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Interviews 

 

Interview with LinkedIn Corporate Recruiter 

 

Hi Frances, 

 

Thanks for sending this my way. Unfortunately, I'm not sure if I am allowed to answer such 

specific questions about LinkedIn without getting approval first to disclose such information. I 

assumed you were going to ask a few general questions about recruiting like "What should a 

cover letter include" or "How to prepare for an interview". I would need to get approval from the 

public relations department to provide answers to the questions you wrote below and that would 

definitely take a lot longer than your Saturday deadline.  

 

I can say that we are always looking for new talent if it comes our way, we use LinkedIn for 

most of our sourcing and have a tool called "Talent Solutions" that companies use to find 

LinkedIn profiles that match the jobs they are trying to fill within their company. Every company 

is different when it comes to the organization of a recruiting team and who makes all of the 

decisions. 

 

Hope that helps a bit! 

 

Best, 
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Interview with Startup Founder 1 

 

Do you actively look for people as needed or are you always on the look out for the next 

talent?  

Always look for talent! The best fits come from finding great people who are passionate and 

hiring them to solve the problems they're best qualified and motivated to solve. This is hard 

to do, so most companies resort to jreqs (job requisitions).  

Do you look at a person's online presence (blogs, social media) before deciding you want 

to interview that person to get a "feel" for what they are like?  

Yes, and if they're a web developer it's off-putting if I can't find any public online presence.  

Do you ever feel frustration in interviewing candidates that don't seem to match the 

company's culture? 

No, that's what the interview is for.  

When looking for candidates to fill a job role, how much on a does "culture fit" factor 

in the hire/no hire decision?  

It's a big deal, as lack of cultural fit will impact the person's success and the likelihood they'll 

stay at the company.  

How do you go about interviewing for "culture fit"?  

Get the candidate to speak with as many different team members as possible in a low-

pressure environment. Ask behavioral questions about the candidate's past team experiences 

and how they prefer to work with people. Also learn about their hobbies and passions outside 

of work.  
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Interview with Serial Startup Founder 

 

How do you go about interviewing for "culture fit"?  
 

I start by informing candidates about my startup's culture.  The biggest issue that most people 

have is we have a remote team.  Some people find this appealing, and others aren't comfortable 

with it.  For those who are completely opposed to it, we just part ways.  But for those who maybe 

on the fence, I take the time to address their concerns and also have them chat with the team to 

understand what daily work life will be like.    

 

The best way to check for culture fit is to hang out with a candidate outside the context of a 

traditional interview.  I've used this approach and I know most other startups who use it as 

well.  Taking a candidate to coffee, lunch, or dinner are more neutral and relaxed settings, where 

people can show their true nature.  In a traditional interview, people will either mask their true 

self because they are either nervous or feel a need to be on their best behavior.  A chance in 

scenery helps to understand people a little bit deeper.   

 

Do you actively look for people as needed or are you always on the look out for the next 

talent?  
 

I am always on the lookout, and keep myself aware of what people do.  I also keep people in my 

network posted on the types of positions I'm either currently hiring for, or will be looking to hire 

in the near future.  The reason I do this is because I believe that you have to anticipate needs 3 to 

6 months in advance, otherwise you become too desperate and settle on candidates, rather than 

finding the right fit. 

 

Do you look at a person's online presence (blogs, social media) before deciding you want to 

interview that person to get a "feel" for what they are like? 
 

It really depends on the position.  For someone who is in marketing or sales, I consider it to be a 

must have, because it's an extension of what they will be doing on the job, building a brand's 

presence.  For technical people it's a little harder to put too much weight on an online presence, 

because some people just don't have the time to keep an updated online profile. 
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Interview with Hiring Manager 

 

1. Do you actively look for people as needed or are you always on the look out for the 

next talent?  

The hiring process is all about the budget requirements and whether the budget allows for 

additional head count or not.  Research and Development organizations are an expense to 

the company.  That means they are on a budget and have a specific head count 

requirement.  They don’t hire someone unless there is room for them and a budget to 

cover their cost.  A services organization has more flexibility and can hire on “as needed” 

basis.   

2. Do you look at a person's online presence (blogs, social media) before deciding you 

want to interview that person to get a "feel" for what they are like?  

It depends on position you are hiring for.  For example, if you are hiring someone that is 

specializing in UX design then you want to review the work of the candidate.  If you are 

hiring for a developer position, social media really doesn’t play a part in the hiring 

process.  We try to focus on the job requirements and the resume that has been submitted 

by the candidate instead. 

3. On average, how many people do you interview for a specific role?  

Since most managers are pretty busy with their workload, we try to keep the number of 

candidates under 10; 4-6 is probably a good number. 

4. Do you feel like there is room to stream line this process?  

There is always room to improve processes.  As you get to larger companies, the HR 

department will handle a lot of the overhead of going through the vast number of resumes 

they receive into a manageable number you ask the management team to interview.  Once 

you get to a manageable number of candidates, you can start to choose whether you start 

with phone interviews or face to face interviews based on how well the candidate comes 

across on their resume.  The phone interview can be a quick way to weed out the best 

candidates before you bring them into the office for a face-to-face. 

5. Do you ever feel frustration in interviewing candidates that don't seem to match the 

company's culture?  

No, this is part of the interview process.  You are trying to figure out if what they have on 

paper is actually true and at the same time figure out if they are a good fit for the 

group.  The last thing you want to do is disrupt a team with a bad egg.  A candidate can 

be the perfect person for the job, but just won’t fit into the culture.  The goal of a 

manager is to fill roles in a group to enable the team to be successful.   

6. When looking for candidates to fill a job role, how much on a does "culture fit" factor 

in the hire/no hire decision? Who makes this call? 
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This plays a very high factor in deciding whether to hire a person for the role.  You don’t 

want to hire a person that is going to disrupt a team.  That can’t have a negative impact 

on deliveries.  The people that are doing the interview are the ones that make the 

recommendations.  The ultimate decision maker is the manager that controls the 

budget.  The recommendations are funneled up to help the manager make a good hiring 

decision.  

7. How do you go about interviewing for "culture fit"?  

The easiest way to figure out of a candidate “fits” is to ask scenario questions.  You 

define a scenario that fits your culture and you ask the candidate how they handle the 

scenario.  Based on the answers the candidate gives you can usually tell if they will be a 

good fit or not. 
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Interview with Developer 1 

 

When you were looking for a job, how did you find the companies you were applying for? 

The way I found X Company was by going to a Career Fair, however I believe that is usually 

reserved for entry level folks. I think if I was to look for another job, I would use sites like 

glassdoor.com and CNN’s Fortune website to get a feel for what companies are out there.  

When you were looking for a job, did you ever factor in the company's culture before 

applying? 

Absolutely.  

Do you actively ask about work style, dress code, values, etc during an interview? 

For the most part I do and I still would. When we talk about “values,” every company usually 

has same thing posted, just in different words. Let’s be real though, not every company practices 

those values.  I would discover what the values of a company are using sites like Glassdoor and 

making connections over social sites like LinkedIn. That also goes for other things like work 

style as well.  

How much does culture fit factor in your decision when accepting a job offer? 

If I don’t like the culture, it will have a lot of ground to make up with other areas like, 

compensation and job satisfaction. Bottom line, it’s doubtful I would accept a job where I 

question the culture.  
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Interview with Developer 2 

 

When you were looking for a job, how did you find the companies you were applying 

for? 

Originally, I have been looking for a job through a job board site (e.g. CareerBuilder, 

Monster, Dice) and just examining the requirements of the job to see if I fit.  Now-a-days, I 

also take into consideration the reputation (via word-of-moth) of the company and through 

networking, depending on who I know. 

When you were looking for a job, did you ever factor in the company's culture before 

applying? 

I had not in the beginning, but after working in X Company for a few years, I do now.  If I 

know the person working for that company, I will ask that person about the culture and the 

environment there. 

Do you actively ask about work style, dress code, values, etc during an interview? 

As far as dress code goes, that is something that can be determined simply by how the 

interviewers and other employees are dressed; therefore, I never really ask such 

questions.  However, other factors such as standards, work styles, work habits, and skills 

development are things that I would consider in a job position and would ask about.  From 

there, my decision would be based on what I am looking for.  Believe it or not, the interview 

process is another consideration (e.g. if the applying and interviewing process is long and 

drawn out, it would be a negative factor to me). 

 

How much does culture fit factor in your decision when accepting a job offer? 

The culture and the environment do have a huge factor when accepting a job offer. 
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Interview with Developer 3 

 

When you were looking for a job, how did you find the companies you were applying for? 

I went to job fairs, but mainly I just listened to friends that had graduated before me.  One friend 

went to A Company, and he had to wear formal attire.  A few went out of state and a few others 

stayed local.  A close friend came to intern at B Company, and graduated a year before me and I 

came up here for lunch with him a couple of times. 

 

When you were looking for a job, did you ever factor in the company's culture  before 

applying? 

Very much so.  I did not want to wear a suit and I did not want micro-managers.  I also wanted a 

good work-life balance, which I knew some friends that were working 60-70 hours a 

week.  When I started here, we had breakfast every month, family outings, and not too many 

people were working significant overtime on a regular basis. 

 

Do you actively ask about work style, dress code, values, etc during an interview? 

Yes, though some things are apparent without asking.  My first interview here was with a woman 

in jeans and a college sweat shirt.  I also asked about overtime, making it clear that I had no 

problem doing it if needed, but I did not plan to be doing 60+ hours on a regular basis. 

 

How much does culture fit factor in your decision when accepting a job offer? 

Very much.  I’d say PTO and small town were two of my biggest reasons for my selection.  I 

took a lower starting offer, but with more vacation time when I started here.  When I started here, 

the owner of the company worked in a cubicle just like mine about 100 feet away.  He also took 

every new employee to lunch within the first month.  Things have obviously changed a lot since 

then.  We also used to have IT-organized LAN parties in the conference rooms after hours.  That 

was actually the very first e-mail I ever received here.  I’ve interviewed with places that offered 

better pay, but they always fell short in other areas, such as PTO, standard work weeks, or micro-

management.  One guy I went to school with worked at a place where they were not allowed to 

wear headphones/earphones in a cube farm. 
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Competitor Benchmarking and Similar Sites Review & Observations 
 

(Note: This ideation workshop idea was taken from Smashing UX Design: Foundation for 

Designing Online User Experiences, pages 159-160.) 

 

LinkedIn Talent Solutions 

http://business.linkedin.com/talent-solutions 

Strengths 

 Allows you to connect with all of LinkedIn’s profile base 

 Allows you to reach passive candidates (not actively looking for a job) 

 Matches jobs to potential hires based on algorithm  

 Equips companies with branding pages, enabling them to communicate their values 

 Analytics available 

 Allows for recruiting team collaboration 

 

Weaknesses 

 Audience seems to be larger companies (Walmart, Loreal, Sony) 

 No focus on culture in matching algorithm  

 Effort on culture seems to be static company pages only 

  Focus seems to be on the companies reaching out to recruits; there is no focus on  

equipping hires to make decisions based on culture 

 No analytics on “levels of matching” 

 

Ideas on How We Can Differentiate  

 Focus on a niche industry (technology?) 

 Focus on smaller companies/startups 

 Allow for analytics that include levels of matching (similar to OkCupid) 

 Allow for more interactive interaction on culture conversations 

 Incorporate culture in matching algorithm  

 Move away from LinkedIn’s linear presentation of one’s career (See Notebook Notes) 

 Allow some sort of functionality to support later stages of recruiting process* 

 Allow for functionality for recruits (who they decide to pick among several offers) and 

hiring managers (who to pick among several available candidates), not just recruiters* 

 

*Note: Although these are crucial items to the overall finished product, for the sake of 

Lean Product Development, they are not included in the Minimum Viable Product that 

we are currently designing for the purposes of this project. 

 

http://business.linkedin.com/talent-solutions
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The Muse 

http://www.themuse.com/ 

 

Strengths 

  Focuses on startups, a lot of tech startups 

 Allows for an inside/non-formal look inside companies through branding pages and 

interview videos with current employees 

 Amazing visuals and user experience that capture company culture 

 Each company has a company profile, office profile, people profile, and jobs section 

 

 

Weaknesses  

 No matching of any sort based on profile/data 

 No interactivity between company and future recruits 

 Filtering is based on job, location, and level only 

 

 

Ideas on How We Can Differentiate 

 Allow for functionality in later stages of recruiting process 

 Inject more interactivity in culture conversation 

 Allow for matching people to jobs based on culture 

 

 

 

 

 

 

 

 

 

 

 

http://www.themuse.com/


 

12 | F r a n c e s  A d v i n c u l a  
 

OkCupid 

http://www.okcupid.com/ 

 

Strengths 

 Heavy, accurate matching algorithm based on culture, personality, values 

 Shows level of matching on each profile 

 Chat available 

 

Weaknesses 

 No collaboration for teams/groups, but makes sense due to what it was originally built 

for.  

 

Ideas on How We Can Differentiate 

 Leverage their statistics and matching but to match companies/jobs to individuals instead 

of personal relationships 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

http://www.okcupid.com/
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Root Concept 
 

High Level Vision  

 Allow for companies and jobs to be matched to potential hires based on data analytics 

with a heavy reliance on culture fit 

 Think leveraging LinkedIn’s recruiting focus with OkCupid’s statistics and analytics 

power 

 Align candidates to fit the role that would best use their natural talents and personality 

type 

 Focus on interactive conversations on culture 

 Focus on helping streamline the recruiting and hiring process throughout all stages 

 

Basic Rationale 

 

 Startups are fighting for the best talent, and the “best talent” will not perform if they are 

not happy, or don’t believe in the work they are doing or if they only see it as a job 

 Having a clear culture is vital for startup success and hiring the right people that 

synergize with a startup can make or break it in eyes of customers, investors, early 

adopters, future recruits, etc.  

 Current recruiting tools rely on filtering and matching jobs to potential candidates based 

on education, experience, and job types only 

 No mention of actively and objectively measuring culture fit despite staggering data and 

experience that companies are relying more and more on this alignment 

 Elements that seek to capture culture seem to be static, with no active interaction, mostly 

done through branding pages 

 Leaves “Am I a good match” decisions on culture to the potential hire and hiring 

manager 

 Allows for subjectivity – no data-backed decision making available in commercial 

markets 
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Possible Stakeholders 

 Potential Hires – Greater visibility of jobs that match their culture or personality. Less 

time poring over jobs they don’t end up liking; more time to strengthen applications that 

do matter. Better decision making when they have multiple offers. 

 Recruiters – Less time spent weeding out candidates that don’t match the company. 

 Hiring Managers – Less time spent on interviewing candidates that end up not matching 

the company culture. More informed and objective decisions based on culture fit. 

 Teams and Direct Managers – Better productivity of new hire due to culture alignment. 

 Organization and Company – Better branding. More accurate capturing of their culture. 

More productive, happy employees. 

 

Starting Assumptions 

 

 Will pull data (with permissions) from LinkedIn, Facebook, Twitter, and OkCupid 

 Will ask scenario questions to measure personality and culture 

 Will use statistics, data science, and algorithms to perform the matching 


