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Cheryl Tay and the others involved in this study found that the interviewee had impact on the effectiveness of the interview.  They attributed this to Bandura’s social-cognitive theory’s interviewing self-efficacy.  Thus, interviewing self-efficacy made the connection between personal judgments of their ability to perform in an interview.  While this research is limited in that it only focuses on the personality and biographical characteristics to affect interviewing success, it still identifies ideal characteristics that can be picked out during an interview.




