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Welcome.

This book was written for people who
are capable, qualified, and tired of
feeling like interviews require a
performance.

You will not find scripts or gimmicks
here. What you will find is a way to
think differently about interview
guestions, so you can answer with

clarity, intention, and control.

Read this book the way you would prepare for an important
conversation: thoughtfully, selectively, and without the pressure
to get it perfect.

~- DR. S. TERRAIL FLETCIHER

DBA-HRM, MS-LHRD, GCPO



What Interviewer Are Really Asking

A candidate-first guide to understanding interview questions,
avoiding overperformance, and answering with clarity, confidence,
and judgment.

Most interview advice teaches you what to say.
Very little teaches you how to understand what is being asked.

This guide exists to close that gap.

After years of interviewing and coaching candidates, advising professionals,
and training hiring managers, one pattern became clear: strong candidates
were often not rejected because they lacked skill or experience. They were
rejected because they misunderstood the underlying question - the question
behind the question.

They over-explained when clarity was needed.

They told stories when positioning was required.

They followed outdated advice that rewarded performance instead of
judgment.

This guide was created for candidates who want to interview with clarity,
confidence, and control - not scripts, gimmicks, or forced storytelling.

Inside, you will not find generic answers to memorize. You will learn:
« What interviewers are actually listening for

What they are really scoring

When to give examples, and when not to

How to answer without overperforming

How to stop talking at the right moment

This is not about having a “good” interview. It is about showing up prepared,
self-aware, and aligned.

If you have ever left an interview thinking, “I| may have answered that
guestion wrong,” or “I think | may have talked too much,” this guide was
written for you.



How the Strategy Works

This framework teaches you how to interpret interview questions
before answering them.

Each question includes:

A clear STAR usage lable, specific to each question
What interviewers are actually listening for

What they are really scoring

The Hire Learning Strategy for answering well

A strong example answer
A likely follow-up question and example response
A fillable response builder

Not every question requires a story.
Not every answer should be long.
This guide helps you know the difference.

HIRE LEARNING STAR LEGEND

STAR REQUIRED — A brief, structured example is expected
STAR OPTIONAL — Start concise; be ready if asked
STAR NOT RECOMMENDED — Do not default to examples
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Lxample 1

“WALK ME THROUGH YOUR BACKGROUND
AND HOW IT LED YOU HERE.”

(Often replaces "Tell me about yourself.”)

STAR NOT RECOMMENDED

This is a career narrative and positioning question. Interviewers want clarity,

sequencing, and intentionality, not a story. They are evaluating how you
connect and interpret your career decisions. Using STAR will lead to rambling
because this is not about a single situation.

What Interviewers Are Actually Listening For

« Can you connect your experience logically?
e Do you understand your own career narrative?
e Are your moves intentional, random, or reactive?

What Interviewers Are Really Scoring

Career clarity (not perfection)

Logical progression

Ability to connect past experience to present needs
Self-awareness (without oversharing)

Hire Learning Strategy

This question tests judgment, not memory. Interviewers are not asking you to
recount everything you have done.

Interviewers are asking whether:
e You understand why you made certain moves
e You know which parts of your experience are most meaningful to the role
e You can explain how your past led you here, not everywhere



Hire Learning Strategy (continued)

Avoid answers that:
o Walk line-by-line through your résumé
e Focus on chronology instead of key decisions
e Drift into unnecessary personal history

Your job is to highlight relevance, not catalog or recite history.

Structure Your Answer Around

e Your professional foundation
e One or two key transitions or growth moments
e Why this role makes sense now

Example Response

“My background is rooted in operations and people-facing work, where |
developed a strong foundation in problem-solving, communication, and
execution. Over time, | was drawn toward roles that allowed me to influence
outcomes more directly, which led me into positions with greater
responsibility and scope. At this stage in my career, this role makes sense
because it allows me to apply what | have learned in a more focused and
intentional way.”

Likely Follow-Up Questions

“Which part of your background has been most valuable in preparing you for
this role?”

Example Follow-Up Response

“The most valuable part of my background has been my exposure to both
hands-on execution and higher-level decision-making, which helps me
understand how day-to-day work connects to broader outcomes.”



Fillable Response Builder

My professional foundation began in:

The skills | built early that still matter today are:

A key shift or decision in my career was:

This role makes sense now because:




Lxample 2

“WHAT INTERESTED YOU IN THIS ROLE AND
OUR ORGANIZATION?"

(Often replaces "Why do you want this position?”)

STAR NOT RECOMMENDED

This is an alignment and role-understanding question, not a behavioral one.

Interviewers are listening for your rationale and fit; a full STAR story here
often sounds rehearsed or off-target unless they explicitly ask for an
example.

What Interviewers Are Actually Listening For

e Do you understand what this role actually requires?

e Have you connected your experience to the work, not just the company
name?

e Are you pursuing this role intentionally, or opportunistically?

What Interviewers Are Really Scoring

Role comprehension (beyond the job description)

Alignment between your skills and their needs
Professional motivation (not desperation or flattery)
Realistic expectations of the work

Hire Learning Strategy

This question is not about enthusiasm or loyalty. It is an alignment check. It is
about fit.

Interviewers are trying to determine whether:
e You understand the problems this role is meant to solve
e You can explain where you would add value
e Your expectations match the reality of the position



Hire Learning Strategy (continued)

Avoid answers that:
e Spend too much time talking about the company instead of the work
e Start with what you want instead of what the role actually requires
e Rely on vague praise without showing how you would contribute

Avoid generic statements about culture, mission, or reputation unless you
can clearly tie them to how you work and contribute. Do not lead with what
the role will do for you. Lead with what you understand about the role, then
connect it to your experience.

Structure Your Answer Around

« What stood out about the work itself
« Where your experience naturally aligns
« Why that alignment matters at this stage

Example Response

“What interested me most about this role is the focus on improving how
work gets done, creating consistency, removing inefficiencies, and helping
the team execute with clarity. In my previous roles, | have been most
effective when expectations are high and outcomes matter, and this role
appears to sit directly in that space. At this stage in my career, | am looking
for a position where | can apply what | already do well in a more focused way
and contribute to results that are visible and measurable.”

Likely Follow-Up Questions

“What specifically stood out to you about this role compared to other roles
you considered?”

Example Follow-Up Response

“What stood out was the balance between responsibility and accountability.
This role appears to require independent judgment while still being closely
tied to team outcomes, which aligns well with how | work and where | have
delivered my strongest results.”



Fillable Response Builder

What stood out to me about the work itself was:

My experience aligns with this role because:

At this stage in my career, | am looking for:

This role fits that direction because:




Lxample 3

“WHY SHOULD WE HIRE YOU FOR THIS
ROLE?"”

(Often replaces "What makes you the right choice for
this position?”)

STAR NOT RECOMMENDED

This is a value-positioning question. Interviewers are listening for
readiness and fit, and whether you understand the role and can articulate
your value.

What Interviewers Are Actually Listening For

e Do you understand what this role truly requires?

e Can you articulate your value without comparing yourself to others?

e Are you able to connect your experience to their needs, not just your
résumeé?

What Interviewers Are Really Scoring

o Readiness for the role

e Clarity of value proposition

« Confidence without arrogance

o Ability to translate experience into contribution

Hire Learning Strategy

This question is not about convincing or selling. It is about fit and readiness.

Interviewers are asking, often indirectly:
e Do you know what success looks like in this role?
« Can you see yourself operating effectively in this environment?
e Are you prepared to step into this work without excessive ramp-up?

- 10 -



Hire Learning Strategy (continued)

Avoid language that:
« Compares you to other candidates
» Sounds absolute (“the best,” “the only,” “the strongest”)
e Focuses on personality instead of contribution

Instead, position yourself as someone who:
o Understands the role’s expectations
« Has relevant, transferable experience
e Can execute consistently

Structure Your Answer Around

e Your understanding of what the role actually requires
e The experience you bring that aligns most closely with those expectations
 How that experience prepares you to contribute early and reliably

Example Response

“I believe | am a strong fit for this role because my experience aligns closely
with what the position requires, particularly around execution,
accountability, and managing priorities. | understand the expectations of this
role and have operated in similar environments where consistency and
follow-through matter. That background allows me to step in, learn quickly,
and contribute without needing extensive oversight.”

Likely Follow-Up Questions

“What would success look like for you in this role during the first six
months?”

Example Follow-Up Response

“Success would mean | have built strong working relationships, developed a
clear understanding of priorities, and am consistently contributing to the
team’s goals with minimal course correction.”

-11 -



Fillable Response Builder

My understanding of what this role requires is:

The experience | bring that aligns most closely is:

| am prepared to contribute early by:

In the first several months, success would look like:

- 12 -



Lxample 4

“WHAT WOULD YOU SAY ARE YOUR KEY
STRENGTHS FOR THIS TYPE OF ROLE?"”

(Often replaces "What is your greatest or top three
strengths?”)

STAR OPTIONAL

This is a self-assessment and relevance question. Interviewers are
evaluating whether you understand which of your strengths actually
matter for this role. Start with a clear strength statement but only use a
full STAR story if asked to illustrate an example.

What Interviewers Are Actually Listening For

e Do you understand the demands of this role well enough to name
relevant strengths?

e Are your strengths practical and job-related, not personality-based?

e Can you speak about your abilities without exaggeration or humility
masking?

What Interviewers Are Really Scoring

» Self-awareness

e Relevance of strengths to the role

o Ability to distinguish between useful skills and generic traits
e Professional maturity

Hire Learning Strategy

This question is not asking for your best trait. It is asking for your most useful
strengths in this role.

Interviewers are listening for whether you:
e Can prioritize which strengths matter most here
e Understand how your strengths show up in real work

e Avoid listing generic qualities that apply to everyone
- 13 -



Hire Learning Strategy (continued)

Avoid answers that:
o List multiple unrelated strengths without focus
e Emphasize personality (“I'm a people person”) over contribution
e Sound rehearsed or inflated

Strong answers are selective, grounded, and role-specific.

Structure Your Answer Around

e One or two strengths that are directly relevant to this role
e How those strengths typically show up in your work
« Why those strengths matter in this specific environment

Example Response

“One of my key strengths in this type of role is my ability to bring structure
and clarity to complex or fast-moving situations. | am effective at prioritizing
work, clarifying expectations, and keeping momentum when there are
competing demands. That strength has consistently helped teams stay
focused and deliver reliable results.”

Likely Follow-Up Questions

“Can you give me an example of when that strength made a difference?”

Example Follow-Up Response

“In a previous role, | stepped into a situation where priorities were unclear
and timelines were slipping. By clarifying ownership and sequencing the
work, the team was able to stabilize execution and meet key deadlines.”

Fillable Response Builder

e One strength that is especially relevant to this role is:

- 14 -



Fillable Response Builder (continued)

e This strength shows up in my work by:

e This strength matters in this role because:

e A situation where this strength made a difference was:

- 15 -



Lxample 5

“WHAT IS AN AREA YOU ARE ACTIVELY
WORKING TO IMPROVE?"”

(Often replaces “What is your greatest weakness or
area of opportunity?”)

STAR OPTIONAL

This is a self-management and growth-awareness question, not a fault-
finding exercise. Interviewers are evaluating how well you assess yourself

and manage risk; a full STAR story is only appropriate if they ask how this
growth area has shown up in practice.

What Interviewers Are Actually Listening For

e Do you demonstrate honest self-awareness?
e Are you able to name a real, manageable growth area?
e Do you take responsibility for your own development?

What Interviewers Are Really Scoring

e Emotional maturity
e Growth mindset

e Accountability

o Coachability

Hire Learning Strategy

This question is not asking you to confess a flaw. It is asking whether you can
identify and manage a development area responsibly.

Interviewers want to know:
e That you recognize your own limits
e That your growth area does not pose a major risk in this role
e That you are actively doing something about it

- 16 -



Hire Learning Strategy (continued)

Avoid answers that:
« Disguise strengths as weaknesses
e Sound overly self-critical or rehearsed
e Introduce red flags unrelated to the role

The strongest answers show awareness, control, and progress.

Structure Your Answer Around

e A real but manageable area you are improving
e« How you became aware of it
« What you are actively doing to address it

Example Response

“One area | am actively working to improve is delegating earlier when
projects begin. | tend to take ownership quickly, which can slow things down
if | do not involve others soon enough. | have been more intentional about
setting expectations early and bringing the right people in at the start, which
has improved efficiency and collaboration.”

Likely Follow-Up Questions

“How has that improvement shown up in your recent work?”

Example Follow-Up Response

“I have noticed projects move more smoothly when responsibilities are
clarified early, and team members feel more ownership, which has led to
better outcomes overall.”

Fillable Response Builder

e One area | am actively working to improve is:

-17 -



Fillable Response Builder (continued)

e | became aware of this area through:

e Steps | am taking to improve include:

e This improvement has positively impacted my work by:

- 18 -



Lxample 6

“TELL ME ABOUT A TIME YOU NAVIGATED
CONFLICT OR DISAGREEMENT.”

(Often replaces "How do you handle workplace
conflict?”)

STAR REQUIRED

This is a true behavioral question focused on how you respond under
interpersonal pressure. Interviewers expect a real example here because t
hey are evaluating your judgment, communication, and emotional r

egulation, not your philosophy about conflict.

What Interviewers Are Actually Listening For

e« How do you behave when tension or disagreement arises?
e Do you address issues directly or avoid them?
e Can you separate the problem from the person?

What Interviewers Are Really Scoring

Emotional regulation

Communication effectiveness

Professional judgment
Ability to resolve issues without escalation

Hire Learning Strategy

This question is not about proving that you are “good with people.”

It is about demonstrating how you manage discomfort while protecting
outcomes and relationships.

Interviewers are assessing whether you:
e Stay calm and professional when challenged
e Focus on resolution rather than blame

e Choose appropriate timing and communication methods
- 19 -



Hire Learning Strategy (continued)

Avoid examples that:
e Paint the other person as unreasonable
e Turn into a character judgment or complaint
o End without a clear resolution or lesson

Use micro-STAR: enough detail to show how you think, not so much that the
story overwhelms the point.

Structure Your Answer Around

» The context of the disagreement (briefly)
o The approach you took to address it
e The outcome or lesson learned

Example Response

“In a previous role, | had a disagreement with a colleague about project
priorities that was beginning to affect timelines. | addressed it by setting up a
one-on-one conversation to clarify expectations and understand their
perspective. By aligning on priorities and adjusting our approach, we were
able to move forward productively and meet our deadlines.”

Likely Follow-Up Questions
“What was the most challenging part of that situation for you?”

Example Follow-Up Response

“The most challenging part was slowing the conversation down and staying
focused on the issue rather than the frustration around it. Once | did that,
the conversation became much more productive.”

Fillable Response Builder

e The conflict or disagreement involved:

- 20 -



Fillable Response Builder (continued)

e | addressed it by:

e The outcome or lesson learned was:

e This experience taught me:

- 21 -



Lxample 7

“WHERE DO YOU SEE YOUR CAREER GOING
OVER THE NEXT FEW YEARS?"”

(Often replaces "Where do you see yourself in five
years?”)

STAR NOT RECOMMENDED

This is a direction and alignment question. Interviewers are evaluating
clarity, realism, and fit; using STAR here often signals poor judgment
because they are not asking for a past example, but for your professional

trajectory.

What Interviewers Are Actually Listening For

e Do you have a clear sense of direction, even if it is not rigid?
e Does your career trajectory align with the scope of this role?
e Are your expectations realistic within this organization or function?

What Interviewers Are Really Scoring

o Career intentionality

o Alignment with the role’s growth path
« Retention likelihood

e Professional maturity

Hire Learning Strategy

This question is not about predicting the future. It is about demonstrating
direction without rigidity.

Interviewers want to understand:
« Whether this role fits into your longer-term professional plan
« Whether your goals suggest stability or quick departure
« Whether you can grow within the role, not immediately out of it

- 22 -



Hire Learning Strategy (continued)

Avoid answers that:
e Lock you into a specific title or timeline
o Suggest impatience or entitlement
« Signal that this role is merely a short-term stop

Strong answers emphasize skill growth, increased responsibility, and deeper
impact, not job titles.

Structure Your Answer Around

e The type of growth you are focused on
e The level of responsibility you want to build toward
e How this role supports that direction

Example Response

“Over the next few years, | am focused on continuing to deepen my
expertise, taking on broader responsibility, and contributing at a higher level
of impact. | am less focused on a specific title and more focused on building
skills and experience that allow me to add consistent value. This role aligns
well with that direction because it offers both challenge and opportunity for
growth.”

Likely Follow-Up Questions
“How does this role fit into that direction for you?”

Example Follow-Up Response

“This role allows me to strengthen skills | already use while expanding my
scope in a way that feels realistic and sustainable. It fits well with how |
want to grow professionally.”

Fillable Response Builder

e Over the next few years, | am focused on developing:

- 23 -



Fillable Response Builder (continued)

e The type of responsibility | want to build toward is:

e | am less focused on titles and more focused on:

e This role supports that direction by:

- 24 -



Lxample 8

“HOW DO YOU HANDLE CHANGE,
PRESSURE, OR COMPETING PRIORITIES?”

(Often replaces "How do you handle stress or
multiple/shifting deadlines?”)

STAR OPTIONAL

This is a process and regulation question, not automatically a behavioral

one. Interviewers are listening for your approach first; STAR is only
appropriate if they follow up with “Tell me about a time...” or “Can you
give an example?”

What Interviewers Are Actually Listening For

e Do you have a clear, repeatable approach for managing pressure?
e Can you prioritize effectively without becoming reactive?
e Do you maintain quality and professionalism during periods of change?

What Interviewers Are Really Scoring

« Emotional regulation

« Decision-making under pressure
e Organization and prioritization
e Reliability during change

Hire Learning Strategy

This question is designed to assess how you operate when things are not
ideal.

Interviewers want to understand:
o Whether you default to panic or process
e Whether you can distinguish urgency from importance
« Whether you communicate proactively when priorities shift

- 25 -



Hire Learning Strategy (continued)

Avoid answers that:
e Minimize stress unrealistically (“I never get stressed”)
e Focus on emotion instead of action
e Jump straight into a story without explaining your approach

Strong answers start with your method, then move to example only if
requested.

Structure Your Answer Around

 How you assess priorities when pressure increases
e The tools or habits you use to stay organized
« How you communicate and recalibrate when conditions change

Example Response

“When priorities compete or circumstances change, | focus on clarifying what
is most critical, reassessing timelines, and communicating early if
adjustments are needed. | rely on structure and prioritization to stay
effective rather than reacting to urgency alone.”

Likely Follow-Up Questions

“Can you give me an example of a time when multiple priorities hit at once?”

Example Follow-Up Response

“In a previous role, several deadlines converged unexpectedly. | reassessed
urgency, clarified expectations with stakeholders, and adjusted sequencing
to ensure quality while still meeting core commitments.”

Fillable Response Builder

e When priorities compete, my first step is to:

- 26 -



Fillable Response Builder (continued)

e Tools or habits | use to stay organized include:

« When change occurs, | communicate by:

e An outcome of handling pressure well was:

- 27 -



Lxample 9

“WHAT PROMPTED YOU TO EXPLORE NEW
OPPORTUNITIES?"”

(Often replaces "Why are you looking for a new role
or are you currently working?”)

STAR NOT RECOMMENDED

This is a professional judgment and transition question. Interviewers are

evaluating how you make decisions and close chapters; a STAR response
here often invites unnecessary detail or risk unless an example is explicitly
requested.

What Interviewers Are Actually Listening For

e Can you explain your decision without sounding reactive or negative?
e Do you show clarity about what you want next?
e Are you able to speak about change professionally and neutrally?

What Interviewers Are Really Scoring

Professional maturity
Emotional regulation

Forward focus

Risk awareness

Hire Learning Strategy

This question is not about defending your past or justifying dissatisfaction. It
is about demonstrating discernment.

Interviewers want to know:
« Whether your decision to move is thoughtful, not impulsive
o« Whether you can separate reflection from complaint
e Whether your motivation is forward-looking

- 28 -



Hire Learning Strategy (continued)

Avoid answers that:
« Criticize previous managers, teams, or organizations
e Sound unresolved or emotionally charged
e Overexplain circumstances that are not relevant to this role

Strong answers acknowledge change briefly, then pivot forward.

Structure Your Answer Around

e A neutral explanation for why you are exploring change
« What you learned or clarified from your last role
« What you are intentionally seeking next

Example Response

“My priorities evolved, and | reached a point where | wanted a role that
better aligns with my experience and long-term direction. | took time to
reflect on where | do my strongest work, and that clarity prompted me to
explore opportunities that are a better fit for how | want to contribute going
forward.”

Likely Follow-Up Questions

“What are you hoping this next role offers that your previous one did not?”

Example Follow-Up Response

“I am looking for clearer alignment between responsibilities, expectations,
and opportunities for growth so | can contribute consistently and continue
developing.”

Fillable Response Builder

e« What prompted me to explore new opportunities was:

- 29 -



Fillable Response Builder (continued)

e Through that process, | clarified that | want:

« What | am intentionally moving toward is:

e This role aligns with that direction because:

- 30 -



Lxample 10

“HOW HAS YOUR EXPERIENCE PREPARED
YOU FOR THIS ROLE?"”

(Often replaces “How are your skills relevant to
this role?”)

STAR OPTIONAL

This is a readiness and transferability question, not automatically a
behavioral one. Interviewers are evaluating whether you can connect past
experience to future contribution; STAR is only appropriate if they ask you

to illustrate a point with a specific example.

What Interviewers Are Actually Listening For

e Can you translate past experience into relevance for this role?
e Do you understand which parts of your background matter most here?
e Are you realistic about your learning curve?

What Interviewers Are Really Scoring

e Transferable skill awareness
e Role readiness

e Learning agility

e Honest self-assessment

Hire Learning Strategy

This question tests your ability to bridge, to move from what you have done
to what you can do next.

Interviewers want to know:
o« Whether you can identify the most relevant parts of your experience
o Whether you understand how this role builds on that foundation
« Whether you can speak confidently without overstating fit

- 31 -



Hire Learning Strategy (continued)

Avoid answers that:
o Walk line-by-line through your résumé
« Emphasize experience that is only loosely related
e Overclaim immediate mastery

Strong answers are selective and intentional.

Structure Your Answer Around

e The most relevant aspects of your past experience
e The skills or capabilities that transfer directly
 How those prepare you to contribute in this role

Example Response

“My experience has prepared me for this role through hands-on exposure to
similar responsibilities, particularly around execution, coordination, and
managing priorities. | understand the expectations of this role and have built
a foundation that allows me to step in, learn quickly, and contribute
effectively.”

Likely Follow-Up Questions

“What do you expect will be the biggest adjustment for you in this role?”

Example Follow-Up Response

“The biggest adjustment will likely be learning the specific systems and
processes unique to this organization, but the core responsibilities align
closely with work | have done before.”

Fillable Response Builder

e The most relevant parts of my experience includes:

o B9 =



Fillable Response Builder (continued)

o Skills that transfer directly to this role are:

e This experience prepares me to contribute by:

e An area | expect to ramp up on quickly is:

- 33 -



Lxample 11

“WHAT ARE YOUR COMPENSATION
EXPECTATIONS?”

(Often replaces “What salary range are you
looking for?”)

STAR OPTIONAL

This is a business alignment question. Interviewers are evaluating market

awareness, professionalism, and alignment; a STAR response here signals
poor judgment because no past situation is being evaluated.

What Interviewers Are Actually Listening For

e Do you understand your market value?
e Are your expectations aligned with the scope of the role?
e Can you discuss compensation professionally and calmly?

What Interviewers Are Really Scoring

Market awareness
Professional maturity
Negotiation readiness

Flexibility and realism

Hire Learning Strategy

This question is not a test of confidence or bravado. It is a calibration check.

Interviewers want to understand:
e« Whether your expectations are informed, not aspirational
« Whether there is likely alignment early in the process
e« Whether you can discuss compensation without discomfort or rigidity

- 34 -



Hire Learning Strategy (continued)

Avoid answers that:
o Deflect the question entirely
e Provide a single inflexible number
o Justify compensation emotionally or defensively

Strong answers are clear, researched, and framed as a range.

Structure Your Answer Around

o Aresearched compensation range - define and justify your worth
e The factors that informed that range
e Openness to discussion based on total compensation

Example Response

“Based on my experience, market research, and the scope of this role, | am
targeting a range between X and Y. | am open to discussing the full
compensation package, including benefits and growth opportunities, to
ensure alignment.”

Likely Follow-Up Questions

“How flexible is that range?”

Example Follow-Up Response

“I have flexibility depending on the full scope of the role, benefits, and
long-term growth opportunities.”

Fillable Response Builder

e My researched compensation range is:

e This range reflects:

- 35 -



Fillable Response Builder (continued)

o Factors that influence flexibility include:

e Other compensation elements | value are:

- 36 -



Lxample 12

“WHAT QUESTIONS DO YOU HAVE FOR
us?”

(Often replaces “"Do you have any questions?”)

STAR NOT RECOMMENDED

This is a judgment and preparation question, not a closing formality.
Interviewers are evaluating how thoughtfully you assess the role,
expectations, and fit; STAR is not appropriate because they are not asking

you to recount a past situation.

What Interviewers Are Actually Listening For

« Have you thought critically about the role beyond the job description?
e Do your questions reflect understanding of priorities and expectations?
e Are you evaluating fit rather than simply trying to impress?

What Interviewers Are Really Scoring

e Preparation

« Strategic thinking

e Professional maturity
e Long-term fit

Hire Learning Strategy

This question is often misunderstood as optional or polite. It is neither. It is a
final evaluation point.

Interviewers want to see whether you:
e Understand what success looks like in the role
e Are curious about expectations and priorities
e Think like someone already in the seat

- 37 -



Hire Learning Strategy (continued)

Avoid questions that:
« Are easily answered on the website
e Focus only on perks, time off, or remote flexibility
e Signal short-term thinking

Strong questions center on success, clarity, and contribution.

Structure Your Answer Around

e Questions that clarify success and expectations
e Questions that show understanding of the role’s challenges
e Questions that help you assess alignment

Example Response

“What would you want the person in this role to prioritize in the first 90
days?” or “lI would like to better understand what success looks like in this
role during the first six to twelve months.” or “What are the most important
problems you would want this role to help solve early on?” or “Who are the
key stakeholders for this role?”

*Remember, | advise that you ask questions throughout the interview - it’s a
conversation. This will also prevent you from trying to come up with questions
at the end.

Likely Follow-Up Questions

“How does this role collaborate with other departments?” or “Where does
cross-department collaboration matter most for success in this role?”

Example Follow-Up Response

“That context is helpful. It gives me a clearer picture of how this role
contributes to the team’s priorities.”
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Fillable Response Builder

One question | have about success in this role is:

One question | have about early priorities is:

One question | have about team expectations is:

One clarifying question that shows preparation is:
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Coming Soon..
WHAT INTERVIEWERS ARE REALLY ASKING:
O Z THE DELIBERATE EDITION
For Extremely Nervous and Introverted Candidates

WHAT INTERVIEWERS ARE REALLY ASKING:
BEHAVIORAL QUESTIONS

WHAT INTERVIEWERS ARE REALLY ASKING:
SENIOR-LEVEL INTERVIEWS



THANRK YOU!

Thank you for allowing me to walk alongside you through a
season that has been marked by waiting, disappointment, and
far too many rejection emails. | know how isolating and
discouraging that can feel—especially when effort,
preparation, and faith seem to go unanswered. My hope is that
the insight and guidance shared here helped you regain
clarity, steady your confidence, and remember that rejection
is not a reflection of your worth or calling.

Above all, | pray that you continue to trust the Word of God to
guide you through moments of uncertainty, decision-making,
and transition—even when the path forward feels quiet or
unclear.

May your career journey move forward with purpose, peace,
and renewed assurance. And if this book has served you well
in this season, | would be honored to walk with you again in
the next one.




Dr. Shunnique Terrail Fletcher, also known as Dr. T, has
counseled thousands of employees, leaders, and
emerging professionals throughout her career in human
resources. With years of experience interviewing
candidates, advising hiring leaders, and coaching
professionals at every stage of their careers, she

l? —

y y & understands why capable, qualified candidates are often
| - overlooked, not because they lack skill, but because they
\), : misunderstand what interviewers are truly evaluating.
Dr. Fletcher's doctoral research on the lived experiences
of Black women in human resources leadership further
informs her perspective on how bias, misalignment, and
i -~ unspoken expectations shape hiring decisions. That work
s

deepened her commitment to helping candidates
navigate interviews with clarity, judgment, and self-
awareness, without relying on performative answers,
overexplaining, or outdated advice.

ol

Through the What Interviewers Are Really Asking series, | ‘
Dr. Fletcher reframes the interview process by teaching

candidates how to interpret questions before responding.
Each guide breaks down what interviewers are listening
for, what they are actually scoring, and how to answer

with intention rather than overperformance. The series is

designed for professionals who want to interview
S strategically, communicate with restraint, and present
‘ their experience with confidence and control.

Together, these books serve as a practical framework for
interviewing with clarity, credibility, and discernment,
helping candidates show up prepared, aligned, and
understood.



