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I am sorry to hear that you have had a dysfunctional interview. Yes, I hear that, read that, and 

see that frequently and got disappointed. Interviewers, sometimes and regardless if they are 

recruiters or recruitment employees in an organization, have serious lack of judgement or 

imperfect selection process. Job interviews are typically important opportunities for both 

employers and employees to assess each other's suitability for a position.  

There are three main reasons why candidates fail at interview; 

• They simply aren’t good enough! This maybe they just don’t have ‘enough’ skills, 

knowledge of experience for the role in question. Or it could be that they don’t have the ‘right’ 

skills, knowledge and experience for that job. 

• Fault emerges in the selection process by employer. In some cases, really good candidates 

will fail to get through only because the parameters for selection just won’t recognize them. 

• It’s not enough to have great skills, knowledge and experience, you have to make them 

obvious to the employer with examples.  

Social constructionists consider interviews as mutually co-constructing meaning. But what if the 

interlocutors do not seem to agree on what they construct? The employment interview is a social 

interaction where the interviewer and applicant exchange and process the information gathered 

from each other. 

Human Resource Department or specifically the recruitment unit plays an essential role in the 

productivity of an organization. This department is the first screening unit to the source, attract, 

identify and retain talents in the organization. The competencies of the HR practitioners 

contribute to the productivity of the organization because the quality of the employees is highly 

influenced by the recruitment of the employees into the organization. 

Candidates like to feel comfortable when they are in the interview. Their career at a stake! 

Employee interviews play a critical role in the hiring process, as they provide employers with 

the opportunity to assess candidates' skills, experience, and cultural fit. However, when 

interviews are dysfunctional, they can lead to poor hiring decisions, employee dissatisfaction, 

and potential legal issues. Dysfunctional employee interviews are those that do not serve the 

intended purpose of evaluating a candidate's fit for a position. These can manifest in various 

ways, such as inappropriate questions, biases, lack of structure, and a failure to assess relevant 
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qualifications. Understanding the signs and consequences of dysfunctional interviews can help 

organizations improve their hiring processes and avoid costly mistakes. 

One of the key aspects of dysfunctional interviews is the presence of inappropriate questions. 

Interviewers should avoid asking questions that are irrelevant to the job role or personal 

questions about a candidate's age, race, religion, gender, or family status. Such questions can 

lead to discrimination claims and damage an organization's reputation. For example, asking a 

candidate about their plans for starting a family could be seen as discriminatory and a violation 

of equal employment opportunity laws. 

Another sign of a dysfunctional interview is the presence of bias. Interviewers may 

unconsciously Favor candidates who share similar backgrounds or perspectives, which can lead 

to a lack of diversity in the workplace. Additionally, bias can influence the interviewer's 

perception of a candidate's responses, leading to unfair evaluations. To counteract this, 

organizations should provide training on recognizing and mitigating bias in the hiring process. 

A lack of structure in the interview process can also result in dysfunction. Without a clear agenda 

and set of questions, interviewers may struggle to gather the information they need to make 

informed decisions. This can lead to wasted time and effort, as well as inconsistency in evaluating 

candidates. Structured interviews, where interviewers follow a standardized set of questions for 

each candidate, help ensure that all candidates are assessed fairly and consistently. 

In addition to these issues, dysfunctional interviews may fail to assess relevant qualifications. 

Interviewers should focus on evaluating a candidate's skills, experience, and fit for the position. 

However, they may become distracted by other factors such as appearance or charisma, which 

can lead to overlooking important qualifications. This can result in hiring candidates who lack 

the necessary skills for the job, leading to poor job performance and turnover. 

The consequences of dysfunctional employee interviews can be far-reaching. Poor hiring 

decisions can lead to increased employee turnover, reduced productivity, and damage to 

workplace culture. In addition, organizations may face legal issues if candidates file 

discrimination complaints based on inappropriate interview questions. This can lead to costly 

legal fees and settlements, as well as reputational damage. 

To avoid dysfunctional interviews, organizations should implement best practices in their hiring 

processes. This includes providing training for interviewers on appropriate questioning 

techniques and bias mitigation. Additionally, using structured interviews with standardized 

questions can help ensure fairness and consistency in evaluating candidates. Employers should 
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also focus on assessing relevant qualifications and fit 

for the position to make informed hiring decisions. 

So, let me give you a little hint to have proper interview. 

It is all about “Feng Shui”. 

Feng Shui is rooted in a holistic worldview. It sees all 

things and creatures as part of a natural order, a vast 

environment that’s, alive and in flux, ever moving and 

changing. All things in this natural order are equally 

alive and possess an energetic value or component. 

Everything — plants, animals, people, and things — 

exists in a vast landscape that swirls with vital energy.  

Can the environments in which you spend your time have massive and pervasive effects on your 

thoughts, feelings, actions, and life results? My answer is an emphatic yes! 

Feng Shui is simply a stress-free environment. It can be considered to be the art of placement, 

linking us to our environment. 

However, sometimes things don't go as smoothly as we'd hope. It needs advance preparation 

and planning. 

Here are a few steps you can take if you've experienced a dysfunctional employment interview: 

• Assess the situation:  

o Reflect on what specifically went wrong during the interview. Was it the interviewer's 

behavior, the questions asked, or the overall atmosphere? Understanding the root cause will 

help you determine your next steps. 

• Stay professional:  

o Regardless of how the interview went, it's crucial to maintain a professional demeanor 

throughout the process. Avoid responding emotionally or burning any bridges. Your behavior 

and professionalism will leave a lasting impression, even if the interview didn't go well. 

• Seek feedback:  

o If possible, reach out to the interviewer or the HR department to ask for feedback on the 

interview. Politely inquire about areas where you could improve or gain insight into why the 

interview seemed dysfunctional. Constructive feedback can be valuable for future interviews. 

• Learn from the experience:  
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o Treat this dysfunctional interview as a learning opportunity. Assess your own 

performance and think about how you could better prepare for future interviews. Consider 

practicing common interview questions, researching the company thoroughly, and improving 

your communication skills. 

• Move on and keep searching:  

o Sometimes interviews don't work out, and it's important to remember that it's not a 

reflection of your worth or abilities. Use the experience to motivate yourself to find other job 

opportunities and continue your job search. 

Remember, not every interview will be perfect, and occasional setbacks are normal. By learning 

from the experience and staying focused on your goals, you'll increase your chances of finding 

the right employment opportunity in the future. 

In conclusion, dysfunctional employee interviews can have serious consequences for 

organizations, including poor hiring decisions, legal issues, and damage to reputation. By 

recognizing the signs of dysfunction and implementing best practices, employers can improve 

their hiring processes and select candidates who are the best fit for their organization. 

Ultimately, a well-structured interview process leads to better hiring outcomes and contributes 

to a positive workplace culture. 
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