uman I;Qesour eet%ng\g%hagner m];eg%;gew questions

careertips.com.au: common ques n eyre really t

What to expect

Interviews for Human Resources Manager roles test both technical grounding in employment law and
payroll systems, and judgement in handling sensitive people situations. Panels usually include a senior
manager and someone from the HR or executive team, and expect candidates to speak concretely
about how they've handled real workplace issues.

* Behavioural: Questions about past employee relations, leadership or policy work, usually
answered using STAR.

» Process: Questions asking you to walk through how you'd run a recruitment campaign, payroll
cycle or policy review from start to finish.

» Scenario/judgement: Hypothetical situations testing how you'd balance compliance, fairness and
business pressure in a live employee relations matter.

» Technical/compliance: Questions probing your working knowledge of the Fair Work Act, Modern
Awards and payroll or HRIS systems.

» Stakeholder-facing: Questions about influencing or communicating with resistant managers or
leadership teams.

Expect an opening discussion of your HR background and the organisation's structure, followed by a
mix of behavioural and scenario questions on employee relations, then technical questions on
compliance and systems, and a closing section on strategy or workforce planning before you're given
time to ask questions.

1. Tell me about a time you managed a difficult employee relations matter.
Why they ask

Employee relations, including grievances and performance management, is core to this role and panels
want evidence of judgement, not just policy knowledge.

How to structure your answer
Use STAR: describe the situation and the parties involved, the specific action you took, and the result,
including whether it avoided escalation.

Example answer

“A team member raised a grievance against their manager over unfair treatment in shift allocation. |
met with both parties separately first, then facilitated a joint conversation once | understood the facts.
We agreed on a revised roster process and | documented the outcome and follow-up date. The
matter was resolved at the workplace level and didn't need to go to the Fair Work Commission, and
the manager and employee continued working together without further issues.”

2. Walk me through how you would run a recruitment campaign from
vacancy to onboarding.

Why they ask

Recruitment is a daily operational task for this role, and interviewers want to see a structured,
repeatable process rather than ad hoc steps.

How to structure your answer
Give a clear step-by-step walkthrough in order: planning, sourcing, screening, interviewing, offer,
onboarding, noting decision points and tools used at each stage.

Example answer



“I start by clarifying the role's requirements with the hiring manager and reviewing the position
description against current award classification. | then post through Seek and LinkedIn Recruiter,
screen applications against set criteria, and run a structured interview panel with consistent questions
for every candidate. Once we've selected a preferred candidate, | manage the offer and contract
through our HRIS, and set up a structured onboarding plan covering the first weeks so the new starter
has clear expectations from day one.”

3. A senior manager wants to terminate an underperforming employee
immediately, without following the formal performance process. How do you
handle it?

Why they ask
This tests whether you'll hold the line on fair process and legal risk when under pressure from a more
senior person in the business.

How to structure your answer
Talk through the competing pressures, the risk if you don't intervene, and the specific steps you'd take
to manage the manager while protecting the organisation and the employee's rights.

Example answer

“I'd explain to the manager the risk of an unfair dismissal claim if we skip the formal process, and set
out what a proper performance management pathway looks like, including documented warnings and
a reasonable timeframe. I'd offer to run the process with them so it moves as quickly as fairness
allows, and make clear that the goal is a legally sound outcome rather than delay for its own sake. In
most cases managers accept this once they understand the exposure involved.”

4. How do you keep across changes to Modern Awards and the Fair Work
Act, and how do you apply them to payroll and entitlements?

Why they ask

Regulatory compliance is a named specialist skill for this role, and panels need to know you can
translate legislative change into correct payroll outcomes.

How to structure your answer
Explain your monitoring process, then walk through how a change flows through to payroll or HRIS
configuration and staff communication.

Example answer

“I follow Fair Work Ombudsman updates and AHRI briefings, and cross-check any award variation
against our current pay rates and classifications. When an award changes, | work with payroll to
update rates in the HRIS or MYOB before the next pay run, and | brief line managers so they can
explain any changes to their teams. | keep a record of the change and the date it was implemented in
case of a later audit.”

5. Describe atime you translated a business strategy into a workforce plan.
Why they ask

The role requires linking HR activity to broader organisational goals, not just running transactional
processes.

How to structure your answer
Use STAR, with particular focus on how you identified the workforce implications of the strategy and
what the plan actually changed.

Example answer

“When the organisation decided to expand a service line, | worked with leadership to map the roles
and skills the expansion would need, then built a workforce plan covering recruitment timing, internal
training through our learning management system, and a succession plan for key positions. This



meant the new service line launched with trained staff in place rather than scrambling to recruit at the
last minute.”

6. How would you communicate an unpopular policy change to a leadership
team that's resistant to it?

Why they ask

Stakeholder management sits alongside technical HR skill, and interviewers want to see you can
influence without formal authority over the people you're briefing.

How to structure your answer
Set out how you'd prepare your case, anticipate objections, and adapt your message for a senior
audience.

Example answer

“I'd start by understanding the specific concerns behind the resistance, whether that's cost, workload
or a belief the change isn't needed. I'd then frame the policy change around the compliance risk or
business benefit that matters most to that audience, and bring data or examples where | can. I'd
rather have a direct conversation with the most resistant leader first than present to the whole group
cold, since that usually surfaces the real objection early.”



