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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 

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 catches up with her daily industry reading. 

She logs in to the application and her eyes immediately see an activity stream on the dashboard. 

She sees that her friend Sasha tweeted something about “How to be project manager in 1 week” 

and she sees photos of her friend Jack’s startup launch. Frances likes this, because she is 

presented with her network’s professional accomplishments and activities all in one spot – she 

hardly cares about what they ate for lunch, something she always seems to catch on Twitter. She 

sees Facebook, Google+, Twitter updates that are relevant to the professional topics she cares 

about. She also sees blog posts and news about her network and companies she admires.  

She saw that The UX Group, one of her favorite companies, posted an article on “Why UX 

Matters.” She clicks on it and it takes to her the article. After reading it, she realized she has 

always been interested in UX and checks out the company’s branding page. She’s sees a 

beautiful layout, almost like one you would see in a print magazine. It has sections on video that 

tours the company as well as editorial content on what they value the most. It’s almost like a 

feature spread. There are interviews with current employees and articles on how to succeed in 

that sort of environment.  

She also sees articles on general UX topics, so she makes a mental note to come back to this 

page for great articles on the UX process.  

“Wow, they put the user front and center! I like that!” she squeals in excitement. She explores 

the page some more and sees that she is, in fact, a 90% fit! She sees a graphic that details how 

much of a culture fit for the company she actually is. 

 Excited, she decides to look for a job within The UX Group. While at it, she also got very 

curious which companies she fits in exactly, so she goes back to the dashboard. She sees a search 

bar and multiple type of filters to look for a company and job, things like by location, by work 

environment, by social causes, by office type, etc. and other types of filters that allow her to zone 

in the companies she actually resonates with. The results along with data visually represented in 

a chart and infographic displaying why she is a good fit for the company.  She sees another one 
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that matches her quite well, The Huge Group. She goes to their branding page and reads their 

essays on what they value most – mentoring. She sees stories about how newbie programmers 

turned into rock stars through rigorous apprenticeship. She was in-love! “Is this for real, or is it 

too good to be true?” she thought. But then she sees the comments section, akin to a hybrid 

between Facebook’s comment feature and a forum. She reads “reviews” of people raving at how 

seriously they take their talent development at The Huge Group. Now, she is really thinking 

about what other options are out there for her in the exciting world of new opportunities. 

 

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.  

 That night, when she got home, she logs into the application and searches for companies that 

support Women-in-Tech. Quickly, she saw a huge list of companies that support empowering 

women in the industry: She Says, Girl Develop It, The Levo League. On their branding pages, 

she sees graphics and metrics on how much of a fit she is with these companies. She a beautiful, 

magazine-like layout full of videos, interviews, and content of how The Huge Group holds 

leadership and training sessions for their managers, how they have tech talks about battling the 

impostor syndrome (prevalent in women-in-tech). She sees that She Says, even has flexible 

hours! “Perfect for when I finally have kids!” she says. 

She clicks in one of the jobs available, and she is taken to a job description page. She sees a 

video of a “day in the life” of that job and editorial content on the job description. Motivated and 

engaged, she finally started to plan how she would put her application together. 
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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. She logs into the app 

and sees the search functionality. She plays around the different filters and looks for companies 

that value perfection in execution. Several companies result from her search, and clicks on a 

couple, where she is taken to the company’s branding page. She sees how perfect she is for 

something like Apple and General Assembly, but probably won’t be a good fit for something like 

Facebook where they encourage people to “move fast and break things.”  

This, she deduced from the essays and videos that were in the branding page. She looks at the 

jobs they offer and clicks on several. Each job description had a video and a written spread as to 

what a day in the life of the job is like; it wasn’t a list of bullet points of coma-inducing 

requirements. She sees that is a good fit for the software engineer job at General Assembly and 

for the Tech Evangelist job for Apple, all backed up graphics as to why the system recommended 

this for her. She knows these two companies are going to be tough to get into, so she plans to 

spend a long time in preparing her application, since she can now focus on the jobs and 

companies that really fit her well. 

She decides to update her profile. She remembered that she just presented a paper, “The Effect of 

Big Data in Computing”. Thus, heads over to edit her profile which looks like a cross between a 

portfolio, a magazine spread, and a resume.  She adds a PDF to her resume as well as a video of 

her presenting to the panel. While at it, she collected her other works – websites, journalistic 

pieces, and includes them in her profile. She also links up her social media so that recruiters will 

be able to reach her. She admires how the social media buttons look like on her profile – Tumblr, 

Facebook, Wordpress, etc. 

“I’m so social savvy!” she exclaims in pride. 

Then Amanda remembers the companies that are giving her offers right now. She searches for 

them and explores the branding pages. She sees that she is actually a good fit for Cerner, one of 

the companies that is aggressively pursuing her.  

She is having so much fun looking at her chemistry with the companies, all presented in cool 

infographics that explain the data analytics, that she decides to answer more questions. She head 

to the quiz page, which reminds Amanda of a friendly version of a Myer-Briggs test, but a more 

professional version of OkCupid’s famous date-related questions. 
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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. 

Today she is editing the newsletter that the application generates for her; she just wants to 

customize it a little bit. She sees a wonderfully templated email, pre-populated with content she 

updated on the branding page a few weeks ago, as well as a sprinkling of her social media 

activity.  She is so glad it is taking much less time that formatting the template and pulling in 

content – now all she has to do is tweak it, adding a few pictures from her Femgineer Forum 

event here and there, and voila!   

She does really need to find engineers that fit her company’s culture ASAP, so she logs into the 

application and searches for individuals that have a strong product sense. She looks at potential 

profiles that were good matches, and glance on their mini-portfolio section. She sees GitHub 

profiles, prototype screenshots, and actual software screenshots. This allows her to quickly gauge 

their sense of product even before she asks them for an interview – and without having to do any 

extra research! 

She is amazed at how the profiles that resulted feel like her best friends – they just resonate with 

the company’s core values so well! She knows this by looking at a graphic that displays just how 

much each person is a match, as well as by watching their videos and reading their essay 

questions on their profiles.  

 

“Wow, I would never get such thoughtful answers in a pressured environment, like an 

interview,” Poornima thought. She reads some more and sees that some of the candidates prefer 

not to work remotely, so she dismisses those as her company is remote-based.  

She records the social media links of the few that match her criteria perfectly and she shoots 

them a quick email. 

 

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. Poornima sits down at the 

table and chats with the potential. The team go on and on about lean product development, 

minimum viable products, and scrappy marketing.  
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“Goodness, this candidate is exactly what we need! Willing to work hard and understands the 

concept of lean,” she thinks. She realizes that since using the app, all these informal dinners go 

really well – all seem to be perfect fits. Not only that, she gets to have them a lot less often, only 

for the candidates that she knows are already good fits. Moreover, Poornima no longer has to feel 

the pressure of “having to explain” her remote working style, as if it were a bad thing. She 

already knows that those who do decide to apply are already aware and accepting of it because 

she communicated it already through the company’s branding page. 

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… Look at the video she uploaded. Read the answers to her essays!”  

The two pour over the profiles. They look at the mini-portfolio section, watch the videos, read 

the essay answers. 

From this, Co-founder says again, “Just read her answers. She came from an underprivileged 

background. She will resonate better with people who are currently experiencing what she has in 

the past.” 

But Poornima isn’t convinced. She looks at the infographic and data visualization that the app 

provides to communicate levels of matching culture fit.  

“I don’t know. This chart says she will be more aggressive and less patient. She is also less of a 

match than the other one.” 

They debate some more, now with all the info they need readily available in one place.  
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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.  

But Sarah doesn’t always want to tap into her network. All have been living in Silicon Valley 

and have graduated from the same five schools. She is worried about the dangers of group think 

and wants to accelerate their levels of diversity. Thus, she heads over to the app and decides to 

look for people that match the criteria and culture they are looking for. She sees the search box 

and the filters that complement the functionality. She plays around with it, and a list displays 

with the best matches based on the algorithm.  

She sees twenty candidates that resonate well with the company. There is a graphic that 

communicates the level of matching for each of the candidates. She uses it to decide which 

profiles to look at first.  

On each profile, she sees detailed and interactive content, which she enjoys reading. She looks at 

their profile and enjoys how well she gets to know them before even interviewing them! She sees 

their videos, past work, and essays, as well as actual metrics on how they fit into the company. 

She no longer has to spend precious time researching each candidate in the web – all the work 

and relevant information are already included in their profiles. 

Out of the 20 she pulled up, she decided she was going to interview all of them. She reaches out 

to them via their preferred method of contact that their profile displayed. For the ones that don’t 

want to be called during the day, she saves for latter as to avoid being sent to voicemail. 

Of course, the people she interviewed are great fits. She likes how she has to interview less, but 

the results are more accurate. She then passes these candidates to be interviewed by the technical 

hiring manager.  

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

trends, which she sees in a separate section in the activity stream or dashboard. 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. The team agrees 

the need to ramp up their participation in this, and Sarah volunteers to update their branding 

pages and data so that potential candidates who value this will readily find them. She uploads a 

video of a few of their managers who talk about how the company supports work-life balance as 
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well as posted some pictures of the Geek Girl Bay Area Dinners they had hosted a few months 

back. 

 

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 two people a day, only the 

best fits recommended by the technical recruiter. This saves Jack a lot of time and leaves him 

more hours to do actual production work for their important deliveries.  

He searches for the profiles of the two people the technical recruiter recommend and clicks on 

their profile pages. He sees a snapshot of their past work. One guy had uploaded a video of all 

the software he has designed, while the other uploaded code samples. He also sees detailed 

answers of essays and scenario questions. He glances to another section and sees how much 

social media ties each person has – which can be important if he is interviewing for a developer 

evangelist position. 

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. He used to like to ask scenario 

questions on the spot, but now he discusses the essay questions that the candidate answered on 

this profile, and Jack likes that there is less pressure and the context seems more like a 

conversation, rather than a pass or fail situation.  

“I see that in your essay, you said you would have contacted the manager only after you already 

had talked to your peer.”  

“Yes, I was in a position similar to that a few years ago…” the candidate stars telling Jack as if 

he were a friend.  

Later that afternoon, Jack talks it over with two other engineers who had interviewed the same 

candidate.  

“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.” 

The other engineer quipped, “I don’t know. When I asked him about what he feels about 

mentoring, he didn’t seem excited about it. That is a fundamental part of our culture.”  

Jack pulls up the candidate’s profile. “Well that’s odd. He has pictures of the mentoring group he 

helped found on his profile.”  



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

 

The three debate on for quite some time, with each candidate’s profile open before them. They 

look over all the content, the answers, the videos, the mini-portfolios. They pour over the 

graphics and data of how much each candidate is a culture fit and why before coming to a 

conclusion. 



Information Design Claims and Tradeoffs 
 

Application (w/ Elements) Claims  Tradeoffs 

Job Description 

  

Video 

 P: Visually compelling, more 
interactive, C: Can be time 
consuming to produce 

Because this gives us a more "real" feel and look 
into what the job would be like, I feel like this is a 
key differentiator. Recruiting is part of human 

resources. The key there is human. We don't 
want to automate the process to much and 

remove the human/social aspect of it. I feel like 
that is worth the effort of curating and producing 
the video content.  

editorial content 

P: Grabs attention of even passive 
candidates, as it will give them 

advice. C: Can distract from actual 
job.  

This allows passive potentials (those not actively 
looking for a job) to visit the site. However, it too, 
can distract from the actual job. We need to 

make sure that the way we present still 
showcases the job description front and center. 
To make users not be distracted too much, we 

alternate content about the job specifically and 
other content about the industry as a 

whole/more general purpose topics. HOWEVER, I 
feel like the additional content can keep our 
passive candidates coming back -- those who 

aren't necessarily looking for a job, so we do 
need to keep this. 

Branding Pages 
  

Video 

 P: Visually compelling, more 
interactive, C: Can be time 
consuming to produce 

Similar to job descriptions, branding pages will 

give it a human, interactive, fresher feel, but will 
take time to produce. However, we feel that it is 
necessary to truly convey a company's culture.  
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editorial content 

P: Grabs attention of even passive 

candidates, as it will give them 
advice. C: Can distract from actual 
job.  

We want to showcase the company brand, so it is 

definitely worth the time. We are keeping 
content for the same reasons we kept those in 
the Job Description section. 

Essays 

P: Allows companies to go in-
depth about what truly matters to 
them. C: Can be time consuming 

to produce.  

Definitely worth the time spent so user can have 
a real grasp of the company culture. We have to 
make sure we ask the right questions though.  

We need to provide a template so that all 
companies are semi-curated in this aspect, in 
such a way that they follow standards in how 

much they say or reveal.  

comments section  

P: Allows for interactivity between 
users, and communication 

between users. Prevents 
recruiters from asking duplicate, 
general questions. C: UI needs to 

be non-distracting. 

Programmers are used to forum-like type of 
discussions, and these are often most where the 

most organic, honest, and useful information are. 
I especially like Stack Overflow. In fact, some of 

the best information (that weren't readily known 
-- tacit knowledge, you could say, came from 
comments -- just look at any programming API 

out there, specifically ExtJS's documentation. We 
just need to be careful that the UI is not 
overwhelming and presents the content in a 

pleasing way. 

Dashboard 
  

Activity stream + Carousel 

P: Aggregates all information in 
one place. P: Carousel allows us to 

share what connections have 
posted in a curated, innovative 

way (since we don’t want to seem 
like Facebook). C: What if users 
don't want all that information?  

Again, expected behavior. A standard social 
media pattern. We just need to keep in mind 

designing the app in such a way as to minimize 
the bad parts. The carousel is a great idea – just 

be careful to not overwhelm the user and allow 
them to flag content they don’t like (in future 
releases) so we can adjust. 
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Import Contacts Settings 

P: Aggregates all the contacts in 

one place.  

This allows users to conveniently add massive 
amounts of people in their networks. We need to 

make sure it is not seen as annoying, like "why 
are you making me do this? I just want to make 
an account." But honestly, this is the de-facto 

behavior of social apps.  

Trending 

P: Shows what is currently 

trending in the tech world. C: 
Need to be careful that it doesn't 
overwhelm the user 

Allows users to be up to date. I think this will 
allow us to keep our passive audience. We just 

need to be careful not to overwhelm the users -- 
very much similar to how Twitter implements this 
with just a small section. 

Matching Functionalities and Features 

  

Quizzes 

P: Allows users to answer 
questions so algorithm can 
measure their personality. C: 

Needs to be friendly and we have 
to be careful not to overwhelm 

users with the amount of 
questions.  

This is necessary so we can collect data from the 
user that we don't import from other places. We 

need to make sure the users don't feel harried or 
forced to answer questions.  

Algorithm itself 

P: Matches users to companies 

and jobs based on data. C: Will be 
immensely difficult to formulate. Necessary, no matter what. 

Showing levels of match % 

P: Allows a quick look into how 
"fit" a candidate it. C: Might be 
misunderstood and used as the 

only way to measure a candidate's 
competency. 

Although this is an easy way to benchmark, we 

need to make sure we present it in such a way 
that recruiters still use their tacit knowledge in 
making decisions. We don’t want these numbers 

to be the sole and deciding factor, robbing the 
process of its humanity.  

Charts, infographics 

P: Visual way to communicate 

data. 

Needed. Data visualization and analytics are 

musts in big data.  

Search 
  

Search 
P: Allows users to quickly find 
what they need.  Needed.  
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Filters 

P: Allows search to be more 
specific. C: Options might be 

confusing. 

Needed. We need to make sure filters maximize 
on culture matching, without sacrificing other 

criteria.  

Profile 
  

Resume 
P: Visually unique and appealing. 
C: Might be too much visuals. 

Resumes are the traditional, tried and tested 
way. They are that for a reason -- they get the job 

done. We need to be careful when we improve 
on it, that we don't ruin its essence and 
overwhelm viewers. We don’t want to seem like 

a blog. The main thing is we want to be able to 
support non-traditional careers, and shy away 
from LinkeIn's linear slant. 

Portfolio 

P: Allows users to showcase what 
they can do. Allows recruiters to 
see what potentials are capable of 

easily. C: Might be too much 
information. 

Again, be careful of too much content. We need 
to find the balance of just enough useful 
information and being able to present it 

pleasingly. Too little info and why bother, too 
much and we turn into a blog or Behance.  

essay questions 

P: Allows users to think about 

their answers. Very helpful for 
more introverted individuals who 

tend to freeze up in interviews. C: 
Can be overwhelming to fill. 

Templates and questions provide us a common 

way to gauge, but it might constrain what the 
users want to communicate about themselves. 

Follow functionality/Import contacts prompt 

P: Allows users to keep up with 

their network. C: Can be too much 
information Necessary.  

Social Media Buttons 
P: Shows recruiters ways to 
contact users  

Easy way to tell users how to contact each other 
without implementing a messaging system 

ourselves. We might seem as not "social" 
enough. Need to discuss for possibility of full 

messaging and connecting feature in next 
release. 

Contact Preferences 

P: Recruiters know the best ways 

to contact someone P: Candidates 
are not shocked or startled 

Necessary and big ROI for small level of effort. A 

quick win for both parties. Win-win. A must 
implement. 
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Newsletters 
  

Emails 

P: We reach passive candidates C: 

Can be consuming to make, might 
be seen as spam. 

Worth the time. We remain on user's radar and 
we reach passive users on the cheap.  

 

Figure 3, Information Design Claims and Tradeoffs. 

 

 

 

 

 

 

 

 

 

 

 


