
T H E  I N T E RV I E W  L A B :

N a v i g a t i n g  I n t e r v i e w s  F r o m  
E i t h e r  S i d e  O f  T h e  T a b l e

Jennie.ocken.org



T O DAY ’ S  P RO C E D U R E



J O B  S E A R C H  P S A

• Of Lay Offs and Toxic Cultures

• Jumping From vs Jumping To

• It’s All Timing

• Track Your Process

• Use Your Network



RO L E S  I N  A  J O B  
S E A R C H

• External Recruiter

• Internal Recruiter

• Hiring Manger

• Head of People / HR

• Bar Raiser



J O B  
D E S C R I P T I O N S



H OW  T O  W R I T E  A  J O B  
D E S C R I P T I O N

• What hole are you trying to fill?
• Skill gaps within your team
• IC, manager, or hybrid
• Match to common expectations in the market
• Reasonable leveling
• Reasonable mix of skills

• Parts of the job description
• Clear Title
• Company Description
• Responsibilities and Duties
• Qualifications
• Benefits
• Call to Action

• KISS, Test, and Repeat



J O B  
D E S C R I P T I O N  
H O T  TA K E S
If the tone of your job post doesn’t match your 
culture, applicants are 2-4x less likely to apply

LinkedIn Survey

Compensation is regarded as the most important 
aspect to 61% of candidates, with qualification 
requirements (49%) and job details (49%) just 
behind

LinkedIn Survey

For most jobs, just go search LinkedIn by 
title and see what everyone else is doing

No ninjas, superheroes, or warriors

Entry Level should be 0 years of 
experience

Wage transparency helps everyone, and it 
is starting to be the law

It’s a job, not a family or life mission



H OW  T O  
R E A D  A  J O B  
D E S C R I P T I O N

• Scan for matching qualifications

• Looks for indications of culture, 
company size, and team structure 

• Identify the “hole” they are trying 
to fill

• Identify key words to reflect in 
communications

Men apply for a job when they meet only 60% 
of the qualifications, but women apply only if 
they meet 100% of them.

HP internal report



D O N ’ T
D O
T H I S



S O U R C I N G



F I N D I N G  
Q UA L I T Y  
A P P L I C A N T S

• Make friends with your 
organization’s recruiter

• Recruiter Tools (like LinkedIn)

• Use your network

• Expand your network

• Getting help: external recruiters 
and search firms

On two different occasions, Speak With a Geek 
presented the same 5,000 candidates to the same 
group of employers. The first time around, 
details like names, experience and background 
were provided. Five percent selected for 
interviews were women.

You can guess what happened next, right? When 
identifying details were suppressed, that figure 
jumped to 54 percent.

When tech firms judge on skills alone,
women land more job interviews

White men had a 42% advantage over white 
women [when it came to being promoted to the 
executive level], which was expected. But that 
paled in comparison to the 260% advantage they 
have to Asian women.

Tech's glass ceiling nearly four times harder
for Asian Americans to crack



H OW  T O  
S E A R C H

• Talk to friends or former 
coworkers

• Create some profiles

• Find something interesting

• Check your network for 
connections

• Understand how they make 
money off you (you are the 
product)

• Reduce your pool

• Job listing sites (LinkedIn)

• Industry or type specific job listing sites

• Aggregators

• Recruiters

• Contractors



W H E R E  T O  S E A R C H : A G G R E G A T O R S



W H E R E  T O  S E A R C H : J O B  L I S T I N G  S I T E S



L I N K E D I N  P S A

• Why to be present

• Of connections and salespeople

• Match your profile to your resume

• Staying free



W H E R E  T O  S E A R C H : I N D U S T RY  O R  
T Y P E  S P E C I F I C  J O B  L I S T I N G  S I T E S  

• Diversity
www.blackjobs.com/

www.diversifytech.co/job-board/

www.recruitdisability.org/

• Startups
https://angel.co/ ~or~ https://wellfound.com/

www.workatastartup.com/

• Remote Friendly / First
https://weworkremotely.com/

https://remote.co/



W H E R E  T O  S E A R C H : A G G R E G A T O R S



W H E R E  T O  S E A R C H : R E C RU I T E R S



R E S U M E S  &  
C O V E R  L E T T E R S



H OW  T O  
W R I T E  A  
R E S U M E

Make a list of every relevant job 
you have had: Title, Dates, 
Company name

For each position, write down 
something you did that you were 
proud of

Add as much numerical impact 
detail as you can produce

Rank order your stories and put 
three-five under each title

Include the following sections:                                             

• Summary of who you are and your 
experience

• Work Experience: it’s okay to drop 
irrelevant jobs for the job you are trying 
to get

• Skills: make this scannable for your non-
technical recruiter

• Education

• Relevant works, patents, conference 
appearances



H OW  T O  R E A D  A  
R E S U M E

• Scan for keywords or skills
• Application Tracking Systems looking for key 

words and job titles
• Extremely common in companies big and small

• Often built into Candidate management systems

• Built into Indeed and LinkedIn

• A recruiter or hiring manager doing a quick scan 
through a resume

• Look for red flags and disqualifiers
• Gaps
• Job hopping
• Wild title swings
• Lack of growth

• Decide what you need to know from a screening call



N AV I G AT I N G  
R E S U M E  
D I F F I C U LT I E S

• Always be honest

• Make it scannable

• Include name and contact 
information

• ~1 page per 10 years of relevant
experiences

• Link to portfolios, blogs, or reps. 
No pictures or graphics

• Use your cover letter to explain 
but don’t be defensive

Layoffs and 
gaps

Title confusion Job hopping

Industry 
changer

Promotions at 
the same 
company

ATS blocking: 
Jobscan.co



C OV E R  
L E T T E R  
H O T  TA K E

• If they ask for a cover letter, write 
a cover letter

• If you are in a job that is about 
communicating, expect to need to 
write a cover letter

• It’s okay to use a template

• If you have some unique quality 
that makes you the perfect fit, say 
that

• Tell them that you are excited 
specifically about their 
opportunity

Jennie’s Cover Letter Template:

• I’m applying for XYZ position

• I am excited to work at your company 
because XYZ

• I am uniquely qualified because of these 
three bullet points that reflect the job 
description

• I look forward to connecting with you 
and learning more



H R  P H O N E  
S C R E E N



G O A L S  A N D  S T RU C T U R E

• Let me give you a quick overview of 
the job and company

• Tell me a bit about yourself

• Why are you interested in this position 
or company?

• 3-5 quick disqualifying questions

• What questions do you have for me?

~~~~~~~~~~~~~~~~~~

• Any red flags or mismatch between 
expectation based on resume and how 
they present?

• Do they ask good questions and seem 
plugged into the opportunity?  Do they 
seem interested in us specifically?

• Does this overview match my expectations 
of the job description?

• 5–8-minute walk through of relevant 
experience.  This should be crisp.  Start from 
the most recent or most relevant and work 
backwards

• What are you learning about the “hole on 
the team” from the disqualifying questions?  
What red flags are you hearing?

• Expect a mix of technical and “culture” fit 
questions

• Have relevant questions prepared to ask
• Specific to the skills or experience needed
• Culture or team structure
• What are the next steps?



T E S T S



T Y P E S  O F  
T E S T S

• How to prepare

• Looking for red flags

• Dealing with anxiety

• Managing your emotional energy

• How to review

• Blinding your tests

• Using a test in an interview

Whiteboarding

In person, on our computer, as part of a loop

Take home test – random example from the 
internet - essay

Take home test – Similar to the problems we 
are solving – case study

Purchased program



L E V E L I N G  
B A S E D  O N  T E S T S

1 Innocent – may have heard of it

2 Exposed – can use it correctly in a sentence

3 Apprentice – has tried it, or taken a class

4 Practitioner – has used it successfully on a project

5 Journeyman – uses it all the time, or on multiple 
projects, can mentor

6 Master – teaches it, transcends rules

7 Researcher – writes books, conferences, etc.

Source: Meilir-Page-Jones Expertise Scale
https://web.archive.org/web/20220523143414/http://www.wayland-informatics.com/The%20Seven%20Stages%20of%20Expertise%20in%20Software.htm



L O O P S  &  T E A M  
I N T E RV I E W S



L AYO U T  O F  A  L O O P

• Generally, 3-4 people plus the hiring 
manager
• Direct coworkers

• Subordinates if a management 
position… sometimes

• Stakeholders or adjacent departments

• Panel interview versus 1:1 interviews

• The executive / board /investors 
interview

L AYO U T  O F  A N  I N T E RV I E W

• Gathering people together

• Introductions and description of the 
job/team (5 minutes)

• Questions (40 minutes)

• What questions do you have for us? (15 
minutes)

• Structured, semi structure, and 
unstructured

S T RU C T U R E



Q U E S T I O N  T Y P E S

Foundational
Tell us a bit about yourself

Why are you looking to work here?

Behavioral
Tell me about a time you…

STAR structure: situation, task, action, and result 

Case Questions One thing we are dealing with here is… how 
would you approach that?

Brainteasers or get to know you
What is your favorite dessert?

Why are tennis balls fuzzy?

Sell me this pen



I N T E RV I E W  P H I L O S O P H I E S

• Start with the hypothesis that the candidate has the skills and personality to be 
successful in the job and then test to nullify the hypothesis

• Create a conversational environment and then track what questions the candidate asks 
and how they learn about the situation at the company over the course of the 
interviews

• Create a panel that shows what it is like to work at the company, be casual and make 
jokes, see how the candidate can respond to different people on the panel

• Ask a purposely confusing question to see if the candidate will ask clarifying questions 
and test for understanding

• Frankly explain the problems we are dealing with and ask the candidate talk about times 
they have dealt with a similar situation



Q U E S T I O N S  YO U  W I L L  G E T

• Favorite project and outcome / Made 
the wrong decision, had a project fail

• Dealing with interpersonal conflict / 
Management or leadership style

• Dealing with ambiguity / Time 
management or prioritization or dealing 
with conflicting priorities

• Learning new skills / Understanding 
industry trends

• Sharing and defending your ideas



A N S W E R S  YO U  S H O U L D  
R E C E I V E

• Story telling with clear examples (acknowledge, pivot, 
message)

• Succinct and to the point of the question

• Grounded in the resume experience

• Clarification or follow up questions if relevant

• Across a diversity of experiences as appropriate to the level

• Balancing theory and real work examples

• Conversational and appropriately confident



Q U E S T I O N S  YO U  S H O U L D N ’ T  A S K  
( B U T  P R O B A B L Y  W I L L  A N Y W A Y )

What’s your greatest 
strength?  What’s your 
greatest weakness?

Why are you looking for 
a new position?

Why should we hire 
you?

Where do your see 
yourself in five years?



I L L E G A L  Q U E S T I O N S

Gender

Martial or Family Status

Citizenship, Nationality, or Language

Age

Religion



“ W H A T  Q U E S T I O N S  D O  Y O U  H AV E  F O R  
U S ? ”

Culture
Expectations and 
definition of success

Challenging aspects of 
this position / 
challenges the 
organization is facing

Professional 
development and 
growth

Team structure Next steps



R E D  F L A G S

• Do the people interviewing you seem to like each other?

• Is the job/candidate consistent from interview to interview?

• Are they asking inappropriate questions?

• Cockiness, arrogance, ignorance

• Never-ending interviews / unclear process



T E A M  “ F I T ”

• Would I enjoy working with this person?  Can I collaborate with them?

• How would this person fit with the skills of the existing team?  Do they fill the “hole” 
on my team?

• How would this person fit with the style of the existing team?  

• Where do I need some outside opinions and different perspective from the existing 
team?



T H E  O F F E R  &  
A F T E R



R E F E R E N C E S

• 3 people who can speak to your current experience
• Always chose people who will speak well of you

• Prepare your references with information about the job

• Use your refences to do a “reverse reference”

• The “Current Manager” ask

• Think about why you are looking for refences
• Understanding work style or to support the employee’s growth

• Delaying tactic

• Test our specific concerns about the candidate

• The “unofficial” network check



M O N E TA RY  
C O M P E N S AT I O N

• Base Pay

• Signing bonus

• Performance bonuses and 
commissions

• Equity (RSUs vs options)

• 401(k) match

N O N - M O N E TA RY  
C O M P E N S AT I O N

• Title

• Flexibility, hours, remote work

• PTO and leave

• Benefits

• Professional development

• Prestige / resume building / network

• Timeliness / job search process

N E G O T I A T I O N  E L E M E N T S



H OW  T O  N E G O T I A T E

• If you are in a salary negotiation, they are already interested in you
• When you get an offer you can say, “thank you, I will need some time to consider this”
• Women and BIPOC individuals tend to undervalue themselves – think of a number that makes 

you laugh and add 20%

• Build a complete package, not just comp
• Most compensation packages are tied to title
• Know what you want, what is nonnegotiable for you
• Know your worth and ranges in the market
• Ask for a signing bonus (even if I usually don’t)

• Remember this is a relationship, not a once and done
• But… remember all future raises will be a percentage of your starting wage and title
• But… remember that you are making a choice now for your future resume
• But… remember to preserve your own energy and why you are interviewing in the first place

• If you have multiple interviews in process, use that (next slide)

• Great step by step guide: https://candor.co/guides/salary-negotiation



H A N D L I N G  M U LT I P L E  O F F E R S

• Be clear and honest with your internal recruiter that you are interviewing at multiple 
places

• When you get an offer say, “thank you, I will need some time to consider this” and let 
your other opportunities there is now a timeline

• Manage “exploding” offers clearly (and feel free to accept and then decline)

• Try to get as apples to apples as possible and do a side-by-side comparison



T H E  B A D  A N D  U G LY

• Ghosting

• Cancelling offers

• Closing the position 

• Turing down a job

T H E  G O O D

• Clear feedback on what was missing

• Friendly and considerate

• Honesty about the organization’s process

R E J E C T I O N



Q U E S T I O N S

Jennie.ocken.org jennie@ocken.org @jennieocken


