
 

Behavioral Interviewing, Situational Interviewing 
& Active Interviewing 
Guidelines for Youth-Serving Community Organizations  

 

Job interviews can be a powerful screening tool. In order to be effective, however, they need to apply a 
variety of techniques and approaches—each designed to tease out different aspects of a candidate's 
suitability for the job you are actually hiring for. Below are some suggestions for how to do that: 
 

Behavioral Interviewing 
One of the best predictors of future behavior is how a person has behaved in the past. Asking about specific, 
relevant instances in a candidate's past can help you form a more accurate picture of how they will behave in 
the day-to-day work environment. Examples of questions you might ask include: 
 

• Tell me a time you broke the rules because it was needed, and why did you do it? 
• How important are relationships with the families you work with? Describe a time where keeping 

that boundary has been more difficult. 
• Describe a time when you saw someone else break a rule—did you report it? Why or why not? 

 

Remember: You're not just listening for "right" or "wrong" answers, but for how well a candidate is able to 
reflect on the responsibilities of a position and how they might handle them in the real world. Pay 
particular attention to any reported rule breaking, and the reasoning behind it. Deviating from protocols 
can be a slippery slope that eventually leads to an environment where boundaries are not respected. 
 

Situational Interviewing 
No two jobs are the same, so be sure to combine behavioral interview questions that are grounded in a 
candidate's past with more hypothetical questions that relate to situations that may arise in this specific 
position. Examples might include: 
 

• We have a lot of families facing economic hardship. What would you do if a family member calls to 
say they can't pick up a kid because they're shift is running late? 

• How would you handle an aggressive or angry parent? 
• What would you do if you witnessed a co-worker hugging a child? 

 

The goal with these types of questions is to break a candidate out of their comfort zone and see how they 
think on their feet. It can be instructive to deliberately interrupt them, disrupting their train of thought 
and seeing how they handle themselves in getting the interview back on track. 
 

Active Interviewing 
Just because you can talk about a particular job doesn't mean you can actually do it. In addition to spoken 
interviews, it's a good idea to observe the candidate in the environment in which they'll actually be working. 
Examples might include: 
 

• Taking a tour of the pool deck and asking lifeguards to identify potential sources of glare or visual 
obstruction. 

• Walking through the childcare room and seeing how a candidate interacts with children. 
• Asking a candidate to sit down with a parent and discuss their hopes and expectations for the 

care of their child. 
 

This type of tour can also be an opportunity to observe a candidate's physical aptitude for the job—for 
example walking up and down stairs or bending down to talk to children. 


