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Kat-i-fied Interviewer Tips to help you find your next great 
hire and RETAIN THEM!

Hiring isn't about finding someone who can survive an interview.

It's about finding someone who will make your organization stronger.

Too many companies rely on outdated interview practices that reward the best interviewer rather than 
the best employee. The result? Poor hiring decisions, unnecessary turnover, and expensive recruiting 
cycles.

Over the years, I've interviewed thousands of professionals across industries, and I've learned one 
simple truth:

People are much easier to understand when you stop trying to interrogate them and start trying 
to know them.

Here are the principles I teach organizations to improve hiring outcomes.

1. Stop Trying to Stump People
One of the biggest mistakes interviewers make is trying to "win" the interview.

Many interview guides are filled with unrealistic situational questions designed to catch candidates off 
guard.

The problem?

The scenario may never have existed.

The candidate may be nervous.

Or worse...

You're reading directly from a script, making the interview feel robotic and transactional.

If we're being honest, many interviewers couldn't answer the same questions confidently if the roles were 
reversed.



Your objective isn't to see whether someone can navigate a trick question.

Your objective is to understand how they think.

People perform better—and you'll learn far more—when you create a conversation instead of an 
interrogation.

2. Behaviors Tell the Story
People naturally enjoy talking about themselves.

Your job is to create an environment where they will.

Instead of forcing candidates into hypothetical situations, ask behavioral questions based on 
experiences they've actually had.

Ask them about:

Challenges they've overcome
Teams they've worked with
Difficult conversations
Leadership experiences
Mistakes they've learned from
Projects they're proud of

If you need structure, use a behavioral assessment as a guide—not a script.

The more someone talks about real experiences, the easier it becomes to identify consistent patterns in 
how they think, solve problems, communicate, and lead.

That's where the honest information lives.

3. Separate Skills from Behaviors
One of the most common hiring mistakes is assuming technical skill predicts workplace success.

It doesn't.

Skills answer questions like:

Can they operate the software?
Can they weld?
Can they write code?
Can they build a marketing campaign?

Behavior answers entirely different questions:



How do they respond under pressure?
How do they communicate?
How do they handle conflict?
Are they coachable?
How do they fit within a team?

These are two different evaluations.

If you need to test technical ability, do that separately.

Don't confuse a skills assessment with an interview.

And don't confuse technical talent with long-term success.

4. Interview the Human Before the Employee
The most successful interviews I conduct rarely begin with the job description.

They begin with the person.

I ask candidates:

What do you actually want in your next role?
What type of work energizes you?
What work environment helps you perform your best?
What leadership style brings out your best work?
What salary range makes sense for your life?
What absolutely doesn't work for you?

Only after I understand who they are do I decide whether my client's opportunity is even a fit.

Too many candidates desperately want employment and will agree to almost anything during an 
interview.

That doesn't mean they'll stay.

It doesn't mean they'll succeed.

And it certainly doesn't mean they'll be happy.

Start with a blank sheet of paper.

Take notes.

Listen.

Learn who the person is before you start checking boxes on an interview form.



Once you've determined there's genuine alignment, then move into your structured interview process.

Human first.

Skills second.

Next steps third.

If the person isn't the right human fit, the rest of the interview rarely matters.

5. Look for the "No"
This principle surprises people.

In sales, the strongest professionals don't chase a "yes."

They search for the "no."

Hiring should be no different.

Stop trying to convince yourself every candidate can work.

Instead, actively look for reasons they may not.

Be direct.

Be honest.

Be respectful.

If expectations don't align...

Say so.

If the culture isn't a fit...

Discuss it.

If the role isn't what they're looking for...

Don't force it.

Hiring someone simply because you need to fill a seat is one of the most expensive decisions an 
organization can make.

Bad hires cost productivity.

They impact morale.



They consume leadership time.

They affect customers.

And once someone joins your team, removing them is far more difficult—both emotionally and legally—
than making the right hiring decision in the first place.

The right "no" today protects your organization tomorrow.

Final Thoughts
Great interviewing isn't about asking harder questions.

It's about having better conversations.

The best interviewers aren't detectives trying to catch candidates making mistakes.

They're professionals who know how to uncover potential, identify alignment, and determine whether 
both sides can succeed together.

Hire people because they fit your culture, your mission, and your expectations—not because they 
interviewed well enough to earn a chance.

The goal isn't to hire faster.

The goal is to hire smarter.

Ready to Improve Your Hiring Process?
If you're struggling with turnover, retention, interviewing, or building a stronger hiring strategy, Oxygen 
Coaching Group can help.

Schedule a consultation with Kat Johnson to evaluate your hiring process, improve interviewer 
effectiveness, strengthen retention, and build a workforce strategy that supports long-term growth.

Better interviews lead to better hires. Better hires build better organizations.




