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What to expect

Mediator interviews are less about credentials on paper and more about whether you can hold a
process together when people are angry, positional or quietly trying to game the room. Panels want to
hear how you screen a matter, how you stay neutral, and how you handle the moments where
mediation could go wrong. Expect a mix of process questions, behavioural questions and a scenario or
two, often with a written exercise or a short simulated session.

» Motivation and fit: Why mediation, why this service, and which practice areas you want to work in.
Panels are checking that your interest is genuine and that you understand the emotional weight of the
work.

* Process and technical: How you run a matter from first contact to signed agreement, including
intake, screening, conflict checks, joint and private sessions, and documentation.

» Behavioural: Past examples of managing high conflict, power imbalance, impasse or a party who
disengaged partway through.

» Scenario and judgement: Hypotheticals that test your judgement under pressure, such as a safety
disclosure, a party under the influence, or an agreement you think is unworkable.

* Regulatory and accreditation: Confidentiality and its limits, complaint pathways, continuing
accreditation obligations, and how you work alongside legal representatives and support services.

* Client-facing communication: How you explain the process to someone who has never been in
mediation, including what you can and cannot do for them.

Most interviews run forty five to sixty minutes with two interviewers, typically a mediation coordinator or
service manager plus someone from HR or another practice area. They usually open with your
background and accreditation, move into two or three process and behavioural questions, then put one
or two scenarios to you. Some services add a short written exercise, such as drafting a settlement
clause or responding to a party's email. You normally get ten minutes at the end for your own questions,
and they may ask about your availability and preferred practice areas.

1. Walk me through how you run a mediation from first contact to a signed
agreement.

Why they ask

This is the core technical question. The panel is checking that your process is genuine and repeatable,
not a loose chat, and that you cover screening, neutrality and documentation rather than just the joint
session.

How to structure your answer

Give a chronological walk-through. Intake and screening, conflict checks, explaining the process and
getting agreement to mediate, opening statements, issue identification, joint and private sessions,
option generation and reality testing, drafting, then closing and what you record. Finish with what you
document and why.

Example answer

“I start with intake. | speak to each party separately, get their account of the dispute, confirm what
they want out of it, and screen for safety concerns, capacity issues and any reason | should not take
the matter. | run conflict checks against the parties and their representatives. Then | hold a
preliminary session where | explain the process, the confidentiality position, and what an agreement
can and cannot do. On the day | open with the ground rules, invite each party to state their position
without interruption, then move into identifying the issues and where they actually overlap. If the room



gets stuck | move to private sessions, where | test what they would accept and what would happen if
this fails. Once there is movement | bring them back and work through terms, then | draft in plain
English and read it back line by line before anyone signs.”

2. Tell me about a time you mediated a matter where one party dominated the
conversation or emotions ran high. What did you do?

Why they ask

High conflict is the everyday reality of the role. The panel wants a real example that shows you
intervene early and deliberately rather than hoping the room settles down.

How to structure your answer
Use STAR. Describe the parties and the trigger, your specific interventions, and the outcome. Be
concrete about the actual words or steps you took to reset the room.

Example answer

“I had a workplace matter where a former employee and a team leader were in the same room. Within
ten minutes the team leader was talking over the other party and re-litigating an incident from two
years earlier. | paused the session, restated the ground rules we had agreed at the start, and
reframed the discussion onto what each of them needed going forward rather than what had
happened. When the interruptions continued | moved to private sessions, which let the former
employee speak freely for the first time. | then brought them back with an agenda of three specific
issues and a rule that each person spoke to the issue, not the person. We finished with a signed
agreement covering a reference and an agreed statement about the departure, and both parties
shook hands on the way out.”

3. You are mediating a workplace dispute and one party discloses during a
private session that they fear for their safety. What do you do?

Why they ask

This tests whether you understand the limits of confidentiality and whether safety sits above process.
Panels want to see that you would act, not just note the disclosure.

How to structure your answer
Use a judgement under pressure structure. Identify the risk, state what you would do first and in what
order, name what you would not do, and say who you would escalate to and when.

Example answer

“First, | would acknowledge what they have told me and confirm | am taking it seriously, without
promising something | cannot deliver. | would explain that confidentiality has limits where there is a
risk to someone's safety, and ask what they want to happen next, because that shapes how quickly |
move. | would not put them back in a joint session with the other party. | would check whether they
need immediate support or emergency assistance, and if there is an imminent risk | would contact
emergency services. Otherwise | would pause the mediation and escalate to my supervisor or the
service's designated contact, document what was disclosed and when, and consider whether the
matter is suitable to continue at all. If it is not, | would terminate the mediation and refer the party to
appropriate support services.”

4. How do you stay neutral when privately you think one party's position is
unreasonable?

Why they ask

Neutrality is the thing most likely to be tested in practice, especially with parties who are articulate,
persistent or plainly in the wrong. The panel wants self awareness, not a claim that you never have an
opinion.

How to structure your answer



Answer reflectively and honestly. Describe your internal check, then the external steps you take in the
room so the parties do not read bias into your behaviour.

Example answer

“I do form views, and pretending otherwise would not be honest. The discipline is in what | do with
them. If | notice | am leaning, | check whether | am judging the position or the person, and | ask
myself whether the other party has had the same opportunity to be heard. In the room | keep my
language even, | test both sides' proposals with the same questions, and | am careful about who |
make eye contact with and whose summary | adopt. If a proposal is unworkable | say so to both
parties in the same terms, as a practical problem rather than a moral one. If | genuinely cannot
separate my view from the process, | would raise it with a supervisor or consider whether | should
hand the matter on.”

5. What are your obligations around confidentiality, and what happens if the
parties reach terms you think are unworkable?

Why they ask

This is the regulatory question. The panel is checking you know the difference between session
confidentiality, the limits on it, and your role in drafting terms that both parties understand.

How to structure your answer
Answer in two parts. First, the confidentiality framework and its exceptions. Second, your approach to
agreement drafting and what you do when terms look impractical.

Example answer

“Session discussions are confidential and without prejudice, and | explain that at the start, along with
the exceptions: safety risks, disclosures about children, subpoenas or court orders, and in some
settings mandatory reporting duties. | also explain that if the parties want the agreement to be
enforceable they need legal advice, because a mediated agreement is not the same as a court order.
On unworkable terms, my job is not to approve the agreement but to make sure both parties
understand it. | would read the terms back, ask each of them to say what they think they have agreed
to, and point out any practical gap, such as a payment with no date or an obligation that relies on
someone who is not in the room. If they still want to proceed, | document that the terms were
explained and they confirmed their understanding, and | suggest they take legal advice before
signing.”

6. You have been in mediation for two hours and both parties have stopped
moving. How do you handle an impasse?

Why they ask

Impasse is where inexperienced mediators either push too hard or give up too early. The panel is
looking for a repertoire of moves and a sense of when to stop.

How to structure your answer
Use a scenario structure. Diagnose why the impasse has occurred, then work through the options you
would try in order, and finish with how you would close the session if nothing moves.

Example answer

“First | would work out what kind of impasse it is. Sometimes it is the numbers, sometimes it is one
party needing to be seen to have won, and sometimes they simply need a break. | would call a private
session with each side and ask what would have to be true for them to move, and what happens if
they do not settle today. | might separate the issues so they can agree on the easy ones and build
momentum, or reframe the dispute around a shared interest like keeping the relationship workable. If
a representative is driving the position harder than the client, | would check in with the client. If
nothing moves after a genuine attempt, | would acknowledge the work done, summarise the issues
still in dispute and any partial agreements, and close the session without pushing for a deal. | would
let them know they can come back and leave the door open.”



