
Interview Preparation: Don’t Talk
Yourself Out of a Job

It  can  be  difficult  in  an  interview  to  determine  how  much  information  the
interviewer is looking for when they ask a question. If you talk too much, that can
work  against  you.  If  you  talk  too  little,  they  feel  they  really  have  to  pry
information out of you, and that reflects badly on you as well.

There are two ways to answer interview questions: the short version and the long
version. When a question is open-ended, I always suggest to job candidates that
they say, “Let me give you the short version. If we need to explore some aspect of
the answer more fully, I’d be happy to go into greater depth, and give you the
long version.”

The reason you should respond this way is because it’s often difficult to know
what type of answer each question will need. A question like, “What was your
most difficult assignment?” might take anywhere from thirty seconds to thirty
minutes to answer, depending on the detail you choose to give.

Therefore, you must always remember that the interviewer is the one who asked
the question. So you should tailor your answer to what he or she needs to know,
without a lot of extraneous rambling or superfluous explanation. Why waste time
and create a negative impression by giving a sermon when a short prayer would
do just fine?

Let’s suppose you were interviewing for a regulatory management position, and
the interviewer asked you, “What sort of regulatory experience have you had in
the past?”
Well, that’s exactly the sort of question that can get you into trouble if you don’t

https://www.rqfocus.com/interview-preparation-dont-talk-job/
https://www.rqfocus.com/interview-preparation-dont-talk-job/


use the short version/long version method. Most people would just start rattling
off everything in their memory that relates to their regulatory experience. Though
the information might be useful to the interviewer, your answer could get pretty
complicated and long-winded unless it’s neatly packaged.

One way to answer the question might be, “I’ve held regulatory positions with
three different medical device companies over a nine-year period. Where would
you like me to start?”

Or, you might simply say, “Let me give you the short version first, and you can tell
me where you want to go into more depth. I’ve had nine years experience in
regulatory affairs with three different companies that had three very different
types of medical devices, and held the titles of Specialist, Senior Specialist, and
Manager. What aspect of my background would you like to concentrate on?”

By using this method, you convey to the interviewer that your thoughts are well
organized, and that you want to understand the intent of the question before you
travel too far in a direction neither of you wants to go. After you get the green
light, you can spend your interviewing time discussing in detail the things that are
important, not whatever happens to pop into your mind.

7 Steps to Resolving Conflict

Whether in your professional life or your personal life, you are going to run into
someone that is causing problems either for you directly, or for your group. Most
people prefer to avoid conflict and end up harboring resentment, and get stressed
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out because the situation doesn’t change. Here are a few simple steps to help you
approach the person causing the conflict and resolving the situation or at least
bring the problem to their attention.

Set up a private meeting with the person. If you call the person out in1.
front of others it will only embarrass them. This will only cause them to
become defensive and make a positive outcome very unlikely.
There are basically two types of mindsets people have; they are either2.
LEARNERS or JUDGERS. Most of us go through life judging ourselves or
others, but when you come to this meeting, come with the attitude of
LEARNING and not JUDGING. If you go in with a judgmental attitude
towards  the  person  this  too  will  get  their  defenses  up  very  quickly.
Instead, go in with the attitude that you want to learn what is going on
with the person that is causing the disruptive behavior. You never know
what might be going on in their life that may be causing the behavior.
Start by telling the other person how important they are to you and the3.
team so they know they are valued.
Focus on the behavior that is causing the problem and not the person.4.
Don’t  make general  statements  like  “you are  ALWAYS late”,  or  “you
NEVER follow through”. Again, this comes across as very judgmental and
sets  the  wrong  tone  for  the  meeting.  Instead,  simply  state  your
observation such as “I’ve noticed that for the past 4 meetings you have
been coming in late”.
Let them know SPECIFICALLY how this behavior is causing problems for5.
you or the team. Such as, “by coming in late it holds us all up from being
able to finish the meeting on time so we can get back to work and it’s
really not fair to the other team members” or “we end up having to go
back over material that you missed and some of the other team members
have  complained  that  this  is  wasting  their  time”.  Try  to  keep  your
comments to actual problems and keep emotions out of it.
Ask them if there is something going on with them that is causing the6.
behavior and really listen to them. By giving them a chance to explain
what is going on and offering to help if you can changes the tone of what
could be a tense and unpleasant conversation into one that shows you are
concerned about them and want to help.
If there is something you can do to help the situation, let them know what7.



you are willing to do to help them resolve the problem. For example, if
they are having a hard time getting to your meetings on time, consider
changing the time of the meeting to better accommodate their schedule if
the other team members agree. Ask them what they think they can do to
improve things as well.
Do a quick summary of what both of you are willing to do and get a8.
commitment to make the changes by a certain date. Also have them agree
to meet with you again in a week or two to go over the progress on
resolving the issue or see if there are other things that need to be done.

This same approach works if you are the one being confronted by someone that is
irate or being judgmental. If you are the one being confronted:

Try to move the conversation to a more private location.1.
STAY IN A LEARNER MODE.2.
Tell them how much you value their contributions and that you want to3.
understand their issue and resolve it.
Ask them for specific examples of the behavior that is troubling them.4.
Ask them what the impact of the behavior is and how it makes them feel.5.
Ask for their suggestions on what behavior they think would help.6.
Work with them to find a solution that works for both of you.7.

I hope these steps help in making your work environment more collaborative and
efficient. I would love to hear back on your experience in using this technique.

Good luck!

Jeff King


