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APPROVAL PROJECT BRIEF
To be filled in by the chair of the supervisory team.

chair date signature

CHECK STUDY PROGRESS
To be filled in by the SSC E&SA (Shared Service Center, Education & Student Affairs), after approval of the project brief by the Chair.  
The study progress will be checked for a 2nd time just before the green light meeting.

NO
List of electives obtained before the third  
semester without approval of the BoE

missing 1st year master courses are:

YES all 1st year master courses passedMaster electives no. of EC accumulated in total:
Of which, taking the conditional requirements 

into account, can be part of the exam programme

EC

EC

• Does the project fit within the (MSc)-programme of 
the student (taking into account, if described, the 
activities done next to the obligatory MSc specific 
courses)? 

• Is the level of the project challenging enough for a 
MSc IDE graduating student? 

• Is the project expected to be doable within 100 
working days/20 weeks ? 

• Does the composition of the supervisory team 
comply with the regulations and fit the assignment ?

FORMAL APPROVAL GRADUATION PROJECT
To be filled in by the Board of Examiners of IDE TU Delft. Please check the supervisory team and study the parts of the brief marked **.  
Next, please assess, (dis)approve and sign this Project Brief, by using the criteria below.

comments

Content: APPROVED NOT APPROVED

Procedure: APPROVED NOT APPROVED

- -

name date signature- -

name date signature- -
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Please state the title of your graduation project (above) and the start date and end date (below). Keep the title compact and simple.  
Do not use abbreviations. The remainder of this document allows you to define and clarify your graduation project. 

project title

INTRODUCTION **
Please describe, the context of your project, and address the main stakeholders (interests) within this context in a concise yet 
complete manner. Who are involved, what do they value and how do they currently operate within the given context? What are the 
main opportunities and limitations you are currently aware of (cultural- and social norms, resources (time, money,...), technology, ...). 

space available for images / figures on next page
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PROBLEM DEFINITION  **
Limit and define the scope and solution space of your project to one that is manageable within one Master Graduation Project of 30 
EC (= 20 full time weeks or 100 working days) and clearly indicate what issue(s) should be addressed in this project.

ASSIGNMENT **
State in 2 or 3 sentences what you are going to research, design, create and / or generate, that will solve (part of) the issue(s) pointed 
out in “problem definition”. Then illustrate this assignment by indicating what kind of solution you expect and / or aim to deliver, for 
instance: a product, a product-service combination, a strategy illustrated through product or product-service combination ideas, ... . In 
case of a Specialisation and/or Annotation, make sure the assignment reflects this/these.
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PLANNING AND APPROACH **
Include a Gantt Chart (replace the example below - more examples can be found in Manual 2) that shows the different phases of your 
project, deliverables you have in mind, meetings, and how you plan to spend your time. Please note that all activities should fit within 
the given net time of 30 EC = 20 full time weeks or 100 working days, and your planning should include a kick-off meeting, mid-term 
meeting, green light meeting and graduation ceremony. Illustrate your Gantt Chart by, for instance, explaining your approach, and 
please indicate periods of part-time activities and/or periods of not spending time on your graduation project, if any, for instance 
because of holidays or parallel activities. 

start date - - end date- -
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MOTIVATION AND PERSONAL AMBITIONS
Explain why you set up this project, what competences you want to prove and learn. For example: acquired competences from your 
MSc programme, the elective semester, extra-curricular activities (etc.) and point out the competences you have yet developed. 
Optionally, describe which personal learning ambitions you explicitly want to address in this project, on top of the learning objectives 
of the Graduation Project, such as: in depth knowledge a on specific subject, broadening your competences or experimenting with a 
specific tool and/or methodology, ... . Stick to no more than five ambitions.

FINAL COMMENTS
In case your project brief needs final comments, please add any information you think is relevant. 
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Supporting position

HR has many aspects
Problem solving

Supporting position

the effectivity of policy

A lot of HR is codified through law

Flexibility is often required

An org works better with a flexible workforce

Recruitment is not 
very anticipatory

Intent of hire is of utmost 
importance to the company

Recruiters do a fair amount of 
internally focused research

Understanding what 
management needs/wants

Everyone is 
free to apply

Casting a wide net, you 
don't want to miss an 
interesting person

Superficial 
judgements

Expertise only 
found in work

Deferring to those 
who know more

Options: what does 
the company need?

Time pressure Reliance on human 
judgements, not 
machine

Landing well in 
the company is 
very important

People and their 
supporting structure 
are expensive

To transfer meaning as well 
as possible between different 
entities, the complete hiring 
order is written out

Culling quickly 
and efficiently

Recruiter does first checks 
with people: values in line with 
culture, team player etc.

People don't often explain 
well what they mean

What resources are there 
to support an employee?

Some things are 
easier to assess 
than others

Managing expectations 
of both sides

Guarding the process

Being clear why 
things happen Being truthful is 

important to build trust Giving people the opportunity 
to ask questions

Businesses are seen as 
responsible for their actions

Societal change moves 
from large to small orgs

Office politics

At the core, the purpose of 
the work doesn't change

Finding the useful elements 
of new movements

Clarity helps transfer of 
meaning between parties

Facilitating ethical 
improvement

Pressure of delivering quickly

A lot of focus on allocating 
resources effectively

Intense collaboration for 
best meaning transfer

Diverse work requirements as HR professional

Support all people within the organisation

Understanding where company needs to go

High tech: specific 
requirements for personnel

Looking for people wherever 
they can find them

Resources available for 
hiring is a key constraint

Large scale priority hiring, 
what positions need to be 
filled the first?

Strategic direction straight 
from upper management

Understanding the meaning 
of needs in the org

Connect applicants to 
values of company

Sourcing very in- demand people 
means more active searching

Real contact takes time, takes effort 
to keep on top of the process

People who are in demand don't 
want to have their time wasted on 
tests which aren't useful to them

Checking what specific skills 
translate well into actual tests

Maintaining good 
communication

Quickly culling towards a 
shortlist

Understanding what someone is 
actually good at and what they actually 
want is one of the most important and 
hardest part of recruitment

Additional option 
for understanding 
candidates

In depth knowledge of the 
company allows for shortcuts 
in understanding

It is a fast moving market, 
once you're certain, offer 
immediately

Careful consideration of 
many attributes for hiring 
decision

Making sure the new employee 
comes in well involves a lot of work

You want to show the position to 
anyone who might be a good fit

Laws can be a hassle from 
a process point of view

Ethical treatment is 
central to HR

Supporting the rest 
of the company

Supplying expertise

Aligned incentives 
in conversation

Incentives not aligned

Fitting values to 
the company

Testing only where 
it makes sense

Understanding the skills of a 
candidate with the team manager

Expecting ethical 
results and processes 
from a tool as standard

Using tools as a way to 
deflect blame from 
own decisions

If a tool is judged objective, it can become 
a excuse without critical thinking why 
some decision worked out wrong

One cannot be defined and fully understood 
by just a few hours of interviews. No test or 
system will alleviate that

Balancing the wishes of the 
company with those of the applicant

Understanding what someone else is 
trying to say and their motivation for 
saying that specific thing

 A process to judge 
people fairly

HR works in a demanding and very dynamic environment

Processes get dictated 
by laws often times

Ethical treatment is important and 
becoming moreso

Being inclusive in finding and hiring 
people

People are expensive: each person needs a lot of 
support to deliver work effectively

Recruitment doesn't end at finding the perfect person. 
You need to make sure they land well in the organisation

Recruitment doesn't end at finding the perfect person. 
You need to make sure they land well in the organisation

The difficulty of assessing people properly: sometimes 
tests are not the answer

Understanding the needs of the 
organisation

leaning on the expertise of colleagues to 
get to great understanding of the work

Finding the commonalities between orgs and 
people, how can you align those parties?

Finding people with aligned values is 
harder than finding skilled people

Problem solving

HR needs to solve every problem that 
involves humans themselves

Connecting the meaning of what 
applicants and the org say 

Clustering HR professionals



New on labour market, don't know 
well what to do yet

Having no expectation of 
company up front

Learning about yourself 
what you want to do

New on labour market, don't know 
well what to do yet

Recovery after graduation 
takes some time

Choosing to be selective 
with applying

Having the option of being 
selective

Looking for jobs in 
different places

Some job boards are more valuable 
for finding certain kinds of jobs

Getting very little feedback 
about the entire process

Companies often need talent quickly. If the 
applicant is capable, the process will go very fast

The internal workings of the org 
are invisible to the applicant

Graduation takes 
precedence until it is done

Tests take relatively a lot of time

If you need to compress a time to hire, removing 
a test is preferential to removing a conversation

Recruiters want to know the person. Basic 
questions help understand one's background 
but also what one finds important in life

Wanting to do a good job

Conversations with different 
people, but similar questions

Not a lot of additional 
depth in 2nd interview

Large company, relative 
large amount of tests

Not having a good reference 
window on a test

Test imposed from top down

Not getting feedback from 
tests

Test on pattern recognition

Testing different 
abstract skills

Company not putting much 
emphasis on tests

Analogue interactions, 
easier to self- represent?

Hard to self- represent if you 
don't know what to show

You tailor your story to what you 
think an employer wants to hear

Getting something small blown 
out of proportion

Trying too hard to tell what you 
think they want to hear

Now that he has a good job, he 
knows better what he wants

Showing yourself vs showing 
what they want to see

Different expertises can be 
easier or harder to explain

Leaning on conversation skills to 
leave a good impression

Your CV speaking for youWhat you have done may not be 
what you want to do

What is the motivation of the 
company to hire someone?

Knowing what often asked 
questions are

Knowing you're not a perfect 
match but still in consideration

Some requirements are negotiable. Finding 
someone quickly is more important than 
looking for the perfect person for a long time

Looking for short term 
work position

Main purpose, get 
experience

Having an interest in a 
specific part of the org's work

Relative low stakes in finding 
a good job

Seeing jobs as impermanent helps 
if you don't like something

Finding a job is 
often a lot of misses

Looking in many 
different places

Going actively to the 
interesting places

Being clear on what one finds 
important in the job helps

Job had 2nd priority

Going directly to a company 
gives you more attention

Being able to demand to work 
on something interesting

Finding overlap in available 
and wanted work

Negotiation over actual work

Values are both the start and 
endpoint of deciding if there is a fit

Finding agreeable 
times to work

Clear communication was very 
important for understanding 
the job's context

Within- org communication and 
aligning makes one feel valued

Feeling like having 
leverage

Overpreparing

Showing commitment

Repetition makes one better 
at doing letters and interviews

Finding a good match with your own 
values and interests feels good

Connection happens not only with the company but 
also with the person representing the company

Aligning his interests 
with that of the org

Showing work ethic

What unique value does 
one bring to the org?

In- depth conversation will clear up meaning 
much more easily than a CV check can

Humans can also make errors, be superficial 

Understanding a background takes time. 
Humans are complex beings

Showing professionalism

Hiring is a negotiation. Applicants also 
have leverage and options

The hiring process is very opaque to the applicant. 
People may or may not talk to each other

Conversation is a two sided play between the two 
parties with constantly shifting understandings

Becoming more adept in looking and finding 
interest jobs comes with the process

Finding what part of the work you are interested in 
and aligning that to the wishes of the company

Being not very experienced yet in finding jobs and 
knowing what you want

Reasons to find a job is not always to find the 
perfect job immediately 

Values are most important for applicants to match 
with a company

Getting a complete picture takes significant amounts 
of time. Many facets that need to be discussed

Valuable things to want to show to a 
company when applying

Communication takes a lot of effort, and humans 
can also make a lot of mistakes there

Problems with tests can both ingrained in the test 
or originate from the organisation

Job matchmaking has become value matchmaking. Skills have 
become only proof that you can learn what you need for the job

Skills tests are not that 
important for the company

Clustering job seekers



Behoeftestelling concretiseren. 
man/vrouw. tijdelijk. hoeveel 
uren, welke competenties. 

hoeveel budget?

Start
Urgentie in organisatie

Wegvallen mensen
Uitbreiding van bedrijfsfunctie

HR manager

Recruitment 
strategie 

vaststellen: Zelf 
werven, 

uitbesteden, 
interim inhuren?

 manager/ 
MT/ directie

functie competentie profiel 
maken

HR 
professional

Adverteren:
linkedin. Social 
media. Indeed. 

bureaus. 
website. 

Netwerken.

voorselectie doen. koren van 
kaf scheiden. op basis fucti 

profiel

Eerste gesprekken doen 
(mogelijk met extra manager of 

collega)

manager/ 
HR 

professional

HR 
professional HR 

professional

Optioneel: Aanvullend 
assessment: persoonlijk, IQ, 

EQ, vaardigheden
Arbeidsvoorwaardelijke 

discussie
Keuze maken 

van voorkeur van 
personen

Indiensttreding /
onboarding (cruciaal voor 

goede landing)

Interviewee 1

Independent 
interim HR 

professional
Started in 

2006, 
before that 
at airforce

Help at 
small/medium 

companies 
with acute 
problem

employment 
labor

Reorganisations, 
firings

personnel 
manual

CLA 
work 
(CAO)

Performance 
management

Recruitment

Both 
profit and 
nonprofit

works 
mainly on 

operational 
level

Implement 
vision/strategy

Lots of 
personal 

fit
"I enjoy being a 
problem solver"

Without good policy, it is not 
that you can't do [...] good HR 

work, but it gets embedded, you 
know?"

employment 
law 

specialism
CLA, individual 
employment 

contracts, legal 
arrangements, 

etc

In SMEs, up to 
60-70 people, 
no dedicated 
HR person.

often support for 
management. 

never the 
manager himself

Responsible

Concretising requirements. Male/female. 
Is it temporary? How many hours, which 
working hours, which competences. How 

much budget is available for filling the 
position?

Start
Urgence in organisation
Someone leaves or is ill

Expansion of company function: 
More of current functions or new 
functions in for example new tech

HR 
professional

Decide on recruitment strategy

 manager/ 
management 

team/ 
executive 

team

Make function competence 
profile. Education, experience, 
specific competences, salary 

level, period.

Recruit yourself

HR 
professional

Advertising the position,
Casting a wide as possible net:
Linkedin. Social media. Indeed. 

Bureaus. Own website.
Personal network.

Preselection. Judge based on 
function competence profile

Do first talks with possible 
candidates (possible with 

manager of additional 
colleague)

manager/ 
HR 

professional
HR 

professional HR 
professional

Additional assessment: 
personality, IQ, EQ, skills

Employment terms discussion

Pick person

Commencement of 
employment /onboarding 

(essential for a good landing)

"It is really important to 
consider what the motive for 

the hire and how can we 
achieve that?"

Section one: Understanding their work

Outsource

Interim hire

"Actually, an elaborated 
recruitment order"

"I can talk fine about who you are, 
what drives you, how's your education 
going, what are you looking for, I can 

keep up with all that. But content- wise 
you have to talk to someone who 

speaks the same language as you do."

Is there a 
candidate perfect 

for the role?

No

Yes

"Usually these assessments don't 
happen and the choice gets made 

based on conversations and 
referrals."

HR 
professional

HR 
professional

"If you set up the onboarding well, 
that is crucial for the connection with 

your new employee."

Section two: Understanding the recruitment process

"A problem I see often is that 
one or both parties don't 

explain their expectations for 
the job well."

Having 
integrity is 

very 
important

Honesty

Transparency

Openness

"Say what you do and do 
what you say."

Clarity in 
communication and 
expectations is one 

of the most 
important things an 
HR person must do

"As HR you are kind of a 
gatekeeper."

He sees more 
interest in People, 

profit, planet 
perspectives. CSR

Is more a thing in 
larger companies. 

More limited in 
SME and 
nonprofit

He sees his role 
as making 

potential ethical 
problems 

discussable

it is important to 
bring these 

problems to the 
table with discretion 
and a good sense of 

politics

Section three: Ethics in HR

He sees a 
lot of fads 
within HR

Lean

Coaching

data 
driven 

policies

Every few years 
there is a new 

bunch of gurus who 
are espousing a new 

technique, which 
does not add too 
much in his view

on things he'd like to see change in HR

Supporting position

HR has many aspects

Problem solving

Problem solving

Supporting position

the effectivity of policy

Recruitment is not 
very anticipatory

Intent of hire is of utmost 
importance to the company

Recruiters do a fair amount 
of internally focused 
research

Understanding what 
management needs/wants

Everyone is 
free to apply

Casting a wide net, 
you don't want to 
miss an interesting 
person

Superficial 
judgements

Expertise only 
found in work

Deferring to those 
who know more

Options: what does 
the company need?

Time pressure

Reliance on human 
judgements, not 
machine

Landing well in 
the company is 
very important

Managing expectations 
of both sides

Guarding the process

Being clear why 
things happen

Being truthful is 
important to build trust

Giving people the opportunity 
to ask questions

Businesses are seen as 
responsible for their actions

Societal change moves 
from large to small orgs Office politics

At the core, the purpose of 
the work doesn't change

Finding the useful elements 
of new movements

A lot of HR is codified through law

An org works better with a flexible workforce

Flexibility is often required

People and their 
supporting structure 
are expensive

To transfer meaning as well 
as possible between different 
entities, the complete hiring 
order is written out

Culling quickly 
and efficiently

Recruiter does first checks 
with people: values in line with 
culture, team player etc.

People don't often explain 
well what they mean

What resources are there 
to support an employee?

Clarity helps transfer of 
meaning between parties

Facilitating ethical 
improvement

Some things are 
easier to assess 
than others



Start
Approval for open position
from upper management

Update list of open positions. 
Sort priorities with CEO of 

Europe

Do briefings with operational 
managers. Double check 

needs, what kind of people are 
required?

Have clear view of 
perspectives of managers 

regarding recruitment. 
Depends on seniority too

Post on job boards. Linkedin, 
some specific for engineering

Post on internal career page 
on company website

Use LinkedIn, engage 
professional network, ask 

current employees for referrals. 
Specifically for in demand 

people

Passive 
recruitment

Active
recruitment

3 weeks to 1 month

15 first calls
30 minutes with candidate. 

Candidate gets info on 
company and position.

Recruiter can check: global fit, 
must haves, motivations

40 quite good resumes
15 first calls (limited by time)
Prioritisation is necessary

Define shortlist
5/6 candidates

Interview with HR
1 hour

Dig into profile, motivation, 
experience

Define final shortlist
Around 3 people

 Do operational interviews
Not more than 2 rounds

Usually, technical one with operational 
manager + colleague

One interview with upper management

Make decision on final 
candidate

Salary, onboarding (skills, 
language)

Make offer (by phone)
Does the candidate agree?

Send offer of employment
By mail

Ask for info to create contract 
of employment

Create and sign contract of 
employment

25 first calls
Because you reached out, you 

have to do calls with all 
interested people

For toughest positions
(e.g. developer):
Contact 100 people 40 answer

Positive + 
negative

25 positive answers

Check for referrals
Bad referrals are very unusual, 

very meaningful

Section one: Understanding their work

Coming up on 
three years in 

his current 
position

Works at a video 
surveillance, 

access control 
and license plate 

recognition 
company

Section two: Understanding the recruitment process

Responsible 
for all 

recruitment 
for EMEA 

region

Trying to find 
the best 

people for all 
positions 

within Genetec

Responsible for 
helping people 
find a career to 
pursue within 

Genetec

Supporting 
hard and soft 

skills 
development

Collaborate with 
upper 

management 
needs of people 
with strategic fit

Works together 
with all managers 

to understand 
their people 

needs

Lots of contact with 
upper management, 
to manage budget, 

and decide 
resources for new 

hires

Collaboration

Supports 240 
people in his 

region, currently 
50 open positions 

- growing fast

This is mainly tied to 
the budget, how 
much money is 

available for hiring 
new people? 

Therefore defined 
mainly per quarter

Head of 
recruitment

May be a 
practice 

specific to 
Genetec

" [I work directly with] the CEO 
because we are still a human- 

sized company."

"The candidates need to meet the 
manager, and depending on the level of 

seniority of the position, maybe they 
would need to see the CEO as well. So 

depending on that, you must, you have 
to do some different interviews."

"Professional [social] media, such 
as LinkedIn. Or more specific job 
boards, for example we have a 

couple of them in France, where 
you can more easily find 

developers."

"The passive way, you can see that 
as you put out some nets in the 
water and you will from time to 

time go to see if you have caught 
some fishes."

"The active way, the main issue today 
regarding the Genetec industry, I would say 

half of our positions, are an intense and 
dynamic level market. It means they, the 

candidates, don't need us to find a proper job. 
So basically, we would need to chase them, 

that's where I would say the active way would 
come [in]."

"Today, a good recruiter is, in fact, also a good 
sales guy. Cause you need to sell your 

company, you need to sell the values of the 
company. [...] If you are just here to ask 

questions about the skills of the candidate, 
you will lose your candidate."

Operational 
manager /

CEO

Maintain contact with 
candidate

Debrief every interview
Give feedback to team about 

doubts of candidate

Onboard employee
Done by someone else. 

Transfer is important though

Because no one 
can contact 100 

people at the 
same time, you 

will stagger your 
connections

Per company policy, 
once all requirements 

are fulfilled, the 
recruiter can 

immediately send an 
offer, no waiting on 
other candidates.

Being able to compare 
candidates would be 

better, but is not possible 
due to time constraints. His 
knowledge of the different 

teams helps alleviate 
problems here.

Industry standard is 
to have one 

recruiter per 20 
open positions. 

Currently, they have 
50 positions for one 

recruiter

Only technical 
tests are done, to 
check hard skills. 
No soft skills or 
personality tests

[When asked about assessing competence]
"I think this is the hardest part of the job. I am from a scientific 

background, so I try to be very Cartesian. But that's very hard regarding 
the HR side because at the end it is all about what you understood as 

yourself regarding the values of the company. What you say by yourself 
regarding the interactions between employees, the vision of the 

company, what you are taught in the company, your knowledge of the 
specific teams (so you need to spend some time with the team, it is very 

important, that's why you really need to understand what they are 
doing). You need to analyse that and you need to ask yourself whether 

this person would fit. So the 'fit' question is very subjective. [...] It 
becomes easier with experience, but it is a tricky one. And sometimes 

you make mistakes."

Section three: Ethics in HR

GDPR had 
quite an 

impact on 
his work

He sees it as 
generally good 

for both 
employees and 

candidates

You have 
many short 

term 
'relationships' 
with people

Sometimes 
you are in 

contact with 
40 people for 
one position

GDPR forced orgs 
to think about 

how to deal with 
all these 

applications

Orgs need to 
know what data 
they have on a 

person. Also proof 
of removal

Five years after 
termination, 
Genetec is 
required to 
remove all 

personal info

"Why five years, they could have some 
questions regarding previous payslips 

or insurance paperwork or referrals. So 
we need to keep it during that time."

Ethics in 
recruiting is 

very important 
to him

It 
defines 

HR

He takes care 
to be an 
objective 

assessor of 
people

Also to 
know the 

limits of his 
objectivity

HR responsibility 
is also to train and 
advise operational 

managers

He gets rid of the 
context of the 

person: the 
gender, age, race 

shouldn't be 
involved

He defines a 
position in what 
he needs in hard 

skills, soft skill and 
career path

Hard skills are 
easiest, because you 
can test those and 
you are helped by 

the operational 
manager

Soft skills is hardest 
because rating for 

soft skills is 
inherently rather 

subjective and 
influenced by your 

own life/experiences

Career path is fairly 
straightforward 

because it doesn't 
help the applicant to 
not be clear on this 

part

He focuses here on 
what he calls the 

DNA of the 
company: the values 
and mission of the 

company

These are 
guidance in 

judging whether a 
person would be 
a good fit for the 

company.

He trains 
operational 
managers to 
hire better

Dedicated 
part on 

forbidden 
questions

When they use 
tools in the 

workplace he 
expects them to 

work ethically

"If we take an AI tool to help me to find 
candidates, I am assuming that the database 
is equal and that if I'm looking for a software 
developer, he [it] will do the research based 
on the title or the technical languages, but 
not on something linked to the person. For 

me it's an inhouse requirement."

He thinks that people 
who currently use a lot 

of tools and tests in 
recruitment use them 

to deflect responsibility 
for bad hires in 

advance

"It's very personal to what I would say. To me, people in 
HR who are using a lot of tests or tools, technical tools,  
[...],  that helps them to say, if there is a mistake, and if 
we hire that person but we saw that it was a mistake, at 
least I'm not the only one involved because see, we did 
some tests, we ran his cv or technical test through that 

kind of tool, which said it was okay, so I'm not 
responsible for that. We've got that chain of processes to 

show you we thought that it was a good one."

He  
believes in 
using tools 
in general

Up till now Genetec 
has been able to 

hire well by 
respecting just some 
good rules and solid 

processes

At the same 
time he sees 

recruitment as 
inherently a 

human science

"I realise that it is not through three or four hours of 
interview that you can define someone and you would 
always make some mistakes. That's why you get some 

probationary periods, that's why, on the other way, 
some candidates would leave after one or two weeks. 
Because, yeah, at the end, it is a matter also of human 

relationships and that can't be just defined by three 
different interviews."

Genetec is 
considering 

more technical 
tests for hard 

skills
"You also need to sell the position to the candidate. 
Because that kind of position is very dynamic in the 

market, so candidates are looking for a company which 
would sell itself to the candidate as well. So you can't 
spend too much hours asking candidates to do some 
technical tests for you. They'd say 'Nope, I don't care. I 

have Microsoft or Google, who is offering me a 100k per 
year so why should I bother with a technical test. You 

need to find a balance between that."

Interviewee 2

Pressure of delivering quickly

A lot of focus on allocating 
resources effectively

Intense collaboration for 
best meaning transfer

Diverse work requirements as HR professional

Support all people within the organisation

Understanding where company needs to go

High tech: specific 
requirements for personnel Looking for people wherever 

they can find them

Resources available for 
hiring is a key constraint

Large scale priority hiring, 
what positions need to be 
filled the first?

Strategic direction straight 
from upper management

Understanding the meaning 
of needs in the org

Connect applicants to 
values of company

Sourcing very in- demand people 
means more active searching

Real contact takes time, takes effort 
to keep on top of the process

People who are in demand don't 
want to have their time wasted on 
tests which aren't useful to them

Checking what specific skills 
translate well into actual tests

Maintaining good 
communication

Quickly culling towards a 
shortlist

Understanding what someone is 
actually good at and what they actually 
want is one of the most important and 
hardest part of recruitment

Additional option 
for understanding 
candidates

In depth knowledge of the 
company allows for shortcuts 
in understanding

It is a fast moving market, 
once you're certain, offer 
immediately

Careful consideration of 
many attributes for hiring 
decision

Operational 
manager /

management

Making sure the new employee 
comes in well involves a lot of work

Laws can be a hassle from 
a process point of view

Ethical treatment is 
central to HR

Supporting the rest 
of the company

Supplying expertise

Aligned incentives 
in conversation

Incentives not aligned

Fitting values to 
the company

Testing only where 
it makes sense

Understanding the skills of a 
candidate with the team manager

Expecting ethical 
results and processes 
from a tool as standard

Using tools as a way to 
deflect blame from 
own decisions

If a tool is judged objective, it can become 
a excuse without critical thinking why 
some decision worked out wrong

One cannot be defined and fully understood 
by just a few hours of interviews. No test or 
system will alleviate that

Balancing the wishes of the 
company with those of the applicant

Understanding what someone else is 
trying to say and their motivation for 
saying that specific thing

 A process to judge 
people fairly

You want to show the position to 
anyone who might be a good fit



Interviewee 3

Section one: Current job and how they got it

Works 
at EY 

VODW

EY is 
financial 

consultancy

Subtheme is 
Design and 

Engineering: 
VODW

Is a 
service 

designer

Title: 
consultant 

WO

Equal parts 
design and 
business 

development

VODW 
used to be 
business 
strategy

Also does 
strategy 

work

Did a lot of 
rich 

interaction 
work during 

master
Didn't want 
to do that 
anymore

Job 
search

Instead: 
Design 

research

other 
things 

looked at

Innovation 
traineeships

Didn't realise he 
was applying at 

Ernst and Young. 
Only saw EY and 

didn't recognise it

Applied through 
very unpersonal 
portal and sent 
email, no reply

Didn't hear 
anything 

for 5 weeks

Had given 
up on the 
position 
already

Very short 
application 

process

Call on 
Wednesday

Talk on 
Friday

Competence 
test during 

the 
weekend

Second 
talk on 

Monday

Signed 
contract on 
Wednesday

Didn't start 
applying 

until after 
graduation

He needed a 
break: a 

couple weeks 
of having 

nothing to do

Took time to 
figure out 

what job he 
wanted

"I knew I wasn't in the place I 
wanted, but I also didn't have a 

alternative yet."

Applied for 
WW payment 

because of 
student job

Gave him 
time to be 
a bit more 
selective

Used 
different 
places to 

look for jobs

LinkedIn Monsterboard Indeed

Gave best 
results for 

his 
searches

15-20 
applications 

in total

Looked 
fairly 

selectively

Section two: The application procedure

Introductory meeting
 Basic questions.

Intention: present grad project to 
partner in second talk.

Start
Sent in application

HR 
professional 

+ senior 
designer

Competence test
Focus on analysis and abstract 

thought: 3 different parts

Second talk
Many of the same questions as the 

previous meeting.

You're supposed to 
have a test before 
the first meeting, 
but the company 
had little time, so 

they accelerated the 
timeline

"Who are you, where did you 
graduate, hobbies, how do you 
work in a team, what are you 

looking for in a job?"

"You had 20 minutes for 30 questions"
"So you had to work quickly?"

"Yeah and I couldn't really take it well 
haha."

He wants 
to perform 

at a high 
level

Only got to 
around half of 
the questions 

within the 
allotted time

Felt he 
botched 
the test

3 part 
test

Finish the 
pattern 

test

White is to 
snow what 
blood is to 

...

Math: 
statistics, 

comparisons

Results 
indicated he did 
an satisfactory, 
but not great 

job

Personality test
Very much standard questions

"Is fitting in a group important for 
you, is money important to you? 
Just a personality test: what you 

have as a stereotype, that was it."

The results 
were not 

discussed with 
him during 

talks

He felt VODW 
didn't care too 

much about the 
tests, but that 

they are imposed 
by EY

Received employment benefits 

Section three: Autonomy over self- representation

He thinks he was 
quite able show 

himself during the 
application 

process

"Was I able show myself during the 
application process? Eeeh, two times 

yes, one time no."

Partner + HR 
professional

HR 
professional

Yes:
Application at 

AI/robotics 
place in 

Amsterdam No: Design 
research studio 

(Emotion 
Studio) in 

Rotterdam

Yes: 
Multinational 
consultancy

he told them 
he didn't really 

know where 
he wanted to 

go

They wanted 
to know that, 
so that was a 

mismatch

Even if they didn't 
hire him, he felt 
he was able to 

represent himself 
well

Also asked 
about his 
ambitions

He said he would 
like to support 

interns at some 
point, but mainly to 
have something to 
have as ambition

They declined his 
application 

because they felt 
they couldn't 
support his 

ambition

Coaching people 
was not such a big 
deal for him, so he 

felt he wasn't able to 
show himself well in 

that regard

"They are aware of my 'mismatch' as 
being not a strategic designer."

VODW is always 
looking for 

expertise which 
they currently 
don't have yet

Interviewee 
had that rich 
interaction 

background

Side note: all 
applications 
were done 

digitally

He doesn't know 
well what he wanted 
show well during the 

interviews, as he 
doesn't know where 

he wants to go

He focused 
on charm 
during the 
interviews

Wanting to have 
fun, interesting 
conversations 
was important 

to him

"You know, I don't see myself very 
much as a designer or in something 
that makes you say, 'you want me 

because I'm the guy on AI.' My value 
lies in analysis and figuring out 

what we can use to go forward. But 
that is mainly thinking work and 

doesn't look as flashy in a portfolio 
or something. That's a bunch of text 

with a conclusion underneath."

He really was 
himself during 
this interview, 
but it was too 

much

He was much 
more 

"artificial" in 
this interview

Because of the 
employment 

benefits of EY, 
he'll be more 

critical in future 
negotiations

Pay, lease 
car, 

macbook, 
etc

a few other 
smaller job 

boards

New on labour market, don't know 
well what to do yet

Having no expectation of 
company up front

Learning about yourself 
what you want to do

New on labour market, don't know 
well what to do yet

Recovery after graduation 
takes some time

Choosing to be selective 
with applying

Having the option of being 
selective

Looking for jobs in 
different places

Some job boards are more valuable 
for finding certain kinds of jobs

Getting very little feedback 
about the entire process

Companies often need talent 
quickly. If the applicant is capable, 
the process will go very fast

The internal workings of the org 
are invisible to the applicant

Graduation takes 
precedence until it is done

Tests take relatively a lot of time

If you need to compress a time to 
hire, removing a test is 
preferential to removing a 
conversation

Recruiters want to know the person. Basic 
questions help understand one's background 
but also what one finds important in life

Wanting to do a good job

Conversations with different 
people, but similar questions

Not a lot of additional 
depth in 2nd interview

Large company, relative 
large amount of tests

Not having a good reference 
window on a testTest imposed from top down

Not getting feedback from 
tests

Test on pattern recognition

Testing different 
abstract skills

Analogue interactions, 
easier to self- represent?

Hard to self- represent if you 
don't know what to show

You tailor your story to what you 
think an employer wants to hear

Getting something small blown 
out of proportion

Trying too hard to tell what you 
think they want to hear

Now that he has a good job, he 
knows better what he wants

Showing yourself vs showing 
what they want to see

Different expertises can be 
easier or harder to explain

Leaning on conversation skills to 
leave a good impression

Your CV speaking for you

What you have done may not be 
what you want to do

What is the motivation of the 
company to hire someone?

Knowing what often asked 
questions are

Knowing you're not a perfect 
match but still in consideration

Some requirements are negotiable. Finding 
someone quickly is more important than 
looking for the perfect person for a long time

Company not putting much 
emphasis on tests

Skills tests are not that 
important for the company



Interviewee 4

Section one: Current job and how they got it

In between 
master and 

bachelor 
currently

Doing a 
"werkevari
ngsplaats"

internship is from 
your studies, 

werkervaringsplaa
ts is wanting to 
get experience

Org is 
Sociaal 

Planbureau

Team is Brede 
Welvaart: 

Broad 
Wellbeing

Doing 
research, 
analysis, 
writing

Work area: 
Groningen, 

Drenthe

Measuring 
wellbeing not 
by BNP but a 
quality- of- life 

index

Measuring health, 
happiness in life, 
in environment, 

income

Applied 
because they 
also work on 
the energy 
transition

Doesn't even 
connect that 
much to his 

master

Interesting in 
Groningen due to 

natural gas, but also 
East Groningen is 

very poor, so 
interesting 
interaction

Future master 
is Global 

Business and 
Sustainability

An internship is 
for him not right 
or wrong, he just 

sees it as an 
opportunity to get 

experience

his current work 
is a bit too much 

focused on 
social work for 

him

"I already expected this upfront but I 
think this is a bit too social for me and 
I don't think I'll be working here in the 
future. But still, then I discovered that 

about myself."

He needed to 
do an additional 

minor to 
accepted to his 

master

During that 
minor he 

started looking 
for a position

Did 20 
applications 

in total

Looked for 
a position 
for ± 2-3 
months

Section two: The application procedure

Started 
with 

looking on 
LinkedIn

Learned about 
more job boards, 

incorporated 
those into his 

search

Also wrote to 
companies 
he found 

interesting

Search 
strategy

How he 
found 
Sociaal 

Planbureau

Reasons to 
choose this 

position

Were very 
enthusiastic

Open and 
clear what 
they were 
expecting

After start, 
you are a 

full member 
of the team

Also 
working on 
the energy 
transition

His knowledge 
on 

sustainability 
filled a gap in 

the team

Introductory phone call
Mutual expectations, fit with 

organisation and fit with his goals

Start
Wrote them an email with 

motivation and CV

Got back a 
message from 
secretary that 

they would 
discuss it

"There was definitely the question whether they were 
able to offer me something that interested me. And if I 

was open to... energy transition is definitely a topic, 
but they work with different program teams. [...] You 
would be working on energy transition partially, but 
also with what the program team is doing and that 

you jump in when needed at other program teams."

Program 
coordinator

Would 
become his 
supervisor

Zoom call
Better understanding of specific role 

and tasks.

Current 
sustainability 

person

Again very 
positive 

experience, 
already felt he 

was in if he 
wanted

Also had 
another 

application 
running at the 

same time

Longevity 
Partners, 

sustainability 
consultancy 

for real estate

Really 
liked the 
position

No connection 
with real 
estate in 

previous work

Had a better 
feeling at 

Sociaal 
Planbureau

Applied for 
Amsterdam 

internship, but 
Longevity 

apparently wanted 
him in London

Second talk felt like 
the people there 

hadn't 
communicated with 
the people from the 

first meeting

Internship would 
only start half May 
which was too late 
for him to combine 

with his master 
starting in 
September

2,5 weeks Zoom call
Final check for the company

prepared for 
another application 
conversation, but it 
was mainly on how 

he felt about the 
previous talks

Management

Got contract

Section three: Autonomy over self- representation

What is 
important to 
show during 

an application?

" [Important to show] that I'm well 
prepared, that I have some knowledge 
about the company and not that I just 
applied and then opened the link to 

the call." Being 
well- 

prepared
The most 
important 
things he 

learned from 
his education

"It is not a well known program. And if you hear the name — or at 
least the old name, which was 'Earth and Economy' — you 

wouldn't say it is about sustainability. So to explain that well... One 
of the most important things of the program is to apply multiple 

perspectives, from economic perspective, natural science 
perspective, to problems surrounding sustainability. So to look 
through that multidisciplinary glasses... and to make clear that 

that is my background."

Personal 
affinity for 

sustainability

Volunteer work: 
Nationale 
Jeugdraad, 

working group 
Jong en Duurzaam

Giving guest 
lessons to 

youth 12-22

Most places he 
applied had a 

mission for 
sustainability, so 
showing that was 

important

The new name 
is "Earth, 

Economy and 
Sustainability"

He noticed both in 
his letters and 

conversations that 
he became better at 
representing himself

"For Longevity Partners, I have to adjust 
myself to you in order to come out of this 
conversation positively. And I totally didn't 

have that with Sociaal Planbureau."

"At Longevity Partners, I had two interviews. And at 
the first interview I had it much less [a feeling of not 
being able to show myself]. I think that was because 
that person wasn't much older, he wasn't over 30 so 

to speak. So that I think also made a difference."

Being yourself is 
easier for him 
with people 

around who are 
the same age Because of his 

additional minor, 
he's getting his 

diploma half a year 
later than he 

otherwise would 
have.

His diploma will 
therefore say "Earth, 

Economy and 
Sustainability" 
instead of just 

"Earth and 
Economy"

He immediately 
realised how that may 
be an issue for an AI 
tool that parses the 

name of his program, if 
it is looking for 
'sustainability'

He also applied to 
Dopper and was 
denied because 

his study didn't do 
enough with 
sustainability

Looking for short term 
work position

Main purpose, get 
experience

Having an interest in a 
specific part of the org's work

Relative low stakes in finding 
a good job

Seeing jobs as impermanent helps 
if you don't like something

Finding a job is 
often a lot of misses

Looking in many 
different places

Going actively to the 
interesting places

Being clear on one 
finds important in 
the job helps

Job had 2nd priority

Going directly to a 
company gives you 
more attention

Being able to demand to work 
on something interesting

Finding overlap in available 
and wanted work

Negotiation over actual work

Values are both the start and 
endpoint of deciding if there is a fit

Finding agreeable 
times to work

Clear communication was very 
important for understanding 
the job's contextWithin- org communication and 

aligning makes one feel valued

Feeling like having 
leverage

Overpreparing

Showing commitment

Repetition makes one better 
at doing letters and interviews

Finding a good match with your own 
values and interests feels good

Connection happens not only with the company but 
also with the person representing the company

Aligning his interests 
with that of the org

Showing work ethic

What unique value does 
one bring to the org?

In- depth conversation will clear up meaning 
much more easily than a CV check can

Humans can also make errors, be superficial 

Understanding a background takes time. 
Humans are complex beings

Showing professionalism
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Journey map Marie Bakker - Dufort
Marie is 41, has 2 kids, met her Dutch husband while studying psychology at 
Leuven University. She works in Eindhoven at an international consultancy as 
a recruiter in a small team. She specialises in recruiting high tech people, 
having done so for 6 years now.

Needs Challenges

Opportunities

Strong communication with HR team
Good understanding of staffing needs of teams
Strategic direction from management on what 
positions are open
Efficient tools to work better

Recruiting outside of her main sources: LinkedIn, 
nearby schools
Knowing the motivations of job applicants
Finding people for in demand jobs: developers, 
hardware specialists   "'What's going on 

with this human?' is 
the question I need 
always to have the 
answer for."

Use structured interviews to learn about candidates and their preferences
Tap additional sources of potential employees
Pushing up strategic direction to management on how to make the company more interesting for in- 
demand job applicants

Check requirements 
with management

Re
cr

ui
te

r

Decide recruitment strategy Post job online Search potential candidates Select interesting candidates Make shortlist Follow up interviewsSoft skills tests Select final applicant

Actions

Feelings about the 
recruitment

Goals

Re
cr

ui
te

r
Mansur Ahmed Mahfoud
Mansur did a coding bootcamp in the evening while working in a warehouse. 
He is 26 and very motivated to find a better job than what he has been doing 
for the last 5 years. He heard that programmers are always in need so he 
used free online courses and personal projects to learn Python.

Needs Challenges

Opportunities

Knowledge on how to market himself
Practice in a team instead of on his own
A solid job that pays better than the warehouse
A community to keep developing himself

No familiarity with the industry
Limited time to apply to jobs
Having no one who can give good advice

  "'I don't necessarily 
know what I want to 
do, I just know it is 
not going to be this 
warehouse."

Find online groups to help him grow with his programming skills
Join an open source project to get experience with working in a team
Search to get a mentor who will help him find apply for jobs betterJo

b 
ap

pl
ic

an
t

Actions

Feelings about the 
application

Goals

Jo
b 

ap
pl

ic
an

t

Align work with needs of 
management for the new 
video editor

Meet with manager on 
requirements

Write down requirements

Find most effective way of finding 
applicants

Research channels

Get approval from managers on 
final strategy

Write down job description

Post job online

Start recruitment for developer 
position

Sending out applications

Find potential candidates who are 
not actively looking or who didn't see 
the application

Searching on LinkedIn or Google

Cold calling

Sending messages

Get first impressions from 
candidates

Check answers from prescreening, 
learn about the average ratings of 
the pool

Have enough time to get to know the 
candidates better and make a good 
decision

Rate candidates on prescreening: 
skills, values, education

Select top 6 candidates

Contact candidates for online test

Go over test results with manager to 
understand aptitude for soft skills

Do interview with manager to check 
hard skills, soft skills

Pass on employment contract to final 
candidate

Pass on details to internal HR for 
best onboarding

Finish recruitment for positionValidate claims of aptitude of 
candidates

Check fit with team and manager

Happy to start a 
new project!

I have had  trouble finding 
enough good candidates, 
let's see if there are other 

places I can find them.
Alright, let's see who 

we're getting!

Getting told "No I'm 
not interested" 

repeatedly still is 
hard

Definitely finding 
some interesting 

people!
Wow, Mansur definitely didn't do 

as well as I had expected. He 
really seemed to have a solid 

foundation, even if his teamwork 
wasn't very clear yet.

Okay from these six 
there is definitely one 
who could fill the role. Hmm, the manager feels Mansur doesn't 

have the team experience needed based on 
the test, even though he knows it from what I 
can see from the interview, he just struggled 

with the test. But hey, manager knows his 
team and work best, so let's trust him.

Ben is gonna be a 
great addition to the 

team!

Decide on employment 
requirements

Search job boards

Research companies

Update CV

Write motivation letter

Write down plans for employment: 
salary, what kind of work, future 
plans

Get clear on what kind of job he 
wants

Find companies with appropriate 
job openings

Prescreen interview Research company and 
position

Check the website of the company

Do Python exercises

Get first impressions of company 
and show what he is looking for in 
a job

Be well prepared to ace the test 
and answer questions

Do video interview

Soft skills test

Show his teamwork skills

Do exercises on communication 
skills and abstract problem solving

Interview with team

AI interview 
system

What the recruiter says 
she's looking for

Which people see the 
application

Recommendation algorithm

Explain test performance and see if 
the team would fit well with him

Do interview, discuss values.

Explain personal problem with test.

Maybe I can find 
another spot for 

Mansur?

Hear rejection

What applicants give as 
test input

What results the 
recruiter sees

Ranking algorithm

This may 
bias further 
assessments 

of people

This may 
impact who 
gets into the 
recruitment 

process

Get phone call

Cross off company from potential 
employer list

Wow, there really are a lot of 
opportunities for Python 

developers out there!

I don't really know what to 
expect from a developer 

position, what do I want to 
do?

This does sound like a very 
interesting company! And 

they like my profile! I'm gonna make sure 
that I know my stuff. 
How are they gonna 

test me?

Okay, so what 
exactly is this 

company doing?

Man, I don't know how to 
solve these questions. I 

usually work on my own.

Okay, I feel I was able to convince them it was 
just the test that didn't work for me. Hopefully 
it is enough... I quite like the company and the 

position, so if possible, I'll definitely take it

Damn, I really thought I 
had convinced them that I 
was the man for the job. 

This sucks.

Codes from 
interviews

Codes from 
interviews

Understanding the needs 
of the organisation

leaning on the expertise of 
colleagues to get to great 
understanding of the work

Recruitment doesn't end at finding the 
perfect person. You need to make 
sure they land well in the organisation

People are expensive: each person 
needs a lot of support to deliver work 
effectively

Connecting the meaning of what 
applicants and the org say 

Finding the commonalities between 
orgs and people, how can you align 
those parties?

The difficulty of assessing people 
properly: sometimes tests are not 
the answer

Being not very experienced 
yet in finding jobs and 
knowing what you want

I couldn't really explain 
how I got into coding...

What applicants answer 
may not what they want 

to show

Which people get a high 
rating

Ranking algorithm

Conversation is a two sided play 
between the two parties with 
constantly shifting understandings

Finding what part of the work you 
are interested in and aligning that 
to the wishes of the company
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knowing the limits of 
the conversation in 
which you can move

Humans like humans

No way to escalate 
problems

knowing what answers 
are expected

knowing what will 
happen with your data

being able to 
show yourself

Having an 
conversation vs 
being tested

imagining who will see 
videos

not having actionable 
information

Having the opportunity 
to push the direction 
of the conversation

rationalising/finding 
patterns when there 
are none

having an emotional 
connection

not having actionable 
information

report fits 
expectations but 
little information

Not being able to get deep 
into a subject matter

reciprocity in 
interviews

being judged 
holistically vs 
segmented

assessing soft skills is more 
open to interpretation than 
hard skills

knowing what 
answers are expected

how to correct 
errors?

reciprocity in 
interviews

reciprocity in 
interviews

f2f is more 
valuable then 
feedback

f2f is more 
valuable then 
feedback

missing context 
in a test

knowing very little 
about the other party

missing personal 
connection

feeling comfortable

being able to see yourself to 
check your performance

already having done 
a lot of applications

knowing what the 
other wants to hear

customisation of 
the interview

position of limited 
bargaining power

pattern recognition

purpose of 
the quotes 
is unclear

 feedback making things 
only more confusing

feedback is valuable 
for applicants

report was 
very short

job descriptions tend 
to be very vague

obfuscation of used 
information

different interpretation 
reverses meaning

applications have 
many points for 
finding context

questions get more interesting if 
they are more specialised

when to introduce 
AI in the process

changing your 
identity for a job

defining relevant 
information is hard

not wanting to deal 
with tests when 
applying at some 
point in life 

meaning is 
changed by AI

no clear references to what which questions 
make conflation of questions possible 

people remember through 
meaning, AI through direct 
data storage

falling back in 
regular behaviour 
that doesn't work

being judged on very 
little information for 
the 'size' of the 
judgement

you want to feel 
comfortable in an 
interview

didn't like seeing 
herself

interviews are the best possibility to 
show who you really are as a person

wants to do it right

not knowing what the other 
party really wants to hear

forcing applicants to do 
things they don't want to do

if you cannot give a good 
answer on something 
you really like, that is 
extra frustrating

not getting into much depth 
during an interview

understanding what the 
other party wants to hear

where to draw the line of 
what to explain

f2f is much more valuable 
than getting feedback

seeing information misinterpreted and 
not having a way to fix it

gaze is heavily context dependent and 
hard to interpret

questions must be inviting, 
can be something you need 
to be guided into

interview not feeling 
as a conversation

not feeling comfortable 
in an interview

 feels like 
voicing in 
your CV

anonymity  in applications are only 
useful to a point

once you're convinced of one's 
capability, value alignment has 
priority in recruitment. Bias is less 
problematic there

multiple tries give better results with 
answers. unique to AI video interviews

some questions are more 
interesting to answer

only having limited 
time to answer

(large) companies need 
to filter out applicants

people know what they would say, 
AI doesn't (no theory of mind)

information that doesn't 
create insight

information valuable 
for both parties

job descriptions are 
often vague

good assessments 
are hard to get for 
applicants

application is very 
context heavy

sizing up what the other 
party wants to hear

meaning getting lost 
in transcription

things that help with 
feeling comfortable

explaining away issues 
with the system

AI fine for first testing

simple way for 
companies to remove 
applicants

being less familiar with 
a specific language

no steering in the 
conversation

AI cannot make 
you comfortable

feedback is valuable 
for applicants

AI is not inherently worse than 
f2f, up- and downsides to both

Being comforted is important to people during interviews

Issues with the report

Issues during an AI interview

Questions being of 
interest to the applicant

Holding ownership over 
the direction of the 
conversation

Knowing what the other 
wants to hear

Meaning is hard to convey 
with AI

Opportunities for AI 
conversations

Value of AI 
interviews for 
companies

A job application contains a massive 
amount of context, which steers 
everything you do

All focus on the applicant 
for better and worse

Moments when to use 
tests and AI systems

People want conversations, 
they know better how to 
deal with that

Getting feedback vs having 
conversation with real human

Humans remember through 
coherency, AI cannot 

Seeing patterns in feedback that 
aren't based on correct data

Prototype clustering
Iteration 1 & 2



found it 
kinda 
funny

the 
situation 

felt new to 
her

First two was 
much less nice 

than the last two 
mainly because of 

the voice

First two were 
squeaky and 
wheezy, not 
humanlike

You didn't 
know upfront 

how much 
time you had

Sometimes 
two minutes, 
sometimes 
10 seconds

from the 
applicant's 

perspective, you 
want to know how 

much time you 
have

it gives you an 
idea on how 
much they 

want to hear

knowing the limits of 
the conversation in 
which you can move

The last one was 
very annoying 
because it just 
said: i don't get 

it

"You can say that once, but 
the next time you have to 

get more specific."

after the second 
time, she asked for 

more pointed 
questions to 

understand what 
the system did not 

understand

She got pretty 
irritated by it 

because it 
couldn't do 

that

second 
scenario 
felt very 
abrupt

should 
have been 
said in the 
beginning

so you 
know 

where you 
stand

removing 
biases is a 

noble 
endeavour

but my voice 
and how i 

come across 
are a part of 

who i am

feels her strength 
is in her 

enthusiasm and 
that is connected 

to your voice

"I'm already only getting 
one minute and then you 

are also modifying my 
voice?"

Doing 
interviews this 

way is 
definitely a 
challenge

made her 
feel as if she 
had to prove 

herself

the 
questions 
were good

"It made feel as if I had to 
prove myself and of 

course, that is what is 
happening."

She was 
missing the 

response of an 
real 

interviewer

being able to 
dig further 

with 
deepening 
questions

It stayed 
rather 

superficialYou're also 
missing 

affirmation

usually in an 
interview you can 
get somewhat of 

a read on 
someone

they may at least 
be trying to make 

you feel 
comfortable. Now 

it is very 
individual

"I did act as if I really wanted 
this position and I'm gonna go 
for it. I do imagine, behind the 
computer screen, that team in 

front of me. As if I can see 
them."

She really 
focused on 

who will 
ultimately see 
these videos

92% match 
is nice to 

hear

Very different 
personality 

profile: ENFP 
> ENTJ

Tries to 
rationalise 

the 
discrepancies

She says she's 
always more in 
the middle at F 
vs T and P vs J.

"I think that always happens. 
With those two I tend be more 
in the middle even if normally I 
lean more towards the other 

side."

When asked if 
she can see 

herself in the 
report, she says 
it is very short

It doesn't show 
a 

comprehensive 
overview

she doesn't 
know what to 
do with the 
information

noticed the 
transcription 

'errors'

found the 
emotion 

recognition 
funny

"It is not that I disagree with 
what the report says. It all 

sounds recognisable which 
makes it feel pretty honest 

because it may be my 
intentions or what I know 

about myself."

"I don't disagree with it, but 
how much can you pull from 

one A4?"

but it does, 
overall, align 

with what 
she knows

if it was more not in 
line, for example using 
one screenshot where 
she happens to look 

angry, then she would 
be much more 

confused

"Because it starts with 92% 
[even though I know the entire 

report doesn't mean anything], I 
still think 'Nice!' It doesn't make 

any sense."
didn't feel 

misrepresented 
by them though

Humans like humans

No way to escalate 
problemsknowing what answers 

are expected

knowing what will 
happen with your data

being able to 
show yourself

Having an 
conversation vs 
being tested

imagining who will see 
videos

having actionable 
information

Having the opportunity 
to push the direction 
of the conversation

rationalising/finding 
patterns when there 
are none

having an emotional 
connection

having actionable 
information

report fits 
expectations but 
little information

being able to get deep 
into a subject matter

Participant 1



he will always 
prefer 

interview by 
person

feel like 
more 

confident to 
be himself

the request to re- 
record an answer 
when it is not well 

understood is 
clunky

more 
opportunities 

for

asking 
for 

nuance

asking 
for 

feedback

reacting 
to a 

situation

in front of a 
person, he 

would be more 
comfortable to 

improvise

he wants 
feedback in his 
conversations

"I think, personally, if I will be in front 
of a person. I think I will be even 

more comfortable to improvise let's 
say. because you can also read the 

emotion of people, like the way 
people behave."

"Because I can be triggered by some 
of their own reactions, like okay, I'm 
going in the right way and also even 

to change or modify my, my 
discourse, right?"

the fact that 
everything was 

prerecorded 
meant he knew it 

wouldn't be a 
conversation

he sees it 
more as a 

monologue

improvisation 
is very 

important to 
him

the situation of 
trying to limit 
the bias of the 
recruiter was 

interesting

he could 
see the 

value of the 
report

but it doesn't 
outweigh the 
value he gains 

from a f2f 
interview

the kind of 
person you are 
is part of what 
you should get 

selected on

"I can be myself and that's also part of what 
you're going to do in your job, right? Like the soft 

skills that is not something you can completely 
convey during your [AI- based] interview. i think 

I'm more soft skill than hard skill and for me that 
would be very determinative, I would say. It 

would determine if I get the job or not."

"It is eliminating a part 
of me that belongs to 

me. I'm not that person 
without that part."

time being 
too short is 

very 
limiting

didn't know how 
much time he 
had until he 
pressed the 

button

You're just 
not able to 

say what you 
want to say.

he feels he's very 
talkative, so that 
limits him in how 

he wants to 
express himself

with the faulty 
question, he 
first had an 

answer for the 
10 sec he got

after the machine 
didn't understand 
him the first time, 

he got two 
minutes for his 

next answer

he couldn't give a 
much longer 

answer because 
he was already 

primed for giving 
a short one

"Just put a person there 
who can understand 

this."

there was no 
escalation 

path, no way 
to correct 

errors

"Interviews for me is not only 
about answering to questions, 

but also engaging with the 
interviewer. This is the part I was 

missing from this interview."

reciprocity in 
interviews

being judged 
holistically vs 
segmented assessing soft 

skills

knowing what 
answers are expected

how to correct 
errors?

reciprocity in 
interviews

reciprocity in 
interviews

f2f is more 
valuable then 
feedback

f2f is more 
valuable then 
feedback

Participant 2



the test felt 
uncomfortable

"I think it's nice because you see yourself 
talking as well. [...] You don't know the 

impression that you will make on the other 
person in the moment, like when you're 

having a video call interview. Here you can 
control that a bit more because you're not 
looking at another person, you are looking 

at yourself recording it."

for a job interview 
you wanna put 
yourself in the 

mindset of being 
the perfect fit

because it was 8 
in the morning 

he didn't expect 
to deal with that 

right now

went 
well 

overall

felt 
awkward in 

the 
beginning

felt 
somewhat 

impersonal/ 
standardized

by the third 
situation, 
felt fine 
with it

He noted the 
value of seeing 
yourself make 
the recordings

It helped him 
gain confidence 

in that the 
impression he is 
making is good

Usually in 
interviews he 

tries to 
connect with 

the interviewer

have 
some 
joke

relaxing 
the 

setting

it is impossible 
to do that in 
an AI guided 

interview

"You don't know how it will 
land with the people"

"A typical question from HR is 'Who is' and 
then they say your name. Then they expect a 
sort of personal background. I feel I need a 

sort of eye contact or something to talk 
about this personal background, so I stayed 

[in this context in the professional]."

A setting with AI 
involved may 

nudge applicants 
to limit their 
answers in 

unexpected ways

He has recently 
been applying for 
jobs and so has 

quite some 
opportunity to 

'practice his pitch'

"It's a bit like 'Okay, this 
question, here we go'"

He thought he 
was researched, 

because the 
question was 

tailored to him (Q 
about Rabobank)

he wasn't sure 
on whether he 

liked having 
that tailoring

the other 
questions 
felt more 
general

"Now it feels like a person has put time 
into my background, or I don't know, 

maybe AI could also do that. But there is 
more processing on that. If someone has 
put a bit of time into thinking about the 
questions they want to ask me then why 

am i still confronted with an AI?"

hasn't 
really seen 

such a 
system IRL

"The person is gonna get 
the video, why don't I 

get the videos as well?"

he feels he 
needs to take 

anything 
people will 

give him

doesn't 
speak the 
language

comes 
from a 

different 
country

it will be 
his first 

job

"You are not gonna be like 'the 
wanted one' [...] With more 

experienced people, they kind of 
can choose. I don't feel like I can 

choose right now."

could see 
himself 'a 
bit' in the 

report

felt disappointing, 
he wants perform 

well, hear 
something nicewas 

quite to 
the point

Unsure on 
what to make 
of the quotes, 
who are they 

for?

positivity 
percentage 
was low, bit 

of a bummer

the report has 
value because 
otherwise you 

get no 
feedback

the questioning 
by the AI felt very 
impersonal, the 
report makes it 
more personal

you get back 
more from an 

interview because 
you don't just get 

a Yes No reply

you learn 
more about 

why they 
did/didn't 

choose you

"This also gets you kind of thinking: I 
guess that if I would receive this from 

a company I really want to apply to 
and it says like 'you came across as 
superficial yet engaging.' that would 
stay in my mind for the whole day."

his description 
was very 

confusing to 
him

"Always, being rejected from a job 
you want is not fun, but here you 

have more to think about. It's both 
sides, like it gives you something to 
think and work on yourself but also 

get depressed or concerned."

because some 
things were 

recognisable, it 
legitimises the 

rest of the report

he touched on 
meaning 
within job 

applications 
too.

"Okay, they want me to be 
entrepreneurial. I don't know what 

they mean but they have said, 
entrepreneurial, so you have that in 

your file."

he feels it's weird 
to read a job 

description and to 
feel that that 

reflects you well.

missing context 
in a test

knowing very little 
about the other party

missing personal 
connection

feeling comfortable

being able to see yourself to 
check your performance

already having done 
a lot of applications

knowing what the 
other wants to hear

customisation of 
the interview

position of limited 
bargaining power

pattern recognition

purpose of 
the quotes

confusing 
feedback

feedback can be applied 
both well and badly 

feedback is valuable 
for applicants

report was 
very short

job descriptions tend 
to be very vague

Participant 3



found it 
hard to get 

into the 
setting

needed to 
remind 

himself that 
was applying 

to a job
application is 

usually a 
process, that 
immersion is 
missing now

sending 
cover 
letter

talk with 
recruiter 
before

talk with 
recruiter 
before

it would be 
normal irl to 
make notes 
during an 
interview

he usually 
makes extensive 

notes for 
presentations 
for example

during the 
pandemic, he 

would write his 
talks word for 

word even. 
nobody notices

"I didn't make notes now, 
because I found it hard to play 
into the context now. You have 

so little context."

He enjoyed the 
third question the 
most because the 
focus was on him 

there

"There is no wrong answer to a 
question such as 'What is your 

background?' as long as the answer 
is in line with expectations. The 

other questions are looking more 
for a 'good' answer."

when he went 
to sydney, he 
was looking 

for a job

he made a 
portfolio for 

a design 
technologist

there was zero 
demand for 
that though, 
niche corner changed his 

pitch to full 
stack 

developer, got 
hired with that

he didn't develop 
his work in that 
area enough yet 
to just walk into 
some company

a recruiter gave 
him a CV 
template, 

instructed to only 
give relevant info

removed all 
design work, 
showed only 

software skills

"At these and these companies I 
worked with these frameworks and 
with these tech stacks. I padded my 

years of React experience and 
whatever. I wouldn't recognise 

myself in it, even if I wanted to."

when considering 
applying to a large 
company, he thinks 
about whether he 

wants to have such 
a long application 

procedure

he sees such an AI 
tool between 

profile check (CV, 
portfolio) and the 

first interview

"Short and to the point, 
using the right buzzwords is 
the key." "To get through the 

filter?" "Exactly."

using such 
a system is 
a tradeoff

if it is a company 
for which he really 
wants to work for, 
he would be fine 

with it

"I hope to move towards this: that when i get 
to a point of 'you want to have me' [not the 

other way around], then I don't care anymore 
about the process. Roll out the red carpet, 
then I want a person to who I can talk to."

it is annoying 
and less useful 
for applicants. 

You don't get as 
much out of it.

long term, 
he wouldn't 

accept it 
anymore.

couldn't 
see himself 

in the 
report

he thinks the 
report is based on 
more information 

than what is 
shown in the 

report

obfuscation of used 
information

noted 'wrong' 
transcriptions

he says it 
distorted 
what he 

said exactly

he finds 
it creepy

he doesn't 
like 

meyers- 
briggs

but had to 
admit that INTJ 

is his 
personality 

type

pissed off 
about 

question he 
accidentally 

didn't answer

he interpreted 
it as part of 

another 
question

"That wasn't the question."

so he figured it 
wasn't detected, 

as it was 
connected to an 

answer to the 
other question

different interpretation 
reverses meaning

applications have 
many points for 
finding context

questions get more interesting if 
they are more specialised

when to introduce 
AI in the process

changing your 
identity for a job

defining relevant 
information is hard

not wanting to deal 
with tests anymore

meaning is 
changed by AI

no clear references to what which questions 
make conflation of questions possible 

people remember through 
meaning, AI through direct 
data storage

Participant 4



she didn't 
expect the 
situation

first she tried 
to naturally 
engage (in 

conversation)

asking 
back 

questions

In interviews it 
is important to 
show how you 
posit yourself

it felt very 
uncomfortable

you see 
yourself 

quite large

doesn't 
wanna look 
too much 
at herself

the blinking 
timer felt like 
an arbitrary 

limit

she tends to 
misspeak in 

those 
situations

she wants 
to do right 

the first 
time

"Well, it feels... the more often 
you do it, the more unnatural 
it feels if you keep on saying 

the same thing."

so normally 
she would 

type it out first 
and then read 

it out loud

didn't now 
because it 
isn't a real 
application

being judged 
on just 30 
seconds of 

video felt very 
strange

"I only have to give one 
answer and then they say 

'you're not good enough'. So 
you don't have any time to fix 

it or something like that."
On the second 
scenario, she 
was annoyed 

at the 
morphing

"Why did you then have my audio 
and video? I'm annoyed that it 
gets recorded in the first place 

and then you're not even gonna 
use the recordings anyway. Let 

me just write a piece then."

third scenario was 
very open ended 

and she didn't 
where to take the 

question

usually you get a 
reaction that 

shows what the 
other party wants 
to hear. Now you 
don't have that.

"I guess I'll talk about my studies 
and other work I did. But how 
'background' is background?"you want to 

know what 
they want 

to hear

"when my manager interviewed me, 
you could see immediately that he also 

wanted to hear about my hobbies, 
while some people are much more 

formal. No nonsense, this is what I did, 
this was my work, give me the job."

the fourth 
scenario 
was very 

frustrating

that question came 
very natural to her, 

because she's 
passionate about 

the subject and she 
sees it as relevant to 

an interview
but because it 

doesn't work, it 
sucked that the 
system wouldn't 
see her response 

on that one

"Then I got the option to repeat 
the answer or skip it. And I said 

repeat because dammit I want to 
show this. I want that people 

know that about me."

if the system is 
more reactive, 
she wouldn't 

have a big 
issue with it

clear 
questions 
also really 

help

Reactive as in 
interpreting what 
the applicant is 

saying and 
building on that

additionally she 
was unsure on 

what CSR was, but 
she couldn't ask 

for more 
explanation

couldn't  
find herself 
at all in the 

report

profile 
didn't fit 

at all

she was 
unsure what 
would it have 

been based on

"I think I often looked away from the 
screen cause I don't want to stare at 

myself, so first off the report says 
distracted, that isn't so but that is just a 

way of talking or even thinking, by 
looking away. So maybe that is also what 

it pulled the introvertedness from?

the 
transcription 

was seen 
missing the 

point

Usually I can take a leadership role quite well 
but if there is a clashing of identity because 
someone else also wants to be the leader, 
then I'm fine with taking a supporting role. 
Because I don't feel like pushing myself on 

that point. Like, it comes quite naturally, but it 
isn't natural when there is someone else too. 
So it took only the second part of that quote 

and then I think, that ain't exactly what I said."

"The questions weren't 
so that you start talking 
about all your designs."

actually getting 
feedback is  

valuable as to 
why you didn't 

get the job

makes it 
extra 

frustrating

"If I just could have 
talked to a person I 

could have explained it."

being able to 
talk to a person 

is still much 
more valuable 

though

falling back in 
regular behaviour

being judged on very 
little information for 
the size of the 
judgement you want to feel 

comfortable in an 
interview

didn't like seeing 
herself

interviews are the best possibility to 
show who you really are as a person

wants to do it right

time pressure can make 
things much harder

not knowing what the other 
party really wants to hear

forcing applicants to do 
things they don't want to do

if you cannot give a good 
answer on something 
you really like, that is 
extra frustrating

not getting into much depth 
during an interview

understanding what the 
other party wants to hear

where to draw the line of 
what to explain

f2f is much more valuable 
than getting feedback

seeing information misinterpreted and 
not having a way to fix it

gaze is heavily context dependent and 
hard to interpret

questions must be inviting, 
can be something you need 
to be guided into

Participant 5



he 
found it 
strange

the first one 
was very 

uncomfortable

not getting 
the idea 

you're talking 
to someone

it felt very 
similar to 

recording a 
video for a 
application

the delay in 
response and 
lack of editing 

didn't help 
either

"That you only know the next day if it 
was good or not... There is of course 
also time in between and once you 

send it it's sent, so it isn't like you can 
edit it later. "

the face and 
voice 

modification 
he saw as net 

positive

did make it feel as 
if you're simply 

voicing in your CV, 
instead of having 

a conversation

his position is 
everything you send 

out (CV, portfolio) 
should be anonymous, 
but when proceeding 

further, to remove that 
barrier

the bias 
should be 
less at that 

point

it would very 
strange if 

this was the 
last step

he imagined getting 
accepted and your 

new coworkers 
having no idea of 

your name or how 
you look until they 

decided

question on 
background 
etc felt less 
rushed and 

more normal

voice 
was 

different

questions were 
more accessible, 

more 
interesting to 
think about

only after starting 
recording he 

learned he had 
one minute to 

respond

"So you would first think of what you 
wanted to say and then you just have 
one minute or even ten seconds. The 

last one was very annoying, but I 
think that was on purpose."

with the last 
question, he 
tried it three 

times

he noticed that 
while the gist was 
the same, he said 

3 times 
something 
differently

he thinks he 
was able to 
give a better 
answer with 
multiple tries

he thinks this 
kind of system 
wouldn't show 

up quickly in his 
preferred jobs

"I don't have the aim to go work 
for a large company. I definitely 
see it as something that ASML, 

Samsung or Apple, Google would 
use. ING, a bank."

"It feels much more as the 
screening of personnel. Such a big 
corporation is fairly impersonal. I 

think the team in which you work is 
personal, but you are such a small 
part of an enormous company, so 
something like this would feel sort 

of in place."

he thinks large 
companies 

already have 
protocols to filter 
out a lot of people

what needs to 
happen so 
companies 

don't have to 
filter so much?

this would just be 
yet another filter 
to get through all 
the applications 

they receive

he couldn't 
really see 
himself in 
the report

only the 
meyers- briggs 

profile felt 
somewhat 

'logical'

the 
transcriptions 
were bad in 
conveying 
meaning

"It doesn't check out at all. Or, it is correct, but it 
says for example 'You mention Service 

Designers are doing unneeded tasks'. I didn't 
say that, but I can't remember precisely what I 
did say. [...] I don't know what the context was 

but it is not something that I would say, I think."

"And where it transcribed 'they 
know', that is TNO. [In Dutch 
pronunciation of the letters]"

he did not that if 
someone would 

take a second look, 
it may prompt 

questions on why 
someone would say 

that

the percentage 
is interesting 

but stays 
vague on what 

it is based

he noted that you 
would normally 

prepare well for an 
interview and now 
he had much less 
context to answer 
certain questions

"You'd say things that are more in 
line with the answer that you 

think they wanna hear."
the report in 

essence could 
quite valuable for 
not just recruiters 
but applicants too

it is usually 
pretty hard to 
get an good 

assessment of 
yourself

"I think it definitely has value for an application 
process, also for yourself. Because you also get 

insight on whether it [the job] would ultimately fit 
you. Maybe you notice in the analysis that it didn't 
actually fit. That could quite valuable for yourself. 
Now it is a tool for the person who wants to hire 

people, but it could also be a tool to train yourself 
on applications."

job 
descriptions 

are often quite 
ambiguously 

written

interview not feeling 
as a conversation

not feeling comfortable 
in an interview

voicing in 
your CV

anonymity in applications are only 
useful to a point

once you're convinced of one's 
capability, value alignment has 
priority in recruitment. Bias is less 
problematic there

multiple tries give better results with 
answers. unique to AI video interviews

some questions are more 
interesting to answer

only having limited time to answer

(large) companies need 
to filter out applicants

people know what they would say, 
AI doesn't (no theory of mind)

information that doesn't 
create insight

information valuable 
for both parties

job descriptions are 
often vague

good assessments 
are hard to get for 
applicants

application is very 
context heavy

sizing up what the other 
party wants to hear

meaning getting lost 
in transcription

Participant 6



it was an 
interesting 
experience

"It was of course impersonal, 
but it didn't feel quite 

impersonal."

the way of 
questioning 

gave her 
some peace

things that help with 
feeling comfortable

because it 
was clear 
what she 

needed to do

she felt they all 
went fine except 
for the last one 
(with intended 
malfunction)

it didn't feel 
impersonal, even 

though it was 
because you don't 

have anyone to 
converse with

For a first 
round this 

kind of testing 
was fine with 

her

"If there are 300 people for a 
position, then they still have to 

sort somehow." She hadn't really 
spoken English 

for a year so she 
had to get used 

to that again

it was so long ago 
that she would have 

preferred to write 
down her answers, 
purely because of 

the language

if the interview 
was in Dutch, 
she wouldn't 
have felt that

she felt her 
generation is used 
to being subjected 
to these kinds of 

interactions
on using it 
later in the 
application 

process

being able 
to involve 

emotions is 
missing now

"At a certain point I think it 
would be nice to talk face to 

face to someone."

system 
cannot 

adapt to 
your mood

"Imagine you're very nervous, 
there isn't a moment to feed 

that back.

she talked mainly 
about her studies, but 

in a conversation 
someone would be 

able to steer to what 
they find interesting. 
That is missing now

Could really 
see herself 

in the 
report

recognised 
difficulty with 

sometimes 
finding the 
right words

noticed 
'mistakes' in 
transcription

She noted she 
would have been 
more prepared to 

answer in english if 
it would have been a 

real interview

explaining away issues 
with the system

she was a bit 
sad about how 
the interview 

went

the bryggs 
meyers profile 
is (on accident) 

extremely 
accurate

saw the 
value of 

the report

gives some 
kind of 

valuable 
feedback

it is still different 
than doing a face 
to face interview, 

but just that, 
different

face2facde gives a 
better interview, 

but indepth 
feedback is 

definitely missing 
often with that

did think her 
positivity 

percentage would 
much higher in 

face2face 
interview

AI fine for first testing

simple way to 
remove applicants

being less familiar with 
a specific language

no steering in the 
conversation

AI cannot make 
you comfortable

feedback is valuable 
for applicants

AI is not inherently worse than 
f2f, up- and downsides to both

Participant 7



Derek van der Ploeg

Appendix E



After the fact info is not the 
same as during interview

implicit feedback during interview would 
help one to do better

lacking info on how the 
interview went

Writing language is different 
than speaking language

Having the chance to 
rearticulate

Repeating yourself verbally for a 
better explanation is unusual

Needing to give an answer in a 
reasonable time when speaking

Having the possibility to 
assess your own performance

No options for readjusting how 
someone interprets your words

Writing and speaking tasks have 
different roles in assessing people

Writing is about accurate understanding 
and precise statements

Truly comprehending a concept

Interviewing should have an 
unique benefit over 
communicating over just text

Seeing the depth of 
understanding a concept

Having a social match 
with the people

Getting multiple tries

Understanding how one 
approaches a problem

Writing is about getting 
your point across cohesively 
and succinctly

AI should only do 
evaluating factual claims

Rating accuracy of CV

Better than a five second 
look by a human Better judgement is not only reason for AI implementation, 

option for getting feedback is also beneficial

What elements can be 
easily checked?

Which elements are 
hard to check

expressing oneself differently 
verbally vs textually

missing context from just words

Taking the effort to properly 
formulate an answer

Questions on the social 
context are more interesting 
than skills questions

Watching the answers by a 
human is a better assessment

Nonverbal communication is for some 
essential for conveying meaning

Not missing the possibility to ask questions

'Putting a face on the company'

Setup not inviting to ask questions

Using small talk to your 
advantage

Articulation of missing 
meaning is very hard

Feedback works, text 
representation does not

Humans communicate 
verbally 'all over the place'Nonverbal communication 

brings many points of 
context to a conversation

Work, in the end, is about 
humans working together

Leaning on conversation skills in 
interviews instead of job skills

Standing out in the crowd

Conversational skills are 
important in the workplace

No way to correct a wrongly 
answered question

Doing an interview through a 
computer is not an issue

Computers don't get slack when 
they interpret something wrong

The sense that a system 
interprets your words wrong

Each worker needs hard and 
soft skills, but one is always 
more pronounced per person

Not knowing how to answer 
a question

Expectation do not align with 
how the interview went

Doing the very best you can do

Choosing your best performance

Getting different questions 
made them less prepared

Reviewing the answers was 
valuable

Getting the gist of what one 
was saying

Adjustments of review are 
necessary

Having a template for your 
answer is helpful

Being certain you're talking to 
a computer

Talking to a computer is harder 
than talking to a human

A computer does not reinforce 
the traditional hierarchy 
between recruiter and applicant

Taking notes is helpful for 
nailing the performance Knowing how your words 

were interpreted

Not knowing the context of 
how you will be assessed

Not knowing how to relate 
questions to the actual job

Lacking context to answer 
questions well

Better outcome through AI 
video interviews

Conversation is harder 
with a computer

People express differently 
through text or verbally

Better experience through 
AI video interview

Lack of context limits 
applicants 

Positive elements of the 
review

Approaches to interviews

People communicate a lot non- verbally

Strengths and weaknesses 
of AI systems

You always need to work 
together with others

Aligning expectations for interview 
with reality

On what topics should 
interviews focus?

What writing language assessments 
add to the interview process

Information conveyed during interview 
has a different impact than after the fact

Setup of the video interview inherently 
limits applicants

Prototype clustering
Iteration 3



Had no idea 
how the 
interview 

went

"In an interview, you expect feedback. In face to face 
interviews there is a lot of implicit feedback. Like, did you 

think the questions were hard, could you engage with 
them, did you get the idea your answers were being 

appreciated? I have no overview of that, so I have no idea 
how it went."

Participant 1

being able to 
review data 

afterwards is 
very weird

"Ultimately you still end up writing your 
answers. What you actually meant. So what is 
the point then of the video step in between?"

it is much easier 
to articulate 

your meaning in 
writing than 

verbally

"Then I can really soak in the 
question and to a very narrow 

[precise] answer."

"In a normal interview, you get a question, and 
you don't want to take a minute just to think 

about it. So you already start talking and during 
that process of that, you are looking for the 

answer you actually want to give."

The nature of 
writing allows 

you to take 
more time and 

articulate better

he saw afterwards 
that he didn't 
answer one 
question not 

accurately

question was 
give an example 

of where you 
had to make a 

difficult decision

he answered with 
a generic 

framework for 
making decisions, 
not an example

someone can't steer 
you back on track if 

you understand 
something 

incorrectly and 
answer in an 

unsatisfiying way

"Normally someone would say, 
oh yeah really interesting, now, 
can you give me an example of 

how you used that?"

Because you don't 
have that back 

and forth, it 
makes it much 
more useful to 

write out answers

He also felt he 
could better 
articulate his 
words while 

writing

Verbally he 
doesn't want 

to repeat 
himself

in writing it is 
fine to go back 

and reformulate 
something 

better

he sees writing 
and verbal as 

having two 
diffferent roles in 

the interview 
process.

Writing is about 
having the 

actual chops to 
understand 
something

Interviews do 
and should 

have a unique 
benefit

"You always start with writing. You write an email, you 
often write a cover letter, you already deliver a CV, in 

the case of design often also a portfolio. [...] These are 
all things where you have the time to do it cleanly, 

accurately and to frame it in a relevant way."

You already do 
a lot of writing 

during the 
process

He sees interviews 
as a way for 
recruiters to 

understand whether 
you truly 

understand a 
concept intuitively

"Can we challenge you on what you have 
said, so we can find out if these are just 

things you say or perhaps someone else said, 
or that it is something intrinsic that 

represents you."

He also sees 
it as a social 
performance

"Are you a match with the team, are we on 
the right thinking level? All those abstract 

things that we can't prove, but that 
everyone wants to feel good about."

Doing certain 
tasks to see if 
someone has 

the right 
thinking process

"Do you start big or do you start 
small? What is your strategy? Do 

you work for example 
iteratively?"

The review does not only give the opportunity 
to the applicant to check what the AI made of 
their answer, but also to improve and think 
about the question more. If you want to use 

interviews to grill applicants on their 
knowledge and process, this defeats the 

purpose

"If I first have to say something that is very 
'stream of consciousness' like, and I then get 
the possibility to review it, then I can just as 

easily write what I meant."

the number of 
changes made by 
an applicant on its 

own is a not a 
good metric

He prefers that 
AI systems only 

get used on 
'concrete 
metrics'

checking of 
claims like years 

of experience 
with a certain 

skill

check 
claims on 

CV for 
accuracy

Match 
on skills

match on 
requirements

match on 
expectationsfirst step is 

relatively 
straightforward

second 
step is 
harder

giving someone 
a challenge on 

skill level that be 
judged fuzzily

match on 
approach 
of work

verification 
of CV

he would prefer 
this over a hiring 
manager looking 

for five seconds at 
your CV

even if AI systems 
do not give better 

judgement, you can 
get feedback about 

what element 
caused the rejection

still no 
direct in- 
interview 
feedback

After the fact info is not the 
same as during interview

implicit feedback during interview 
would help one to do better

lacking info on how the 
interview went

Writing language is different 
than speaking language

Having the chance to 
rearticulate

Repeating yourself verbally for a 
better explanation is unusual

Needing to give an answer in a 
reasonable time when speaking

Having the possibility to 
assess your own performance

No options for readjusting how 
someone interprets your words

Writing and speaking tasks have 
different roles in assessing people

Writing is about accurate understanding 
and precise statements

Truly comprehending a concept

The purpose of interviewing

Seeing the depth of 
understanding a concept

Having a social match 
with the people

Getting multiple tries

Understanding how one 
approaches a problem

Writing is about getting 
your point across cohesively 
and succinctly

AI should only do 
evaluating factual claims

Rating accuracy of CV

Better than a five second 
look by a human

Better judgement is not only reason for AI implementation, 
option for getting feedback is also beneficial

What elements can be 
easily checked?

Which elements are 
hard to check



when asked, he 
noted his problem 
with the feedback 
was with 'the bare 

text', not the 
feedback 

mechanism

Participant 2

Thought 
interview 
went well

Feels there is a 
clear difference in 
how you convey 

information 
verbal vs in text

"When you are interviewing someone, 
like, the information you convey, is 

different than if you just write it down."

the 
transcript he 
felt reflected 
what he said but he thinks there 

is a significant part 
of his information 

missing because of 
it just being text

"But it's different, right? Like, if you read what I said 
before and you just listen to what I say, it's a 

different process, right? So that's the concern I have 
in the process. If someone has to analyse my 

answer based on what I told [said], by words, it is 
not the same as the answer I would write. "

in writing he 
puts more 

effort in the 
grammar etc.

Also putting 
more effort 
in spelling, 

punctuation

that was his 
only problem 

with the 
process

The 
questions 

were intere
sting to him

not on how if one 
is skilled enough, 
but on how good 
of a fit within the 
team the person 

would be

"What I like in this sense, is for someone 
else just to watch my interview. Watch [me] 

record myself. That's the way I am, that's 
the way I talk, that's the way I 

communicate. Not just by bare words."

words alone 
cannot convey 
all the meaning 

he wants to 
convey

"I'm a person who talks with the hands, 
who is really expressive when talking. So, I 

think you can lose that easily with just 
'Read the text'."

when 
prompted, 

didn't think of 
things he 

wanted to ask

would like 
to 'put a 

face' on the 
interviewer

"that's the first image you have 
of a company right? the person 
who is interviewing is the public 

image of the company"

Seeing the 
interviewer helps 

him to 
understand how 

the company does 
things

the mode of the 
interview doesn't 

induce participants 
to think about what 
they want and what 
questions they want 

to ask

focused on 
answering 

the questions 
well

"You're asking about how to solve a 
problem in the company, but I don't 

know who's in the company. So maybe I 
would like to see someone, right?"

He tends to 
do 'chitchat' 

a lot with 
interviewers

small talk that gives 
you a lot of info on 

how they work, how 
big they are, what 
they do, how they 

deal with the 
pandemic etc.

He didn't feel he 
could explain well 
what was missing 

from the 
interpretation

I knew we were going to have this 
interview after the 'hiring process', so I 
waited for this moment, instead of just 

writing, to tell you personally 'Okay, I don't 
think you should interpret my words this 

way, because it won't be the same'."

his writing language 
and speaking 
language are 

different. he could 
not express what he 

wanted in text

"I'm very good at the one on one interviews because 
I'm very natural, I'm just myself, I can easily just talk 

about whatever, just how are you doing? stuff, 
showing some concern about the other person, or 

interest in the other person. So I think that's a positive 
thing going for me, but I wouldn't have that 

opportunity, you to just stand out of the crowd."

he feels he is a 
person who is 
very natural to 

talking to 
others

not having human 
interviews robs 

him of the 
opportunity to 

convince others in 
that way

he thinks there is an inherent 
balance between people who are 
not skilled in social situations but 

good at the job and people who are 
less good at the job but better in 

social situations

He thinks jobs are 
a lot about 

human behaviour 
(working together, 

understanding)

For him personally it 
would be a 

drawback, but it 
may be better for 
people who rely 

more on their hard 
skills "Like, you read the text as it is right now, it is not clear 

probably... it doesn't have a sense, a kind of structured 
sentence, that is not how you talk right? when you're just 

trying to come up with ideas. [...] at least for me, just 
shooting all over the place. So if you read that, that 

nonsense, because it is nonsense, it is like 'Oh my god, this 
guy is f*cking crazy', right?' So, that's the message, for me 
the main problem is the interpretation of the data as it is, 

'cause you're missing the human part of it."

When you read the 
transcript, it looks 

like he's not making 
sense, because 

people are verbally 
rather 'all over the 

place'

just using the words is 
according to him a 

recipe to failure 
because you're missing 

all these points of 
context that happen in 
a human conversation

he is however okay 
with the current 

format of talking to 
a screen, as long as 

a human reviews 
the footage directly.

digital and asynchronous 
interviewing is not the 

problem, interpretation by 
a system that cannot take 

all context in account like a 
human can is the problem

so having people 
with good social 

skills is very 
important to 

getting the work 
done

his answer on work 
ethic talked about 
the ethics of the 

work he wanted to 
do, not on whether 

he was a hard 
worker

the lack of an 
interviewer did not 
bring this issue to 

light and the system 
just interpreted his 

answer.

expressing oneself differently 
verbally vs textually

missing context from just words

Taking the effort to properly 
formulate an answer

Questions on the social 
context are more interesting 
than skills questions

Watching the answers by a 
human is a better assessment

Nonverbal communication is for some 
essential for conveying meaning

Not missing the possibility to ask questions

'Putting a face on the company'

Setup not inviting to ask questions

Using small talk to your 
advantage

Articulation of missing 
meaning is very hard

Feedback works, text 
representation does not

Humans communicate 
verbally 'all over the place'

Nonverbal communication 
brings many points of 
context to a conversation

Work, in the end, is about 
humans working together

Leaning on conversation skills in 
interviews instead of job skills

Standing out in the crowd

Conversational skills are 
important in the workplace

No way to correct a wrongly 
answered question

Doing an interview through a 
computer is not an issue

Computers don't get slack when 
they interpret something wrong

The sense that a system 
interprets your words wrong

Each worker needs hard and 
soft skills, but one is always 
more pronounced per person



Participant 3

doing the 
video 

interview was 
a interesting 
experience

"That you would get, like these hardcore, 'So what do 
you bring to the team' [questions], it is kind of what it 

said, like what is your working style, but it was less 'Why 
should we choose you', 'Why are you the best', 'What are 

your best qualities'.

would have 
practiced more 
if it would have 

been a real 
interview

IRL she would try 
more to make the 
answer be good 

because a potential 
job is hanging in the 

balance

you don't want 
just go with the 

first thing that you 
come up with if 

you have multiple 
tries anyway

because others 
are also probably 

choosing their 
best version, so 

why not her?

it was hard to give 
an answer to the 

question of an 
example of how she 

solved a situation 
with limited 
informationYou always have 

limited information, 
because you have 

limited time to 
gather information

she had 
expected 
different 

questions

they were 
less generic 

interview 
questions

Being able to 
review the 
answers 

afterwards 
was nice

she could check 
that things were 

interpreted in 
the way that she 

meant it

it would have come 
out better if she 

would have 
practiced more, but 
still she thought it 

was okay

She felt the 
interpretations 
were able to get 
the gist of what 
she was saying

However, being 
able to change 
interpretations 
was good and 

necessary

"And being able to change it was quite... nice. Just getting 
that nuance, like 'this is just not exactly what I meant', or it 
was a bit too much this or too much that. If i can just add 

this one word, then it is good. It was nice to have an 
example, or example, [more a template] to work off. So 

overall it does match."
She brought 

up the 'avatar', 
the speaking 
circle in the 
interviews

she felt it 
made it really 
clear that you 

are talking to a 
computer

she wasn't sure 
if that was an 
advantage or 
disadvantage 

for her

if it would be a 
realistic person, she 
felt it could reinforce 

the hierarchy of 
applicant and 

recruiter

she felt it could also 
make it harder for 
people to talk to 

their screen without 
an more realistic 

avatar

being able to make 
notes before you 

record your 
response is nice, 

even if she noticed it 
too late in this 

interview

she felt conflicted 
on whether she 
could bring over 
what she wanted 

to tell

on one hand, 
the review did 

generally 
cover what she 
wanted to say

on the other, it is 
very hard to 

understand how 
her answers will 
be read, in what 

situation

also to 
understand how 

the questions 
relate to the job

if she had more 
context, she felt 
she would have 

been able to give 
better answers

" [On the question of having a disagreement]. It really depends 
on what kind of disagreement it is, or what the situation is, how 
well you know the person. How you would tackle that. Now you 
give a... more general answer than how you would really tackle 
the problem. That's why it kinda feels like it would not go like 

that in real life. I might react differently."

Not knowing how to answer 
a question

Expectation do not align with 
how the interview went

Doing the very best you can do
Choosing your best performance

Getting different questions 
made them less prepared

Reviewing the answers was 
valuable

Getting the gist of what one 
was saying

Adjustments of review are 
necessary

Having a template for your 
answer is helpful

Being certain you're talking to 
a computer

Talking to a computer is harder 
than talking to a human

A computer does not reinforce 
the traditional hierarchy 
between recruiter and applicant

Taking notes is helpful for 
nailing the performance

Knowing how your words 
were interpreted Not knowing the context of 

how you will be assessed

Not knowing how to relate 
questions to the actual job

Lacking context to answer 
questions well
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