
Talent Acquisition Manager interview questions
careertips.com.au: common questions and what they're really testing

What to expect
Interviews for talent acquisition manager roles usually combine a conversation about your recruitment
philosophy with practical questions about how you run a hiring campaign. Employers want to see that
you can lead a function, not just fill roles.

• Process: How you plan and run a recruitment campaign end to end, from the initial brief with the
hiring manager to the final offer and onboarding handover.

• Behavioural: How you have managed difficult stakeholders, negotiated offers, or improved a
recruitment process in a previous role.

• Scenario: How you would respond to a hiring manager who wants to move too fast, a candidate
who declines an offer, or a sudden change in hiring priorities.

• Technical: Your hands-on use of an applicant tracking system, LinkedIn Recruiter, Seek, and how
you track and act on time to hire and cost per hire.

• Stakeholder and client-facing: How you build credibility with hiring managers and handle
competing priorities across departments.

Typically two to three stages: a phone screen with a recruiter or HR coordinator, a first interview with the
hiring manager or HR director covering your experience and approach, and a final panel or task. The
panel might include a hiring manager from a business unit and a senior HR colleague. Some employers
ask you to present a short recruitment plan or work through a case study. Expect questions about
metrics and how you use them to improve outcomes.

1. Walk me through how you plan a recruitment campaign for a hard-to-fill
role, from the initial brief with the hiring manager to the final offer.
Why they ask
This tests whether you can lead a structured process, manage a hiring manager, and use sourcing and
metrics to solve a difficult vacancy.

How to structure your answer
Use a walk-through structure: set the context, outline the steps in order, explain the decision points and
trade-offs, and finish with how you measure success.

Example answer

“I start by meeting the hiring manager to understand the role's core outcomes and what success looks
like in the first year, not just the list of duties. We agree on the selection criteria and the salary band,
and I check whether the position description is current. Then I map the market: are there similar roles
being advertised, what are they paying, and where have successful hires come from before? I build a
sourcing plan that starts with internal talent and referrals before paid advertising, because that
reduces cost per hire. I write the ad with the hiring manager and post it on Seek and LinkedIn. As
applications come in, I screen against the criteria and run structured interviews with the hiring
manager. I keep candidates informed at every stage, and I track time to hire and cost per hire in Excel
so we can see what is working. When we find the right person, I negotiate the offer within the band
and hand over to onboarding. After the role is filled, I debrief with the hiring manager to see what we
would do differently next time.”

2. Tell me about a time you had to manage a hiring manager whose
expectations were unrealistic, for example on salary or timeline.
Why they ask



This probes your stakeholder management, your ability to use market data, and whether you can push
back constructively without damaging the relationship.

How to structure your answer
Use STAR: describe the situation and the unrealistic expectation, your task, the actions you took to
influence the hiring manager, and the result.

Example answer

“In a previous role, a senior hiring manager wanted to fill a specialist role in three weeks at a salary
below the market rate for that skill set. I knew we would not attract the right candidates that way. I sat
down with them and shared recent market data from Seek and LinkedIn Recruiter, showing what
similar roles were paying and how long they typically took to fill. I asked what was driving the
three-week deadline and we found it was a project start date that could be phased. We agreed to
increase the salary to the lower end of the market range and to bring in a contractor for the first month
to cover the gap. I also started sourcing passive candidates immediately rather than waiting for
applications. We made an offer in five weeks to a candidate who is still with the company two years
later. The hiring manager and I now use that market data upfront for every role.”

3. A candidate you have been courting declines your offer at the last minute.
What do you do?
Why they ask
This assesses your judgement under pressure, your ability to manage a hiring manager's expectations,
and whether you learn from a setback.

How to structure your answer
Use a judgement-under-pressure structure: acknowledge the situation, assess the reasons, take
immediate action with the hiring manager and pipeline, then review what you would change.

Example answer

“First, I would thank the candidate and ask if they are open to sharing why they declined, because
that feedback is valuable. If it is salary, I would check whether there is any flexibility within the band
and whether the hiring manager would support a revised offer. If it is timing or another offer, I would
ask if they would consider staying in touch for future roles. Then I would go back to the hiring
manager immediately with a clear picture: what happened, what our options are, and a revised
timeline. I would also check the pipeline for similar candidates we may have screened earlier, and
consider whether a short-term contractor could cover the gap. After the role is filled, I would review
our offer process to see if we could have moved faster or communicated better.”

4. How do you use an applicant tracking system and recruitment metrics to
improve hiring outcomes?
Why they ask
This checks your technical fluency with the tools named in the role and whether you can turn data into
better decisions rather than just report numbers.

How to structure your answer
Use a technical explanation structure: describe how you use the tool, the specific metrics you track, and
how you act on them to change outcomes.

Example answer

“I use the ATS as the single source of truth for every role. I make sure job requisitions, candidate
stages, and interview feedback are all recorded there, because if the data is incomplete the metrics
are useless. I track time to hire from requisition approval to offer acceptance, and cost per hire
including advertising, agency fees, and any assessment tools. I also look at source of hire to see
which channels produce the best candidates, not just the most. In Excel I build a simple monthly
dashboard for leadership showing trends by department. If time to hire is creeping up, I look at where



the delay is, often it is interview scheduling or feedback turnaround, and I work with the hiring
manager to fix that. If cost per hire is rising, I check whether we are relying too much on agencies and
invest more in talent pipelining and employer branding instead.”

5. Describe a time you built a talent pipeline that reduced reliance on paid
advertising.
Why they ask
This targets a core task in the role and shows whether you can think strategically about sourcing rather
than just reacting to vacancies.

How to structure your answer
Use STAR: set out the repeated hiring problem, your task to reduce advertising spend, the pipeline
actions you took, and the measurable result.

Example answer

“At my current organisation, we were repeatedly advertising for the same customer service Team
Leader role every few months, and it was expensive. I worked with the hiring manager to identify the
skills and behaviours that predicted success, then I started a talent pool of high-performing customer
service representatives who had expressed interest in leadership. I ran monthly information sessions
and invited them to shadow a team leader for a day. I kept in touch through a simple email newsletter
with development tips. When the next vacancy came up, we had three internal candidates ready to
interview, and we filled the role without advertising. That reduced our cost per hire for that role and
improved retention because the successful candidate already knew the business.”

6. How do you build credibility with hiring managers across different
departments?
Why they ask
This explores your stakeholder and client-facing skills, which are essential when you are advising
multiple managers with competing priorities.

How to structure your answer
Use a relationship-building structure: explain how you listen and learn the business, agree on service
standards, deliver consistently, and follow up.

Example answer

“I start by understanding each hiring manager's business and what they are trying to achieve, not just
the vacancy they have. I meet with them at the start of the year to map out likely hiring needs, so I am
not reactive. I agree on service standards: how quickly I will respond to a new requisition, how often I
will update them, and what I need from them in return, like timely feedback. I keep my promises, even
if it is just a quick update to say there is no news yet. When I make a shortlist, I explain why each
candidate fits the criteria, and I am honest if the market is tight. Over time, that track record means
they trust me to challenge them when a brief is unrealistic, because they know I am trying to fill the
role, not just tick a box.”


