any	discussion	about	the	applicants	between	interviewersTrain	the	interviewersUse	statistical	procedures	to	create	an	overall	interview	scoreMultiple	research	studies	have	shown	that	using	these	elements	to	design	the	interview	increases	the	interview's	ability	to
identify	high-performing	individuals.	As	mentioned,	the	structure	of	an	interview	is	on	a	scale	that	ranges	from	unstructured	to	structured,	but	it	remains	unclear	which	or	how	many	structure	elements	must	be	included	before	the	interview	can	be	considered	structured.	Some	researchers	argue	that	including	at	least	some,	but	not	all,	elements	into
the	interview	should	be	considered	semi-structured.[53]	Others	have	attempted	to	create	levels	of	structure,	such	as	Huffcutt,	Culbertson,	and	Weyhrauch's[54]	four	levels	of	structure,	which	point	to	varying	degrees	of	standardization	in	each	level.	Despite	being	difficult	to	say	exactly	what	a	structured	interview	is,	structured	interviews	are	widely
seen	as	more	preferred	over	unstructured	interviews	by	organizations	if	an	accurate	and	consistent	measure	of	an	applicant	is	desired.[54]Regardless	of	the	interview	structure,	there	are	several	types	of	questions	interviewers	ask	applicants.	Two	major	types	that	are	used	frequently	and	that	have	extensive	empirical	support	are	situational
questions[55]	and	behavioral	questions	(also	known	as	patterned	behavioral	description	interviews).[56]	Best	practices	include	basing	both	types	of	questions	on	"critical	incidents"	that	are	required	to	perform	the	job[57]	but	they	differ	in	their	focus	(see	below	for	descriptions).	Critical	incidents	are	relevant	tasks	that	are	required	for	the	job	and	can
be	collected	through	interviews	or	surveys	with	current	employees,	managers,	or	subject	matter	experts.[58][52]	One	of	the	first	critical	incidents	techniques	ever	used	in	the	United	States	Army	asked	combat	veterans	to	report	specific	incidents	of	effective	or	ineffective	behavior	of	a	leader.	The	question	posed	to	veterans	was	"Describe	the	officer's
actions.	What	did	he	do?"	Their	responses	were	compiled	to	create	a	factual	definition	or	"critical	requirements"	of	what	an	effective	combat	leader	is.[57]Previous	research	has	found	mixed	results	regarding	whether	behavioral	or	situational	questions	will	best	predict	the	future	job	performance	of	an	applicant.[59][60]	It	is	likely	that	variables	unique
to	each	situation,	such	as	the	specific	criteria	being	examined,[5]	the	applicant's	work	experience,[7]	or	the	interviewee's	nonverbal	behavior[61]	make	a	difference	with	regard	to	which	question	type	is	the	best.	It	is	recommended	to	incorporate	both	situational	and	behavioral	questions	into	the	interview	to	get	the	best	of	both	question	types.[62]	The
use	of	high-quality	questions	represents	an	element	of	structure	and	is	essential	to	ensure	that	candidates	provide	meaningful	responses	reflective	of	their	capability	to	perform	on	the	job.[63]Situational	interview	questions[55]	ask	job	applicants	to	imagine	a	set	of	circumstances	and	then	indicate	how	they	would	respond	in	that	situation;	hence,	the
questions	are	future-oriented.	One	advantage	of	situational	questions	is	that	all	interviewees	respond	to	the	same	hypothetical	situation	rather	than	describe	experiences	unique	to	them	from	their	past.	Another	advantage	is	that	situational	questions	allow	respondents	who	have	had	no	direct	job	experience	relevant	to	a	particular	question	to	provide
a	hypothetical	response.[64]	Two	core	aspects	of	the	SI	are	the	development	of	situational	dilemmas	that	employees	encounter	on	the	job,	and	a	scoring	guide	to	evaluate	responses	to	each	dilemma.[65]Behavioral	(experience-based	or	patterned	behavioral)	interviews	are	past-oriented	in	that	they	ask	respondents	to	relate	what	they	did	in	past	jobs
or	life	situations	that	are	relevant	to	the	particular	job-relevant	knowledge,	skills,	and	abilities	required	for	success.[56][66]	The	idea	is	that	past	behavior	is	the	best	predictor	of	future	performance	in	similar	situations.	By	asking	questions	about	how	job	applicants	have	handled	situations	in	the	past	that	are	similar	to	those	they	will	face	on	the	job,
employers	can	gauge	how	they	might	perform	in	future	situations.[64]Behavioral	interview	questions	include:[67]Describe	a	situation	in	which	you	were	able	to	use	persuasion	to	successfully	convince	someone	to	see	things	your	way.Give	me	an	example	of	a	time	when	you	set	a	goal	and	were	able	to	meet	or	achieve	it.Tell	me	about	a	time	when	you
had	to	use	your	presentation	skills	to	influence	someone's	opinion.Give	me	an	example	of	a	time	when	you	had	to	conform	to	a	policy	with	which	you	did	not	agree.Examples	include	the	STAR	and	SOARA	techniques.Other	possible	types	of	questions	that	may	be	asked	alongside	structured	interview	questions	or	in	a	separate	interview	include
background	questions,	job	knowledge	questions,	and	puzzle-type	questions.	A	brief	explanation	of	each	follows.Background	questions	include	a	focus	on	work	experience,	education,	and	other	qualifications.[68]	For	instance,	an	interviewer	may	ask	"What	experience	have	you	had	with	direct	sales	phone	calls?"	Interviews	composed	primarily	of	these
types	of	questions	are	often	labeled	"conventional	interviews".Job	knowledge	questions	may	ask	candidates	to	describe	or	demonstrate	knowledge,	skills,	and	abilities	(KSAs)	relevant	to	the	job.	These	are	typically	highly	specific	questions.[69]	For	example,	one	question	may	be	"What	steps	would	you	take	to	conduct	a	manager	training	session	on
safety?"The	puzzle	interview	was	popularized	by	Microsoft	in	the	1990s	and	is	now	used	in	other	organizations.	The	most	common	types	of	questions	either	ask	the	applicant	to	solve	puzzles	or	brain	teasers	(e.g.,	"Why	are	manhole	covers	round?")	or	to	solve	unusual	problems	(e.g.,	"How	would	you	weigh	an	airplane	without	a	scale?").[70]Further
information:	Case	interviewA	case	interview	is	an	interview	form	used	mostly	by	management	consulting	firms	and	investment	banks	in	which	the	job	applicant	is	given	a	question,	situation,	problem	or	challenge	and	asked	to	resolve	the	situation.	The	case	problem	is	often	a	business	situation	or	a	business	case	that	the	interviewer	has	worked	on	in
real	life.[citation	needed]In	recent	years,	companies	in	other	sectors	like	Design,	Architecture,	Marketing,	Advertising,	Finance,	and	Strategy	have	adopted	a	similar	approach	to	interviewing	candidates.	Technology	has	transformed	the	Case-based	and	Technical	interview	process	from	a	purely	private	in-person	experience	to	an	online	exchange	of	job
skills	and	endorsements.[citation	needed]Another	type	of	job	interview	found	throughout	the	professional	and	academic	ranks	is	the	panel	interview.	In	this	type	of	interview,	the	candidate	is	interviewed	by	a	group	of	panelists	representing	the	various	stakeholders	in	the	hiring	process.	Within	this	format	there	are	several	approaches	to	conducting
the	interview.	Example	formats	include;	Presentation	format	The	candidate	is	given	a	generic	topic	and	asked	to	make	a	presentation	to	the	panel.	Often	used	in	academic	or	sales-related	interviews.Role	format	Each	panelist	is	tasked	with	asking	questions	related	to	a	specific	role	of	the	position.	For	example,	one	panelist	may	ask	technical	questions,
another	may	ask	management	questions,	another	may	ask	customer	service-related	questions	etc.Skeet	shoot	format	The	candidate	is	given	questions	from	a	series	of	panelists	in	rapid	succession	to	test	his	or	her	ability	to	handle	stress	filled	situations.The	benefits	of	the	panel	approach	to	interviewing	include	time	savings	over	serial	interviewing,
more	focused	interviews	as	there	is	often	less	time	spent	building	rapport	with	small	talk,	and	an	"apples	to	apples"	comparison	because	each	stakeholder/interviewer/panelist	gets	to	hear	the	answers	to	the	same	questions.[71]In	the	group	interview,	multiple	applicants	are	interviewed	at	one	time	by	one	or	more	interviewers.	This	type	of	interview
can	be	used	for	selection,	promotion,	or	assessment	of	team	skills.	Interviewers	may	also	use	a	group	interview	to	assess	an	applicant's	stress	management	skills	or	assertiveness	because	in	such	a	group	setting	the	applicant	will	be	surrounded	by	other	applicants	who	also	want	to	get	the	job.	Group	interviews	can	be	less	costly	than	one-on-one	or
panel	interviews,	especially	when	many	applicants	need	to	be	interviewed	in	a	short	amount	of	time.	In	addition,	because	fewer	interviewers	are	needed,	fewer	interviewers	need	to	be	trained.[72]	These	positive	qualities	of	the	group	interview	have	made	them	more	popular.[73]Despite	the	potential	benefits	to	the	group	interview,	there	are	problems
with	this	interview	format.	In	group	interviews,	the	interviewer	has	to	multitask	more	than	when	interviewing	one	applicant	at	a	time.	Interviewers	in	one-on-one	interviews	are	already	busy	doing	many	things.	These	include	attending	to	what	applicants	are	saying	and	how	they	are	acting,	taking	notes,	rating	applicant	responses	to	questions,	and
managing	what	they	say	and	how	they	act.	Interviewing	more	than	one	applicant	at	a	time	makes	it	more	challenging	for	the	interviewer.	This	can	negatively	affect	that	interviewer	and	his/her	job	as	an	interviewer.[74]	Another	problem	with	group	interviews	is	that	applicants	who	get	questioned	later	in	the	interview	have	more	of	a	chance	to	think
about	how	to	answer	the	questions	already	asked	by	the	interviewer.	This	can	give	applicants	questioned	later	in	the	interview	an	advantage	over	the	earlier-questioned	applicants.	These	problems	can	make	it	less	likely	for	group	interviews	to	accurately	predict	who	will	perform	well	on	the	job.Group	interviews	have	not	been	studied	as	much	as	one-
on-one	interviews,	but	the	research	that	has	been	done	suggests	that	in	the	field	of	education	group	interviews	can	be	an	effective	method	of	selection.[75]	For	example,	a	2016	study	found	that	applicants	for	teaching	jobs	thought	that	the	group	interview	was	fair.[72]	A	2006	study	found	conflicting	findings.[73]	These	include	that	applicants	in	a
group	interview	who	were	questioned	later	in	the	interview	gave	more	complete	and	higher	quality	responses	and	that	group	interviews	were	seen	as	not	fair.	They	also	found	that	group	interviews	were	not	as	effective	as	one-on-one	interviews.	Further	research	needs	to	be	conducted	to	more	extensively	evaluate	the	group	interview's	usefulness	for
various	purposes.	This	research	needs	to	be	done	across	various	domains	outside	of	the	education	sector.	Research	also	needs	to	clarify	conflicting	findings	by	determining	in	which	situations	study	results	can	be	applied.Stress	interviews	are	still	in	common	use.	One	type	of	stress	interview	is	where	the	employer	uses	a	succession	of	interviewers	(one
at	a	time	or	en	masse)	whose	mission	is	to	intimidate	the	candidate	and	keep	him/her	off-balance.	The	ostensible	purpose	of	this	interview	is	to	find	out	how	the	candidate	handles	stress.	Stress	interviews	might	involve	testing	an	applicant's	behavior	in	a	busy	environment.	Questions	about	handling	work	overload,	dealing	with	multiple	projects,	and
handling	conflict	are	typical.[76]Another	type	of	stress	interview	may	involve	only	a	single	interviewer	who	behaves	in	an	uninterested	or	hostile	manner.	For	example,	the	interviewer	may	not	make	eye	contact,	may	roll	his	eyes	or	sigh	at	the	candidate's	answers,	interrupt,	turn	his	back,	take	phone	calls	during	the	interview,	or	ask	questions	in	a
demeaning	or	challenging	style.	The	goal	is	to	assess	how	the	interviewee	handles	pressure	or	to	purposely	evoke	emotional	responses.	This	technique	was	also	used	in	research	protocols	studying	stress	and	type	A	(coronary-prone)	behavior	because	it	would	evoke	hostility	and	even	changes	in	blood	pressure	and	heart	rate	in	study	subjects.	The	key
to	success	for	the	candidate	is	to	de-personalize	the	process.	The	interviewer	is	acting	a	role,	deliberately	and	calculatedly	trying	to	"rattle	the	cage".	Once	the	candidate	realizes	that	there	is	nothing	personal	behind	the	interviewer's	approach,	it	is	easier	to	handle	the	questions	with	aplomb.Example	stress	interview	questions:Sticky	situation:	"If	you
caught	a	colleague	cheating	on	his	expenses,	what	would	you	do?"Putting	one	on	the	spot:	"How	do	you	feel	this	interview	is	going?""Popping	the	balloon":	(deep	sigh)	"Well,	if	that's	the	best	answer	you	can	give	...	"	(shakes	head)	"Okay,	what	about	this	one	...?"Oddball	question:	"What	would	you	change	about	the	design	of	the	hockey
stick?"Doubting	one's	veracity:	"I	don't	feel	like	we're	getting	to	the	heart	of	the	matter	here.	Start	again	tell	me	what	really	makes	you	tick."Candidates	may	also	be	asked	to	deliver	a	presentation	as	part	of	the	selection	process.	One	stress	technique	is	to	tell	the	applicant	that	they	have	20	minutes	to	prepare	a	presentation,	and	then	come	back	to
the	room	five	minutes	later	and	demand	that	the	presentation	be	given	immediately.	The	"Platform	Test"	method	involves	having	the	candidate	make	a	presentation	to	both	the	selection	panel	and	other	candidates	for	the	same	job.	This	is	obviously	highly	stressful	and	is	therefore	useful	as	a	predictor	of	how	the	candidate	will	perform	under	similar
circumstances	on	the	job.	Selection	processes	in	academic,	training,	airline,	legal,	and	teaching	circles	frequently	involve	presentations	of	this	sort.	Further	information:	Coding	interviewThis	kind	of	interview	focuses	on	problem	solving	and	creativity.	The	questions	aim	at	the	interviewee's	problem-solving	skills	and	likely	show	their	ability	in	solving
the	challenges	faced	in	the	job	through	creativity.	Technical	interviews	are	being	conducted	online	at	progressive	companies	before	in-person	talks	as	a	way	to	screen	job	applicants.Advancements	in	technology	along	with	increased	usage	have	led	to	interviews	becoming	more	common	through	a	telephone	interview	and	through	videoconferencing
than	face-to-face.	Companies	utilize	technology	in	interviews	due	to	its	cheap	costs,	time-saving	benefits,	and	their	ease	of	use.[45]Also,	technology	enables	a	company	to	recruit	more	applicants	from	further	away.[77]	Although	they	are	being	utilized	more,	it	is	still	not	fully	understood	how	technology	may	affect	how	well	interviewers	select	the	best
person	for	the	job	when	compared	to	in-person	interviews.[78]Media	richness	theory	states	that	more	detailed	forms	of	communication	will	be	able	to	better	convey	complex	information.	The	ability	to	convey	this	complexity	allows	more	media-rich	forms	of	communication	to	better	handle	uncertainty	(like	what	can	occur	in	an	interview)	than
shallower	and	less	detailed	communication	mediums.[79]	Thus,	in	the	job	interview	context,	a	face-to-face	interview	would	be	more	media-rich	than	a	video	interview	due	to	the	amount	of	data	that	can	be	more	easily	communicated.	Verbal	and	nonverbal	cues	are	read	more	in	the	moment	and	in	relation	to	what	else	is	happening	in	the	interview.	A
video	interview	may	have	a	lag	between	the	two	participants.	Poor	latency	can	influence	the	understanding	of	verbal	and	nonverbal	behaviors,	as	small	differences	in	the	timing	of	behaviors	can	change	their	perception.	Likewise,	behaviors	such	as	eye	contact	may	not	work	as	well.	A	video	interview	would	be	more	media-rich	than	a	telephone
interview	due	to	the	inclusion	of	both	visual	and	audio	data.	Thus,	in	a	more	media-rich	interview,	interviewers	have	more	ways	to	gather,	remember,	and	interpret	the	data	they	gain	about	the	applicants.So	are	these	new	types	of	technology	interviews	better?	Research	on	different	interview	methods	has	examined	this	question	using	media	richness
theory.	According	to	the	theory,	interviews	with	more	richness	are	expected	to	result	in	a	better	outcome.	In	general,	studies	have	found	results	are	consistent	with	media	richness	theory.	Applicants	interview	scores	and	hiring	ratings	have	been	found	to	be	worse	in	phone	and	video	interviews	than	in	face-to-face	interviews.[80]	Applicants	are	also
seen	as	less	likable	and	were	less	likely	to	be	endorsed	for	jobs	in	interviews	using	video.[81]	Applicants	have	had	a	say	too.	They	think	that	interviews	using	technology	are	less	fair	and	less	job-related.[82]	From	the	interviewers	view,	there	are	difficulties	for	the	interviewer	as	well.	Interviewers	are	seen	as	less	friendly	in	video	interviews.[45]
Furthermore,	applicants	are	more	likely	to	accept	a	job	after	a	face-to-face	interview	than	after	a	telephone	or	video	interview.[77]	Due	to	these	findings,	companies	should	weigh	the	costs	and	benefits	of	using	technology	over	face-to-face	interviews	when	deciding	on	selection	methods.It	may	not	only	be	what	you	say	in	an	interview	that	matters,	but
also	how	you	say	it	(e.g.,	how	fast	you	speak)	and	how	you	behave	during	the	interview	(e.g.,	hand	gestures,	eye	contact).	In	other	words,	although	applicants	responses	to	interview	questions	influence	interview	ratings,[83]	their	nonverbal	behaviors	may	also	affect	interviewer	judgments.[84]	Nonverbal	behaviors	can	be	divided	into	two	main
categories:	vocal	cues	(e.g.,	articulation,	pitch,	fluency,	frequency	of	pauses,	speed,	etc.)	and	visual	cues	(e.g.,	smiling,	eye	contact,	body	orientation	and	lean,	hand	movement,	posture,	etc.).[85]	Oftentimes	physical	attractiveness	is	included	as	part	of	nonverbal	behavior	as	well.[85]	There	is	some	debate	about	how	large	a	role	nonverbal	behaviors
may	play	in	the	interview.	Some	researchers	maintain	that	nonverbal	behaviors	affect	interview	ratings	a	great	deal,[83]	while	others	have	found	that	they	have	a	relatively	small	impact	on	interview	outcomes,	especially	when	considered	with	applicant	qualifications	presented	in	rsums.[86]	The	relationship	between	nonverbal	behavior	and	interview
outcomes	is	also	stronger	in	structured	interviews	than	in	unstructured	interviews,[87]	and	stronger	when	interviewees	answers	are	of	high	quality.[86]Applicants	nonverbal	behaviors	may	sway	interview	ratings	through	the	inferences	interviewers	make	about	the	applicant	based	on	their	behavior.	For	instance,	applicants	who	engage	in	positive
nonverbal	behaviors	such	as	smiling	and	leaning	forward	are	perceived	as	more	likable,	trustworthy,	credible,[85]	warmer,	successful,	qualified,	motivated,	competent,[88]	and	socially	skilled.[89]	These	applicants	are	also	predicted	to	be	better	accepted	and	more	satisfied	with	the	organization	if	hired.[88]Applicants	verbal	responses	and	their
nonverbal	behavior	may	convey	some	of	the	same	information	about	the	applicant.[84]	However,	despite	any	shared	information	between	content	and	nonverbal	behavior,	it	is	clear	that	nonverbal	behaviors	do	predict	interview	ratings	to	an	extent	beyond	the	content	of	what	was	said,	and	thus	it	is	essential	that	applicants	and	interviewers	alike	are
aware	of	their	impact.	You	may	want	to	be	careful	of	what	you	may	be	communicating	through	the	nonverbal	behaviors	you	display.[citation	needed]To	hire	the	best	applicants	for	the	job,	interviewers	form	judgments,	sometimes	using	applicants	physical	attractiveness.	That	is,	physical	attractiveness	is	usually	not	necessarily	related	to	how	well	one
can	do	the	job,	yet	has	been	found	to	influence	interviewer	evaluations	and	judgments	about	how	suitable	an	applicant	is	for	the	job.	Once	individuals	are	categorized	as	attractive	or	unattractive,	interviewers	may	have	expectations	about	physically	attractive	and	physically	unattractive	individuals	and	then	judge	applicants	based	on	how	well	they	fit
those	expectations.[90]	As	a	result,	it	typically	turns	out	that	interviewers	will	judge	attractive	individuals	more	favorably	on	job-related	factors	than	they	judge	unattractive	individuals.People	generally	agree	on	who	is	and	who	is	not	attractive	and	attractive	individuals	are	judged	and	treated	more	positively	than	unattractive	individuals.[91]	For
example,	people	who	think	another	is	physically	attractive	tend	to	have	positive	initial	impressions	of	that	person	(even	before	formally	meeting	them),	perceive	the	person	to	be	smart,	socially	competent,	and	have	good	social	skills	and	general	mental	health.[90]Within	the	business	domain,	physically	attractive	individuals	have	been	shown	to	have	an
advantage	over	unattractive	individuals	in	numerous	ways,	that	include,	but	are	not	limited	to,	perceived	job	qualifications,	hiring	recommendations,	predicted	job	success,	and	compensation	levels.[90]	As	noted	by	several	researchers,	attractiveness	may	not	be	the	most	influential	determinant	of	personnel	decisions	but	may	be	a	deciding	factor	when
applicants	possess	similar	levels	of	qualifications.[90]	In	addition,	attractiveness	does	not	provide	an	advantage	if	the	applicants	in	the	pool	are	of	high	quality,	but	it	does	provide	an	advantage	in	increased	hiring	rates	and	more	positive	job-related	outcomes	for	attractive	individuals	when	applicant	quality	is	low	and	average.[92]Vocal
AttractivenessJust	as	physical	attractiveness	is	a	visual	cue,	vocal	attractiveness	is	an	auditory	cue	and	can	lead	to	differing	interviewer	evaluations	in	the	interview	as	well.	Vocal	attractiveness,	defined	as	an	appealing	mix	of	speech	rate,	loudness,	pitch,	and	variability,	has	been	found	to	be	favorably	related	to	interview	ratings	and	job	performance.
[93][18]	In	addition,	the	personality	traits	of	agreeableness	and	conscientiousness	predict	performance	more	strongly	for	people	with	more	attractive	voices	compared	to	those	with	less	attractive	voices.[93]As	important	as	it	is	to	understand	how	physical	attractiveness	can	influence	the	judgments,	behaviors,	and	final	decisions	of	interviewers,
finding	ways	to	decrease	potential	bias	in	the	job	interview	is	equally	important.	Conducting	structured	interview	with	elements	is	one	possible	way	to	decrease	bias.[94]An	abundance	of	information	is	available	to	instruct	interviewees	on	strategies	for	improving	their	performance	in	a	job	interview.	Information	used	by	interviewees	comes	from	a
variety	of	sources	ranging	from	popular	how-to	books	to	formal	coaching	programs,	sometimes	even	provided	by	the	hiring	organization.	Within	the	more	formal	coaching	programs,	there	are	two	general	types	of	coaching.	One	type	of	coaching	is	designed	to	teach	interviewees	how	to	perform	better	in	the	interview	by	focusing	on	how	to	behave	and
present	themselves.	This	type	of	coaching	is	focused	on	improving	aspects	of	the	interview	that	are	not	necessarily	related	to	the	specific	elements	of	performing	the	job	tasks.	This	type	of	coaching	could	include	how	to	dress,	how	to	display	nonverbal	behaviors	(head	nods,	smiling,	eye	contact),	verbal	cues	(how	fast	to	speak,	speech	volume,
articulation,	pitch),	and	impression	management	tactics.	Another	type	of	coaching	is	designed	to	focus	interviewees	on	the	content	specifically	relevant	to	describing	one's	qualifications	for	the	job,	in	order	to	help	improve	their	answers	to	interview	questions.	This	coaching,	therefore,	focuses	on	improving	the	interviewee's	understanding	of	the	skills,
abilities,	and	traits	the	interviewer	is	attempting	to	assess,	and	responding	with	relevant	experience	that	demonstrates	these	skills.[95]	For	example,	this	type	of	coaching	might	teach	an	interviewee	to	use	the	STAR	approach	for	answering	behavioral	interview	questions.[96]A	coaching	program	might	include	several	sections	focusing	on	various
aspects	of	the	interview.	It	could	include	a	section	designed	to	introduce	interviewees	to	the	interview	process,	and	explain	how	this	process	works	(e.g.,	administration	of	interview,	interview	day	logistics,	different	types	of	interviews,	advantages	of	structured	interviews).	It	could	also	include	a	section	designed	to	provide	feedback	to	help	the
interviewee	to	improve	their	performance	in	the	interview,	as	well	as	a	section	involving	practice	answering	example	interview	questions.	An	additional	section	providing	general	interview	tips	about	how	to	behave	and	present	oneself	could	also	be	included.[97]It	is	useful	to	consider	coaching	in	the	context	of	the	competing	goals	of	the	interviewer
and	interviewee.	The	interviewee's	goal	is	typically	to	perform	well	(i.e.	obtain	high	interview	ratings),	in	order	to	get	hired.	On	the	other	hand,	the	interviewer's	goal	is	to	obtain	job-relevant	information,	in	order	to	determine	whether	the	applicant	has	the	skills,	abilities,	and	traits	believed	by	the	organization	to	be	indicators	of	successful	job
performance.[95]	Research	has	shown	that	how	well	an	applicant	does	in	the	interview	can	be	enhanced	with	coaching.[95][98][99][100]	The	effectiveness	of	coaching	is	due,	in	part,	to	increasing	the	interviewee's	knowledge,	which	in	turn	results	in	better	interview	performance.	Interviewee	knowledge	refers	to	knowledge	about	the	interview,	such
as	the	types	of	questions	that	will	be	asked,	and	the	content	that	the	interviewer	is	attempting	to	assess.[101]	Research	has	also	shown	that	coaching	can	increase	the	likelihood	that	interviewers	using	a	structured	interview	will	accurately	choose	those	individuals	who	will	ultimately	be	most	successful	on	the	job	(i.e.,	increase	reliability	and	validity	of
the	structured	interview).[95]	Additionally,	research	has	shown	that	interviewees	tend	to	have	positive	reactions	to	coaching,	which	is	often	an	underlying	goal	of	an	interview.[97]	Based	on	research	thus	far,	the	effects	of	coaching	tend	to	be	positive	for	both	interviewees	and	interviewers.[102]Interviewers	should	be	aware	that	applicants	can	fake
their	responses	during	the	job	interview.	Such	applicant	faking	can	influence	interview	outcomes	when	present.	One	concept	related	to	faking	is	impression	management	(IM;	when	you	intend	or	do	not	intend	to	influence	how	favorably	you	are	seen	during	interactions[103]).	Impression	management	can	be	either	honest	or	deceptive.[21]	Honest	IM
tactics	are	used	to	frankly	describe	favorable	experiences,	achievements	and	job-related	abilities.	Deceptive	IM	tactics	are	used	to	embellish	or	create	an	ideal	image	for	the	job	in	question.[104]	Honest	IM	tactics	such	as	self-promotion	(positively	highlighting	past	achievements	and	experiences)	may	be	considered	necessary	by	interviewers	in	the
interview	context.	Consequently,	candidates	who	do	not	use	these	tactics	may	be	viewed	as	disinterested	in	the	job.	This	can	lead	to	less	favorable	ratings.[105]	Faking	can	then	be	defined	as	"deceptive	impression	management	or	the	intentional	distortion	of	answers	in	the	interview	in	order	to	get	better	interview	ratings	and/or	otherwise	create
favorable	perceptions".[21]	Thus,	faking	in	the	employment	interview	is	intentional,	deceptive,	and	aimed	at	improving	perceptions	of	performance.Faking	in	the	employment	interview	can	be	broken	down	into	four	elements:[21]The	first	involves	the	interviewee	portraying	him	or	herself	as	an	ideal	job	candidate	by	exaggerating	true	skills,	tailoring
answers	to	better	fit	the	job,	and/or	creating	the	impression	that	personal	beliefs,	values,	and	attitudes	are	similar	to	those	of	the	organization.The	second	aspect	of	faking	is	inventing	or	completely	fabricating	one's	image	by	piecing	distinct	work	experiences	together	to	create	better	answers,	inventing	untrue	experiences	or	skills,	and	portraying
others	experiences	or	accomplishments	as	one's	own.Thirdly,	faking	might	also	be	aimed	at	protecting	the	applicant's	image.	This	can	be	accomplished	through	omitting	certain	negative	experiences,	concealing	negatively	perceived	aspects	of	the	applicant's	background,	and	by	separating	oneself	from	negative	experiences.The	fourth	and	final
component	of	faking	involves	ingratiating	oneself	to	the	interviewer	by	conforming	personal	opinions	to	align	with	those	of	the	organization,	as	well	as	insincerely	praising	or	complimenting	the	interviewer	or	organization.Of	all	of	the	various	faking	behaviors	listed,	ingratiation	tactics	were	found	to	be	the	most	prevalent	in	the	employment	interview,
while	flat	out	making	up	answers	or	claiming	others	experiences	as	one's	own	is	the	least	common.[21]	However,	fabricating	true	skills	appears	to	be	at	least	somewhat	prevalent	in	employment	interviews.	One	study	found	that	over	80%	of	participants	lied	about	job-related	skills	in	the	interview,[106]	presumably	to	compensate	for	a	lack	of	job-
required	skills/traits	and	further	their	chances	for	employment.Most	importantly,	faking	behaviors	have	been	shown	to	affect	the	outcomes	of	employment	interviews.	For	example,	the	probability	of	getting	another	interview	or	job	offer	increases	when	interviewees	make	up	answers.[21]Different	interview	characteristics	also	seem	to	impact	the
likelihood	of	faking.	Faking	behavior	is	less	prevalent,	for	instance,	in	past	behavioral	interviews	than	in	situational	interviews,	although	follow-up	questions	increased	faking	behaviors	in	both	types	of	interviews.	Therefore,	if	practitioners	are	interested	in	decreasing	faking	behaviors	among	job	candidates	in	employment	interview	settings,	they
should	utilize	structured,	past	behavioral	interviews	and	avoid	the	use	of	probes	or	follow-up	questions.[21]Interviewees	may	differ	on	any	number	of	dimensions	commonly	assessed	by	job	interviews	and	evidence	suggests	that	these	differences	affect	interview	ratings.	Many	interviews	are	designed	to	measure	some	specific	differences	between
applicants,	or	individual	difference	variables,	such	as	Knowledge,	Skills,	and	Abilities	needed	to	do	the	job	well.	Other	individual	differences	can	affect	how	interviewers	rate	the	applicants	even	if	that	characteristic	is	not	meant	to	be	assessed	by	the	interview	questions.[107]	For	instance,	General	Mental	Ability	G	factor	(psychometrics)	is	moderately
related	to	structured	interview	ratings	and	strongly	related	to	structured	interviews	using	behavioral	description	and	situational	judgment	interview	questions,	because	they	are	more	cognitively	intensive	interview	types.[108][109]	Other	individual	differences	between	people,	such	as	extraversion	and	emotional	intelligence,	are	also	commonly
measured	during	a	job	interview	because	they	are	related	to	verbal	ability,	which	may	be	useful	for	jobs	that	involve	interacting	with	people.[108]Many	individual	difference	variables	may	be	linked	to	interview	performance	because	they	reflect	applicants	genuine	ability	to	perform	better	in	cognitively	and	socially	demanding	situations.	For	instance,



someone	with	high	general	mental	ability	may	perform	better	in	a	cognitively	demanding	situation,	such	as	a	job	interview,	which	requires	quick	thinking	and	responding.	Similarly,	someone	with	strong	social	skills	may	perform	better	in	a	job	interview,	as	well	as	in	other	social	situations,	because	they	understand	how	to	act	correctly.	Thus,	when	an
applicant	performs	well	in	an	interview	due	to	higher	general	mental	abilities	or	better	social	skills,	it	is	not	necessarily	undesirable,	because	they	may	also	perform	better	when	they	are	faced	with	situations	on	the	job	in	which	those	skills	would	be	valuable.[citation	needed]On	the	other	hand,	not	all	individual	difference	variables	that	lead	to	higher
interview	performance	would	be	desirable	on	the	job.	Some	individual	difference	variables,	such	as	those	that	are	part	of	the	dark	triad,	can	lead	to	increased	interview	ratings,	initially,	but	may	not	be	reflective	of	actual	KSAOs	that	would	help	the	individual	to	perform	better	once	hired.[citation	needed]Main	article:	Machiavellianism	in	the
workplaceIndividuals	who	are	high	in	Machiavellianism	may	be	more	willing	and	more	skilled	at	faking	and	less	likely	to	give	honest	answers	during	interviews.[110][111][112]	Individuals	high	in	Machiavellianism	have	stronger	intentions	to	use	faking	in	interviews	compared	to	psychopaths	or	narcissists	and	are	also	more	likely	to	see	the	use	of
faking	in	interviews	as	fair.[113][114]	Men	and	women	high	in	Machiavellianism	may	use	different	tactics	to	influence	interviewers.	In	one	study,	which	examined	how	much	applicants	allowed	the	interviewers	to	direct	the	topics	covered	during	the	interview,	women	high	in	Machiavellianism	tended	to	allow	interviewers	more	freedom	to	direct	the
content	of	the	interview.	Men	high	in	Machiavellianism,	on	the	other	hand,	gave	interviewers	the	least	amount	of	freedom	in	directing	the	content	of	the	interview.[115]	Men	high	in	Machiavellianism	were	also	more	likely	to	make	up	information	about	themselves	or	their	experiences	during	job	interviews.[116]	Thus,	while	individuals	high	in
Machiavellianism	may	appear	to	do	well	in	interviews,	this	seems	to	be	largely	because	they	give	untrue	responses	and	because	they	want	to	control	interpersonal	interactions.Main	article:	Narcissism	in	the	workplaceNarcissists	typically	perform	well	at	job	interviews,	with	narcissists	receiving	more	favorable	hiring	ratings	from	interviewers	than
individuals	who	are	not	narcissists.[117]	Even	more	experienced	and	trained	raters	evaluate	narcissists	more	favorably.[118][119]	This	is	perhaps	because	interviews	are	one	of	the	few	social	situations	where	narcissistic	behaviors,	such	as	boasting	actually	create	a	positive	impression,	though	favorable	impressions	of	narcissists	are	often	short-lived.
[120]	Interviewers	initial	impressions	of	narcissistic	applicants	are	formed	primarily	on	the	basis	of	highly	visible	cues,	which	makes	them	susceptible	to	biases.[121]	Narcissists	are	more	skilled	at	displaying	likable	cues,	which	lead	to	more	positive	first	impressions,	regardless	of	their	long-term	likability	or	job	performance.	Upon	first	meeting
narcissists,	people	often	rate	them	as	more	agreeable,	competent,	open,	entertaining,	and	well-adjusted.	Narcissists	also	tend	to	be	neater	and	flashier	dressers,	display	friendlier	facial	expressions,	and	exhibit	more	self-assured	body	movements.[122]Importantly,	while	narcissistic	individuals	may	rate	their	own	job	performance	more	favorably,
studies	show	that	narcissism	is	not	related	to	job	performance.[123]Thus,	while	narcissists	may	seem	to	perform	better	and	even	be	rated	as	performing	better	in	interviews,	these	more	favorable	interview	ratings	are	not	predictive	of	favorable	job	performance,	as	narcissists	do	not	actually	perform	better	in	their	jobs	than	non-narcissists.Main
article:	Psychopathy	in	the	workplaceCorporate	psychopaths	are	readily	recruited	into	organizations	because	they	make	a	distinctly	positive	impression	at	interviews.[124]	They	appear	to	be	alert,	friendly,	and	easy	to	get	along	with	and	talk	to.	Theylook	like	they	are	of	good	ability,	emotionally	well	adjusted	and	reasonable,	and	these	traits	make	them
attractive	to	those	in	charge	of	hiring	staff	within	organizations.	Unlike	narcissists,	psychopaths	are	better	able	to	create	long-lasting	favorable	first	impressions,	though	people	may	still	eventually	see	through	their	facades.[125]	Psychopaths	undesirable	personality	traits	may	be	easily	misperceived	by	even	skilled	interviewers.	For	instance,	their
irresponsibility	may	be	misconstrued	by	interviewers	as	risk-taking	or	entrepreneurial	spirit.	Their	thrill-seeking	tendencies	may	be	conveyed	as	high	energy	and	enthusiasm	for	the	job	or	work.	Their	superficial	charm	may	be	misinterpreted	by	interviewers	as	charisma.[125][126]	It	is	worth	noting	that	psychopaths	are	not	only	accomplished	liars,	but
they	are	also	more	likely	to	lie	in	interviews.[112]	For	instance,	psychopaths	may	create	fictitious	work	experiences	or	resumes.[125]	They	may	also	fabricate	credentials	such	as	diplomas,	certifications,	or	awards.[125]	Thus,	in	addition	to	seeming	competent	and	likable	in	interviews,	psychopaths	are	also	more	likely	to	outright	make	up	information
during	interviews	than	non-psychopaths.There	are	many	differences	among	interviewers	that	may	affect	how	well	they	conduct	an	interview	and	make	decisions	about	applicants.	A	few	of	them	are	how	much	experience	they	have	as	an	interviewer,	their	personality,	and	intelligence.[127]	To	date,	it	is	not	clear	how	experience	affects	the	results	of
interviews.	In	some	cases,	prior	experience	as	an	interviewer	leads	them	to	use	more	of	the	information	provided	by	the	applicant	to	decide	if	an	applicant	is	right	for	the	job	intelligence.[127]	In	other	cases,	the	experience	of	the	interviewer	did	not	help	them	make	more	accurate	decisions.[128]	One	reason	for	the	different	results	could	be	the	type	of
experience	the	interviewer	had.[1]	Also,	other	differences	in	the	interviewer,	such	as	personality	or	intelligence,	could	be	a	reason	why	results	vary.[1]The	mental	ability	of	interviewers	may	play	a	role	in	how	good	they	are	as	interviewers.	Higher	mental	ability	is	important	because,	during	the	interview,	a	lot	of	information	needs	to	be	processed	what
the	applicant	said,	what	they	meant,	what	it	means	for	how	they	can	do	the	job,	etc.	Research	has	shown	that	those	higher	in	general	mental	ability	were	more	accurate	when	judging	the	personality	of	others.[129]	Also,	interviewers	who	have	higher	social	intelligence	and	emotional	intelligence	seem	to	do	a	better	job	of	understanding	how	an
applicant	behaves	in	an	interview	and	what	that	means	for	how	they	will	act	once	on	the	job.[130]	These	abilities	do	not	appear	to	be	enough	on	their	own	to	make	accurate	judgments.[131]The	personality	of	the	interviewer	may	also	affect	the	ratings	they	give	applicants.	There	are	many	ways	that	personality	and	social	skills	can	impact	one's	ability
to	be	a	good	judge	or	interviewer.	Some	of	the	specific	social	skills	good	judges	display	are	warmth,	interest	in	engaging	with	others,	and	eye	contact.[130]	Interviewers	who	display	warm	behaviors,	such	as	smiling	and	leaning	toward	the	applicant,	are	rated	more	positively	than	those	who	do	not	act	this	way	or	show	cold	behaviors.[132]	Interviewers
who	prefer	to	engage	with	others	also	tend	to	judge	applicants	more	accurately.[133]	It	is	likely	that	these	people	are	using	information	from	their	own	personalities	as	well	as	how	they	see	people	in	general	to	help	them	be	more	accurate.[133]There	is	extant	data	which	puts	into	question	the	value	of	job	interviews	as	a	tool	for	selecting	employees.
Where	the	aim	of	a	job	interview	is	ostensibly	to	choose	a	candidate	who	will	perform	well	in	the	job	role,	other	methods	of	selection	provide	greater	predictive	power	and	often	lower	costs.[134]An	interview	at	a	job	fairAs	discussed	previously,	interviews	with	more	structure	are	considered	best	practice,	as	they	tend	to	result	in	much	better	decisions
about	who	will	be	a	good	performing	employee	than	interviews	with	less	structure.[135]	Structure	in	an	interview	can	be	compared	to	the	standardization	of	a	typical	paper	and	pencil	test:	It	would	be	considered	unfair	if	every	test	taker	were	given	different	questions	and	a	different	number	of	questions	on	an	exam,	or	if	their	answers	were	each
graded	differently.	Yet	this	is	exactly	what	occurs	in	an	unstructured	interview;	interviewers	decide	the	number	and	content	of	questions,	rate	responses	using	whatever	strategy	they	want	(e.g.,	relying	on	intuition,	or	using	overall	ratings	at	the	end	of	the	interview	rather	than	after	each	time	the	applicant	responds),	and	may	score	some	applicants
more	harshly	than	others.	Thus,	interviewers	who	do	not	consider	at	least	a	moderate	amount	of	structure	may	make	it	hard	for	an	organization's	interview	to	effectively	select	candidates	that	best	fit	the	work	needs	of	the	organization.In	terms	of	reliability,	meta-analytic	results	provided	evidence	that	interviews	can	have	acceptable	levels	of
interrater	reliability,	or	consistent	ratings	across	interviewers	interrater	reliability	(i.e.	.75	or	above),	when	a	structured	panel	interview	is	used.[136]	In	terms	of	criterion-related	validity,	or	how	well	the	interview	predicts	later	job	performance	criterion	validity,	meta-analytic	results	have	shown	that	when	compared	to	unstructured	interviews,
structured	interviews	have	higher	validities,	with	values	ranging	from	.20-.57	(on	a	scale	from	0	to	1),	with	validity	coefficients	increasing	with	higher	degrees	of	structure.[135][2][134]	That	is,	as	the	degree	of	structure	in	an	interview	increases,	the	more	likely	interviewers	can	successfully	predict	how	well	the	person	will	do	on	the	job,	especially
when	compared	to	unstructured	interviews.	In	fact,	one	structured	interview	that	included	a)	a	predetermined	set	of	questions	that	interviewers	were	able	to	choose	from,	and	b)	interviewer	scoring	of	applicant	answers	after	each	individual	question	using	previously	created	benchmark	answers,	showed	validity	levels	comparable	to	cognitive	ability
tests	(traditionally	one	of	the	best	predictors	of	job	performance)	for	entry-level	jobs.[135]Honesty	and	integrity	are	attributes	that	can	be	very	hard	to	determine	using	a	formal	job	interview	process:	the	competitive	environment	of	the	job	interview	may	in	fact	promote	dishonesty.	Some	experts	on	job	interviews	express	a	degree	of	cynicism	towards
the	process.	[who?]Applicant	reactions	to	the	interview	process	include	specific	factors	such	as;	fairness,	emotional	responses,	and	attitudes	toward	the	interviewer	or	the	organization.[137]	Though	the	applicant's	perception	of	the	interview	process	may	not	influence	the	interviewer(s)	ability	to	distinguish	between	individuals'	suitability,	applicants
reactions	are	important	as	those	who	react	negatively	to	the	selection	process	are	more	likely	to	withdraw	from	the	selection	process.[138][139][140]	They	are	less	likely	to	accept	a	job	offer,	apply	on	future	occasions,[141]	or	to	speak	highly	of	the	organization	to	others	and	to	be	a	customer	of	that	business.[138][139][142]	Compared	to	other
selection	methods,	such	as	personality	or	cognitive	ability	tests,	applicants,	from	different	cultures	may	have	positive	opinions	about	interviews.[138][143]Interview	design	can	influence	applicants'	positive	and	negative	reactions,	though	research	findings	on	applicants	preferences	for	structured	compared	to	unstructured	interviews	appear
contradictory.[45][144]	Applicants'	negative	reactions	to	structured	interviews	may	be	reduced	by	providing	information	about	the	job	and	organization.[145]	Providing	interview	questions	to	applicants	before	the	interview,	or	telling	them	how	their	answers	will	be	evaluated,	are	also	received	positively.[146]The	type	of	questions	asked	can	affect
applicant	reactions.	General	questions	are	viewed	more	positively	than	situational	or	behavioral	questions[147]	and	'puzzle'	interview	questions	may	be	perceived	as	negative	being	perceived	unrelated	to	the	job,	unfair,	or	unclear	how	to	answer.[148]	Using	questions	that	discriminate	unfairly	in	law	unsurprisingly	are	viewed	negatively	with
applicants	less	likely	to	accept	a	job	offer,	or	to	recommend	the	organization	to	others.[149]Some	of	the	questions	and	concerns	on	the	mind	of	the	hiring	manager	include:Does	this	person	have	the	skills	I	need	to	get	the	job	done?Will	they	fit	in	with	the	department	or	team?Can	I	manage	this	person?Does	this	person	demonstrate	honesty,	integrity,
and	a	good	work	ethic?What	motivates	this	person?Do	I	like	this	person,	and	do	they	get	along	with	others?Will	they	focus	on	tasks	and	stick	to	the	job	until	it	is	done?Will	this	person	perform	up	to	the	level	the	company	requires	for	success?A	sample	of	intention	behind	questions	asked	for	understanding	observable	responses,	displayed	character,
and	underlying	motivation:What	did	the	candidate	really	do	in	this	job?What	role	did	they	play,	supportive	or	leading?How	much	influence	did	the	candidate	exert	on	the	outcomes	of	projects?How	did	the	candidate	handle	problems	that	came	up?How	does	this	candidate	come	across?How	serious	is	the	candidate	about	their	career	and	this	job?Are
they	bright	and	likable?Did	the	candidate	prepare	for	this	interview?Is	the	candidate	being	forthright	with	information?Does	this	person	communicate	well	in	a	somewhat	stressful	face-to-face	conversation?Does	the	candidate	stay	focused	on	the	question	asked	or	ramble	along?Did	the	candidate	exhibit	good	judgment	in	the	career	moves	he	or	she
made?Did	the	candidate	grow	in	their	job	and	take	on	more	responsibilities	over	time	or	merely	do	the	same	thing	repeatedly?Did	the	candidate	demonstrate	leadership,	integrity,	effective	communications,	teamwork,	and	persuasion	skills	(among	others)?The	'friendliness'	of	the	interviewer	may	be	equated	to	fairness	of	the	process	and	improve	the
likelihood	of	accepting	a	job	offer,[150]	and	face-to-face	interviews	compared	to	video	conferencing	and	telephone	interviews.[77]	In	video	conferencing	interviews	the	perception	of	the	interviewer	may	be	viewed	as	less	personable,	trustworthy,	and	competent.[151]Interview	anxiety	refers	to	having	unpleasant	feelings	before	or	during	a	job
interview.[152]	It	also	reflects	the	fear	of	partaking	in	an	interview.[101]	Job	candidates	may	feel	this	increased	sense	of	anxiety	because	they	have	little	to	no	control	over	the	interview	process.[153]	It	could	also	be	because	they	have	to	speak	with	a	stranger.[154]	Due	to	this	fear,	anxious	candidates	display	certain	behaviors	or	traits	that	signal	to
the	interviewer	that	they	are	anxious.	Examples	of	such	behaviors	include	frequent	pauses,	speaking	more	slowly	than	usual,	and	biting	or	licking	of	lips.[155]Research	has	identified	five	dimensions	of	interview	anxiety:	communication	anxiety,	social	anxiety,	performance	anxiety,	behavioral	anxiety	and	appearance	anxiety.[152]	Further	research
shows	that	both	the	interviewer	and	applicant	agree	that	speaking	slowly	is	a	clear	sign	of	interview	anxiety.	However,	they	do	not	agree	on	other	anxiety	indicators	such	as	frequent	pauses	and	biting	or	licking	of	lips.[155]	Trait	judgments	are	also	related	to	interview	anxiety	and	can	affect	interviewer	perceptions	of	anxiety.	Low	assertiveness	has
been	identified	as	the	key	trait	related	to	interview	anxiety.	Thus,	the	most	important	indicators	of	interview	anxiety	are	slow	speech	rate	and	low	assertiveness.[155]Another	issue	in	interview	anxiety	is	gender	differences.	Although	females	report	being	more	anxious	than	males	in	interviews,	their	anxiety	is	not	as	readily	detected	as	that	for	males.
This	can	be	explained	by	the	Sex-Linked	Anxiety	Coping	Theory	(SCT).	This	theory	suggests	that	females	cope	better	than	males	when	they	are	anxious	in	interviews.[156]Whether	anxieties	come	from	individual	differences	or	from	the	interview	setting,	they	have	important	costs	for	job	candidates.	These	include:	limiting	effective	communication	and
display	of	future	potential,[157]	reducing	interview	performance	and	evaluation	despite	potential	fit	for	the	job,[152]	and	reducing	the	chance	of	a	second	interview	compared	to	less	anxious	individuals.[158]Speaking	slowly	and	low	assertiveness	have	the	strongest	negative	impact	on	perceptions	of	interview	anxiety.	Thus,	candidates	who	experience
anxiety	in	interviews	should	try	to	display	assertive	behaviors	such	as	being	dominant,	professional,	optimistic,	attentive	and	confident[155]	In	addition,	they	should	speak	at	a	consistent	pace	that	is	not	unusually	slow.Applicants	who	view	the	selection	process	more	favorably	tend	to	be	more	positive	about	the	organization,	and	are	likely	to	influence
an	organization's	reputation.[152][159]	whereas,	in	contrast,	anxious	or	uncomfortable	during	their	interview	may	view	an	organization	less	favorably,	causing	the	otherwise	qualified	candidates	not	accepting	a	job	offer.[152]	If	an	applicant	is	nervous,	they	might	not	act	the	same	way	they	would	on	the	job,	making	it	harder	for	organizations	to	use
the	interview	for	predicting	someone's	future	job	performance.[152]In	many	countries	laws	are	put	into	place	to	prevent	organizations	from	engaging	in	discriminatory	practices	against	protected	classes	when	selecting	individuals	for	jobs.[160]	In	the	United	States,	it	is	unlawful	for	private	employers	with	15	or	more	employees	along	with	state	and
local	government	employers	to	discriminate	against	applicants	based	on	the	following:	race,	color,	sex	(including	pregnancy),	national	origin,	age	(40	or	over),	disability,	or	genetic	information	(note:	additional	classes	may	be	protected	depending	on	state	or	local	law).	More	specifically,	an	employer	cannot	legally	"fail	or	refuse	to	hire	or	to	discharge
any	individual,	or	otherwise	discriminate	against	any	individual	with	respect	to	his	compensation,	terms,	conditions,	or	privilege	of	employment"	or	"to	limit,	segregate,	or	classify	his	employees	or	applicants	for	employment	in	any	way	which	would	deprive	or	tend	to	deprive	any	individual	of	employment	opportunities	or	otherwise	adversely	affect	his
status	as	an	employee."[161][162]The	Civil	Rights	Act	of	1964	and	1991	(Title	VII)	were	passed	into	law	to	prevent	the	discrimination	of	individuals	due	to	race,	color,	religion,	sex,	or	national	origin.	The	Pregnancy	Discrimination	Act	was	added	as	an	amendment	and	protects	women	if	they	are	pregnant	or	have	a	pregnancy-related	condition.[163]The
Age	Discrimination	in	Employment	Act	of	1967	prohibits	discriminatory	practice	directed	against	individuals	who	are	40	years	of	age	and	older.	Although	some	states	(e.g.	New	York)	do	have	laws	preventing	the	discrimination	of	individuals	younger	than	40,	no	federal	law	exists.[164]The	Americans	with	Disabilities	Act	of	1990	protects	qualified
individuals	who	currently	have	or	in	the	past	have	had	a	physical	or	mental	disability	(current	users	of	illegal	drugs	are	not	covered	under	this	Act).	A	person	is	covered	if	he	has	a	disability	that	substantially	limits	a	major	life	activity,	has	a	history	of	a	disability,	is	regarded	by	others	as	being	disabled,	or	has	a	physical	or	mental	impairment	that	is	not
transitory	(lasting	or	expected	to	last	six	months	or	less)	and	minor.	In	order	to	be	covered	under	this	Act,	the	individual	must	be	qualified	for	the	job.	A	qualified	individual	is	"an	individual	with	a	disability	who,	with	or	without	reasonable	accommodation,	can	perform	the	essential	functions	of	the	employment	position	that	such	individual	holds	or
desires."[165]	Unless	the	disability	poses	an	"undue	hardship,"	reasonable	accommodations	must	be	made	by	the	organization.	"In	general,	an	accommodation	is	any	change	in	the	work	environment	or	in	the	way	things	are	customarily	done	that	enables	an	individual	with	a	disability	to	enjoy	equal	employment	opportunities."[165]	Examples	of
reasonable	accommodations	are	changing	the	workspace	of	an	individual	in	a	wheelchair	to	make	it	more	wheelchair	accessible,	modifying	work	schedules,	and/or	modifying	equipment.[166]	Employees	are	responsible	for	asking	for	accommodations	to	be	made	by	their	employer.[163]The	most	recent	law	to	be	passed	is	Title	II	of	the	Genetic
Information	Nondiscrimination	Act	of	2008.	In	essence,	this	law	prohibits	the	discrimination	of	employees	or	applicants	due	to	an	individual's	genetic	information	and	family	medical	history	information.In	rare	circumstances,	it	is	lawful	for	employers	to	base	hiring	decisions	on	protected	class	information	if	it	is	considered	a	Bona	Fide	Occupational
Qualification,	that	is,	if	it	is	a	"qualification	reasonably	necessary	to	the	normal	operation	of	the	particular	business."	For	example,	a	movie	studio	may	base	a	hiring	decision	on	age	if	the	actor	they	are	hiring	will	play	a	youthful	character	in	a	film.[167]Given	these	laws,	organizations	are	limited	in	the	types	of	questions	they	legally	are	allowed	to	ask
applicants	in	a	job	interview.	Asking	these	questions	may	cause	discrimination	against	protected	classes,	unless	the	information	is	considered	a	Bona	Fide	Occupational	Qualification.	For	example,	in	the	majority	of	situations	it	is	illegal	to	ask	in	the	USA	(and	some	other	countries)	the	following	questions	in	an	interview	as	a	condition	of
employment:What	is	your	date	of	birth?[149]Have	you	ever	been	arrested	for	a	crime?[149]Do	you	have	any	future	plans	for	marriage	and	children?[149]What	are	your	spiritual	beliefs?[168]How	many	days	were	you	sick	last	year?	Have	you	ever	been	treated	for	mental	health	problems?[168]What	prescription	drugs	are	you	currently	taking?
[168]Applicants	with	disabilities	may	be	concerned	with	the	effect	that	their	disability	has	on	both	interview	and	employment	outcomes.	Research	has	concentrated	on	four	key	issues:	how	interviewers	rate	applicants	with	disabilities,	the	reactions	of	applicants	with	disabilities	to	the	interview,	the	effects	of	disclosing	a	disability	during	the	interview,
and	the	perceptions	different	kinds	of	applicant	disabilities	may	have	on	interviewer	ratings.The	job	interview	is	a	tool	used	to	measure	constructs	or	overall	characteristics	that	are	relevant	for	the	job.	Oftentimes,	applicants	will	receive	a	score	based	on	their	performance	during	the	interview.	Research	has	found	different	findings	based	on
interviewers	perceptions	of	the	disability.	For	example,	some	research	has	found	a	leniency	effect	(i.e.,	applicants	with	disabilities	receive	higher	ratings	than	equally	qualified	non-disabled	applicants)	in	ratings	of	applicants	with	disabilities[169][170]	Other	research,	however,	has	found	there	is	a	disconnect	between	the	interview	score	and	the	hiring
recommendation	for	applicants	with	disabilities.	That	is,	even	though	applicants	with	disabilities	may	have	received	a	high	interview	score,	they	are	still	not	recommended	for	employment.[171][172]	The	difference	between	ratings	and	hiring	could	be	detrimental	to	a	company	because	they	may	be	missing	an	opportunity	to	hire	a	qualified	applicant.A
second	issue	in	interview	research	deals	with	the	applicants	with	disabilities	reactions	to	the	interview	and	applicant	perceptions	of	the	interviewers.	Applicants	with	disabilities	and	able-bodied	applicants	report	similar	feelings	of	anxiety	towards	an	interview.[173]	Applicants	with	disabilities	often	report	that	interviewers	react	nervously	and
insecurely,	which	leads	such	applicants	to	experience	anxiety	and	tension	themselves.	The	interview	is	felt	to	be	the	part	of	the	selection	process	where	covert	discrimination	against	applicants	with	disabilities	can	occur.[173]	Many	applicants	with	disabilities	feel	they	cannot	disclose	(i.e.,	inform	potential	employer	of	disability)	or	discuss	their
disability	because	they	want	to	demonstrate	their	abilities.	If	the	disability	is	visible,	then	disclosure	will	inevitably	occur	when	the	applicant	meets	the	interviewer,	so	the	applicant	can	decide	if	they	want	to	discuss	their	disability.	If	an	applicant	has	a	non-visible	disability,	however,	then	that	applicant	has	more	of	a	choice	in	disclosing	and
discussing.	In	addition,	applicants	who	were	aware	that	the	recruiting	employer	already	had	employed	people	with	disabilities	felt	they	had	a	more	positive	interview	experience.[173]	Applicants	should	consider	if	they	are	comfortable	with	talking	about	and	answering	questions	about	their	disability	before	deciding	how	to	approach	the
interview.Research	has	also	demonstrated	that	different	types	of	disabilities	have	different	effects	on	interview	outcomes.	Disabilities	with	a	negative	stigma	and	that	are	perceived	as	resulting	from	the	actions	of	the	person	(e.g.,	HIV-Positive,	substance	abuse)	result	in	lower	interview	scores	than	disabilities	for	which	the	causes	are	perceived	to	be
out	of	the	individual's	control	(e.g.,	physical	birth	defect).[172]	A	physical	disability	often	results	in	higher	interviewer	ratings	than	psychological	(e.g.,	mental	illness)	or	sensory	conditions	(e.g.,	Tourette	Syndrome).[170][174]	In	addition,	there	are	differences	between	the	effects	of	disclosing	disabilities	that	are	visible	(e.g.,	using	a	wheelchair)	and
non-visible	(e.g.,	Epilepsy)	during	the	interview.	When	applicants	had	a	non-visible	disability	and	disclosed	their	disability	early	in	the	interview	they	were	not	rated	more	negatively	than	applicants	who	did	not	disclose.	In	fact,	they	were	liked	more	than	the	applicants	who	did	not	disclose	their	disability	and	were	presumed	not	disabled.[175]
Interviewers	tend	to	be	impressed	by	the	honesty	of	the	disclosure.[174]	Strong	caution	needs	to	be	taken	with	applying	results	from	studies	about	specific	disabilities,	as	these	results	may	not	apply	to	other	types	of	disabilities.	Not	all	disabilities	are	the	same	and	more	research	is	needed	to	find	whether	these	results	are	relevant	for	other	types	of
disabilities.Some	practical	implications	for	job	interviews	for	applicants	with	disabilities	include	research	findings	that	show	there	are	no	differences	in	interviewer	responses	to	a	brief,	shorter	discussion	or	a	detailed,	longer	discussion	about	the	disability	during	the	interview.[174]	Applicants,	however,	should	note	that	when	a	non-visible	disability	is
disclosed	near	the	end	of	the	interview,	applicants	were	rated	more	negatively	than	early	disclosing	and	non-disclosing	applicants.	Therefore,	it	is	possible	that	interviewers	feel	individuals	who	delay	disclosure	may	do	so	out	of	shame	or	embarrassment.[176][self-published	source?]	In	addition,	if	the	disability	is	disclosed	after	being	hired,	employers
may	feel	deceived	by	the	new	hire	and	reactions	could	be	less	positive	than	would	have	been	in	the	interview.[177]	If	applicants	want	to	disclose	their	disability	during	the	interview,	research	shows	that	a	disclosure	and/or	discussion	earlier	in	the	interview	approach	may	afford	them	some	positive	interview	effects.[178]	The	positive	effects,	however,
are	preceded	by	the	interviewers	perception	of	the	applicants	psychological	well-being.	That	is,	when	the	interviewer	perceives	the	applicant	is	psychologically	well	and/or	comfortable	with	his	or	her	disability,	there	can	be	positive	interviewer	effects.	In	contrast,	if	the	interviewer	perceives	the	applicant	as	uncomfortable	or	anxious	discussing	the
disability,	this	may	either	fail	to	garner	positive	effect	or	result	in	more	negative	interview	ratings	for	the	candidate.	Caution	must	again	be	taken	when	applying	these	research	findings	to	other	types	of	disabilities	not	investigated	in	the	studies	discussed	above.	There	are	many	factors	that	can	influence	the	interview	of	an	applicant	with	a	disability,
such	as	whether	the	disability	is	physical	or	psychological,	visible	or	non-visible,	or	whether	the	applicant	is	perceived	as	responsible	for	the	disability	or	not.	Therefore,	applicants	should	make	their	own	conclusions	about	how	to	proceed	in	the	interview	after	comparing	their	situations	with	those	examined	in	the	research	discussed	here.[citation
needed]Although	it	is	illegal[where?]	for	employers	to	ask	about	applicants	arrest	record	during	an	interview	as	a	deciding	factor	in	applicant	hiring	decisions,	employers	do	have	the	right	to	obtain	information	about	applicants	criminal	convictions	before	hiring,	including	during	the	interview	phase.[149]	Many	companies	consider	hiring	applicants
with	criminal	history	a	liability.	For	instance,	if	a	company	hired	someone	with	an	assault	charge	and	that	person	later	assaulted	another	employee	or	vendor,	some	people	would	say	that	the	company	was	liable	or	legally	responsible	for	not	maintaining	a	safe	work	environment.	Although	the	legalities	are	more	complex,	this	potential	responsibility	an
organization	may	carry	often	is	a	reason	why	many	companies	conduct	criminal	background	checks.	When	making	hiring	decisions	that	somewhat	depend	on	one's	criminal	background,	employers	must	consider	the	following:Employers	should	only	ask	about	an	applicant's	criminal	conviction	history	if	it	is	job	related.[179]Treating	job	applicants	with
criminal	histories	differently	based	on	their	race	or	national	origin	is	a	disparate	treatment	liability.[180]	Disparate	treatment	is	defined	as	intentional	discrimination[181]	If	employers	ask	about	criminal	convictions	in	the	interview	process,	the	interviewer	must	ask	all	interviewees	and	not	just	interviewees	of	a	perceived	sex,	race,	or	national
origin.Excluding	applicants	with	certain	criminal	records	may	end	up	overly	excluding	groups	of	individuals	protected	under	Title	VII[182]	which	is	a	disparate	impact	liability.[180]	Disparate	impact	is	defined	as	unintentional	discrimination.[183]Some	states	have	different	laws	about	how	arrest	and	conviction	records	can	be	used	in	hiring	decisions
and	when	employers	can	obtain	information	about	criminal	records.[179]Although	not	much	research	has	been	conducted	to	examine	whether	applicants	should	talk	about	their	criminal	histories	or	not,	a	2012	study[184]	found	that	employers	were	more	likely	to	hire	someone	with	a	criminal	record	if	the	applicant	made	face-to-face	contact	with	the
employer	and	was	prepared	and	willing	to	discuss	his/her	job	related	knowledge.	Applicants	also	had	an	increased	chance	of	being	hired	if	they	discussed	what	they	learned	from	their	experience	in	the	justice	system,	as	well	as	how	they	were	rehabilitated,	during	the	interview.	This	study	found	that	employers	preferred	applicants	that	revealed	their
criminal	records	upfront	and	were	willing	to	take	responsibility	for	their	actions.[184]Ban	the	Box	is	a	campaign	to	remove	the	question	about	criminal	history	from	job	applications	as	an	opportunity	to	give	people	with	criminal	histories	a	reasonable	chance	in	the	employment	selection	process.	By	allowing	applicants	to	be	interviewed	before
disclosing	their	criminal	histories,	this	campaign	seeks	to	increase	the	number	of	applicants	with	criminal	histories	in	the	workplace.[185]	The	campaign	focuses	on	how	discrimination	in	the	recruiting	phase	of	selection	makes	it	harder	for	people	with	criminal	convictions	to	obtain	employment.	Not	having	employment	makes	it	harder	for	people	with
criminal	histories	to	support	their	families,	and	a	lack	of	a	job	can	lead	to	an	increased	chance	of	the	person	becoming	a	repeat	offender.[186]Job	applicants	who	are	underweight	(to	the	point	of	emaciation),	overweight	or	obese	may	face	discrimination	in	the	interview.[187][188]	The	negative	treatment	of	overweight	and	obese	individuals	may	stem
from	beliefs	that	weight	is	controllable	and	those	who	fail	to	control	their	weight	are	lazy,	unmotivated,	and	lack	self-discipline.[189][190]	Underweight	individuals	may	also	be	subject	to	appearance-related	negative	treatment.[188]	Underweight,	overweight	and	obese	applicants	are	not	protected	from	discrimination	by	any	current	United	States
laws.[187]	However,	some	individuals	who	are	morbidly	obese	and	whose	obesity	is	due	to	a	physiological	disorder	may	be	protected	against	discrimination	under	the	Americans	with	Disabilities	Act.[191]Discrimination	against	pregnant	applicants	is	illegal	under	the	Pregnancy	Discrimination	Act	of	1978,	which	views	pregnancy	as	a	temporary
disability	and	requires	employers	to	treat	pregnant	applicants	the	same	as	all	other	applicants.[192]	Yet,	discrimination	against	pregnant	applicants	continues	both	in	the	United	States	and	internationally.[192][193]	Research	shows	that	pregnant	applicants	compared	to	non-pregnant	applicants	are	less	likely	to	be	recommended	for	hire.[194][195]
Interviewers	appear	concerned	that	pregnant	applicants	are	more	likely	than	non-pregnant	applicants	to	miss	work	and	even	quit.[195]	Organizations	who	wish	to	reduce	potential	discrimination	against	pregnant	applicants	should	consider	implementing	structured	interviews,	although	some	theoretical	work	suggests	interviewers	may	still	show
biases	even	in	these	types	of	interviews.[194][196]Employers	are	using	social	networking	sites	like	Facebook	and	LinkedIn	to	obtain	additional	information	about	job	applicants.[197][198][199]	While	these	sites	may	be	useful	to	verify	resume	information,	profiles	with	pictures	also	may	reveal	much	more	information	about	the	applicant,	including
issues	pertaining	to	applicant	weight	and	pregnancy.[200]	Some	employers	are	also	asking	potential	job	candidates	for	their	social	media	logins	which	has	alarmed	many	privacy	watch	dogs	and	regulators.[201]Although	this	article	does	discuss	some	issues	of	job	applicant	discrimination,	there	could	be	many	more	types	and	factors	of	discrimination
in	the	workplace	than	noted	here.	The	most	common	types	of	discrimination	within	the	workplace	are	ethnic	and	gender/sexual	orientation	discrimination.	In	an	experiment	performed	in	the	US	by	Marianne	Bertrand	and	Sendhil	Mullainathan,	it	was	noted	that	job	applicants	"with	white-sounding	names	got	50	percent	more	callbacks	for	interviews
than	those	with	African-American-sounding	names"	[202]	This	shows	that	something	as	simple	as	a	person's	name	could	be	the	reason	they	do	or	do	not	get	a	chance	to	have	a	job	interview.Another	note	to	add	to	this	article,	is	the	idea	of	how	discrimination	within	a	workplace/job	interview	can	affect	a	person's	health	and	wellbeing.	A	person	that	is
looking	to	find	a	job,	no	matter	the	industry,	should	not	have	to	worry	about	whether	or	not	they	are	a	good	candidate	because	of	what	discrimination	might	be	placed	against	them.	"Perceived	discrimination	can	cause	a	lot	of	stress	to	an	individual"	[203]	which	in	turn	could	make	it	more	difficult	for	a	person	to	get	job/job	interview.As	with	the
common	comparisons	between	Eastern	and	Western	cultures,	interviews	and	the	constructs	assessed	by	the	interview	have	been	found	to	differ	across	the	world.	For	example,	studies	of	the	United	States	of	America	(USA)	to	Canada	have	found	conflicting	results	in	average	levels	of	agreeableness	in	each	country.[204]	People	tend	to	use	social
comparison	when	reporting	their	own	level	of	agreeableness.[204]	Even	though	Canadians	are	likely	to	be	more	agreeable,	they	might	score	similarly	to	those	individuals	from	the	USA.[204]	In	situations	where	social	comparison	is	a	factor,	an	honest	answer	could	result	in	under-	or	over-estimation.Because	of	these	cultural	differences,	more
businesses	are	adding	cross-cultural	training	to	their	HR	training.[205][206]	The	goal	of	cross-cultural	training	is	to	improve	one's	ability	to	adapt	and	judge	people	from	other	cultures.	This	training	is	a	first	step	in	ensuring	the	process	of	using	the	job	interview	to	decide	whom	to	hire	works	the	same	in	a	selection	situation	where	there	are	cross-
cultural	factors.One	cultural	difference	in	the	job	interview	is	in	the	type	of	questions	applicants	will	expect	and	not	expect	to	be	asked.[207]	Interviewers	outside	the	USA	often	ask	about	family,	marital	status,	and	children.[207]	These	types	of	questions	are	usually	not	allowed	by	USA	job	laws	but	are	acceptable	in	other	countries.	Applicants	can	be
surprised	by	questions	interviewers	ask	them	that	are	not	appropriate	or	consistent	with	their	own	cultures.	For	example,	in	Belgium	and	Russia,	interviewers	are	unlikely	to	ask	about	an	applicant's	personal	values,	opinions	and	beliefs.[207]	Thus,	USA	interviewers	who	do	ask	applicants	about	their	values	can	make	non-USA	applicants	uneasy	or
misinterpret	the	reason	they	are	not	prepared.Another	difference	is	in	the	consistency	with	which	common	constructs,	even	those	that	generalize	across	cultures,	predict	across	different	countries	and	cultures.	For	example,	those	who	seem	high	in	Agreeableness	can	do	less	well	on	the	job	in	European	workplaces.[205]	But	those	high	in
Agreeableness	in	the	USA	or	Japan	will	do	better	on	the	job	as	measured	on	the	same	criteria.[205]	In	some	cases	the	structured	Behavior	Description	Interview	(BDI)	that	predicts	who	will	do	well	on	the	job	in	some	countries,	from	their	interview	scores,	fails	to	predict	accurately	which	applicants	to	hire	in	other	countries.[205]There	are	a	few	ways
that	cross-cultural	differences	can	mess	up	the	results	of	our	attempts	to	predict	job	performance.[208]	The	first	source	of	error	is	construct	bias,	the	possibility	that	the	construct	being	measured	is	viewed	differently	by	those	from	another	culture	if	it	exists	at	all.	One	way	this	could	happen	is	if	the	behaviors	a	person	displays,	that	go	with	that
construct,	are	viewed	differently	in	different	cultures.	It	could	also	be	the	extent	to	which	the	construct	even	exists	in	their	country.	For	example,	the	Multidimensional	Work	Ethic	Profile	(MWEP),	is	a	scale	demonstrated	to	work	across	many	countries.[209][210][211]	However,	in	China	the	MWEP	concept/dimension	of	Leisure	has	been	shown	to
have	poor	equivalence	with	other	countries,	and	may	be	a	culturally	inappropriate	assessment	due	to	the	Confucian	concept	of	hard	work	without	leisure.[212]	Research	has	shown	that	differences	in	the	levels	of	established	cross-cultural	constructs	such	as	Cultural	Tightness-Looseness	increase	or	decrease	the	effect	of	the	Five	Factor	Model
personality	traits.[213]	Tight	cultures	have	strong	social	norms	and	adherence	coupled	with	low	tolerance	for	behavior	that	deviates	from	those	norms,	and	loose	cultures	are	the	opposite	with	weak	norms	and	high	tolerance	for	deviance.[214]	An	interviewer	from	a	tight	culture	might	view	the	normal	behaviors	of	a	loose	cultured	interviewee	as	signs
of	a	poor	moral	character	despite	the	behavior	being	normal.	As	such,	differences	between	the	tightness-looseness	of	the	interviewer's	and	interviewee's	home	countries	can	introduce	method	bias,	negatively	affecting	the	interviewer's	assessment	of	the	interviewee's	answers	and	behaviors.	First	construct	bias	must	be	measured	by	comparing	groups
of	persons	from	distinct	cultures	and	comparing	if	any	real	differences	are	discovered.	The	information	on	those	differences	can	be	used	to	make	the	adjustments	needed	to	allow	the	construct	to	measure	what	it	is	intended	to	measure	in	people	from	different	cultures.Response	bias	is	another	cross-cultural	difference	that	has	been	shown	to	affect
how	we	measure	constructs	and	interpret	the	results.[215]	Social	desirability	bias	is	a	tendency	to	give	a	socially	acceptable	answer,	even	if	it	is	a	lie	because	we	want	to	look	good.	Giving	socially	acceptable,	but	partly	or	completely	false,	answers	can	inflate	interview	scores.[216]	One	simple	example	of	socially	acceptable	answers	is	called
acquiescence	bias,	which	is	a	tendency	to	agree	with	all	questions	with	a	positive	meaning.[216]	People	also	have	been	found	to	show	different	attitudes	towards	answers	on	the	extreme	high	and	low	end	of	a	set	of	options	(extremely	agree	or	extremely	disagree).[216]	In	some	cases,	people	from	different	cultures	may	just	be	unfamiliar	with	a	word
(term,	concept,	context)	or	with	a	type	of	question.[216]	Another	research	study	found	that	self	and	other	reports	of	conscientiousness	failed	to	relate	with	expected	job	behaviors	across	cultures,	demonstrating	that	one	of	the	most	predictive	constructs	in	the	USA	is	tied	to	aspects	of	USA	culture	that	may	not	be	present	in	a	different	type	of	culture.
[204]For	example,	in	the	West,	applicants	prefer	to	eliminate	details	and	focus	on	the	larger	issue,	tending	towards	a	comprehensive	evaluation	starting	from	individual	elements	and	then	moving	towards	the	whole.[217]	In	Japan,	a	respondent	would	go	from	the	general	to	the	specific	in	answering,	preferring	to	divide	a	problem	and	analyze	it	piece
by	piece.	Likewise,	there	are	differences	between	individualist	and	collectivist	cultures	in	the	types	of	answers	they	chose.	When	given	a	series	of	options,	individualists	tend	to	choose	the	task-oriented	option	that	involves	direct	communication	with	others.[217]	Yet	collectivists	choose	the	option	that	sees	group	harmony	and	protecting	or	saving	face
for	others	as	more	important.[217]	These	differences	can	introduce	method	bias	when	interviewers	evaluate	or	score	how	the	applicant	did	in	the	interview.	This	is	why	it	is	important	to	understand	how	and	why	the	best	answer	in	one	culture	is	not	the	best	elsewhere.	It	might	even	be	completely	wrong.There	is	also	item	bias	introduced	by	the	actual
items	or	questions	in	an	interview.	Poor	item	translation	can	be	a	problem.[208]	This	might	be	incorrectly	translating	the	same	item	to	another	language	such	as	in	an	organization	that	hires	both	English	and	Spanish-speaking	employees.	Or	it	might	be	in	someone	not	understanding	the	wording	of	an	item	because	they	are	not	native	to	that	country's
language.	Similar	to	construct	bias,	the	wording	of	an	item	can	result	in	measuring	different	traits	because	of	different	meanings	in	the	two	different	cultures.College	interviewJob	hunting^	a	b	c	d	e	f	g	h	Dipboye,	Robert	L.;	Macan,	Therese;	Shahani-Denning,	Comila	(2012).	"The	Selection	Interview	from	the	Interviewer	and	Applicant	Perspectives:
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attending	a	job	interview,	the	first	thing	youll	be	asked	to	do	is	introduce	yourself.	How	do	you	start	this	self	introduction	for	a	job	interview?A	well-crafted	self-introduction	sets	the	tone	for	the	rest	of	the	interview,	establishes	your	confidence,	and	highlights	your	key	qualifications	in	a	concise	way.But	how	do	you	strike	the	perfect	balance	between
being	professional	and	personable?	In	this	guide,	well	show	you	how	to	ace	your	self-introduction	for	a	job	interview	and	provide	sample	introductions	that	you	can	tailor	to	suit	your	own	style.	An	introduction	letter	is	akin	to	a	tool	for	personal	promotion.	Its	a	method	of	making	contact	and	introducing	oneself	to	people	within	a	business,	whether	its	a
hiring	manager,	a	prospective	team	member,	or	someone	else	youd	like	to	get	to	know	better.Consider	it	an	opportunity	to	go	beyond	the	conventional	resume	bullet	points.	You	can	explain	your	story,	highlight	your	unique	skills	and	experiences,	and	create	a	convincing	case	for	why	youd	be	an	excellent	candidate	for	the	position	youre
seeking.Furthermore,	these	letters	are	useful	not	just	for	job	searchers	but	also	for	networking,	business	development,	and	team	projects.	It	all	boils	down	to	making	business	relationships	and	leaving	a	lasting	impression,	which	leads	to	exciting	chances.	Below,	we	will	explain	how	to	craft	a	self	introduction	letter	for	job	interview	and	application
with	sample	you	can	twerk	to	suit	your	style.See	also:	Why	Do	You	Want	To	Join	Our	Company?	How	to	Answer	&	17	Best	Sample	Answers	Your	self-introduction	is	your	chance	to	make	a	positive	first	impression	on	the	interviewer.	This	brief	but	impactful	part	of	the	conversation	should	give	insight	into	who	you	are,	your	professional	background,	and
why	youre	here	today.Its	about	presenting	yourself	in	a	way	that	aligns	with	the	role	youre	applying	for	while	showing	a	bit	of	your	personality.	To	deliver	a	strong	self-introduction,	follow	a	clear	structure	that	allows	you	to	cover	the	necessary	points	without	rambling.	A	concise	and	confident	introduction	typically	includes	the	following	components:
Start	with	a	simple	greeting	and	thank	the	interviewer	for	the	opportunity.It	is	important	to	greet	or	salute	the	interviewers	professionalism.	If	you	can	find	the	recipients	name,	thats	always	a	great	idea.	This	personal	touch	creates	an	immediate	rapport	and	proves	that	you	did	your	research.	Mention	your	full	name	and	a	brief	description	of	your
current	role	or	what	youre	doing	professionally.	Basically,	this	is	an	introduction	of	yourself;	keep	it	concise	and	straight	to	the	point.	Talk	about	the	job	titles	youve	held	and	the	industry	relevant	to	the	position	youre	applying	for	or	the	role.Your	goal	is	to	establish	a	connection.	Catch	their	attention	and	make	them	curious	about	what	you	can
offer.See	also:	30+	Ultimate	Reasons	For	Job	Change	With	Tips	&	Sample	Answers	Offer	a	quick	overview	of	your	relevant	work	experience	or	education.Its	time	to	highlight	your	experiences	and	qualifications.	Heres	your	chance	to	highlight	the	important	abilities	and	experiences	that	make	you	a	great	asset.	Dont	forget	to	relate	them	to	the	position
or	sector	of	the	economy	you	are	pursuing.Its	important	to	demonstrate	how	your	qualifications	make	you	the	ideal	candidate	rather	than	merely	restating	them.	Highlight	a	few	specific	skills	or	accomplishments	that	are	relevant	to	the	job	youre	applying	for.Heres	your	moment	to	brag	a	little.	Highlight	specific	examples	of	your	accomplishments	on
your	CV	that	set	you	apart	from	the	competition.Tell	your	prospective	employer	about	your	successes,	such	as	awards,	promotions,	and	notable	efforts.	You	want	to	demonstrate	that	you	have	what	it	takes	to	help	their	organization	attain	similar	success.	Do	not	leave	the	reader	guessing	what	you	intend	to	accomplish.	Make	it	very	clear	what	you
expect	them	to	do	after	that.	Would	you	like	them	to	review	your	portfolio	or	resume?	Would	you	like	to	schedule	a	phone	discussion	or	an	informational	interview?	Make	a	bold	statement	and	provide	a	simple	call	to	action.	This	will	steer	their	future	interactions	with	you.Conclude	by	stating	why	youre	excited	about	this	opportunity	and	how	it	aligns
with	your	career	goals.	Keep	your	closing	words	in	your	letter	respectful	but	professional.	Thank	you	for	your	time	and	thoughtfulness.	Finish	with	a	positive	sentence.	Remember	to	provide	space	for	your	signature,	full	name,	and	contact	information	(a	phone	number	and	email	address	are	normal).	This	ensures	rapid	access	to	your	information	for
future	correspondence.See	also:	How	To	Write	A	Casual	Leave	Application	Letter	For	Office	When	preparing	your	self-introduction	for	a	job	interview,	keep	the	following	tips	in	mind	to	ensure	you	make	a	memorable	impact:	Your	introduction	should	be	brief,	typically	between	30	seconds	to	1	minute.	Stick	to	information	that	is	relevant	to	the	role
youre	applying	for.	Dont	overwhelm	the	interviewer	with	too	much	information;	instead,	focus	on	key	highlights	that	make	you	stand	out	as	a	candidate.	Every	job	is	different,	so	tailor	your	introduction	to	the	specific	role	and	company	youre	interviewing	for.	Emphasize	experiences	and	skills	that	are	particularly	relevant	to	the	job,	and	avoid	giving	a
generic	response.	A	little	bit	of	enthusiasm	goes	a	long	way.	Your	self-introduction	should	convey	excitement	about	the	opportunity	and	confidence	in	your	abilities.	Smile,	maintain	eye	contact,	and	speak	clearly	to	convey	that	youre	genuinely	interested	in	the	position.	Its	important	to	practice	your	self-introduction	before	the	interview	to	ensure	it
flows	naturally.	However,	dont	memorize	it	word-for-word,	as	this	can	make	you	sound	robotic	or	overly	rehearsed.	Instead,	focus	on	the	key	points	you	want	to	cover	and	let	the	introduction	come	across	naturally.See	also:	How	To	Write	a	Half	Day	Leave	Application	Letter	|	With	Template	and	Example	Here	are	some	sample	self-introductions	to	give
you	a	better	idea	of	how	to	say	your	own.	We	have	shown	them	for	different	experience	levels.	Good	morning,	and	thank	you	for	having	me	today.	My	name	is	Sarah	Miller,	and	I	recently	graduated	from	XYZ	University	with	a	degree	in	Marketing.	During	my	studies,	I	completed	internships	at	two	digital	marketing	agencies	where	I	gained	hands-on
experience	in	social	media	strategy	and	SEO.	Im	really	excited	about	this	opportunity	at	[Company	Name]	because	I	admire	your	innovative	approach	to	online	marketing,	and	I	believe	my	background	in	digital	campaigns	can	help	contribute	to	your	success.Why	use	this?This	introduction	highlights	the	candidates	recent	education	and	relevant
internship	experience.	It	also	ties	her	enthusiasm	for	the	role	to	the	companys	approach,	making	her	introduction	feel	personalized	and	specific.	Hello,	Im	John	Roberts,	and	Ive	been	working	as	a	software	developer	for	the	past	six	years.	I	started	my	career	at	a	small	tech	startup	where	I	wore	multiple	hats,	which	helped	me	develop	strong	problem-
solving	skills.	For	the	last	three	years,	Ive	been	working	at	ABC	Tech,	specializing	in	mobile	app	development.	Im	particularly	proud	of	leading	a	project	that	improved	our	apps	user	engagement	by	30%.	Im	excited	about	this	role	at	[Company	Name]	because	I	see	it	as	a	chance	to	apply	my	skills	in	a	larger,	fast-paced	environment	while	contributing
to	your	teams	growth.Why	use	this?This	introduction	demonstrates	Johns	experience	and	key	achievements	while	showing	how	his	background	aligns	with	the	new	role.	Its	brief	yet	detailed,	giving	the	interviewer	a	clear	idea	of	what	he	brings	to	the	table.	Hi,	my	name	is	Emily	Brown,	and	Im	transitioning	into	the	field	of	data	analysis	after	spending
the	last	five	years	in	marketing.	In	my	previous	role,	I	developed	a	strong	interest	in	using	data	to	drive	decision-making	and	began	taking	online	courses	to	deepen	my	knowledge	in	data	analysis.	Ive	recently	completed	a	certification	in	Data	Science	from	Coursera	and	have	been	working	on	freelance	projects	to	build	my	skills.	Im	excited	about	the
opportunity	to	bring	a	fresh	perspective	to	your	team	at	[Company	Name]	and	apply	my	marketing	background	in	a	new	way.Why	use	this?Emily	acknowledges	her	career	change	while	highlighting	her	proactive	efforts	to	gain	new	skills.	She	emphasizes	how	her	previous	experience	will	benefit	her	in	this	new	role,	which	makes	her	transition	seem
intentional	and	well	thought	out.	Good	afternoon,	Im	James	Carter,	and	Ive	spent	the	last	15	years	in	leadership	roles	in	the	finance	sector.	Most	recently,	I	served	as	Vice	President	of	Operations	at	XYZ	Corporation,	where	I	led	a	team	of	50	and	implemented	strategic	initiatives	that	increased	our	operational	efficiency	by	25%.	Im	drawn	to	this
opportunity	at	[Company	Name]	because	of	your	companys	vision	for	growth,	and	Im	excited	to	bring	my	expertise	in	scaling	operations	to	help	achieve	that	vision.Why	use	this?James	presents	a	confident	and	concise	summary	of	his	leadership	experience,	focusing	on	tangible	results.	His	introduction	demonstrates	how	his	background	and	goals
align	with	the	companys	growth	ambitions.See	also:	21+	Leave	Application	For	Office	For	Personal	Reason	Samples	While	a	strong	self-introduction	can	set	the	stage	for	a	successful	interview,	there	are	a	few	common	pitfalls	you	should	avoid:	Avoid	general	statements	like	Im	a	hard	worker	or	Im	passionate	about	what	I	do.	These	dont	provide	any
meaningful	insight	into	who	you	are	or	what	you	bring	to	the	role.	Instead,	focus	on	specific	skills,	experiences,	and	accomplishments	that	make	you	unique.	Your	self-introduction	is	meant	to	be	brief,	so	avoid	going	off	on	tangents	or	providing	unnecessary	details.	Keep	it	concise	and	focused	on	the	aspects	that	are	most	relevant	to	the	job.	While	its
good	to	let	your	personality	show,	your	self-introduction	should	remain	professional.	Keep	personal	details,	such	as	your	hobbies	or	family	life,	to	a	minimum	unless	they	are	directly	relevant	to	the	job.	Winging	your	self-introduction	can	make	you	seem	unprepared	and	unprofessional.	Take	the	time	to	practice	your	introduction	ahead	of	time	so	that	it
feels	natural	and	polished.See	also:	How	to	Write	a	Medical	Leave	Application	Letter	|	With	Template	and	Example	Make	Eye	Contact:	Eye	contact	shows	confidence	and	helps	build	a	connection	with	your	interviewer.Smile:	A	genuine	smile	can	make	a	great	first	impression	and	help	you	come	across	as	friendly	and	approachable.Watch	Your	Body
Language:	Sit	up	straight,	avoid	fidgeting,	and	use	positive,	open	gestures.Adapt	to	the	Company	Culture:	If	the	company	is	known	for	being	formal,	keep	your	tone	professional.	If	its	more	relaxed,	a	slightly	casual	tone	may	work	better.	A	well-presented	self-introduction	for	a	job	interview	is	your	chance	to	get	hired.	Its	important	to	make	a	strong
first	impression	by	being	concise,	confident,	and	specific.	Follow	the	tips	and	examples	in	this	article	to	write	yours.	Youll	ace	the	interview	surely.	1.	Whats	the	ideal	length	of	a	self-introduction	for	a	job	interview?	Your	self-introduction	should	be	brief,	ideally	between	30	seconds	and	1	minute.	Focus	on	highlighting	key	aspects	of	your	background
and	why	youre	a	good	fit	for	the	role	without	going	into	too	much	detail.2.	Should	I	memorize	my	self-introduction?	Its	better	to	practice	your	self-introduction	several	times	rather	than	memorize	it	word-for-word.	This	way,	it	will	come	across	more	naturally	and	allow	you	to	adjust	it	based	on	the	flow	of	the	interview.3.	Can	I	mention	personal	hobbies
or	interests	in	my	self-introduction?	Personal	hobbies	or	interests	can	be	mentioned	if	theyre	directly	relevant	to	the	job	or	the	company	culture.	However,	keep	the	focus	on	your	professional	background	and	how	it	aligns	with	the	role	youre	applying	for.Tealhq	Self	Introduction	For	Job	Interview	and	application	Indeed	Self	Introduction	For	Job
application	
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