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Abstract 

Perceptions of interviewer characteristics signify the validity and reliability of selection procedures. Personality 
characteristics of the interviewer such as personableness, skills and competency, questioning manner and job 
information may be perceived differently in different situations. This study examined the perceived and preferred 
interviewer characteristics based on Perceived Interviewer Characteristics Scale by Ahmad Marzuki (2000). In 
addition, it included the preferred interviewer characteristics scales modified from the original scales. A total of 
140 participants were selected as samples. Results indicated that the actual 4 scales except for ‘questioning 
manner’ characteristic were correlated to the preferred interviewer characteristics. Results also shown that there 
were significant differences between what the applicants perceived and what the applicants preferred in three 
interviewer characteristics namely personableness, skills and competency and job information in general, as well 
as based on those who were offered and not offered the job. 
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1. Introduction 

To most people, employment represents an important aspect of their lives (Schein, 1982). Therefore, applicants 
are expected to be concerned with selection processes and procedures. Joining an organization through a 
selection process is actually a public expression of the applicant’s own personal characteristics (Spector, 2012). 
In the personnel selection literature, the use of personality measurement has been extensively focused on its use 
for decision-making (Aamodt, 2010; Arnold & Randall, 2010; Robertson, 1994) including as predictor of job 
performance (Barrick & Mount, 1991; Salgado, 1997; Salgado & Rumbo, 1997; Tett, Jackson & Rothstein, 
1991). The use of personality characteristics to relate perceptions of interviewer characteristics in selection 
interview, however, has not been examined before. Hence, one of the objectives of this study is to investigate the 
associations of perceived and preferred interviewer characteristics in the interview session. 

Although there has been no research to directly explore links between applicants’ personality and their 
perceptions of interviewer characteristics, evidence which indicates that applicants are attracted to work 
environments that are compatible with their personal characteristics has been found in the job and organizational 
choice literature (Kristof, 1996). In addition, research has indicated that a person’s work values are shaped by a 
number of factors including education and career choices (Kohn & Schooler, 1978) and organizational 
socialization experiences (Chatman, 1991). In the selection interview context, an antecedent of applicants’ work 
values is personality (Muchinsky, 2006; Riggio, 2008). They are stable, innate mental structure which provides 
general direction for their choices or behaviour (Hogan, 1991). Therefore, personality should have an effect on 
the perceptions they made towards individuals.  

The interviewer characteristics are related to selection interview in such a way that the personableness of the 
conduct is related to personality in general terms. The other characteristics are skills and competency, 
questioning manner and job information. All these characteristics were based on previous studies by researchers 
(Ahmad Marzuki, 2000). 

Previous research had focused on expectations regarding what will be discussed by the interviewer in the 
interview. For example, Herriot and Rothwell (1981, 1983) have found out that there are some differences 
regarding what the applicants’ expect of the interviewer and their actual experience in the interview. In addition, 
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studies on pre and post interview impressions have also been done but have been examined from the 
interviewer’s perspectives and not applicants’ (Dipboye, Stramler & Fontennelle, 1984; Macan & Dipboye, 1990; 
Phillips & Dipboye, 1989).  

Even though these studies focused on evaluations of the selection interview, they did not directly link to 
applicants’ impressions of interviewer characteristics. The main idea that can be derived from previous work was 
that there exists some form of preference in terms of what might take place in the selection process. Based on 
these criteria, a section to measure the preferred interviewer characteristics in the interview was included in order 
to determine whether there exists any association between perceived and preferred interviewer characteristics. 
When the actual perceptions of an interviewer’s characteristics and the preferences are measured together, it is 
assumed that the higher the perceptions of interviewer characteristics, the higher the preferences will be. The 
perceptions of actual interviewer characteristics are assumed to be related to their preferences of interviewer 
characteristics in a sense that perceptions of earlier events (measures of actual interviewer characteristics) may 
influence later events (measures of preferences). 

2. Methods 

2.1 Participants 

Participants in this study were undergraduate and postgraduate students from a public university gathered 
through simple random sampling. One hundred and fifty questionnaires were distributed and returned. Ten 
participants were deleted from the sample for two reasons: seven of the questionnaires had not been fully 
completed (more than 50 percent missing values) by the participants while three has been returned uncompleted. 
Out of the 140 participants, 94 were undergraduate students (39 males and 55 females) and 46 postgraduate 
students (24 males and 22 females). Their ages ranged from 18 to 35 years (mean = 22.4, SD = 3.98) with prior 
interview experience between 1 to 25 interviews (mean = 3.90). 

2.2 Instruments 

The perceived interviewer characteristics' scale (the 4 scales) by Ahmad Marzuki (2000) measured 
Personableness, Skills and Competency, Questioning Manner and Job Information was used . Items comprised 
brief descriptions of behaviour or characteristics of the interviewer. Ratings were made on a 5 point Likert-type 
scale (1 = strongly disagree, 5 = strongly agree) indicating the degree to which the interviewer exhibited the 
characteristics.  

In this study, a section was included in the questionnaire to measure applicants’ preferred interviewer 
characteristics. The aim of this section was to determine whether there was any relationship between individual’s 
perceived and preferred characteristics of the interviewer in the interview.  

Four items from each perceived interviewer characteristics’ scale (4 scales) were selected and modified to 
represent statements of applicants’ preferred interviewer characteristics. Ratings were also made on a 5 point 
Likert-type scale (1 = most unprefer, 5 = most prefer). 

3. Results and Discussion 

The perceived and preferred interviewer characteristics of the participants were analyzed through correlations. 
Results (Table 1) indicate that the actual 4 scales (perceived interviewer characteristics) were significantly 
correlated to the preferred 4 scales except for Questioning Manner (r = -0.01, p > .05). Perceived characteristics 
in the interview were associated with the likelihood of preferred or ideal interviewers (Personable, r = 0.31, p 
< .001; Skills and Competency, r = 0.25, p < .01; Job Information, r = 0.34, p < .001). Overall, the more the 
participants perceived the interviewer characteristics in the actual interview the more preferences they have 
regarding the interviewer characteristics they expect or hope to be shown in any interview. The result of the 
correlations support earlier hypothesis that the preferred interviewer characteristics will be positively correlated 
to the perceived characteristics of the interviewer although the scale “ Preferred and Perceived Questioning 
Manner” was found to be non-correlated to each other.  
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Table 1. Means, standard deviations and intercorrelations of perceived and preferred interviewer characteristics’ 
scales 

Variable M SD 1 2 3 4 5 6 7 

1. Personable 60.91 10.86        

2. Skills and Competency 52.85 9.22 0.43***       

3. Questioning Manner 23.00 4.25 0.48** 0.04      

4. Job Information 13.77 3.79 0.24** 0.32*** 0.04     

5. Pref. Personable 13.31 1.87 0.31*** 0.10 0.18* 0.17*    

6. Pref. Skills and 

Competency 

16.28 3.14 0.21* 0.25** 0.11 0.12 0.11   

7. Pref. Questioning Manner 15.12 3.06 -0.12 -0.16 -0.01 -0.07 -0.01 -0.15  

8. Pref. Job Information 11.73 2.16 0.25** 0.15 0.21* 0.34*** 0.23** 0.21** -0.11

* p < .05, ** p < .01, *** p < .001 

Key: Pref. = Preferred 

 

3.1 Perceptual Differences between Perceived and Preferred 4 Scales 

Apart from the association found between the perceived and preferred interviewer characteristics’ scales, it is 
imperative to investigate whether any perceptual differences exist between each scale. As such, the score for 
each characteristic (Personableness, Skills and Competency, Questioning Manner and Job Information) in each 
scale (Preferred and Perceived) was transformed into mean percentages and compared to each other. Positive 
difference between each scale indicates that preferences of the particular interviewer characteristics have been 
met while negative difference indicates that preferences of the particular interviewer characteristic have not been 
met. The differences for each scale are presented in Table 2. 

 

Table 2. Mean percentage differences between perceived and preferred 4 scales 

 Personableness Skills and Competency Questioning Manner Job Information 

Perceived Scale (%) 71.66 70.48 76.67 68.86 

Preferred Scale (%) 88.76 81.43 
Differences (%) 17.10*** 10.95 +1.03 9.38*** 

*** p < .001 

 

Looking at Table 2, it was found that preferences on personableness factor, skills and competency and job 
informativeness were not met. Only preferences on the questioning manner scale was met. 

3.2 Significant Differences between Perceived and Preferred Interviewer Characteristics 

The findings in Table 2 were followed by a paired samples t-test between the perceived and preferred 4 scales to 
examine significance differences in the four characteristics. Results indicated that there were significant 
differences between what the applicants perceived and what the applicants preferred in three interviewer 
characteristics (see Table 2 - indicated by asterisk). These significant differences were found in Personableness (t 
= -13.65, d.f. = 139, p < .001), Skills and Competency (t = -7.48, d.f. = 139, p < .001) and Job Information (t = 
-5.72, d.f. = 139, p < .001). The differences in these three characteristics were found to be negative indicating 
higher preferences in interviewer characteristics compare to the perceptions of actual interviewer characteristics. 
The difference on the “Questioning Manner” characteristic, however, was found to be non-significant (t = 0.57, 
d.f. = 139, p >.05). 

3.3 Significant Differences for the i) Perceived and ii) Preferred Interviewer Characteristics 

To determine whether there was any significant main effects within subjects on the i) perceived and ii) preferred 
interviewer characteristics, multivariate analysis of variance was conducted (see Table 2 - horizontally). Results 
showed that there were significant main effects for perceived (F = 7.72, d.f. = 3, 137, p < .001) and preferred 
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interviewer characteristics (F = 30.10, d.f. = 3, 137, p < .001). These findings implied that perceptual differences 
along the 4 scales in both perceived and preferred interviewer characteristics were significant. For the perceived 
interviewer characteristics’ scales, Questioning Manner was highly rated (76.67%) compared to Personable, 
Skills and Competency and Job Information while for preferred interviewer characteristics’ scales, the 
Personableness (88.76%) of the interviewer was highly preferred compared to Skills and Competency, 
Questioning Manner and Job Information. 

3.4 Perceptual Differences between Participants Who Were Offered and Not Offered the Job 

Participants who were offered and not offered the job they applied for may differ in their perceptions between 
what they perceived in the actual interview and what they actually prefer from an interviewer. Therefore, mean 
percentage differences were calculated for the scores in each scale of these two groups (those who were offered 
and those who were not offered the job). 

Preferences for all participants, irrespective of whether they got the job or not were not met in all scales except in 
Questioning Manner for those who got the job (Table 3). Looking at the differences in percentages, the 
preferences of participants who were offered the job, however, were found to be less likely to be met in the 
actual perceived interviewer characteristics (except for Skills and Competency) compared to those who were 
offered the job as indicated by the high negative mean percentages’ differences. 

 

Table 3. Mean percentage differences between perceived and preferred 4 scales for those who were offered and 
not offered the job  

 Personableness Skills and Competency Questioning Manner Job Information 

 WO NO WO NO WO NO WO NO 

Perceived Scale (%) 72.83 63.79 70.54 70.07 77.84 68.70 69.71 63.06 

Preferred Scale (%) 89.18 85.93 82.21 76.11 75.08 79.44 78.47 76.67 

Differences (%)  16.35*** 22.14*** 11.67*** 6.04 +2.76 -10.74* -8.76*** -13.61*

*p < .05, ***p < .001 

Key: WO = were offered  

    NO = were not offered  

 

3.5 Significant Differences between Perceived and Preferred Interviewer Characteristics for Those Who Were 
Offered and Not Offered the Job 

To examine whether the differences in mean percentage between perceived and preferred interviewer 
characteristics were significant or not, paired samples t-test were conducted and found that all the above 
differences (Table 3) were significant except for differences in the “Questioning Manner” for those who did get 
the job (t = 1.45, d.f. = 121, p > .05) and in “Skills and Competency” (t = 1.01, d.f. = 17, p > .05) for those who 
did not get the job (see Table 4.5 - asterisk). 

3.6 Significant Difference for the i) Perceived and ii) Preferred Interviewer Characteristics for Those Who Were 
Offered and Not Offered the Job 

Multivariate analysis of variance conducted on the combined dependent variables of perceived Personable, Skills 
and Competency, Questioning Manner and Job Information found that being offered or not being offered the job 
has a significant main effects through the Hotellings’s F test (F = 3.12, d.f. = 4, 135, p < .05). This was followed 
by a univariate analysis of variance which showed that the significant main effect was attributable to 
Personableness (F = 8.24, d.f. = 1, 138, p < .01) and Questioning Manner (F = 6.78, d.f. = 1, 138, p < . 05). This 
indicates that participants who were offered the job perceived the interviewer as more personable and have better 
questioning style than those who were not offered the job (see Table 4.5 - horizontally). It also means that 
perceptions of actual interviewer characteristics were affected by outcome of the interview (offered or not being 
offered the job) 

However, multivariate analysis of variance on the combined dependent variables of preferred Personable, Skills 
and Competency, Questioning Manner and Job Information has come out with a non-significant main effects on 
the Hotellings’s test (F = 0.98, d.f. = 4, 135, p > .05). The result revealed that there was no significant difference 
in participants’ preferences of interviewer characteristics irrespective of whether they being offered the job or not 
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(see Table 3 - horizontally). Preferred interviewer characteristics were not affected whether they got the job or 
not. 

It was assumed that participants who were offered the job will have positive differences in mean percentage 
scores (high positive perceptions of actual interviewer characteristics and low preferences) while those who were 
not offered the job will have negative differences in mean percentage scores (low positive perceptions of 
interviewer characteristics and high preferences). Looking at the percentage differences in Table 4.5, participants 
who were not offered the job showed negative differences in mean percentage scores for all scales indicating that 
their preferences of interviewer characteristics were high. This also implies that their preferences were less met 
in the actual interview compared to those who were offered the job. 

4. Conclusion 

The inclusion of preferred interviewer characteristics’ scales in this study was aimed at investigating any 
differences between perceived and preferred interviewer characteristics of participants who were offered a job 
after the interview and those who were not offered a job. It was found that participants who were not offered the 
job have higher mean percentages of interviewer characteristics preferences compared to perceptions of the 
actual interviewer characteristics in the interview, meaning that their preferences were not met in the actual 
interview. Similarly, participants who were offered the job also have higher rated preferences. However, the 
preferences of participants who were not offered the job were less met in the actual interview compared to those 
who were offered the job. It was expected for applicants to draw high preferences regarding the characteristics of 
the interviewer if the particular organization fails to offer the job as required by the participants. For those who 
got the job, they have lower preferences regarding interviewer characteristics since they were satisfied after 
being offered the job. Therefore, their preferences were not as high as those who did not get the job. Perceived 
interviewer characteristics were assumed to be affected by job offered when those who got the job rated the 
interviewer characteristics higher than those who did not get the job. This might be attributed to personal 
satisfaction after being offered the job. 
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