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unhappy girl image by pavel siamionov from Fotolia.com By: Neil Kokemuller Updated September 26, 2017 Having the ability to effectively manage criticism is a skill set that Job Bank USA refers to as part of diplomacy skills. Feedback is common to employees in leadership roles and team-oriented work environments. Employees in any job, though,
need to have some ability to hear constructive criticism and respond in a positive, productive manner. When interviewing for jobs in which criticism is common, the interviewer is likely to ask questions about criticism. "How do you handle criticism?" is a standard interview question. Your response should demonstrate that you have the ability to hear
criticism without reacting negatively or getting upset, according to the Changing Minds website. An explanation on why you see criticism as an opportunity as opposed to a personal attack is another effective way to respond to this question. Changing Minds suggests an interviewer might also ask you to tell him about a time you were criticized. The
site advises you to select an example where you were criticized for doing something wrong. Show that you listened to the criticism without getting angry. Then explain how you accepted the feedback and used it to generate positive results or to correct the action targeted by the critic. In her Career FAQs article "Job interview question and answer:
How do you handle criticism?" Helen Isbister points out that sometimes criticism is false or invalid. She says that sometimes jealousy and envy inspire criticism from colleagues. In an interview, convey your willingness to patiently hear criticism from colleagues while discerning whether it is valid. It is OK to have confidence in your abilities, says
Isbister. Dealing with customer feedback is often part of a service or sales job. Effectively handling customer criticism of your company and its products is a separate skill set. Isbister notes that employers want to see that you have the ability to perform "damage control." Employers need to see that you have the capacity to deal with critical customers
and avoid damaging the company's reputation in the marketplace. In an interview, let’s say I asked you, “Tell me about a time you worked through a conflict with a coworker?” You’d probably think about a past experience, consider the lessons you learned from it, and articulate what happened and how it felt. You’d likely mention any shortcomings
you had, how you’ve grown, and how you’d deal with conflict with coworkers in the future. But let’s say I asked you a slightly different version of that question instead: “How would you handle it if you were assigned a project with a coworker, and you two had differing opinions on how to proceed?” That changes the game a bit. To answer, you could
no longer rely on any fairly familiar story about yourself. Instead, you must use your problem-solving skills and your sense of self to answer how you’d hypothetically deal with a conflict that could arise in the future, without the advantage of hindsight. And, you’d need to think on your feet. We previously covered behavioral interview questions like the
STAR method, which asks candidates to articulate past experiences and what they learned. It’s important to use behavioral questions in an interview, but there’s another method you should integrate, as well. Situational interview questions are largely hypothetical and can be intentionally ambiguous, such as, “How would you handle X if you ... ?” or
“What would you do if ... ?” Situational questions give you the opportunity to evaluate your candidate’s quick-thinking skills, while seeing how she responds to curveballs, which is critical information when deciding whether she’s qualified for the role. Here are seven situational questions you can use when interviewing a candidate, and what you
should look for in the applicant’s answer. 7 Situational Interview Questions to Ask Candidates 1. How would you handle it if your team resisted a new idea you introduced? What to look for in a good response: You'll want a candidate to express her respect and awareness of her team’s opinions and thoughts, while also demonstrating an ability to
implement initially unpopular ideas. Ideally, the applicant would say something like this: “First, I’d work on understanding the reasoning behind my team’s resistance. Perhaps it’s because they aren’t familiar with a new system I want to put in place, and many of them are comfortable with the old way of doing things. Once I understood their point of
view, I'd put together either a presentation, or a training, to show my team why my idea is a good one. I'd do this while being cognizant of their hesitation, and incorporating their doubts into my presentation. I'd also allow my team to offer anonymous feedback, so each employee felt his or her opinions could be incorporated into the new system -- I'd
never want it to seem like my idea was the only way. Hopefully, research or training sessions could help my team come around to the idea.” In this case, the candidate approached the situation from a place of compassion and understanding, rather than frustration. Instead of dwelling on her team’s resistance, she wisely found appropriate ways to
introduce the idea to counteract her team’s doubts. She showed that she is able to problem-solve well, even when her own ideas or reputation are at stake, and even under pressure from her team. 2. How would you handle it if your employee wasn’t meeting your expectations, or was performing below average? What to look for in a good response: If
you're looking to fill a leadership position, you'll need a candidate who can handle tough conversations with employees. You’ll want your candidate to express honesty and transparency with each employee, while recognizing the importance of constructive feedback. Ideally, you’ll want the applicant to say something like this: “I’ve had this happen
before, and it’s never an easy conversation. However, it’s important to provide feedback to my employees and remain transparent with them when I think they aren’t performing as well as they could. That’s my job as their manager. I'd start out with something positive about their performance, to let them know I recognize their good behavior. Then
I'd point out where they’re falling short, and ask them why they think that is -- most of the time, the employee is already aware of her shortcomings. Finally, I'd suggest ways to improve, to show the employee I want to be a resource to help them grow.” With this answer, your candidate has shown a level of maturity when delivering tough feedback.
You'll want your applicant to mention the importance of feedback, and you’ll also want her to show good communication skills when dealing with issues with her employees. 3. What would you do if you were assigned to work closely with a colleague on a project, but you two just couldn’t seem to see eye-to-eye? What to look for in a good response:
This question looks for a candidate who aims to understand her colleague’s point of view. You’ll want your applicant to demonstrate flexibility and an ability to compromise. Plus, it’s simply important to get a sense for how the candidate handles conflict. Ideally, your candidate could say something like this: “Another project manager and I were
assigned a project together. I quickly saw my colleague handled follow-up and communication with the client differently than I did. I like to follow-up often and chat on the phone at various stages of the process with the client, but my colleague didn’t see the purpose in communicating with the client so frequently. Eventually, I talked with my
coworker about her follow-up style versus mine. We compromised and agreed to follow up with the client every two weeks, rather than every week, to make collaboration smoother. I was glad I approached the situation head-on, and also understood and appreciated that my colleague had a different work approach.” Undoubtedly, any applicant you
interview will eventually collaborate with someone who works differently. You’ll want a candidate to show she isn’t emotional or defensive when she runs into conflict, but rather, she approaches it from a business-perspective and communicates problems when they arise. 4. What would you do if you were working hard on a project and were almost
finished when the goals or priorities were changed? What to look for in a good response: A good answer to this question depends on the role you're looking to fill. First, your candidate might show flexibility by mentioning she would stay up late, adjust her priorities, and manage to finish the project the way it needed to be finished. If the position for
which you’re hiring is junior level or requires someone to be adaptable to unpredictable deadlines or expectations, you’ll want your applicant to show a level of flexibility. However, if the role is more senior or if it makes more sense for the position, you might want an applicant to show she can put her foot down. Perhaps you want to see her use more
problem-solving skills to analyze those priorities and decisions, and figure out ways to hit those goals without redoing the entire project. 5. How would you handle an instance of receiving criticism from a superior? What to look for in a good response: This question enables you to assess your candidate’s ability to learn, grow, and accept mistakes. You
want a candidate who uses feedback to make changes, while demonstrating emotional maturity. Essentially, you want a candidate who’s coachable. For instance, your applicant could say something like this: “In my last position, I often met with clients face-to-face, and I greatly enjoyed it. However, occasionally they’d call me over the phone, and in an
effort to appear adaptable, I'd always speak with them immediately. My manager heard a few of those phone calls, and he eventually told me that I sounded short on the phone, and worse, I often wasn’t as prepared as I could be, because I'd been in the middle of another assignment and was caught off guard. He was completely right -- I'd never
considered that I could simply tell the client I'd call them back, or let the call go to voicemail. In an effort to multitask efficiently, I was actually letting my client relationships suffer. I learned from that feedback and, going forward, felt confident telling the client they’d need to set up an appointment with me even if they wanted to talk over the phone.”
Here, the candidate demonstrates she’s open to hearing feedback, appreciates it, and uses it to fuel her growth. She owned up to her mistake but didn’t dwell on it, and demonstrated an ability to adjust her own work style in response to that feedback, rather than becoming defensive or accepting the feedback but not changing her behavior. 6. What
would you do if you were almost finished with a project on a tight deadline, when you realize you’d made a mistake back in the beginning that required you to start over? What to look for in a good response: No one is perfect, and it’s good if your candidate can admit to a situation where she made a mistake that required a re-do of a project. More
importantly, you’ll want an applicant who can be honest with supervisors about her mistake, rather than trying to cover it up. You want to hire someone who looks at mistakes as opportunities to learn, rather than as embarrassing failures. Ideally, your candidate would say something like this: “First, I'd investigate the problem and the source, and
make a list of a few different solutions. If none of those solutions were possible without fully redoing the project, and if I thought the mistake might make me miss my deadline, I'd immediately approach my supervisor and let her know the situation. Particularly if the mistake is my fault, it’s important I'm honest and open about it -- it’'s a good learning
and growth opportunity for me, and could prevent others from making that same mistake. Finally, I'd put in extra time if necessary to finish the project.” In this example, your applicant displayed honesty, a commitment to her job and making things right, and an openness to learning from mistakes. 7. How would you handle it if you were unsatisfied by
an aspect of your job? What to look for in a good response: It’s not practical or necessary to look for a candidate who loves all aspects of her job equally. Instead, you want a candidate who demonstrates a good level of professional maturity, understands some tasks are less enjoyable than others, and appreciates the necessity of those tasks for the
company’s bottom line. For instance, you’d want your applicant to say something like this: “I love working with people, which is why I pursued a management position, but I don’t love the paperwork -- does anyone? Early on, I needed to figure out how to approach stacks of paperwork so it didn’t affect the enjoyment I had for other aspects of my job.
First, I took a good look at the content and realized that, while it might not be fun, it was certainly critical for ensuring my team was successful. When I could see it contributed to our department’s goal, I appreciated it more. Then, I set aside one day a week to tackle the paperwork, rather than working on bits each day. Monday morning, first thing,
I'd turn off my computer and avoid distractions, and get it done. In a way, this became enjoyable in it’'s own way, since it was distraction-free time.” You want to feel confident your candidate is mature and professional and understands the importance of seemingly mundane tasks. You don’t want an applicant who says she gives projects she doesn’t
enjoy to her coworkers or interns. Instead, you want a candidate who has the flexibility to figure out how to make unsatisfying tasks work for her without resenting the position long-term. Originally published May 29, 2018 8:00:00 AM, updated May 29 2018 Keep up with the latest daily buzz with the BuzzFeed Daily newsletter! As the 21st-century
workforce continues to evolve, there will be significant changes to employee demographics, work types, work arrangements, expectations, measurements, benefits and much more, however, one must not forget that at the core of any career, business engagement or opportunity are people and relationships.So, the ability to deal effectively and
appropriately with people will remain in high demand. One of the critical attributes of these people includes their ability to have an engaging conversation, be empathetic, and ask appropriate questions. It is thereby interesting to note that those that ask questions attract more insight and stand a better chance during job interviews.Job
InterviewsAsking the right questions during a job interview is one way to show capability and aptitude. There is evidence that an engaging and prepared candidate leaves a great impression and stands a greater chance of a second interview or getting the job outright. The truth is that asking question extends the interview conversations and provides
the recruiter or interviewer the opportunity to know your capabilities and context. While there are no ideal questions, there are certain questions that reveal one’s degree of preparedness and the truth about asking question is that it extends the interview process and provides the recruiter or interviewer the opportunity to know you as a candidate in
a broader context. Listed below are 5 questions to ask during a job interview.1. Most valuable resourceStart by asking, “What do you call your employees?”This question goes to the core of identity within the organization, as it seeks to clarify the premium placed on employees. In some organizations, employees are referred to as associates, or co-
owners, or servant leaders or volunteers or simply employees. Whatever employees are called isn’t necessarily the bigger issue, it is truly about understanding how leadership or management think about their most valuable resources - people. During your interview, your focus should be on recognition rather than compensation. Be aware that until
an offer has been made and you’'ve accepted, everything you say and do is under evaluation. It is very crucial that you do not send the wrong vibe or leave a negative impression with your interviewer(s).So to ensure there are no surprises, here’s a secret. Inquire about the organization’s outlook on great work. You need to eliminate the ambiguity, so
ask what it means to have done an amazing work. Follow up with these clarifying questions:What does great work look like? What happens to those who have done great work in the past? Then ask why the organization rewards good work. Before long you are discussing rewards, money and compensation. Now isn’t that what you wanted to find

out? Exactly! 3. Failure and learning opportunitiesFailure is natural and a critical part of the learning process. The “fail forward” philosophy is only as valid as the opportunities available to fail and learn. In many instances, organizations simply pay lip service to failure and often avoid these uncomfortable discussions.But the truly great organizations
and leaders do not hide from failures. They actually internalize and appropriately extract learnings from failures. They inevitably fail forward.So ask how and why people fail, follow it up with what does the organization do with failures? The answers provide insights into an organization’s risk appetite and approach. These are the amazing clues, that
must not be ignored. 4. Decision making and managementIn some organizations, decisions are made promptly, in others haphazardly. It is important to understand the core from which decisions are made. Are organizational decisions made by a few, how and when are those decisions communicated to the others? The answers to this question reveal
the dynamics of management as well as the salient attributes of leadership.5. Leadership mattersThere is a lot riding on and attributed to leaders. In particular, there is a direct correlation between leadership and individual success in organizations or corporations. So it is absolutely important to know the leadership style of your immediate boss as
good as possible. The insights gleaned from this question are critical clues that must not be ignored.Featured photo credit: Rajiv Patel via flickr.com
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