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10+ years helping global professionals gain clarity & confidence: 

✓ Navigating growth in transitions
✓ Translating UN experience into market value
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You are muted by default. The 
chat function is disabled.​

The session will be recorded. The recording and presentation will be available on: 
Career Transition Series webpage.

If you have any questions, 
please submit them through 
Zoom Q&A button.​

Zoom - Housekeeping rules

Expect to participate dropping 
words and questions in the 
chat function. ​

https://learning.unog.ch/career-transition-series


Capability recognition → communication

SESSION 1 “Finding your Path…”

✓ Identity

✓ Transferable capability

✓ Complexity navigation

✓ Possibility

SESSION 2 “Mastering Interviews…”

❑ Positioning

❑ Communication

❑ Storytelling

❑ Executive presence



PRACTICE QUESTION #1

Where are you connecting from 
today? 

From which country or city
Or which Agency?

Share in the chat.



PRACTICE QUESTION #2

What is your energy level today?
Chose one number: 

Share your number in the chat.

5- Very high 
4- Ok
3- So-so 
2- Not so good
1- I need coffee ASAP 



1. Understaing Private-Sector logic

2. Translating UN Experience for the Market 

3. Interviews as Translation Exercises

4. Mastering Common Interview Questions

5. Q&A

Agenda



Interviews are translation exercises

The market will not automatically
interpret UN experience.

Translation becomes critical.



Understanding Private-Sector Hiring
Logic

Institutional systems:

Standardization
Comparability
Procedural fairness
Role clarity

Market systems:

Growth
Execution
Adaptability
Solving business problems



The race changes

As environments become more 
unpredictable, organizations
increasingly value professionals who
can adapt when conditions change.

Reference: Claudio Fernández-Aráoz, "21st-Century Talent Spotting," Harvard 
Business Review (June 2014)



Why Job Descriptions Often Feel Confusing

Job descriptions describe 
business problems companies
are trying to solve









Capabilities travel better than titles

Titles do not translate
cleanly across
organizations

Previous successful profiles
Future organizational
needs
Multiple stakeholder input
Changing business
priorities



Capabilities travel better than titles

HR filing systems for real 



Translating UN Experience

Translation in the market: 

Complexity → Operational Relevance

Coordination → Execution

Diplomacy → Stakeholder Management

Institutional Experience → Business Value



Pulse check

How familiar or unfamiliar do these 
ideas feel? Chose one number: 

Share your number in the chat.

5- Very familiar
4- Mostly familiar
3- I had an inkling 
2- Somewhat new 
1- Completely new  



Different organizations evaluate differently to solve different problems.

Interviews reflect organization priorities 



Selecting an expedition team



Artic Scientific Expedition



Globally Televised Expedition



Same Mission, Different Organizations

SpaceX

Speed
Innovation

Uncertainty

NASA

Coordination
Reliability
Accountability 



Bringing it back to interviews

Interview processes themselves are 
often adaptive.



The Interview Landscape

8 possible stages
+ video interviews

Different stages evaluate
different dimensions of
capability



Phone / Introductory Screen

Typically evaluating:

overall fit 

communication 

motivation 

coherence 

logistics 

progression potential

ATS + Phone interview: screening for progression

Often conducted by:

recruiter 

talent acquisition 

or headhunter



Online Assessment

Typically evaluating:

cognitive ability 

behavioral preferences 

judgment reasoning 

attention to detail

Early-stage evaluation at scale

Often administered by:

Talent Acquisition teams 

external assessment platforms 

specialized hiring providers



Technical / Functional Assessment

Typically evaluating:

technical expertise 

structured thinking 

analytical ability 

practical problem-solving 

functional credibility

Evaluating for how candidates approach real operational or technical challenges.

Often conducted by:

Talent Acquisition teams

+

Managers or senior peers



Video interviews

Typically evaluating:

communication 

structured responses 

motivation and fit 

role relevance 

clarity under time pressure

Assesses scalable fit and progression potential across distributed hiring stakeholders.

Often conducted by:

automated interview 

platforms 

HR & hiring teams 

reviewing recordings 

asynchronously



Recruiter /HR Interview

Typically evaluating:

Overall motivation 

career logic organizational  

cultural fit 

communication style 

values alignment 

salary and logistics 

competency-based evidence

Assessing how candidates communicate, operate, and align with the organization

Often conducted by:

Talent Acquisition first

Human Resources BP

Human Resources Dir. 



Hiring Manager Interview

Typically evaluating:

operational relevance 

judgment execution 

capability 

problem-solving 

role impact

Assessing whether the candidate can operate effectively in the role

Often conducted by:

Hiring Manager + 1 

Hiring Manager +2



Peer Interview

Typically evaluating:

Collaboration 

communication style 

team dynamics 

working style 

interpersonal trust

Assesses how candidates operate inside collaborative working environments.

Often conducted by:

peers 

collaborators 

cross-functional partners



Case study / Presentation 

Typically evaluating:

analytical thinking 

structured problem-solving 

strategic judgment 

communication under 

pressure a

daptability and resilience

Assesses how candidates analyze, communicate, and respond under pressure.

Often conducted by:

hiring managers 

technical specialists 

strategy teams 

senior leadership 

interview panels



Leadership / Final Interview

Typically evaluating:

strategic thinking 

executive presence 

leadership potential 

business judgment 

long-term organizational fit

Assesses long-term fit, trust, and leadership potential.

Often conducted by:

senior leadership 

business unit leaders 

final decision-makers



Reflection question

Which interview stage do you think 
differs MOST between the UN and the 
private sector?

Share a number 1-8 in the chat.



Interviews as Strategic Conversations

They are simulations of future collaboration:

Both sides are gathering evidence!



Preparation Creates Freedom



Evaluating the company
Ask questions to help you 

understand:

What makes people successful here? 

What are the biggest challenges 

facing the team? 

What tends to frustrate people in 

this role? 

Why is this position open? 

How would you describe the 

leadership culture? 



Rejection Is Not Failure

Hiring is often influenced by:  

Team dynamics 

Internal succession plans

Stakeholder preferences 

Complementarity of profiles

Manager needs 

Future organization considerations 



5 Frequently Asked Questions in Interviews

1. "Tell me about yourself”

2. “Why us?”

3. Competency questions

4. Area for development

5. Salary expectations



What Organizations Are Really 
Evaluating

Question

Tell me about yourself →

Why do you want to work for us? →

Competency questions →

Area for development →

Salary expectations →

What they evaluate

Narrative and positioning

Motivation, alignment, research

Evidence of capability and behavior

Self-awareness, coachability

Market awareness, positioning



1. “Tell Me About Yourself”

Why organizations ask this:

to understand how you position yourself 
professionally 

to help them understand you 



“Tell Me About Yourself” HOW TO

“As you’ve probably reviewed my CV, I’ll focus on the three things that matter 
most for this role.”

• Y𝐨𝐮𝐫 𝐜𝐚𝐫𝐞𝐞𝐫 𝐭𝐡𝐫𝐞𝐚𝐝 what you’ve consistently done
• Y𝐨𝐮𝐫 𝐯𝐚𝐥𝐮𝐞 𝐜𝐫𝐞𝐚𝐭𝐢𝐨𝐧 how you create impact
• Y𝐨𝐮𝐫 𝐝𝐢𝐫𝐞𝐜𝐭𝐢𝐨𝐧 why this role makes sense now

“Would you like me to go deeper on any of those areas? 
OR 

“Which part would you like me to expand on?”



“Tell Me About Yourself” ANSWER I

“Currently I’m a P-3 Programme Officer working on regional refugee response coordination across 
Africa and the Middle East. I support inter-agency reporting processes, stakeholder coordination, 
and operational planning activities with country offices and implementing partners.

Previously I worked on policy support and programme management functions across different 
humanitarian settings, including coordination with UN agencies, NGO counterparts, and government 
stakeholders. My responsibilities have included preparing situation reports, supporting regional 
planning cycles, consolidating inputs from field offices, and contributing to donor reporting and 
inter-agency coordination mechanisms.

Over the years I’ve gained exposure to different aspects of humanitarian operations and cross-
functional coordination, and I’m now interested in exploring opportunities where I can continue 
developing professionally in a new environment.”

Please read this answer



“Tell Me About Yourself” ANSWER II

I am a humanitarian policy and coordination professional supporting programs across Africa and the 
Middle East with a USD 40–60M in regional humanitarian funding.

One of the consistent threads in my experience has been helping organizations translate complex 
policy priorities into operational implementation. In my most recent role, for example, I supported 
refugee response planning across 8 country offices, with their government counterparts, 3 UN 
agencies, and NGO partners. It would be like coordinating across multiple country teams, external 
partners, vendors, and senior stakeholders simultaneously.

Part of my work included streamlining information flows and standardizing reporting inputs from  
country teams, which reduced reporting turnaround times by roughly 25% during key planning 
cycles.

In many ways, I feel I’ve already been working in a fairly consultative capacity — helping different 
teams align priorities, improve processes, and move implementation forward across decentralized 
environments. That’s why this consulting role feels like a natural next step in my career.”

Please read this answer



“Tell Me About Yourself” ANSWER III

Camila interviewing for Head of Finance: 

“The reason I am here today is because of strawberries. I remember walking through
the supermarket with my dad when I was around five years old and noticing that the
price of strawberries kept changing.

Why was the number never the same?

My dad explained supply and demand to me, and Mercosur, and I remember becoming
fascinated by how markets worked. Looking back, that curiosity never really changed.

Across the different finance and risk roles I’ve held since then, the common thread has 
been understanding and hedging volatility — whether through market analysis, or risk
management […]”

Please read this answer



2. “Why do you want to work with us?”

Why organizations ask this:

to assess motivation 

to evaluate alignment 

to test preparation and research 

to understand long-term fit



“Why do you want to work for us?” HOW TO 

➢ Talk about them. What you know about the
company that makes them special. 

➢ How you can help. Connect your experience with
the business.

➢ How you connect with their mission and values



A strong answer will have:

“Why do you want to work for us ” TIPS

• How they are perceived in the market _ what sets them apart from
competitors?

• How you can help them _ reach their 2030 goals or solve a specific challenge
they are facing

• How they are perceived by their employees_ mention your conversation
with an employee or employees you have spoken to

• How you will connect with their values and mission_are you joining their
diversity initiative? 



“Why do you want to work for us ” ANSWER I

Adam interviewing for MBA Program: 

“Eli Lilly has always been one of my target companies, and I had the opportunity
to learn more about your culture and job opportunities in the Business School
Talent Forum, in the webinar presented by John Doe and Jane Doe. 

What I find most striking about Eli Lilly is your sense of community: you have an
excellent business culture and encourage employees to be proactive. On the
other hand, I am fascinated by your passion for improving the lives of thousands
of patients. Programs like Connecting Hearts Abroad, Life for a Child and, during
the current crisis, Lilly Insulin Value Program are what motivate me to work for a 
company like this”.

Please read this answer



“Why do you want to work for us?” ANSWER II

Margaret interviewing for Strategy Consultant: 

“[…] John Doe from the Chicago office first exposed me to the fast-paced and 
highly collaborative environment Bain and Co. offers. Our conversation gave me 
a much clearer sense of the type of strategic work Bain teams are exposed to
early in their careers, particularly supporting large-scale transformation projects
for Fortune 500 clients in sectors like healthcare and consumer goods.

I was also very drawn to the firm’s emphasis on mentorship and community-
building initiatives. In particular, I would be very excited about the opportunity 
to contribute to Blacks at Bain, both as a way to continue fostering collaboration 
around diversity and to support mentoring initiatives that help create a stronger 
sense of belonging within the organization.”

Please read this answer



Past Performance is the
BEST indicator

of Future Performance

3. Principle of Competency questions

If you have done it before,
chances are you will do it again. 

SHOW YOU HAVE DONE IT



UN Competency framework

Integrity

Professionalism

Respect for Diversity

Communication

Teamwork

Planning & Organizing

Accountability

Client Orientation

Creativity

Technological Awareness

Commitment to 

Continuous Learning

Vision

Leadership

Empowering Others

Building Trust

Managing Performance

Judgement/Decision 

Making

3 CORE VALUES 8 CORE COMPETENCIES
6 MANAGERIAL 
COMPETENCIES



Private Sector Competency frameworks

Themes
Connection

Drive
Leadership

Growth

Leadership Principles
Customer Obsession

Ownership
Invent & Simplify

Are Right a Lot
Invent & Simplify

Learn & Be Curious 

Each company has a unique Competency framework

Global management consulting | McKinsey  Company

amazon logo png, amazon icon 
transparent png 19766240 PNG

https://www.mckinsey.com/careers/interviewing
https://www.amazon.jobs/content/en/our-workplace/leadership-principles


MORE Competencies

For Leaders: 
The focus on resilience, empathy, 

adaptability, and intuition rather than
just planning and control

For Organizations: 
Encourages building flexibility to
manage potential system failures



Hack Competency questions

Simple and fast approach to think about your experience

You can adapt easily to any Competency framework

Craft additional stories as you go

Craft stories from your experience to face any question



6 stories for ALL competency questions

1. Success story: a time you were very successful

2. Leadership story: a time you shined as a leader 

3. Challenge story: a time you had a setback

4. Innovation story: a time you introduced a new idea

5. Technical story: a time your expertise made a difference

6. Resilience story: a time you recovered or adapted



Effective CBI answers: example I

Please read this answer



4. Area For Development

You may use:
A planning mistake
The first time you led a team
The first time you led a Budget 



“When I first led a team… I was leading four specialists and initially

approached projects the same way I had as an individual contributor.
During one particularly time-sensitive project, my instinct was to take on most of the
work myself while also managing reporting and coordination responsibilities. Within a 
week, I was exhausted and struggling to balance delivery with leadership.
After speaking with a mentor, I realized I was still behaving like a high performer rather
than a team leader.

Since then, I’ve become much more intentional about delegation, workload planning, 
and involving the team early in defining ownership and strategy. It was a major lesson in 
learning how to lead collaboratively rather than trying to carry everything myself.”

AREA FOR DEVELOPMENT EXAMPLE

Please read this answer



HACK Area For Development



Compensation conversations
are usually less about “winning
a negotiation”…

and more about alignment, 
motivation, and long-term fit.

5. Salary Expectations



Evaluating
sustainability of
motivation, not the
compensation figure 
itself

What Companies Are Really Evaluating



The strongest
leverage is usually:

perceived value

alignment

credibility

Approaching The Salary Conversation





Evaluation Form

Let us know your thoughts 
about the session!​

Click here or scan the QR code.

https://forms.office.com/pages/responsepage.aspx?id=2zWeD09UYE-9zF6kFubccAp6CWKdpG1LuLLL1dtE_RFUQTlZQ0ZFQVlXWjZIOTgwU0FUNUdGODdUUCQlQCN0PWcu&route=shorturl


Thanks for your participation!
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