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What to expect

Partnership manager interviews blend commercial strategy, negotiation and relationship management.
Employers want to see that you can find the right partners, structure deals that work for both sides, and
keep the relationship productive after the paperwork is signed.

» Commercial and negotiation: Questions that test how you structure deals, handle competing
interests and protect value for both parties.

* Strategic and process: Questions about how you identify, qualify and plan partnerships in line with
business strategy.

* Performance and problem solving: Scenarios about underperforming partners, operational
issues and difficult conversations.

» Behavioural: Past examples of partnership wins, conflicts and lessons learned.

e Technical and tool-based: Questions about how you use CRM, contract management software
and reporting to track partner performance.

 Stakeholder and client-facing: Questions about managing internal teams, external partners and
sometimes end customers.

You can expect a recruiter screen first, then a hiring manager interview that covers your background
and a partnership case study or negotiation exercise. After that, a panel with cross-functional
stakeholders such as sales, product, legal or finance. Some employers ask for a short presentation on a
partnership opportunity. The final stage is usually a conversation with a senior leader who wants to
understand your commercial judgement and cultural fit.

1. Walk me through how you would identify and qualify a potential partner for
our business.

Why they ask

This tests whether you approach partnerships strategically rather than reactively. Employers want to
see a repeatable process that starts with business goals, not a list of logos.

How to structure your answer
A step-by-step walk-through: start with the business objective, map the market for complementary
players, define qualification criteria, then outline due diligence and a first conversation.

Example answer

“| start by getting clear on the business goal. If the aim is to reach a new customer segment, | would
map organisations that already serve that segment but do not compete with us. | would build a
shortlist based on audience fit, product complementarity, cultural alignment and willingness to invest
resources. Then | would check for any red flags, such as conflicting partnerships or regulatory issues,
using public sources and my network. The first conversation is about testing whether there is a
genuine mutual benefit. | would ask what success looks like for them and what they need from a
partner. If the answers line up with our strategy, | move to a more detailed commercial discussion. If
not, | qualify out early rather than forcing a deal.”

2. Tell me about atime you negotiated a partnership agreement where the
initial terms did not work for either side. How did you find a way forward?

Why they ask
Negotiation is the core of the role. This question looks for creativity, patience and an understanding that
partnerships have to work for both parties.



How to structure your answer
STAR: situation, task, action, result. Be specific about the sticking point, the interests behind each
position, and the trade you made.

Example answer

“We were negotiating a reseller agreement with a software vendor. They wanted a high revenue
share and exclusivity in our region, but we could not agree to exclusivity because it would limit our
other partnerships. | mapped both sides' real interests. They needed predictable revenue and a
committed sales team. We needed flexibility and a lower revenue share in the first year to prove the
model. | proposed a tiered revenue share that started lower and increased as they hit volume targets,
and | replaced exclusivity with a right of first refusal on new products. We also agreed to a six-month
pilot with clear KPIs. The deal closed, and the partner exceeded the volume target in the first quarter,
so we moved to the higher tier. It worked because we stopped arguing about positions and started
solving for interests.”

3. A key partner is underperforming against the agreed KPIs and is becoming
defensive. How would you handle it?

Why they ask

This is a judgement-under-pressure question. It tests your ability to diagnose problems, have difficult
conversations and protect the relationship while holding the partner accountable.

How to structure your answer
A structured response: gather data, diagnose the root cause, prepare for the conversation, lead with
curiosity, agree on a recovery plan, and set a review date.

Example answer

“First, | would pull the performance data so | am clear on the gap and the trend. Then | would look for
internal causes before blaming the partner: did we provide the training, leads or marketing support we
promised? | would request a meeting and frame it as solving a shared problem, not a performance
review. | would say, 'We agreed on these targets and we are seeing this gap. | want to understand
what is getting in the way.' | would listen for operational issues, relationship problems or changes in
their business. Then | would propose a joint recovery plan with two or three specific actions and a
review date. If the partner is unwilling or unable to improve after that, | would escalate internally and
consider whether the partnership should be restructured or exited.”

4. How do you use CRM data to track partner performance and forecast
revenue?

Why they ask

Employers want to know you are data-literate and can use tools like Salesforce to manage a portfolio,
not just rely on relationships.

How to structure your answer
A tool-specific walk-through: what you track, how you keep it clean, how you report, and how you use it
to make decisions.

Example answer

“l use Salesforce to track every partner interaction, from the initial agreement through to renewal. | set
up fields for contract dates, revenue share terms and KPI targets. | log meetings, calls and issues in
the activity feed so there is a single source of truth. For performance, | build a dashboard that shows
partner-sourced pipeline, closed revenue and renewal dates. | review it weekly and flag anything that
is off track. | also use it to forecast by looking at the weighted pipeline from each partner and
comparing it to their historical conversion rates. That helps me have evidence-based conversations
with partners and with my own leadership. | keep the data clean because if the CRM is not accurate, it
is useless for forecasting.”



5. How do you manage conflicting priorities between your internal sales team
and an external partner?

Why they ask

Partnership managers sit between their own organisation and the partner. This question tests
stakeholder management, communication and the ability to balance competing interests.

How to structure your answer
A stakeholder management structure: identify the conflict, understand each side's incentives,
communicate transparently, find a trade-off or escalation path, and protect the long-term relationship.

Example answer

“I start by understanding what is driving each side. The internal sales team might be worried about
losing a deal to the partner, while the partner might feel they are not getting enough support. | would
bring both sides together, or speak to each separately first, and clarify the shared goal: growing
revenue for the company. | would map out where the conflict is real and where it is based on a
misunderstanding. For example, if the partner is working a deal that our direct team is also pursuing,
we need a clear rule of engagement. | would propose a simple framework: who owns which accounts,
how leads are shared, and how credit is assigned. If the conflict is about resources, | would escalate
with a clear recommendation rather than just passing the problem upward. The key is to stay neutral
and keep the partnership productive.”

6. What makes a partnership successful in the long term, and how do you
know when to walk away from one?

Why they ask

This tests strategic judgement and whether you understand that not every partnership should be saved.
Employers want to see that you can be objective about performance and value.

How to structure your answer
A principles-and-indicators structure: describe the hallmarks of a healthy partnership, then give a clear
decision framework for exiting.

Example answer

“Long-term partnerships work when both sides keep investing, communicate openly and see
measurable value. That means regular business reviews, shared KPIs and a willingness to
renegotiate when circumstances change. | also look for cultural fit: if the partner is difficult to deal with
or constantly misses commitments, the relationship will not last. | know it is time to walk away when
the partnership consistently fails to deliver against the agreed metrics, when the partner breaches
trust or contract terms, or when the strategic fit disappears because our business has changed.
Before exiting, | would try to restructure the agreement or reduce the scope. But if there is no path to
value, | would recommend a managed exit that protects the relationship and any shared customers.”



