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Why Poor Job Interviews Hurt Both
Employers and Job Seekers
An interviewer who isn’t aware of their own biases can draw the wrong conclusions
about a job candidate or even get conned.

Mar. 18, 2024

By H. Dennis Beaver, Esq., Kiplinger Consumer News Service (TNS)

“One of the things that can lead to an employment lawsuit,” observes Southern
California-based labor law attorney Jay Rosenlieb, “is a failed interview that resulted
in a job offer.

“Often the ‘hiring manager’ is a long-term employee with no training in how to
conduct a proper, focused interview, hired the applicant based on liking them and

Hello. It looks like you’re using an ad blocker that may prevent our website from
working properly. To receive the best experience possible, please make sure any blockers
are switched off and refresh the page.

If you have any questions or need help you can email us

mailto:info@cpapracticeadvisor.com
https://www.cpapracticeadvisor.com/


not on whether they could do the job, would be a good �t or had the necessary
experience.”

Anna Papalia, author of the recently published Interviewology: The New Science of
Interviewing, could not agree more.

Papalia’s professional career has been devoted to teaching the art and science of
employment interviews—to both employers and job applicants—helping them
prepare, conduct and honestly present themselves.

I asked her to outline some of the worst ways an employment interview can be
conducted and mistakes job applicants make during interviews.

1. An interviewer should not talk 80% of the time, focusing only on telling the
candidate a lot of things about the job—telegraphing their needs—and then ask,
“So why do you want to work here?”

Consequences: The candidate will repeat everything they just heard, giving a false
impression of their competence that nonetheless impresses the interviewer. Instead,
have a structured interview for all candidates, asking the same questions that have
been written out in advance, rather than thinking of questions on the spot.

A hiring manager needs to determine what technical skills and personality attributes
are required and present candidates with a challenging situation to see how they
would handle it.

2. Both interviewers and job seekers need to guard against being swayed by
someone who is like them.

Consequences: If the interviewer is a charmer—someone who wants to make a
connection—they could like an applicant who is also charming and then fall prey to
their personality. It could lead to being conned!

Attorney Rosenlieb points out, “Charmers can sometimes cause an inexperienced or
inattentive hiring manager to discount a background check or pre-employment
testing—ironically, devices that are in place, in part, to protect against charmers.”

Challengers love people who provide a new perspective, are contrarians and
maintain a strong position. Examiners prefer business-minded, focused applicants
who get right to the point—no �uff. Harmonizers look for an individual who is
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collaborative, warm and places the needs of the team above their own. They will all
be swayed by someone who is like them.

3. Job seekers should never ask a hiring manager, “What’s going on in the
company, and how can I help with some of the problems you’re having?”

Consequences: It’s a bad question. While challengers love tough questions, not
everyone is a challenger. So if the applicant asks that question of an HR person, it
risks rubbing them the wrong way, as they likely do not know the answer. You have
to know to whom to direct your question.

A better approach would be along the lines of, “I’ve done my research and know you
are looking to get into the XYZ market. As you can see from my résumé, I’ve done that
before and would love to help you.”

4. Job seekers should absolutely never ask, “Can you describe for me the person
you don’t want to hire?

Consequences: They are not going to tell you and might even think, “Why that
question? Is there something off with their personality? We don’t need someone who
is dif�cult!”

Instead, any question you ask or answer should move the interview forward so the
interviewer has a good impression and sees you as quali�ed. So, before asking a
question, ask yourself, “Will this show me as quali�ed? Will I appear likable? Will
they be interested in talking with me more?”

Also, asking the interviewer “why?” can shut people down, but asking them “how?”
helps create a more conversational situation.

5. The most inappropriate, or even illegal, questions are often asked in the small-
talk portion of the interview.

Example:

Question: “Did you have any trouble �nding us?”

Answer: “No trouble at all.”

Question: “Oh, where do you live?”
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What if the applicant says they live an hour away? This can lead to bias, as the hiring
manager might think, “I don’t want to hire someone who lives an hour away.”

Or, what if the applicant says they live in a bad neighborhood? This leads to making
assumptions about people based on things that have nothing to do with the job.

Questions that go beyond the job requirements and skills necessary are generally
discouraged during the interview process. The risk is that you could drift into areas
that raise an inference of discrimination.

Also an issue: “My three kids go to XYZ School.”

Interviewer might think: “Do I want to hire someone with the obligations of raising
three children?”

Concluding our interview, Papalia made clear the message that a job interview is not
“just a getting-to-know-you date.”

“Will this person be a good �t for the job? Once they are hired, of course the doors are
wide open to all sorts of discussions—but not beforehand.”

Interviewology is a true gift to employers and job seekers and perfect for graduates.
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