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Stakeholder Profiles 
 

For this study, I chose to focus on three main stakeholders. 

1. Potential hires 

2. Recruiters 

3. Hiring managers 

 

Potential Hires (Software Engineers) 

 

Background 

All are educated, tech savvy, and young software engineers always on the lookout for the next 

best thing.  New grads tend to focus on job boards and career fairs when looking for companies 

to apply to. They actively ask fellow alumni that work for a company about the company culture 

when deciding if they want to apply or accept a job offer. Some have been approached by 

recruiters through their LinkedIn profile even though they weren’t actively looking for a job – 

and all seriously considered to go through the interview process regardless. More experienced 

software engineers heavily rely on their network in finding out about a company's reputation as 

well.  All are social media mavens and understand the importance of keeping up with goings-on 

online. All factor in culture fit, such as work-life balance, management style, work/office setting, 

etc. in making a decision to apply to a company or accept an offer.  All use a mix of organic info 

and social media (company sites, Linked In, etc.), and actively ask questions in an interview to 

gauge their culture fit within the organization. 

All communicated they would prefer a job with less pay if the benefits were good and they 

aligned more with the company’s core values, vision, and mission. 

 

Expectations 

 Most expect that they will have to answer questions to help measure their culture fit and 

personality, like OkCupid. They expect that the application will help them save time and effort in 

looking for job that matches the culture they want to work in and that it will communicate, 

organically and interactively, the company culture. They also expect it to help them make more 

objective decisions when deciding which offers to accept. Some asked if companies they are 

considering can be ranked against each other.  
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Preferences 

 Most prefer that a lot of the data pulled from existing applications already and that data is 

kept private. More were excited about the idea of seeing which companies they resonate with, 

whether or not they were actively looking for a job or not. All said they would be excited to see 

an application like this in the market and would use one if they were looking for a job. 

  

Technical Recruiter s 

 
Background 

Technical recruiters are responsible for finding the best candidates to fit a company’s technical 

needs, usually software engineers. Their main responsibility is to look for talent and reach out to 

them for an interview. They do this through referrals, reaching out to their networks, searching in 

LinkedIn/in house databases, and posting jobs on a job board (with their preference for those 

tools in that order, i.e. they place more weight in referrals over resumes submitted through a job 

board). Once they find a candidate that they see as a good fit, either one that they found or one 

that submitted an application, they reach out to that candidate (anywhere from 10 -100 in a day, 

weeded out from as many 400 applicants). Once they get a candidate to do an interview and they 

think the candidate is a good fit for the role, they coordinate a more technical interview with a 

hiring manager.  

The industry standard seems to be “pass ten to be interviewed, and one should get hired” for you 

to be considered a good technical recruiter.  Most agree that quality technical recruiting is about 

precision and quality, not quantity of candidates you recommend to be interviewed. 

 

Expectations 

 

Most expect that the web app will connect them faster to profiles who match what they are 

looking for as far as background/skills, and culture fit. Most also expect that the app will let them 

gauge a candidate who submitted an application by allowing them to search for profiles. All 

wanted detailed analytics and team collaboration features. Most were happy to answer questions 

publicly and organically in social media. 

 

Preferences 

Most wanted to be notified if a potential candidate they have been "courting" becomes available 

(between jobs). Most wanted to be able to tap into people's social media presence, not just their 

resumes and LinkedIn profiles. Since most of their calls go into voicemail, most hope that the 
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application will help them reach candidates successfully the first time. Most felt that such an app 

would revolutionize the way they do their work in finding the best talent for their companies. 

 

 

Startup Founders, Hiring Managers 

 
Background 

 

These are the people responsible for the meat of the interviews and are the ones who make the 

hiring decision.  In startups, founders look for talent themselves, while in bigger companies, 

hiring managers work with the technical recruiters. Both types all agree that hiring the right 

candidate, both in skill AND culture, is necessary for the team’s and ultimately, the company’s 

success. Some even go as far as saying that culture fit is more important than skill. They realize 

the impact of one person to a team, and understand you have to find a person that will work well 

with the team and supports the organization’s vision. They also understand that people who 

match a culture are much happier and perform better within their roles. 

Most interview about four to ten people before making a final decision in who to hire. Most 

gauge culture fit by asking behavioral, scenario, and passion/hobby questions. They also try to 

spend time with the candidate outside of a formal setting, like lunch or coffee, and have the rest 

of the team do this as well, showing the potential hire what their daily life will look like. Some 

actively communicate their startup culture upfront.  

 

Expectations 

 

Most expect the web app to ask them questions and help them solidify what their culture exactly 

is. Most also expect a branding type of page where they can showcase their culture, mission, and 

vision. 

 

Preferences 

 

Most were very excited at the potential of this app to really weed out those that don’t fit the 

culture and help them streamline the interviewing process. Most hope this will prevent bad cases 

where there is skill fit, but no culture fit, something very expensive, especially for companies 

that are just starting out. 
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Specific Stakeholder Profiles 
 

Frances, Happily Employed but Always Open to New Opportunities 

 

Frances is a twenty-six year-old is a seasoned software engineer happily employed. When she 

was first starting out, she scoured job boards and the jobs or careers sections of companies she 

had liked to find jobs to apply to. She actually got her current job after seeing the company’s job 

page and talking to some friends who currently work there.  Very passionate about her work in 

front-end development, user experience, and empowering women in technology, she regularly 

blogs about these topics in one of her side projects, Femgineer.com. Being social media savvy, 

she regularly tweets about these topics, and posts links and thoughts on Facebook and Google+ 

as well. She also is very active in networking events, and keeps up with her professional network 

through Linked In, where she regularly updates her profile. Although Frances is not actively 

looking for a new role, she sometimes gets emails from other companies asking her if she is 

interested in interviewing for them. Although she is happy at her current job, she has pursued 

these type of interviews in the past if they were in a position she has been eying for some time, 

and if they seem to be working on something she is passionate about, and after carefully looking 

at the company’s reputation by talking to her peers, but chose to stay in her current role 

regardless because those new companies “didn’t offer anything more” than what her current job 

role does.  

 

Frances heavily weighs culture into the decision making process of which jobs to apply to and 

which offers to accept. In fact, she chose her company now, over another one, because the 

current one had a nurturing and mentoring culture that she had liked, versus the other one where 

the culture was more cutthroat. 

Now that she is more experienced, Frances is more active in finding out about a company’s 

culture during the interview process, asking about coding standards, work-life balance, and 

causes the company supports. She has learned this lesson the hard way by interning for a 

company that just treated their jobs as “just jobs” and from stories of friends who are unhappy 

with their current jobs. 

 

Amanda , About to Graduate and Actively Looking For a Job 

 

Amanda is an engineering intern at a software company in the Midwest and is about to graduate. 

However, she has wanted to relocate to Silicon Valley or New York City. For the last few weeks, 

she has been pouring over job boards like Glassdoor, Stack Overflow, Women 2, and The Muse 

and sending her resume to jobs whose description she thinks is a good fit. Unfortunately, she is 
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always overwhelmed at the sheer number of possibilities and always thinks that finding a job is a 

full time job in itself.  She often feels that she is sending her resume into a black pit. She has 

often read that when applying for jobs, one should focus on quality over quantity, and really 

tailor ones application to the specific job. Amanda has been keeping up with startups and 

wonders if she will be a good fit for that type of culture, since her experiences so far have been 

mostly in Corporate America. Right now, she also has 4 offers from different companies, who 

frankly all sound the same to her. She is having a hard time picking between what seems like all 

really good offers – especially since at this point she doesn’t really think that she actually knows 

what will make her happy. 

 

 

Poornima, Startup Founder 

 

Poornima is the founding engineer of a successful startup acquired by Intuit, and has another 

successful startup under her belt. Now that she is at the early stages of building her third startup, 

she is already on the look out for talent and has been for a few months already. She has a 

personal newsletter that she sends to her network every few weeks, and she likes to use that to 

look for referrals of interns. She also frequently asks her co-founder to tap into his network for 

potential hires. She also uses social media to make these types of announcements, tweeting and 

posting on  Facebook and LinkedIn that she is looking for good fits in these specific types of 

roles. 

Being a serial entrepreneur, Poornima understands the importance of building a strong sense of 

culture in a business. She understands how important  it is to hire people, who are able and 

qualified to do the job, but also fit into the organizations culture, mission, and vision. From 

experience, she knows that it is very expensive to hire a bad fit, not only in terms of time spent, 

but also in money – from letting an employee go, to less productivity, etc. In fact, her first co-

founder had left after they had received their first round of funding because their values started to 

gravitate towards opposite directions. That was quite a tumultuous time for her startup, and she 

would rather not go through the experience again. 

Therefore, she invests a lot of time in recruiting the right people and interviewing them  

thoroughly to make sure they fit within the organization. For example, her startup has a very 

strong working from home or working remotely culture, which some people love and some 

people are quite skeptical about. With the recent scuffle about Marissa Mayer prohibiting 

working remotely for Yahoo employees, she has found that it is now even more important to 

communicate the startup’s working style to potential recruits. Aside from asking behavioral and 

scenario questions, she also likes to ask about their passions and hobbies outside of work. She 

also likes to take the potential hire for a talk in an informal setting, like coffee or lunch to get a 

better feel of what they are really like.  
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Because a startup founder’s life is very busy, she hopes that this process can be streamlined, 

especially since the company doesn’t have the resources to hire a full recruiting team at the 

moment, and she ends up doing a lot of the meaty work. She says, in an ideal world, “I would 

just  “find them” and “they would be perfect” without me having to spend days in entire 

recruiting/hiring process.” 

 

 

Sarah, Technical Recruiter 
 

Sarah is a tech recruiter for a mid-size company. The research and development team plan to 

release a new feature to rival a competitor and they have expressed their desire to hire 10 more 

software engineers in the next few months, a hearty challenge to Sarah who is quite new to the 

field. Sarah usually spends her days looking for qualified candidates through various means. Her 

favorites (as they are most successful) are tapping into her network and asking software engineer 

friends for recommendations. Realistically, she probably uses LinkedIn’s talent solutions the 

most. The application allows her to find potential hires through its matching algorithm and 

powerful filters. The application also allows the recruiting team to place targeted ads to profiles 

that the application thinks will be interested in their company. When she finds a good candidate, 

she puts reaches out to the candidate through email or a phone call. Usually, it ends up being an 

email because calls usually go to voicemail. She also sifts through a lot of resumes that pour in 

from their advertisements in job boards and the company’s job page.  

The company Sarah works for values culture fit very much. Therefore, before deciding if a 

candidate is good for an interview or not, Sarah will gauge their culture fit by reading up a lot of 

their online presence – Linked In, blogs they write for, the theme of their tweets, etc. Assuming 

they pass, she reaches out to them, and if the candidate responds positively to an interview offer, 

Sarah will interview them herself initially to measure their culture and skill fit even further 

before scheduling a technical interview with the engineering team and/or the hiring manager.  

 

Sarah is also very passionate about her work and keeps up with industry trends and she has 

noticed that women-in-tech is quite a hot topic in the industry right now and she brought that up 

in the recruiting team’s strategy meeting, with the suggestion that they showcase how they 

support diversity in their company. 

 

Jack, Hiring Manager 
 

Jack is the lead software developer for a team of fifteen people in a large corporation. Two senior 

developers recently left the team and he has been involved in interviewing candidates to fill 

those roles; in fact, he has the final say. He usually interviews about four to ten people for a 
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specific role that have been handed to him by the recruiting team. He usually gets to interview 

people only after two other engineers of the team have interviewed them as well. He asks them 

technical questions, coding problems, and scenario questions to gauge their culture fit and then 

collaborates with the other interviewers before making his decision. 

 Having been a manager for around ten years now, Jack knows the value of culture fi t and skill 

fit. He knows that it is very expensive and impacts key deliveries if you hire a bad egg that 

disrupt a team’s dynamics. In fact two of the other software engineers that left, one left because 

he didn’t fit the company’s culture, felt unhappy, and started to underperform. However, Jack 

wishes there is  a more objective way to measure culture fit – he is very stressed and takes great 

pain to make sure he isn’t hiring based on if his personality matches well with the candidate – 

but that the candidate is qualified, can do the job, and fits the company’s culture, not his. 

Although Jack understands that this is a necessary and vital process; he is a very busy man with a 

tight schedule. He just wishes that he can spend less time in interviews. 
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