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Introduction
As higher institutions of learning continue to produce increasing numbers of professionals, the gap between credible employment opportunities remains unabridged. There is insufficiency in the correlation between job seekers and actual jobs due to meager interviewing techniques. Organizations and personnel that hold interviews through their expertise have either failed to properly structure the roles depicted in the vacant positions or have not adequately verified the recruits. This paper proposes effective methods of conducting interviews that increase performance efficiency and also expounds on the major difference between frequently used unstructured and structured interviews. Effective interviews begin with proper structuring of questions that respondents could use to vindicate their performance skills and capabilities.
Methods that I Can Use to Increasing the Effectiveness of My Interviews
I would undergo training as an interviewer before conducting actual interviews for it is very effective in determining the desired outcome of the interview exercise. Bano et al. (2019) expose that there has been a limited knowledge among interviewers which has subsequently deviated interview standards. In attempts to reverse the growing problem of using unstructured interviews, training propositions among those to carry out the interviews has shown impeccable improvements (Bano et al., 2019). Training will heighten my personal skills in both structured and unstructured interviews depending on the setting and requirements of the position. Besides, it will give me more insights on when and how to structure interview questions that provide deeper explication on the respondent’s capabilities.
I will provide valuable and precise details about the roles required in the vacant position. This approach will assist my office in preventing future failures in the role execution of the job. As an interviewer, I must have clarity with respondents when conducting interviews in order to address doubts about misaligned roles and responsibilities. When listing job duties, I will endeavor to frequently comment on projects the novel candidate or hire might undertake when he or she will join my team, as concluded by Bano et al. (2019).  It, therefore, calls on me, an interviewer, to choose forthright job titles when advertising job positions. Equally, I will evaluate the applicants on the merits of performance and not on promises they that show as discussed by Høffding & Martiny (2016).
Of most importance will be to ensure that I conduct enough research about every job advertisement for which I conduct the interview so as to structure the interview questions and ensure that I only ask relevant questions to the field. This will help me to stay focused to finding whether or not the candidate exhibits competence in the field or job position or not (Phellas, Bloch & Seale, 2011). I will, therefore, use structured interviews to conduct my interviews and this will help me to better my interviews and deviate from the ineffective methods of conducting interviews using unstructured interviews.
The Major Differences Between Unstructured and Structured Interviews
Structured interviews differ from unstructured interviews in a number of ways. First, structured interviews usually contain a set of predetermined questions that were prepared before the interview in relation to the focus of the interview in question. On the other hand, the unstructured interview does not have predetermined questions. Instead, unstructured interviews usually have random questions that are not predetermined.
In unstructured interviews, the interview questions can deviate from the main focus depending on how the interview unfolds and the next questions usually depend on what the interviewee says after being asked an initial question. \therefore, the scope of the questions in unstructured interviews is a bit wider. On the other hand, structured interviews have a determined and narrow scope of the areas that can be handled by the interview and any deviations from the predetermined interview questions is highly controlled and avoided.
Moreover, unstructured interviews differ in definition with structured interviews. Unstructured interviews refer to an interview in which the selected questions to be answered by the respondent are not set prior to the interview session. Structured interview, however, stems from a particular set of prearranged questions are prepared by the interviewer to be used throughout the session (Adhabi & Anozie, 2017). On the basis of the contrasting definitions, an unstructured interview takes an explanatory approach in engaging with the respondents, while a structured interview conversely takes a descriptive kind of approach. It is very procedural in its outline as opposed to unstructured interviews.
An unstructured interview reviews individual details of the candidate in order to attest if he is the right person to fill the vacant position unlike a structured interview which does not. Details that describe reasons for leaving previous job, as well as personal goals, can be used to reflect the veracity of the candidate in the present applied job. In contrast view, structured interviews authenticate results in case the number of candidates is quite large as illustrated by Adhabi & Anozie (2017). It, therefore, calls for determining merit as the qualifying factor to pick the perfect candidate from the list of many candidates.
Effective Ways of Framing My Interview Questions
To create effective interviews, I will frame interview questions by using simple and precise questions with promptly understandable word structuring. Many personal interviews usually contain long sentences that hinder the needed response at the time of the interview (Høffding & Martiny, 2016). Using simpler and shorter questions either verbally or in the questionnaires, as opposed to long and unclear ones, have found to be effective in deducting the needed information from the respondent (Høffding & Martiny, 2016). Also, using simpler sentences will increase my chances of getting to the facts about the statements of the respondent. Still, I will use interview questions that reiterate applicability to the respondent because it is a proactive approach of improving the interview. The interview questions should, therefore, be tailored to the references that respondents can subscribe to and provide relevant answers to as shown by Adhabi & Anozie (2017).
Conclusion
Job market demands are continuing to change professional organizational requirements. In the same effect, methods of conducting interviews should follow a similar suit in order to bridge the gap that stands between job candidates and actual jobs. Interviewers, particularly, should consider engaging in frequent training before conducting the same exercise so as to impact positive outcomes from the interview process. Effective interviewing procedures have the core of this paper.
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