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Competence based interviews

Competency-based interview questions are one of the most common questions asked of job candidates. Competency questions are usually situational questions designed to test your soft skills and core competencies by learning about your past experience. When a hiring manager asks this type of question, they want to hear about specific skills and
real-life examples of your key competencies. Let’s look at how to use the STAR Method to answer competency interview questions, followed by 25 common questions and sample answers. 5 Tips for Your Answer Here are five tips to show you will be a good fit for any company. Be positive throughout the hiring process. Focus on how your personal
attributes and technical skills contributed to the positive outcome. Use the job description and selection criteria for the specific role you are applying for to predict possible interview questions. Use the STAR technique and provide examples of situations where you demonstrated each core competency. Be prepared for follow-up questions. 5 Mistakes
to Avoid Avoiding these mistakes will show you are the best candidate for the job. Don’t criticize your last job or colleagues in your situation examples. Don’t be desperate. Avoid saying things like “I’ll do anything!” Avoid clichés like “I have initiative.” Instead, provide an example of when you demonstrated the desired skillset. Avoid answering with “I
don’t know.” Always refer to your past behavior or experiences. Don’t ask what the company does or if it is a good company. This shows a lack of research and awareness. How to Answer: STAR Format The STAR approach is the best way to demonstrate your core competencies as they apply to a specific situation. Give an example of a time when you
approached a specific task, outlining the actions you took and what the result was. Here is what the STAR acronym means: S: Situation - Begin by describing a situation where you demonstrated the target competency. T: Task - Explain a difficult task that had to be completed. A: Action - State what actions you took to complete the task. R: Results -
Describe the outcome resulting from your actions. 25 Most Asked Competency Based Interview Questions and Answers (by Competency) Competency: Commitment to Development #1. Describe a time you were given negative feedback. S: In my previous role, I received negative feedback during a performance review. T: I had to improve my
performance by 20%, or I would not be eligible for a raise that year. A: I asked my manager to arrange a week of mentoring for me with a senior colleague, during which I took notes and asked them questions about things they did differently from me. R: I was able to improve my numbers by 18% for my next review. Even though I hadn’t improved by
the full 20%, I received a raise and agreed on steps that would help my continued improvement. #2. Have you ever had to learn a lot of information in a new role? S: When I started my last job, there was a lot of job-specific information to learn. T: There was a two-week training period and an exam. To be hired, I had to score over 80%. A: I did several
things to increase my chance of success. I managed my time to make sure I slept well and was rested each day. I took thorough notes and asked appropriate questions. And I quizzed myself each night to consolidate what I had learned. R: The exam was challenging, but I passed with a 96% and successfully started the position. Competency: Results
Driven #3. Describe how you ensure you remain one of the top performers in your field. S: It’s important to continually improve and stay ahead of new developments in any job. T: I am dedicated to lifelong learning because I know that the value I provide is my knowledge. A: I do three things to ensure I remain a top performer. First, I subscribe to and
read industry journals,. Second, I regularly dedicate time to developing professional skills, such as through attending professional development courses. Third, I obtain at least one new industry certification each year. R: As a result, I have never found myself in a position where I faced a challenge that I wasn’t at least aware of how to solve. #4.
Describe a time when you achieved exceptional results. S: In a previous sales role, bonus commissions were announced for the top three salespeople during the holiday period. T: I needed to make sure that I consistently performed in the top five each day to average into the top three. A: I contacted my extensive diary of warm leads and offered
competitive deals if they signed a contract that month. I also balanced excellent service with speaking to as many new customers as possible to get leads. I then worked after hours to write offers to these customers, allowing me to sell to more customers overall. R: The end result was that I came in first overall, and I have continued to use a similar
approach in my sales career. Competency: Problem Solving #5. Have you ever had to solve a problem as part of a team? S: In a previous role, we were hosting an event when our caterer canceled, and no others could help at 24 hours’ notice. T: Our team had to decide how we would provide refreshments to attendees. A: We broke the task into
individual responsibilities. I was responsible for sandwiches and snacks, others were responsible for various other duties, and we agreed to meet several hours beforehand to set up for the event. R: We successfully hosted the event and received positive feedback from clients. #6. Provide an example of when you used a new approach to solve a
problem. S: In one role, I was part of a team that updated important data. The data was recorded manually and then transferred manually to another system. T: I wanted to remove the duplicate work, but we couldn’t record the data directly to the second system. A: One system exported CSV files, and the other imported excel documents. I wrote a
macro that automated creating the excel sheet from the CSV file. R: This saved us 12 hours a week, and it only took me 2-3 hours to create. Competency: Leadership #7. Provide an example of your management style in small team environments. S: I managed a team where accuracy was critical. We were a small team, and any conflict would have an
impact. T: I had to maintain the quality of work and even workloads without creating tension. A: I used an empowering approach and recognized positive performance to encourage personal responsibility and motivation. When issues arose, I addressed them privately and ensured the team worked together to fix any errors. R: The result was that when
people made mistakes, they would speak up, and we could work to resolve them and ensure consistent output from the team. #8. Give an example of how you manage team performance. S: I was managing a team and overall performance was dependent on each person’s contributions. T: I had to address a team member who was frequently
underperforming. A: I took them aside and reminded them of their duties. They explained they worked hard but couldn’t complete tasks as quickly as others. I arranged for coaching from another staff member and checked there weren’t any external issues they needed help with. R: After the mentoring experience, they identified areas of inefficiency
and improved their work practices. This increased the team’s performance back to acceptable levels. Competency: Openness to Change #9. Tell us about a time you faced a significant change in your role. S: I worked in a role where my tasks were interrelated with others’ tasks. Our manager was the team coordinator. The company restructured, and
we were placed in a large team without close management support. T: We had to maintain the quality of our work without any collaborative structure. A: I began to start and end each day with an emailed work diary to colleagues so we could coordinate deliverables. R: We maintained a similar quality of output despite the lack of management support.
#10. Describe a time you had to learn a new company culture. S: When I began my previous job, they explained that the environment was quite rigid. T: I knew I had to quickly learn how to fit in and meet expectations to be successful. A: I'm a “big picture” person, and I like to know why things are done a certain way. I asked my trainer to explain to
me the reasons for various rules and what unspoken expectations existed. R: By asking questions and observing the culture around me, I was able to assimilate rapidly and become a productive member of the team. Competency: Responsibility and Trustworthiness #11. Have you ever had to deliver work without much supervision? S: In one job I had,
we worked remotely with little management interaction. T: Because the work was complex, it was difficult to catch up if you fell behind. A: I managed my workload by being early each day so that I could stay on top of emails, and I completed all my tasks before I went home each day. This meant each day I could focus intently on that day’s duties
without distraction. R: By managing my time and responsibly completing my duties, I was able to consistently deliver work unsupervised. #12. Describe a time when you made a serious mistake at work. S: In a previous role, an HR email came in late one day. The email told us to click on a link and enter our information. I followed the link to log into
the HR portal and entered my details, but I realized the URL was wrong after I had already logged in and put in my information. T: It was late at night, but I knew that company policy required urgent action. A: I immediately dialed IT security’s after-hours number, and while I was on hold, I changed all my passwords, even those I hadn’t breached. I
then emailed IT security with a report I had drafted about the incident and copied my manager. R: It turned out the event was a test, but I was commended for following all security procedures correctly. Competency: Safety Conscious #13. Have you ever had to respond to an emergency at work? S: I was once managing a gas station at a busy time
when the spill alarm sounded. T: I had to implement safety protocols quickly and contain the hazard. A: I turned off the electrical power and guided our irritated customers to the evacuation area. While I did this, I called our emergency line to dispatch specialists and alert local emergency services. I explained to customers that we had evacuation
requirements that we were legally obligated to follow and that re-entry to the site was illegal. I then returned to the facility to begin containment procedures. R: The result was that no one was injured, and the emergency did not escalate because procedures were followed correctly. Competency: Stress Management #14. In your current position, what
is the biggest challenge you have overcome? S: I was told by my manager one morning that my coworker was away, and I would have to complete both roles for two weeks. T: I knew their duties, but I had to manage the stress of two workloads. A: I cleared both my work and personal calendars to remove any unnecessary stressors. While I am a
healthy person, I took extra care to manage my sleep pattern and planned my days around regular overtime. R: By approaching the situation methodically, I was able to avoid being negatively impacted by the stress and completed both our duties. Competency: Teamwork #15. Have you ever worked as part of a team when a colleague was not doing
their job duties? S: I previously worked on a team where one colleague was not completing their share of the workload. T: I decided someone should talk to them and try to find out what the problem was. A: I approached them privately to ask if they needed help because their output had fallen. They revealed they were going through personal issues
and were demotivated. I suggested they seek HR support and that I would help to complete their duties during this time. R: With support from myself and HR, they were able to overcome their home issues, and their productivity returned to normal levels. #16. Describe a time when you helped a new member of the team to integrate into the
workplace. S: In a previous role, I was a senior staff member and was asked to train a new junior for my department. T: [ was responsible for training them in basic duties and getting them settled in. A: I wanted to make sure they were confident, so I slowly walked them through a normal day from signing in to signing out and everything in between. I
encouraged them to ask lots of questions and introduced them to other members of the team. R: They were able to successfully learn the job quickly, and by knowing all our names and who we were, they were comfortable in asking questions as needed. Competency: Conflict Resolution #17. Describe a time you had to work with a difficult coworker.
S: I was working unsupervised with a coworker who was known for deliberately underperforming. T: We had to complete a time-sensitive task, and I needed their help to complete it. A: I have an adaptive conflict management style, so instead of arguing, I explained the less work they do, the longer tasks take. Being lazy doesn’t remove work. It makes
the work pile up, unless you get fired and end up unemployed. R: The result was that they realized they could quit or work, and around me, they always worked from then on. #18. Provide an example of when you have used your communication skills to deal with a difficult person. S: I was working on a team and a colleague refused to follow
procedures because they thought they were unimportant. T: I explained to them that we didn’t make the rules, but we had to follow them. We did not have the option to follow them or not. A: I broke the issue down to make it relatable. I explained that safety affects everyone and suggested how another’s actions could injure them. They hated this idea.
I also explained that insurance only covers them when following company policy. R: By making the issue relatable and relevant, they agreed to follow the procedure in the future. Competency: Communication #19. Have you ever had to present a complex idea to a group of people? S: In a technical role, I developed an import / export file structure
based on government regulations. T: I had to explain the requirements and how they related to regulation to our multi-lingual team. A: I drew a series of picture metaphors for the data the file had to contain and another series for the receiving process. I provided a presentation with only pictures and simple language and then opened the floor to
questions. R: The project was delivered, and the system that integrated with the government regulator passed their audit. Competency: Organization #20. Provide an example of your ability to deliver high-quality work under pressure. S: My manager asked me one afternoon to assist with end-of-month reporting because one of my colleagues was on
leave. T: It was three days of work with three days to complete, and I still had my usual tasks to complete. A: I cleared my diary and arranged with my manager to reduce my usual deliverables. I set aside blocks of time and isolated myself from others during this work so I could focus intently on the task at hand. R: I was able to produce a report that
was above the standard of the usual one and was asked to produce the report every month from then on. #21. Describe a time you had to manage competing priorities. S: I was working in a matrix-team structure, reporting to separate team and functional managers. T: I had to deliver various tasks for both managers concurrently. A: I explained to
each that I wanted to deliver high-quality work and that both duties were important to the company. I asked them to help me by providing as much warning as possible for tasks. I kept an accurate diary and always worked from a prioritized to-do list each day. R: By remaining organized, I was able to deliver most tasks on time. When I wouldn’t be
able to, I provided my managers with advanced warning. Competency: Customer Service #22. Tell me about a time when you provided excellent customer service. S: I was working in a sales role assisting a customer in selecting a product. T: It was my job to provide great customer service and increase retention and repeat business. A: The customer
was looking at an expensive product, but after talking to them, I believed that it wasn’t the right fit for them. I explained that a cheaper product we carried would better fit their needs. R: I made a good impression because the customer took my advice, left great feedback, and came back frequently and asked for me by name. #23. Describe a situation
where you had to deal with a difficult customer. S: I was working as an acting store manager when a customer requested to speak to me. T: The customer believed the store had falsely advertised a product and demanded I fix it. A: I looked at the advertisement and explained the photo clearly stated the product might vary in color and design. I offered
to discount another product, but the customer would still end up paying double and we would be making a loss. It was a lose-lose situation. The customer angrily told us that they would sue us for false advertising and left. R: The company investigated the customer’s complaint and I was commended for following store procedures, even though the
customer left upset. Competency: Decision Making #24. Describe a time you had to make a difficult decision. S: In a previous job, I noticed that customer feedback on a particular supplier’s products had consistently become negative. T: I had to decide if we would engage a new supplier. A: In my thought process, I weighed the cost-benefit analysis of
changing suppliers because they all were more expensive. I decided that our priority was our customers and the quality of our products. R: After changing suppliers, customer feedback became positive again, and the average customer’s spending increased, offsetting the higher cost. #25. Have you ever had to make an unpopular decision? S: I was
working in a company when the fire alarm sounded. I got up to leave, but everyone else stayed seated. T: I knew that company policy was to evacuate, and I would be unpopular insisting we leave. A: I loudly announced that everyone had to leave. A colleague refused and explained that the alarm malfunctions a lot. I replied it was policy, and they
would regret it if it was an actual fire. R: Eventually, everyone agreed to leave. As it turned out, there was a minor fire in a kitchen, and it was put out safely. I would never hesitate to make an unpopular decision again. Conclusion Competency-based interviews are a form of the structured interview process that is designed to find good candidates by
identifying applicants whose past performance demonstrates specific competencies. The most important thing to remember when answering these types of questions is to deliver your answer using the STAR structure. This is a good way to deliver situational examples of times when you have demonstrated the skills and attributes that the job requires.
Author Biography Keith Miller has over 25 years of experience as a CEO and serial entrepreneur. As an entrepreneur, he has founded several multi-million dollar companies. As a writer, Keith's work has been mentioned in CIO Magazine, Workable, BizTech, and The Charlotte Observer. If you have any questions about the content of this blog post,
then please send our content editing team a message here. --- This May Help Someone Land A Job, Please Share! You've landed the interview for your dream job—congratulations! But there’s a catch: it’s a competency-based interview, and your success depends on providing specific, detailed examples of your past performance that predict your future
value. In today’s competitive job market, 85% of companies now use competency-based interviews to separate truly qualified candidates from those who merely interview well. Unlike traditional interviews that focus on hypothetical scenarios or general qualifications, competency-based interviews (also called behavioral or situational interviews)
require you to provide concrete examples from your past experience. The challenge? Most candidates approach these interviews with vague stories, theoretical responses, or worst of all—completely unprepared. But not you. Not after reading this guide. By the time you finish this article, you’ll have a systematic approach to mastering competency-
based interviews that will set you apart from other candidates. You’ll learn how to identify key competencies, craft compelling stories using our superior SOAR method, and deliver answers that showcase your exact fit for the role. Want to know which questions you’re most likely to face? Check out our comprehensive guide to Top 10 Behavioral
Interview Questions For 2025 to get a head start. Competency-based interviews aren’t just another hiring trend—they’re based on a fundamental principle of human behavior: past performance is the strongest predictor of future success. This science-backed approach allows employers to move beyond resume claims and assess how you’ve actually
handled real-world situations. What makes these interviews different? Traditional interviews might ask, “How would you handle a difficult client?” (inviting theoretical, idealized responses), while a competency-based question asks, “Tell me about a time when you dealt with a challenging customer. What was the situation, and how did you resolve it?”
This requires concrete evidence of your abilities. Here’s what employers typically assess in these interviews: Leadership and influence: How you guide others and gain buy-in Problem-solving: Your approach to challenges and implementation of solutions Teamwork: How you collaborate and contribute to group success Communication: Your ability to
convey information effectively Adaptability: How you respond to change and uncertainty Resilience: Your capacity to overcome setbacks Initiative: How you identify and act on opportunities When evaluating your responses, interviewers aren’t just listening for what you did—they’re analyzing how you approached situations, the specific actions you
took, and the measurable results you achieved. A common misconception is that these interviews require extraordinary accomplishments. In reality, interviewers are looking for thoughtful, structured responses that demonstrate your competencies in everyday professional scenarios. According to VidCruiter’s comprehensive guide on competency-
based questions, the most effective competency frameworks are customized to both the organization’s values and the specific requirements of the role you’'re applying for. While you may have heard of the STAR method (Situation, Task, Action, Result), top performers in 2025 are using the more powerful SOAR approach: Situation, Obstacle, Action,
Result. The SOAR method creates more compelling narratives because it emphasizes the challenge (obstacle) rather than just the task, creating tension that makes your story more engaging and memorable to interviewers. Here’s how to implement each component: Set the scene concisely with relevant context. Include: Your role and when this
occurred The environment or project The goal or objective Keep this brief—just enough information to understand the context. Example: “In my role as Marketing Coordinator at TechStart, we were launching our flagship product with an aggressive six-week timeline—half our normal schedule—after a competitor announced a similar solution.”
Highlight the specific challenge or barrier you faced. This creates tension in your narrative and showcases your problem-solving abilities. Example: “The primary obstacle was that our design team was simultaneously committed to three other projects, leaving us with just 25% of their normal capacity. Additionally, we had no existing templates for this
type of launch, requiring everything to be created from scratch.” Detail your specific contributions and approach. Be precise about: Your thought process The steps you took The skills you employed How you involved others Use “I” statements to clarify your personal contribution, even in team efforts. Example: “First, I conducted a competitive
analysis to identify the most critical launch elements versus nice-to-haves. Then I created a streamlined approval process, reducing feedback cycles from three rounds to one. I also developed a modular content system where components could be repurposed across different channels, effectively multiplying our output. When resource constraints
threatened our deadline, I negotiated with my manager to bring in a freelance designer for 20 hours, focusing them exclusively on our highest-visibility assets.” Quantify outcomes and highlight the impact. Include: Specific metrics and improvements Recognition or feedback received What you learned How you applied these lessons Always connect
your result back to the original goal or obstacle. Example: “We successfully launched on schedule, and the campaign generated 43% more leads than our previous product release despite the compressed timeline. My modular content approach has since been adopted as the department standard, reducing typical campaign development time by 30%.
Most importantly, we beat our competitor to market by two weeks, which our VP of Sales estimated resulted in approximately $300,000 in additional first-quarter revenue.” For a real-world example of the SOAR method in action, see how it can be applied to one of the toughest interview questions in our guide on Tell Me About a Time You Had a
Conflict With a Coworker. Interview Guys Tip: The key to a compelling SOAR response is proportion. Spend only about 30% of your answer on the Situation and Obstacle combined, with 70% focused on your Actions and Results. This ensures you’'re highlighting what matters most: what you did and the impact you made. The most successful
candidates don’t just prepare answers—they build a comprehensive competency strategy before the interview. Start by carefully analyzing the job description, identifying both explicit and implicit competencies: Explicit competencies: These are clearly stated requirements like “experience managing cross-functional teams” or “ability to work in fast-
paced environments.” Implicit competencies: These are embedded in responsibility descriptions. For example, “coordinate stakeholder input” implies communication and relationship management skills. Create a list of 8-10 core competencies for the role based on your analysis. Next, identify your 5-7 strongest professional stories—situations where
you demonstrated excellence or overcame significant challenges. The most versatile examples typically involve: Leading a challenging project Resolving a significant problem Managing a difficult relationship Implementing a successful change Recovering from a setback or failure Now, create a simple matrix mapping your stories to the competencies
you identified. A single story can often demonstrate multiple competencies. For example: StoryLeadershipProblem-solvingTeamworkCommunicationAdaptabilityProduct launchv v v v System migrationv v v Team conflictv v v v Budget reductionv v Customer crisisv v v This approach ensures you're never caught off-guard by a competency question. As
noted by Prospects.ac.uk’s competency-based interview guide, this preparation is crucial because “questions asked during a competency-based interview aim to test a variety of skills and you’ll need to answer in the context of actual events.” Let’s explore the most frequently assessed competencies in 2025, with sample questions and response
strategies using the SOAR method. Sample Question: “Describe a time when you led a team through a difficult situation.” SOAR Response Structure: Situation: Define the project/team and the normal operating context Obstacle: Explain the specific challenge that tested your leadership Action: Detail your leadership approach, decision-making
process, and how you motivated/guided others Result: Quantify team achievements, mention any recognition, and explain leadership lessons learned Key Elements to Include: How you gained buy-in for your vision How you delegated and empowered team members How you maintained morale during difficulties Specific leadership techniques you
employed Sample Question: “Tell me about a time you had to make a decision with incomplete information.” SOAR Response Structure: Situation: Establish the context requiring the decision Obstacle: Highlight the information gaps and time constraints Action: Explain your analysis process, information gathering, risk assessment, and decision
methodology Result: Share the outcome, what you learned, and how you apply this approach today Key Elements to Include: Your structured approach to evaluating options How you mitigated risks The principles that guided your decision How you balanced speed with accuracy Sample Question: “Give an example of resolving a conflict within your
team.” SOAR Response Structure: Situation: Describe the team and project context Obstacle: Explain the specific conflict or disagreement without assigning blame Action: Detail how you identified underlying issues, facilitated communication, and built consensus Result: Highlight improved team dynamics, project outcomes, and relationship benefits
Key Elements to Include: How you remained neutral while addressing the issue Specific conflict resolution techniques used How you ensured all perspectives were heard Long-term improvements to team processes For more detailed guidance on answering conflict questions, read our article on Tell Me About a Time You Failed, which shows how to
transform challenging situations into powerful interview answers. Sample Question: “Describe a situation where your communication skills improved an outcome.” SOAR Response Structure: Situation: Set the context requiring effective communication Obstacle: Identify the communication challenge or barrier Action: Detail your communication
strategy, including medium, message, and approach Result: Explain how your communication directly led to improved results Key Elements to Include: How you tailored your message to different audiences Your choice of communication channels and why Active listening techniques employed How you confirmed understanding Sample Question: “Tell
me about a time when you faced a major setback.” SOAR Response Structure: Situation: Establish the context and original expectations Obstacle: Describe the unexpected challenge or failure Action: Explain how you adjusted your approach, maintained perspective, and developed alternative solutions Result: Share how you recovered, what you
learned, and how it improved your future performance Key Elements to Include: Your initial emotional response and how you managed it Specific resilience strategies you employed How you maintained productivity despite the setback Long-term positive outcomes from the experience To truly stand out in competitive interviews, implement these
advanced techniques in your SOAR stories: Replace general statements with precise details that prove your competence: Basic: “I improved team communication.”Advanced: “I implemented a three-tier communication system with daily 15-minute standups, weekly 45-minute deep dives, and a digital dashboard that reduced email volume by 62% and
decreased decision delays from 3 days to 4 hours.” Learn to pivot a single strong story to address different competencies by shifting emphasis: For leadership: Focus on how you guided others For problem-solving: Emphasize your analysis and solution development For communication: Highlight information sharing and stakeholder management For
adaptability: Showcase how you adjusted to changing circumstances Balance preparation with natural delivery by: Internalizing key points rather than memorizing scripts Using conversational language rather than corporate jargon Including small details that bring your story to life Acknowledging challenges honestly before explaining solutions
Weave evidence of emotional intelligence throughout your answers: Demonstrate self-awareness by acknowledging your emotions in challenging situations Show social awareness by explaining how you considered others’ perspectives Highlight relationship management through examples of building consensus Include self-regulation examples of
maintaining professionalism under pressure End each SOAR story by briefly connecting the skills or lessons demonstrated to the specific role you're interviewing for: “This experience strengthened my ability to manage competing stakeholder priorities while maintaining quality—a skill directly relevant to the cross-functional coordination required in
this product management role.” For more structured approaches to interview answers, check out our comprehensive Interview Answer Templates that provide frameworks for any question type. Interview Guys Tip: Create a one-page “cheat sheet” with your key stories mapped to common competency categories. Review this before interviews to keep
your examples fresh in your mind. Research company-specific competencies by analyzing multiple job postings Identify industry-specific challenges the company might be facing Refine your competency matrix based on new information Schedule 2-3 practice sessions with different people Conduct recorded mock interviews with competency-based
questions Review recordings to identify areas for improvement Refine your SOAR stories for clarity and impact Practice adapting your examples to different question types Review your one-page competency cheat sheet Focus on your opening and closing statements for each SOAR story Prepare concise introductions of each example (10-15 seconds
each) Get a good night’s sleep—mental sharpness trumps last-minute cramming Implement our proven Pre-Interview Power Hour routine: 15 minutes: Review your competency cheat sheet 15 minutes: Practice delivering your strongest 2-3 SOAR stories 15 minutes: Positive visualization of interview success 15 minutes: Physical and mental centering
exercises Your questions can reinforce the competencies you’'ve highlighted throughout the interview. Consider these strategic questions: “Based on what you’ve shared about your expansion plans, what do you see as the biggest challenge in scaling the team while maintaining your collaborative culture?” “I noticed your company recently
implemented [specific technology]. What problems were you trying to solve with this change, and what challenges have you faced during the transition?” “Can you tell me about how cross-functional collaboration works here? I'm particularly interested in how marketing and product development teams align priorities.” “What learning opportunities do
you provide for someone in this role to develop their skills in [relevant area]?” For more guidance on powerful questions, InterviewGold’s competency-based interview guide suggests that asking about the most important qualities for success in the role can help you understand the core competencies valued by the organization. Even well-prepared
candidates can fall into these traps. Here’s how to avoid the most common competency interview mistakes: Problem: Sharing vague stories that could apply to anyone Solution: Include specific details, names, technologies, and metrics unique to your experience Problem: Answering with what you “would do” rather than what you “did do” Solution:
Always use real examples, even if they’'re imperfect Problem: Spending 75% of your answer setting the scene Solution: Follow the 15/15/35/35 SOAR proportion guidelines Problem: Using “we” throughout without clarifying your specific contribution Solution: Use “I” statements to highlight your role while acknowledging team efforts Problem: Ending
with vague statements like “it worked out well” Solution: Include at least one specific metric or measurable outcome Problem: Sharing stories without connecting them to the position Solution: End each example by linking demonstrated skills to job requirements Competency-based interviews aren’t about catching you off guard—they’re about giving
you the opportunity to showcase your real-world abilities through specific examples. By applying the SOAR method, creating your competency matrix, and preparing strategic stories that highlight your achievements, you’ll transform these challenging interviews into your competitive advantage. Remember that authenticity matters as much as
preparation. The most compelling SOAR stories are both strategically crafted and genuinely reflective of your professional experience. Now it’s your turn. Take these frameworks, techniques, and strategies and apply them to your specific experience. Identify your strongest stories, map them to key competencies, and practice delivering them using
the SOAR method. When interview day arrives, you’ll walk in with confidence, knowing you’re prepared to provide exactly the evidence employers need to see you as their ideal candidate. Your next dream job is waiting. Go get it. This May Help Someone Land A Job, Please Share! We will explain what competency based interviews are, the best
techniques and show our perfect answers for over 15 classic competency based questions.Competency based interviews are designed to allow you to speak about a situation where you faced a difficult problem and how you approached solving that problem. They attempt to uncover your personality traits and qualities from how you have re-acted to
situations in the past. Also referred to as situational or behavioural interviews, they are usually tailored specifically to the competency framework of the role applied for - so the questions are tightly related to situations and problems you are likely to encounter in your role.Tell me about a time when you didn't prepare to answer competency style
questions for an interview... Competency based interviews differ from semi structured/informal interviews by being highly structured, often with a static and inflexible list of questions which candidates shall be asked. Generally speaking, candidates will be asked a list of questions regarding their previous experience and possibly asked questions
regarding how they would act in hypothetical situations. Interviewers may also have a set list of probing questions, which will help explore the candidates experience in more depth.Competency based questions will be standardised, to ensure that all candidates receive similar or identical questions, ensuring reliability.Research has shown that
structured, competency based interviewing is the most effective method of selection interview, outperforming less structured interviewing in their predictive power. Furthermore, competency based interviewing has been shown to compliment assessment centre exercises and psychometric tests, increasing the overall validity of the selection process
when used in combination.Competency based interviews will usually last half an hour to one hour, and may take the form of a telephone interview. They will typically be asked in the first half of an application process. Graduate schemes will usually use online aptitude tests and competency-based questions to refine the applicant pool before
assessment centres and video interviews.Online assessments are a lot tougher than some candidates expect. With thousands of applicants practising it's important you perform your best.Improve Your Score NowCompetency based interviews provide the candidate with an opportunity to provide evidence for their level of competence. Employing
organisations will conduct a job design for a particular role, developing what's known as a competency framework. This competency framework will usually consist of 4-6 key competencies, which are the essential to performance in that particular role.For example, in an investment banking role, analytical thinking is likely to be considered a key
competency by many organisations. Similarly, in a human resources role, interpersonal sensitivity may be considered a key competency in many organisations.Competency frameworks are custom made by the employing organisations, and will vary depending on the organisations culture, sector, industry etc.The competency based questions asked
during the interview will search for evidence of competencies within the framework, helping employers gauge a candidates understanding/experience with a particular skill set. Competency frameworks are designed to be appropriate to both the duties of the role, and the immediate level of the role, therefore non-management roles are unlikely to
incorporate leadership ability into the competency framework of the role.As with other interview styles, competency based interviews provide interviewers with insights into candidates such as politeness, professionalism, enthusiasm etc. Although competency based interviews are designed to limit bias through standardisation, often interviewers will
still be influenced by first impressions, good or bad "vibes" and other subjective influences unrelated to the competency framework, so bare this in mind.The two most popular competency based interview strategies recommended to candidates are the CAR method (context, action, result) and the STAR method (situation, task, action, result). These
strategies will be demonstrated in our example answers further in this guide, learn about how to use them now so you can master your answers. Both methods provide a useful basis for answering and structuring competency based responses, and allow you to provide evidence for competencies in a structured, coherent fashion. The CAR method is
outlined below:Context: In this section, candidates must state the context of the situation and challenges they faced. What goals were you trying to achieve? What problems or obstacles were preventing the achievement of these goals? In general, you must set the scene in order to explain what happened as a result of your actions.Action: In this
section, you must state what you did within the context previously stated. You must make it clear what your actions were, how you went about implementing your actions and why you decided upon that particular course of action. This section allows you to provide evidence for a particular competency, highlighting to the interviewer your
understanding of the issues, and how to act within that given context.Result: In this section you must state the outcome of your actions within the given context. Naturally, positive outcomes are to be shared with the interviewer, but negative outcomes may also be shared if you feel that stating this highlights situational awareness, or other
competencies. Candidates are advised to be as thorough as possible when describing the result, as this stage allows the candidate to provide evidence for the effectiveness of their actions, which may translate well to job performance.As you can see, the CAR method is an easy to remember acronym, providing a useful structure to competency based
responses.The STAR method provides slightly more information to interviewers through the addition of the "task" stage; however either method can be used successfully in an interview setting. The STAR method is outlined below:Situation: Similar to the context stage in the CAR method, the situation stage calls for the candidate to set the scene. The
candidate will need to state what the problem/challenge was in a specific, detailed fashion.Task: This stage requires the candidate to highlight what they needed to do within the given situation. Candidates must state what they needed to achieve, what their goals were and what the desired outcome was.Action: As seen in the CAR method, the action
of the candidate must be clearly and coherently stated, highlighting what course of action was taken and why. Again, this selection is the primary source of evidence for level of competence, and candidates must be thorough when explaining what action was taken, along with the reasoning behind it.Result: The result section again, states the outcome
of the candidate's actions. Candidates are advised to focus on positive outcomes, highlighting the success of their actions to the interviewer. Candidates must provide as many outcomes as possible, highlighting a good level of awareness to the interviewer.It may be hard for graduates with no job-experience to think of answers, as you are likely to
encounter these scenarios more commonly once you've worked for a year or two. We would recommend trying to think of times at university or school that might be relatable, or even in sports teams/sports events or extra-curricular activities where an appropriate situation occurred.The most popular and most effective strategies are the CAR method
(context, action, result) and the STAR method (situation, task, action, result).There are popular questions that you may be asked due to the questions demanding an answer that requires a desired competency. We will list a few of them below:Tell me about a time when you demonstrated effective time management skills to help you succeed.Tell me
about a time when you used initiative to solve a problem.Tell me about a time when you worked as a team to complete a difficult task.Tell me about a time when you faced change, and how you dealt with it.These questions have been designed to assess certain qualities that you may have. We have a mock interview in the section below with a list of the
common questions (including the follow-up probing questions) you may face covering the top key competencies.Business psychologists have kindly designed for us a competency based interview script based on a typical competency framework. They have also produced a recommendations document which you can download below. Feel free to
download the documents, print them out and conduct a mock interview with friends or family. Or, read them and practice responding on your own. To make the most out of these PDFs we recommend you: answer the the questions in the instructions booklet, then move over to the guidance PDF and use the indicators at the bottom to evaluate your
answers and compare them with our example answers to help you further improve yours.Please respect our copyright though; if you want to use this for anything other than personal use you will need our permission.To make the most out of this exercise: Use the instructions document for creating answers to the classic questions listed within. Then
use the candidate guidance document to get an insight into what assessors typically look for and for help with reflecting on your own performance.If you want further practice, follow the button below and check out our different aptitude test packages with over 1000 questions.Competency-based Interview Instructions PDF Competency-based
Interview Guidance PDFThe following tips and advice can be useful when preparing for, or performing well in, a competency based interview:Research the role: Gauging an idea of what the competency framework looks like, requires research into the role itself. Similarly, finding out about the employing organisation, their culture, their mission and
their overall strategy may also provide insights into the kind of skills and experiences they are looking for in employees. Understanding of the role, although perhaps not a competency in the framework, is still likely to be assessed during any interview, and candidates are well advised to find out as much as possible.Think about evidence: Prior to the
interview, candidates must think of examples which highlight evidence for particular competencies. Think of a time when you had to utilise leadership skills, or had to utilise strong numerical ability, or a time when interpersonal skills were the key to success etc. These historical situations are the lifeblood of a competency based response, and
interviewers will frown upon candidates which take 10 minutes during the interview just to think of a situation which they expressed a competency. Have a list of previous experiences at hand ready to provide the interviewer upon request.Interview experience: Interview experience is a highly valuable commodity, and gaining as much as you can will
only serve you well. Students often have career services which may include mock interviews. Candidates are advised to gain as much interview experience as possible, as this will help familiarise you with interview format, layout and structure, making the experience feel more natural in future. The more job savvy candidates may even consider
applying to jobs which they have limited or no interest in, simply to gain interview experience.Stay calm: Although a moderate amount of anxiety or nervousness is a natural reaction to interviews, excess anxiety can only serve to hamper your interview performance. Therefore, candidates are advised to avoid getting too nervous before hand. Showing
up to the interview with time to spare, getting adequate sleep the night before and engaging in in-depth preparation/research beforehand can serve to limit feelings of anxiety before an interview.Ask for feedback: Most interviewers will provide constructive feedback after making decisions based on the interview. Even if candidates are successful at
the interview stage, it is advised to get feedback on interview performance. This feedback can be used to improve future performance on competency based interviews, and can provide invaluable information into avoiding previous interview mistakes. Although candidates may feel bitter about not getting selected after an interview, feedback can only
serve to help you in the long run, and therefore gain the most from your interview experience.Practice makes perfectLearn from detailed solutionsTrack your progressStart for freeAdditional psychometric test resourcesWe have lots of specialised and specific psychometric test advice waiting for you. Simply navigate over to our resources section
where you can find all of our test advice, or click on one of the following links you may find useful:
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