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· The Power of Critical Incidents

Exercise and Introductions

· Differences in Using Interviews for Advising and Assessment

Contexts for interpreting Interviews



Advising  -----  Individual’s experiences, goals, personality



Assessment – Objective set of standards derived 





  systematically

· The Behavioral Event Interview  (BEI)

Why Interview for Behavior?

Assessment tool with 3 components:


Interviewing – semi-structured


Scoring responses – against a capability model


Feedback to Interviewee  -- focuses on evidence of strengths

· The BEI in Education

Student Potential Profile (SPP) developed by the Council

for Adult and Experiential Learning (CAEL) with support

from the Ford Foundation to provide an alternative to

conventional college admissions exams for historically black colleges.

· Components of the Assessment

Capability Model  (sample)

Interview Guide   (sample)

Rating Guide   (sample)

Feedback Guide   (sample)

· Target Data – What It Is and Where to Find It

Rules for Probing to Elicit Target Data

· Practice Interview

Just to get the feel of it!

· Applications of the BEI in FYE

Admissions

Assessing Prior Learning – for credit or advising

Career Guidance

Why Interview for BEHAVIOR?

The purpose of the Behavioral Event nterview is to assess the personal capabilities and characteristics - abilities, traits, motivations - of the person being interviewed in order to guide him/her to a job, career, training, or educational opportunity that matches his/her capabilities.  To meet this objective it is necessary to find clear evidence that the person has been able to demonstrate the capabilities and characteristics necessary in past situations.

Both research and common experience tell us that the best predictor of how a person will behave in the future is how he or she has behaved in the past.  The interview, by getting the person being interviewed to focus on "high points" from the past, helps us get a good picture of a person's capabilities and of the kinds of situations that are likely to encourage or discourage the demonstration of these capabilities in the future.

In order for you to be sure an individual has the capabilities that will be needed, you should try to get some degree of proof that he/she demonstrated these capabilities in the past.  Ideally, we would like the opportunity to see the person in a real situation and see how he/she handles it, noting what he/she does and says.  This is not only impractical, but it does not allow you to know about two very important aspects of a person's activity which are not directly observable:  his/her thought processes and feelings.

The BEI  is the next best thing to direct observation of a person in a real setting:  it pushes the person being interviewed to recall in detail what he/she did and said in key situations as he/she was re-living them.  And the interview is better than direct observation in that it allows you to review what the person was thinking about and feeling during the situation itself.

The Behavioral Event  interview is designed to help you get the kind of detail that makes it seem as if you were present at the time things actually happened.  It allows you to gather evidence for critical capabilities in a way that is most likely to ensure that a person both possesses these capabilities and is likely to demonstrate them in situations that require them in the future.

BEI Capability Model

1.
Concern for Others

Definition:  A concern for other people, demonstrated by willingness to listen to their problems and to provide help, encouragement and reassurance.

a) Takes action to address other people’s ideas and concerns 

b) Says or does things to reassure a person or make him/her feel better

2.

Teamwork

Definition:  The ability to work cooperatively with others as a part of a team, by listening to others’ ideas and working for consensus solutions

a) Expresses disagreement with others in a constructive way (e.g., by emphasizing points of agreement or by suggesting alternatives that  may be available to the group)

b) Offers support for others’ ideas and proposals

3.
Goal Orientation

Definition: Motivation to set objectives and to persist to achieve them.

a) Persists to solve a problem or overcome an obstacle

b) Tries a different approach with a problem when his/her first strategy doesn’t work

4.
Planning Skill

Definition:  Developing logical, detailed plans to guide actions and to accomplish goals.

a) Makes a detailed plan in advance to accomplish something

b) Makes plans in advance to deal with things that might go wrong 

5.
Problem Solving

Definition: The ability to find effective solutions to problems, by seeking information to clarify the situation, diagnosing the source of the problem, generating alternative solutions, and applying logical criteria to select a solution.

a) Identifies the important factors to consider in making a decision

b) Identifies several possible solutions to a problem

c) Makes systematic comparisons among alternatives

6.

Interpersonal Diagnosis 

Definition:  The ability to notice, interpret, and anticipate people’s concerns and feelings.
a) Identifies what someone is feeling, by noticing nonverbal behavior (facial 


expressions, tone of voice, etc.)

b) Uses clues in the content of what someone says to identify an underlying concern 
that is not directly stated

7.

Self-Control

Definition:  The ability to remain in control of emotions in pressured or emotional situations.

a) Thinks carefully before acting in a high-pressure or emotional situation

b) Substitutes a more desirable response for his/her initial response to a situation

8.

Flexibility

Definition:  The ability to adapt quickly to changing circumstances and to demonstrate          openness to new ways of doing things.

a) Switches to a different approach when the requirements of the situation change

b) Shifts his/her priorities to meet the changing requirements of a situation

SAMPLE INTERVIEW GUIDE

GOAL ORIENTATION
Can you think of a couple of examples from the past two years when you have worked to achieve a goal?
Interviewer selects one of the mentioned situations.

One of the situations you mentioned was ______________. I would like to ask you some questions about that situation.
How did you get involved in that situation?

What exactly you were you trying to achieve?

Take me back to the beginning.  What were you thinking?

What were the key things you did to achieve this goal?

Did you encounter any obstacle?  If so, what did you do when faced with that obstacle?

Rating of Goal Orientation:

Goal Orientation:  Motivation to set objectives and to persist to achieve them.
Rating:    0
?
+
++

PLANNING SKILL

Can you think of an example of a time when you needed to prepare a plan in order to do some project?
What was the project you were involved in?

What was the first thing you thought about when you began the project?

How did you go about preparing the plan?

What were your specific thoughts as you developed the plan?

Can you think of a time from the past year or so when you were faced all at once with many things that you needed to do?
What did you do in that situation?

What were your thoughts in that situation?

What were you trying to do in that situation?

Rating of Planning Skill:

 Planning Skill: Developing logical, detailed plans to guide actions and to accomplish goals.
A

Rating:     0
?
+
++  

 PROBLEM SOLVING

Can you think of a couple of times in the past year or so when you needed to solve a problem — any kind of problem?
I would like to hear more about  ___________ (select one of the problems)

What was the problem?

What were your thoughts when you first considered that problem?

What did you do to deal with that problem?

What was the result?

Tell me about a decision that you made in the past year or so.

What was the situation you were in when you made that decision?

What was your thought process in making that decision?

What did you decide to do?

What was the result?
Rating of Problem Solving

 Problem Solving:  The ability to find effective solutions to problems, by seeking information to clarify the situation, diagnosing the source of the problem, generating alternative solutions, and applying logical criteria to select a solution.
a)

Rating:     0
?
+
++
SELF-CONTROL

Think about a situation in which you were under a great deal of pressure.
What was the situation?

What were you feeling in this situation?

What were you thinking?

What did you do or say?
What was the result?

Think of a situation in which you were angry or upset about something.

What was the situation?

Who else was involved?

What were you thinking and feeling?

What did you do or say?

Was there anything else that you said or did?

What was the result?
Rating of Self-Control

 Self-Control:  The ability to remain in control of emotions in pressured or emotional situations.
A

Rating:    0
?
+
++
HOW TO RATE THE Behavioral Event INTERVIEW

1.
Plan to code each interview during the interview and immediately after it is complete.

2.
When conducting the interview, take notes on the Interview Guide.  In note taking, write down a key phrase to indicate evidence for the capability you are coding.  Immediately after the interview, indicate the strength of the evidence presented for each capability by circling the appropriate symbol. 


0
=
not demonstrated

?
=
uncertain whether demonstrated/weak evidence

+ 
= 
clearly demonstrated once or twice, but not in an

    

unusually powerful way

++
= 
demonstrated several times or at least once in a 

    

powerful or impressive way

Whenever you circle "+" or "++", be sure that you have noted the specific evidence on which your assessment is based.  If you are unsure about whether a particular behavior is codable, review the interview audiotape and the coding manual after the interview is completed.

3.
Transfer the coding capability evidence scores to the Individual Capabilities Profile and follow instructions for completing that sheet.

Giving Feedback When the Interview is Used for Screening and Selection

1. Begin by repeating that the interview was designed to provide a picture of some of the skills and abilities that help a person to succeed in many jobs but that are not measured well by other kinds of assessments, such as paper and pencil tests.

2. Point out several areas of strength that you observed and provide specific examples from situations that the interviewee related in the interview. Try to use everyday language rather than the names of capabilities. For example: “You showed some persuasiveness, especially when you got your boss at the department store to give you the promotion.”

3. Point out ways in which the interviewee’s areas of strength can be useful in specific situations. For example: “The ability you demonstrated, in persisting with the big fundraising project until it was finished, will be very helpful to you as a student in a class that requires a major paper or project.”
4. Do not give negative feedback or point out areas of weakness unless the interviewee specifically requests this kind of feedback.  You can clearly say what capabilities you observed in the interview, but can’t know if the capabilities you didn’t hear simply weren’t addressed or aren’t part of the interviewee’s profile of strengths.  Students will often ask about weaknesses, and you can respond by pointing out that you didn’t not hear evidence of particular abilities.  They will often tell you that the ones you didn’t hear aren’t things they do well.

TARGET DATA

Target data consists of statements describing what the interviewee did, said, thought, and felt in specific past situations.

Target data does not include:

· discussions of the interviewee's current opinions and attitudes

· current thoughts about technical ideas

· statements describing what the interviewee usually does

· the interviewee's views on what he/she hopes to do in the future

· descriptions of what other people were doing in past situations

· "we" data in which it is impossible to determine what the interviewee was doing or saying.

· current reflections and feelings about what the interviewee did in a past situation.

Since the only interview information that is of use in assessing the capabilities comes from target data, you should try to maximize the proportion of target data in your interviews.  In a well‑conducted interview, 75‑90 percent of what the interviewee says constitutes target data.  (Some non‑target data is expected because of the introduction, background, and closing sections.  And during events, some probing of background information and clarification of technical information is often necessary.)

Probing vs. Leading Questions

An important part of a successful Behavioral Event Interview is probing an interviewee’s responses in order to get behavioral detail that can be coded.  There are guidelines, however, to help you avoid asking leading questions.  Any information that is generated by leading questions is not codable, even if it meets the criteria for the capability.

In general… 

a Probe encourages the interviewee to be more specific but allows them to choose their own words;

a Leading Question puts words in the interviewee’s mouth; the interviewer, rather than interviewee, has control over the information generated.

Guidelines for Probing
Ask open-ended questions

(   Don’t ask “yes” or “no” questions

Ask for clarification


(  “You said ‘we.’  Who exactly was involved?”

Follow-up on key words

(  “You mentioned ‘analyzing the situation.’ 

the interviewee uses

      Tell me exactly what you did.”

Avoid Leading Questions

Don’t ask for confirmation

(  “You said ‘we’; did you really mean ‘I’?”

of your assumptions

Let the interviewee tell you

(  “You made a list, didn’t you?”

the next event; don’t guess

Avoid key words that tell

(  “You were in a very intense situation.  

the interviewee the “correct
      How did you maintain self-control?”

answer”
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