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Problem Scenarios 
 

 

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 careers sections of companies. 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. 

 

Frances at ponders about other possibilities from seeing job advertisements. 

Today, Frances is reading her daily digest of tech and startup blogs before she heads to bed. A 

particular article on user experience caught her attention in Women2.com.  Intrigued, she 

instantly wanted to connect with the author, so she follows him on Twitter and checks out his 

Linked In profile. It turns out, he went to the same school she did, so she went ahead and sent a 

connect invitation.  

Then an advertisement for a new UX job, displayed on the side of her LinkedIn profile, caught 

her attention. She clicked at it, read the job description, which she was more than qualified for, 

but looking through the hastily put-together job description, she thought, “Interesting, but there is 

nothing really exciting here that my company doesn’t already offer.” Then she closed it and 

didn’t think about it anymore.  

Then she proceeded to read her favorite blog on startups, The Muse. There she sees a company 

profile of a hot new startup. She clicks on an interview with one of the developers who talk about 

how they value performance more than anything, with severance packages to those who perform 

subpar. “Wow, not sure I can handle that type of pressure! Or maybe that is something, a push, 

that I need,” she says. But then again, she realized she doesn’t really have time to spend on 

anything short of “amazing” and dismissed the thought.  
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Frances at ponders about new opportunities when she is at work and something feels 

missing. 

 

Frances is very passionate about women-in-tech and she is talking to her career counselor about 

it. While he was talking that it was great she was so involved, her mind wandered into dream 

land. Although she loved her job and she is learning a lot with smart people, she felt there wasn’t 

as much of a community that sponsors the women-in-tech passion of hers. Her mind wandered to 

companies her friends work for that hold regular women sponsorship events, like the Geek Girl 

Bay Area Dinners. Next time, she thought, she should insert more effort in finding out if the 

company supports her passions whether through company blogs, social media, and especially in 

interviews.   

“Be grateful! Remember that not all companies support being able to work from home whenever 

one wants!” she snapped to herself, thankful that her company does align with one of her core 

values of work-life balance. 

 

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 wants 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.  

Amanda types in “fresh grad software engineer” into Google. She looks at the result and sighs. 

She doesn’t even try to look into each one. Instead, she goes into Monster.com, Glassdoor.com 

etc. and looks through job descriptions that all sound alike to her. She even looks at Craigslist.  

She is frustrated already. She thinks about how hard it is to pick from job offers from companies 

that seem so, to put it bluntly, bland, and all sound the same. She thinks that the career fair held 

at her Midwestern university didn’t really help much. She did get a few interviews, but now she 

is left with offers from companies she felt like she doesn’t resonate with, companies that leave 

her asking, “Is that really me?”. 

She tells herself to focus. “You want to be in Silicon Valley or New York, remember?” she sighs 

from worry. She knows, from all the career talks at her school, that finding a dream job is all 

about the quality of ones applications, not the quality.  

“But how do you know which ones you should apply for! They all sound the same! Sure, I could 

take the initiative to do my own research by Googling the company, connecting with current 

employees in Linked In, hunting down alumni, but between finals, my internship, and my part 

time job, I just don’t have time!” she quips. 
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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 lookout for talent and has been for a few months already.  

Poornima tries to find engineers through her network and social media. 

Poornima sits down exhausted from teaching a class in Lean Product Development in the San 

Francisco Bay area branch of General Assembly. Between meetings with investors, running her 

first startup, and helping her mom recuperate from surgery, she is stressed about finding top 

engineers for a new startup she is creating.  

Today she is finishing writing her newsletter that she sends every other month to her extended 

network. She wonders if putting something like, “As many of you may have heard, I am starting 

my third startup this year! If you know someone passionate about building great products with a 

social cause (empowering immigrant groups), please let me know” is too much or not.  

“But personal referrals from my network are the most successful hires I have had!” she thought. 

She clicks send, and decides that while she was at it, to go ahead and make the announcement on 

Facebook, Twitter, and Linked In. 

“Oh I better control myself this time,” she laughs to herself. Although networking is important to 

her, Poornima is very careful not to spend too much time “surfing” in LinkedIn. Once she starts 

looking at profiles looking for potential hires, she gets sucked into this time warp and wastes too 

much time for little return on investment. 

 She’s thought about using Talent Solutions from LinkedIn, but it she noticed they don’t really 

do much in terms of finding a candidate’s culture fit – something very important to Poornima. 

Because her startup has a remote work setting, she feels that some really top engineers pass her 

up before she even gets to explain her side of the story.  

“I have to connect with them at a different level first, bring up the working remotely, and then I 

will work to address whatever concerns they may have.” 

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.  
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Poornima interviews candidates and tries to make a hiring decision with her team. 

Poornima then realizes she has a group team dinner with one of the potential hires. Poornima and 

the team like to do this in order to gauge a candidate’s true colors. She wishes she had to do this 

less often, as she would just rather rest after a long day of work, but again, she thinks, “Hires 

make up a culture, which make or break a startup, Poornima. You have to be very selective and 

make sure it is a match! Future investors and future hires, and customer following, all depend on 

your early employees…” she repeats to herself as she drives to the restaurant.  

The next morning, Poornima has a team meeting with a few of the other engineers and her co-

founder in order to gauge the candidates. They go over the answers from the behavior questions 

that they had during the interviews, something they like to do to gauge culture fit. 

“This girl went to Duke too, Poornima!” her co-founder notices.   

Poornima replies, “Yes, but that’s not the deciding factor, Silly! I feel like Ms. Duke’s solid 

technical skills, but I don’t feel like she truly resonates with what we are trying to build.”  

Co-founder says, “I disagree with that. She might just not be as vocal about it; just because she 

doesn’t blog about it, or tweet about it, like Ms. Hopkins here, doesn’t mean she is not as 

invested in it…” 

 

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 ten more 

software engineers in the next few months.  

Sarah sits at her desk and opens her inbox. There are one hundred emails waiting to be read, 

resumes submitted from the job ads she had posted. Since those traditionally have the lowest 

success rates, she filters through emails for referrals from her network or from engineers she had 

connected with in the last networking event she had gone to. She reads through 10 before she 

found a couple that loosely resonated with the company. She flags them for future action and 

went ahead and opened up Linked In. She uses the tool Talent Solutions to match her to profiles 

that match what the job description is looking for.  

“But at the team strategy meeting, we wanted to focus more on culture fit. There seems to be no 

real shortage of skilled engineers, so we want to invest more effort in making sure they resonate 

with the rest of the organization,” she thinks. However, she feels like the tool doesn’t do much in 

terms of culture fit.  

“Maybe I can look at which candidate applications mention anything they had seen in the 

branding pages,” she thought. Most of the time, she feels like if she just knew where to throw her 
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net in the vast ocean of potentials in the Linked In network, she would catch amazing engineers 

every time!  

“Oh to wish upon a star,” she laughs. 

She takes a break to call a few people – and she got all voicemail. She finally sifts through about 

fifty profiles before finding ten that she felt resonated with the company. Not wanting to get 

voicemail again, she emails them this time. She then runs off to do phone interviews with 5 other 

candidates. She usually does this to make sure they are a good match before passing them over 

for the technical interview with the hiring manager and other software engineers. 

As the afternoon approaches, she decides to sift through the resumes that were submitted. When 

she finds a good one, she also goes ahead and researches the person to get a feel of what they are 

like.  

Before the day is over, Sarah rushes to another team strategy meeting where they discuss recent 

trends. She brings up that she noticed there is a surge with the women in tech topic, and the team 

decides they should reach out to more women in support of Sheryl Sandberg’s Lean In 

movement.  

 

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 

specific role that have been handed to him by the recruiting team. 

Today, Jack is a bit cranky as he didn’t get to code all day. Instead, he has been interviewing 

people for the two positions that are open. Some of them were great, but some only had technical 

chops and didn’t resonate with the team dynamics or organizational culture. Jack knows he will 

not make that mistake again. He had hired a “rock star” engineer before, truly successful in his 

previous jobs, but had quit within a year because he didn’t quit fit in the company culture.  

 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.  

That’s what he is doing now, debating with two other engineers on who they should hire.  

“What do you guys think? Who would you like to hire? I personally like Mr. A. He seemed very 

passionate about the work and didn’t mind working overtime to meet our deliveries.”



 

 

Problem Scenario Claims and Tradeoffs 

 
Situation Claims Tradeoffs 

Searching a job board, Posting a job in a 

job board 

+Allows people looking for jobs to 

quickly narrow down the jobs to choose 

from through filters like location, 

industry, level of experience 

+Allows recruiters to reach the most 

amount of people with the least effort 

+Traditional way of doing things – people 

know they can resort to job boards to find 

jobs 

-Quantity of people reached doesn’t 

necessarily translate in successful recruits 

(i.e. people who apply may or may not fit 

what the company is looking for) 

-Sheer amount of quantity can translate 

into large volumes of applications that are 

below quality standards 

-Filters tend to skip over culture fit 

aspects of narrowing the job search 

-Job descriptions usually end up being 

generic and can feel impersonal 

+/-A passive activity for the recruiter – 

once a job is placed, they don’t have to do 

anything else but wait for applications to 

start coming in 

We definitely need to keep this feature 

or support this situation, because 

everyone knows how to use it. How 

else will we describe a job? This 

provides a central location that anyone 

can look up information. We will just 

need to minimize its cons. Ideas 

include making a job board more 

personal and interactive. We also need 

to reduce the amount of low quality 

applications through some sort of rule. 

Using branding pages +Allows candidates to directly apply to 

the company 

+Allows job seekers to assess a 

company’s culture for themselves 

We will need to support this feature for 

the same reasons as we support a job 

page. We will just need to minimize 

the cons in the same way as well. 
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+Allows companies to showcase their 

culture or daily grind without having to 

constantly entertain questions 

-Doesn’t encourage conversations 

potential candidates may have about the 

company 

-Allows job seekers to assess their culture 

fit for themselves, but do they really know 

what makes them happy? 

 

 

Attending networking events, Tapping 

into one's network 

+Allows people to create and nurture 

meaningful relationships with each other 

+ People generally trust people they have 

met in person more 

-Can be limiting due to location 

-Amount of people reached may  be 

limited  

-Can be a problem for those starting out 

who don’t have networks built yet 

We need to support this situation in 

our app. People have said over and 

over again that they value their 

network’s opinion over anything else. 

The cons can be minimized via social 

media. 

Conducting formal interviews +Traditional way of assessing a 

candidate’s capacity, everyone is familiar 

with it 

-May or may not reveal an individual’s 

true character due to factors such as 

pressure, stress 

-Can take very long times that take away 

from time to spend on revenue building 

activities: coding, etc. 

Again, this is a building block of the 

hiring process. We don’t want to 

eliminate it, but support it. Its cons are 

weaknesses of the situation that we can 

minimize in our application.  

Informal interviews +More comfortable environment where 

candidate can show his “real self” and 

hiring decision makers can better gauge 

culture fit. 

Again, this is a building block of the 

hiring process. We don’t want to 

eliminate it, but support it. Its cons are 

weaknesses of the situation that we can 
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-Takes even more time on top of formal 

interview process to get to know 

candidate 

minimize in our application. 

Sending out newsletters + Free to cheap to make 

+ Can reach large amounts of people, 

depending on your network 

+ Available tools like MailChimp provide 

powerful analytics 

-Can be time consuming to make 

We definitely want to utilize this 

feature or support this scenario. I see it 

as one of the best ways to reach 

passive candidates even though it can 

take a long time to make. As always, 

we will just find a way to alleviate the 

pain through a feature in our 

application. 

Using Facebook to reach your social 

network 

+can provide analytics if using pages 

+seen as more organic than targeted ads 

+facilitates conversation 

-will not reach audience who is not social 

media savvy 

We don’t want to seem as “the 

Facebook for professionals”. But 

Facebook does provide some of the 

well-known social media patterns such 

as the activity feed. We need to 

incorporate analytics and think about 

how to bring conversations into the 

application. I don’t see a way out of 

not reaching candidates who are not 

social media savvy – because we are 

building a social application. Instead, 

to combat this, we should focus on 

making the user experience not 

intimidating. However, given our 

audience is the startup world, it is safe 

to assume that users are familiar with 

at least the very basics of social media. 

Using Linked In  to reach your social 

network 

+Default professional networking site 

+Almost everyone is here 

+Profiles resemble a resume 

+Allows for people to make professional 

connections 

This is the default site with standard 

patterns of both the social media world 

and the recruiting industry. We need to 

incorporate what they don’t have in 

our application to be able to compete 



 

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

 

-Profiles don’t ask anything that explicitly 

show a candidates culture (implicit 

through background essay, groups, and 

activities) 

-Doesn’t provide job seekers with tools to 

assess companies analytically (beyond 

brand pages) 

-Doesn’t provide matching features for 

the job seeker perspective, beyond 

targeted ads 

by providing our users with solutions 

that they can’t find in Linked In. 

Using Twitter  to reach your social 

network 

+can provide analytics 

+seen as more organic than targeted ads 

+facilitates conversation 

-will not reach audience who is not social 

media savvy 

-number of characters is limited 

-some see as not as professional 

I think this is a feature/scenario that we 

can do without. Limited characters and 

it’s real-time feel is not in-line with 

what we are trying to build. 

Applying via a resume +Industry standard for benchmarking 

candidates 

-Size limit results in culture aspects being 

left out 

-Can let people seem like numbers and 

not real individuals (in the absence of a 

cover letter) 

I see a resume as a “necessary evil” 

that we must keep since it is an 

industry standard. I don’t like how 

linear it feels, how impersonalized it 

usually becomes. We will have to 

alleviate its sour points in our solution. 

Using Linked In Talent Solutions to find 

candidates 

 

+Allows recruiters to source the entire 

LinkedIn database 

+Powerful matching algorithm that 

matches candidates to jobs and companies 

+Allows for branding pages 

-No mention of culture in matching 

algorithm 

-Demographic seems to be larger 

This is going to be our main 

competitor. We definitely want to keep 

its strong points – matching 

candidates, analytics, and branding 

pages, but also provide culture as part 

of our differentiating factor. We can 

also differentiate ourselves and avoid 

competing with them directly by 

targeting what they don’t – smaller 
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companies such as Sony, Walmart, etc. 

-No niche industry 

companies, specifically technology 

startups. 

Reaching potential candidates via phone 

calls 

+Quick, straight to the point 

-Often end up in voicemail 

-Can startle individuals who are not 

necessarily looking for a job 

We can do without. Talking to users 

say they value their privacy above all 

else, and making users feel “violated” 

is the last thing we want to do on our 

first release. 

Reaching potential candidates via e-mail +Quick and easy 

+Lower pressure way to make first 

contact 

-Can come across as impersonal if writer 

isn’t careful 

 

We need to keep this feature, but 

perhaps offer a guideline on how to 

craft a proper email.  

Collaborative decision making +Debate sparks discussion that leads into 

better ideas 

-Can be very time consuming 

-Can lead to confrontations if there is no 

established set of rules or expectations are 

not properly set 

This is something we want to support, 

not replace. 

Target Ads +Allows companies to reach exactly the 

demographic they want 

+Job seekers don’t have to assert any 

effort. They are engaged in passive 

activities when these ads pop out of 

nowhere 

+Can provide analytics 

-Consumers are generally wary of 

advertisements 

-Algorithms for targeting jobs mention 

nothing about culture 

We can do without. Users hate ads. 

This can be our differentiating factor 

from LinkedIn. However, we can tap 

into the cons by using the concept: 

instead of ads, we can recommend 

similar jobs, based on culture of 

course! 

 

Figure 1. Problem Scenarios Claims and Tradeoffs. 


