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Preface

			Let me tell you a little story. This year, I’ll hit the big 6-0. Now, some people might be thinking, “Oooh, she’s old,” or “She should be retiring soon,” or even, “No one will hire her. Maybe she can be a Walmart greeter.” Blah blah blah.

			Okay, I’m older, but I’m definitely not dead. I’ve still got my wits, and I love working, contributing to a team. It keeps me sharp in mind and body! So, who’s assuming I should be retiring? Also, not everyone planned perfectly for the future: some of us need to keep working to build financial stability with the time we have left. No one knows your situation.

			Then there’s the whole “no one will hire her” attitude because society says we’re old, outdated, and stuck in our ways. Pfft. What comes to my mind? Experience. Loyalty. Ethics. Those aren’t outdated!

			And let’s talk about that Walmart greeter thing. Nothing wrong with that, if that’s what you want. But if you’ve got more to offer, why settle?

			Let’s rewind a bit. When I was 41, still ancient by some standards, I entered an industry that paid well. I was living the dream! Fancy dinners, vacations, extravagant gifts—oh yeah, I was killing it. But, uh… I wasn’t thinking about tomorrow. No savings, no plan for the future. It wasn’t about degrees either. Back in the day, it was about getting the job done and doing it well, with humor, empathy, and a touch of realness. Just being yourself.

			Fast forward to my last job, where I worked for 12 years. Loved it, the people, the pay, the perks—everything. Thought I’d retire there. But here’s a fun fact: unless you’re the owner, you’re just a number. And numbers? They’re replaceable.

			Then one day—BAM! —the rug was pulled out from under me. I thought, “No worries, I’ve got experience. I’ll land another job easily!” HA! Stress, anxiety, depression, no one was biting.

			So, after a few months of sunshine and relaxation, I started applying again. And here’s where it got interesting: I was introduced to behavioral questions in interviews. Oh, joy. Hadn’t been on an interview in 12 years, and let me tell you, things had changed!

			They’d ask, “Tell me about a time when you had to juggle multiple priorities?” or “Describe a situation where you had a conflict with a co-worker. How did you resolve it?”

			Ugh. I had 20+ years of experience juggling priorities, managing conflicts, and getting things done. But now I had to stitch together these stories like Frankenstein, making sure to follow the STAR Method and deliver them with the precision of a Shakespearean actor. It was ridiculous.

			Just for the record, the STAR Method is a structured approach used to answer behavioral interview questions clearly and concisely. It stands for:

			S – Situation: Set the stage. Describe the context within which you performed a task or faced a challenge at work.

			T – Task: Explain the actual responsibility or goal you were working toward.

			A – Action: Detail the specific steps you took to address the situation. This is the heart of your answer.

			R – Result: Share the outcome of your actions. Try to quantify it or highlight what you learnt.

			So, there I was, sitting in an interview, responding to questions about conflict. Oh, there were plenty of examples! Sometimes, disputes were resolved calmly, sometimes with a bit more fire—because guess what? Real life isn’t always polite. But you can’t say you responded “angrily” in an interview, can you? You have to lie. And here’s the kicker: the fiery conflicts? Some of those people involved became lifelong friends. The calm, diplomatic ones? Just acquaintances.

			Here’s what I’ve come to believe: these behavioral questions are turning us into liars and actors, forcing us to play a role instead of showing who we really are. Where’s the honesty in that?

			So, I’m here to rip apart these ridiculous questions, one by one. And while I’m at it, let’s talk about the questions we should be asking the interviewers. Because, you know, interviews are a two-way street…right?

			Stay tuned, because I’ve got some thoughts to share on this whole mess of behavioral questions and what we should really be focusing on.
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Introduction

			Behavioral interview questions became widely adopted in the 1980s, following the rise of the Behavioral Interviewing Method developed by industrial-organizational psychologists. The method was largely influenced by the STAR technique (Situation, Task, Action, Result), which aimed to make hiring decisions more predictive of future job performance.

			The shift happened as companies moved away from traditional, generic interview questions (e.g., “Tell me about yourself” or “What are your strengths and weaknesses?”) and toward a more structured approach based on past behavior as an indicator of future success. This was driven by the belief that technical skills alone weren’t enough—employers wanted to assess problem-solving, adaptability, teamwork, and leadership through real-life examples.

			Since then, behavioral interviews have become standard practice, especially in corporate, government, and leadership roles. However, in recent years, there has been growing criticism that these questions can feel rehearsed, don’t always reveal true ability, and can disadvantage candidates who aren’t skilled in structured storytelling.

			Let’s be honest, behavioral interview questions are one of the greatest corporate illusions ever created. Wrapped in a façade of logic and insight, they’re supposed to help employers uncover the “real” candidate beneath the rehearsed answers. In reality, they’ve become a bureaucratic hoop-jumping exercise, where the ability to regurgitate scripted responses is valued more than actual skill, experience, or potential.

			At some point, someone decided that hiring managers should judge people not by their ability to do the job, but by how well they can answer “Tell me about a time when you overcame a challenge,” as if that alone is the secret to workplace success. Candidates are expected to spend hours preparing perfectly packaged stories, mastering the STAR Method, and performing like actors in a corporate audition. And what happens if you don’t give them the answer they’re looking for? You’re deemed unqualified, not because you lack the skills, but because you didn’t deliver your anecdote with enough flair.

			This book is here to call that out for what it is, pointless, absurd, and completely ineffective. Behavioral interview questions don’t guarantee better hiring decisions; they create a hiring process that rewards performance over capability, scripted responses over genuine competence. Worse yet, they often eliminate great candidates who simply aren’t adept at storytelling under pressure, while allowing smooth talkers to sail through, whether they can actually do the job or not.

			If you’ve ever walked out of an interview frustrated, thinking “Did they even ask me anything relevant?” you’re not alone. If you’ve ever wondered why someone less qualified got the job just because they nailed the “biggest weakness” question, you’re in the right place. This book is your guide to navigating, challenging, and ultimately outsmarting this ridiculous system.

			It’s worth admitting these questions have a minimal value in gauging how well someone can tackle real challenges. Instead, they’re simply setting up hoops for candidates to jump through, looking to see who can keep up with the charade. We’re not auditioning for a job anymore; we’re auditioning for “The Office: Interview Edition.” Real people, with real skills, are out there simply trying to be authentic. Meanwhile, seasoned actors with perfected scripts often nail every line, securing the position.

			Companies seem to be chasing an impossible ideal, a “perfect candidate” who’s somehow a mix of Batman, Sherlock Holmes, and a Zen monk, ready to handle every conflict with grace, intelligence, and superhuman patience. The language alone can be off-putting: “Describe a time you managed a difficult colleague.” Why are there so many “difficult colleagues” in this hypothetical workplace? If daily life at the company is this rife with tension, maybe we should be informed upfront that the role requires more stress management than skills.

			But here’s the reality: to even get in the door, we’re compelled to play this game, pretending to be flawless, rehearsing how we’d navigate every possible scenario, projecting the illusion of a perfectly adaptable, endlessly innovative, crisis-proof professional, all in a 45-minute conversation. It’s become more about acting than hiring, and the real irony is that we’re asked to “bring our true selves” while jumping through these scripted hoops.

			Isn’t it time we stripped back the act? Interviews should be about assessing genuine capability, day-to-day problem-solving, and individual contributions, not a test of how well you’ve memorized lines for a role you’re unsure of yet.

			Auditioning for “The Office: Interview Edition.” Real people, with real skills, are out there simply trying to be authentic. Meanwhile, seasoned actors with perfected scripts often nail every line, securing the position.

			Through a mix of sharp analysis, real-life examples, and a healthy dose of sarcasm, we’ll dismantle the myth that behavioral questions lead to better hiring decisions. We’ll explore why companies keep using them despite their flaws, how they fail both candidates and employers, and what a better hiring process could actually look like. We’ll also give you strategies to flip the script, so instead of feeling like a powerless job seeker, you can walk into your next interview with confidence, knowing exactly how to take control of the conversation.

			Here’s how this book is set up: We’ll expose the flaws of behavioral interview questions; from the way they disadvantage candidates to the way they fail to predict job performance. Then, we’ll shift gears to practical strategies, and I’ll show you how to answer these questions without selling your soul, how to spot a company that relies too heavily on them, and how hiring managers can actually assess candidates effectively. We’ll dig into the origins of behavioral questions, where they came from, why they became the gold standard, and why they just won’t die.

			Because the reality is, if someone can beautifully articulate how they “navigated a difficult workplace situation” but can’t actually do the job, what was the point of the interview? And if hiring is truly about finding the right person, then maybe it’s time we stop obsessing over canned responses and start focusing on what really matters.

			So, if you’ve ever left an interview feeling like you were being judged on your storytelling skills rather than your qualifications, you’re not alone. This book is for you.

			Let’s pull back the curtain on this hiring charade, because it’s time for a change.

			How this book is organized

			Book One takes a sharp, and at times cheeky, look at the curious world of behavioral interview questions. It explores their supposed value while highlighting the absurdity, occasional pointlessness, and overall inefficacy of these questions in revealing a candidate’s true potential. In fact, it gently exposes how these well-meaning inquiries often do more to trip up talented applicants than to uncover their brilliance.

			Now, you may find a few questions that seem to echo one another or feel like déjà vu in HR form, but bear with me. Interviewers often pluck just one from each category like they’re picking apples at random from a very rigid orchard…and we never know which one’s coming. So yes, there’s some repetition, but think of it as part of the training montage in your interview hero’s journey.

			

	

Book Two picks up right where we left off, diving into the kinds of questions candidates should be asking, the changes I believe we desperately need, and how other countries are already doing it better. It’s time we start learning from them.
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Chapter 1

			Getting to Know You

			Tell us about yourself.

			Ah, the classic ice breaker! It’s the interviewer’s way of saying, “Alright, impress us with your life story, but, you know, keep it under 90 seconds and make it job relevant.” 

			Oh man, I was out there talking about my grandkids, my love for painting, hiking, and my obsession with reading, thinking, “Wow, they really want to know the real me, right? See me from a whole different perspective!” But nope—absolutely not! Turns out, they weren’t interested in the time I sold my first painting and felt like a rock star, or how I’ve got seven grandkids and still look fabulous. Nope, they just wanted the professional stuff, just the highlights, please, and keep your personal victories to yourself! Turns out, they don’t give two cents about your weekend art class or the latest book on your nightstand. It’s all business, baby.

			Instead, interviewers want to know “What can you do for us? How are you going to make us look good?” It’s give, give, give—and in return, THEY give us…what? A paycheck for your blood, sweat, and tears? It’s like, “Thanks for your humanity, now get back to the grind.” I mean, sorry for thinking you’d care about me as an actual person! 

			The POTENTIAL VALUE

			Alright, let’s give credit where it’s due. This question can help employers get a snapshot of your background, what drives you, and how you package yourself. If you’re good at it, you’ll leave them thinking, “Wow, they’re not only qualified, but also a person with layers!” It’s a great way to set the tone and highlight key experiences that match the job. It’s also an easy way to break the ice and give you a chance to show your personality.

			The ABSURDITY, POINTLESSNESS, INEFFECTIVENESS

			Now for the flip side. How are you supposed to answer this without feeling like you’re delivering a rehearsed monologue? The absurdity here lies in the fact that you have to sell yourself in a couple of minutes, without sounding like a robot reading a resume. They already have that! “Tell us about yourself” often feels more like a trap. Are they judging me on how much I reveal? How much do I leave out? Am I supposed to tell them everything or stick to the greatest hits? Am I supposed to be relatable or just superhuman?

			If they’ve read my resume, do they really need me to recite it like an audiobook? The details are right there! Sure, you can get a little deeper with anecdotes, but at the end of the day, this question often ends up being a filler for information they already have. It’s like asking, “Can you please summarize this email you sent me, out loud?” It’s redundant, and not everyone loves starting an interview with an autobiography, especially if they’ve done this dance a thousand times before.

			This question can be straight-up ineffective because it’s too broad. You’re throwing a net into the ocean of someone’s entire life, and chances are, you’re going to get a lot of random details in return. Some people don’t even know where to start, while others might go way off the rails into territory that’s not even remotely related to the job. Instead of this vague invitation to spill their guts, why not ask about something more specific? “What makes you passionate about this field?” or “What’s been your biggest career highlight so far?”—these questions are targeted and easier to answer.

			My Honest Take

			So, here’s the thing. “Tell us about yourself” is a standard question that can be great for starting a conversation, but it often leaves candidates feeling like they have to perform a well-rehearsed TED Talk. Not everyone thrives under that kind of pressure. Maybe, just maybe, interviewers could be a little more specific and save us all from the awkwardness of trying to condense our existence into a neat little pitch.

			The best way to tell someone about yourself? Connect the dots—how your past shaped you and prepped you for what’s next. You know your worth better than anyone. You’re your own best storyteller.

			

	

Teamwork and Collaboration

			Describe a time when you worked as part of a team. What was your role?

			Well, aside from the solid 18 years of working as part of various teams that is clearly shown on my resumé, let’s take a quick stroll through the vibrant world of teamwork. Picture this: it’s 9 a.m., coffee number two is in hand, and the team huddle is in full swing. The room hums with energy as spreadsheets are flying, questions are coming at me like darts, and I’m fielding them with the finesse that only comes from years of experience. It’s the kind of rhythm where you know exactly who’s got things under control and who might need a gentle nudge, or maybe a full-on rescue mission.

			Throughout the chaos, timelines are managed, priorities are juggled, and yes, the occasional reminder is issued to that one co-worker who seems to think deadlines are more of a suggestion than a rule. It’s all about synergy, trust, and maintaining composure when someone inevitably suggests we “circle back” to something we resolved three meetings ago.

			And at the end of it all, it wasn’t just about hitting our goals, it was about exceeding them. We pulled it off with a lot of hard work, a bit of laughter, and a shared commitment to getting the job done right. Classic teamwork at its finest.

			The POTENTIAL VALUE

			Let’s be real. Asking “Have you worked as part of a team?” is like asking “Do you breathe air?” It’s basic, especially when your resume clearly demonstrates you’ve been doing just that for over a decade. For a seasoned professional, the question can feel irrelevant and a bit lazy.

			Now, let’s play devil’s advocate for a second. The interviewer might be fishing for more than just a “Yes, I worked in a team” answer. They might want to see how you frame your role, what kind of team player you are, and whether you’re a leader or more of a collaborator. This question could serve as a behavioral prompt, trying to gauge your attitude toward teamwork. They might be interested in how you solve problems or if you take initiative. It’s less about the content (which should already be on your resume) and more about how you tell the story. Can you highlight interpersonal dynamics? Did you step up when needed? Was there a challenge?

			But in reality, especially for someone with your experience, it’s like watching the first 10 minutes of a movie you’ve already seen 20 times. Predictable, and it doesn’t showcase what you can really bring to the table.

			The ABSURDITY, POINTLESSNESS, INEFFECTIVENESS

			It’s a bit like asking a chef if they’ve ever cooked a meal. The answer is, “Of course I have, now would you like to taste it?” The problem with this question is that it’s often thrown out as a filler. It’s something interviewers think they should ask without really considering that it doesn’t tell them much about someone with a solid work history.

			If anything, it’s a missed opportunity to ask more thoughtful, situation-specific questions that focus on current skills, challenges, and how you’ve adapted in recent years. Instead, they’re asking for a trip down memory lane to confirm whether you’ve worked with humans before.

			My Honest Take

			In conclusion, this question may have some value for entry-level candidates or to open up a broader conversation, but for seasoned professionals, it can feel like they’re just ticking a box. It’s better when interviewers take a more tailored, hands-on approach (which I know you appreciate!) and focus on what really matters. How you think, act, and solve problems in real-life scenarios.

			But hey, at least you can throw in a dramatic, humorous response to keep them on their toes!

			Tell me about a situation when you disagreed with a team member, how did you resolve it?

			Let’s be real, who hasn’t had disagreements? I’ve clashed with co-workers, friends, family, and even my kids. Does that make me difficult? Nah, it just means I have a mind of my own. I’ve got opinions, and I’m not afraid to voice them. I’m not a “yes-man,” and I won’t follow blindly if something feels off, if there’s a better way to approach things, or I sense disrespect. That
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