Job Interview in the Al-Era

Strategies for Navigating the Al-Era Job Market
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Recent Interview Experience

Internships SANMSUNG D¢ Dolby 00 Meta

& Collaborations

s

Companies ¢ Otonexus
Interviewed

QUGICOIV\N\ Ph.D. @ Purdue University

These experiences gave me a clearer view of how hiring decisions are made.
That's what I'll focus on today.
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Agenda: Cracking the code of Hiring
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Recruitment Pipelines
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hiring models
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Agenda: Cracking the code of Hiring

Mechanics

: SUNT Interview Logic
Recruitment Pipelines -

« Generalist vs. Specialist e The Bad-Hire Problem
hiring models : ,
9 _ * Why Virtual Floor & Onsite
- Journey from recruiter Ceiling

screen to final offer

THE HR RECRUITER THE CANDIDATE

) ./ | know exactly what
A Searching for ‘the" . ( the company needs to
unique, “low-risk” ). minimize its $70,000 minimized...
bad hire risk... _A |{ but what is risk?
[cite: 3] _a fcite: 21, 3]

Focusing on
technical \
A\ { technical concepts...
being best in all

exactly what \| s \ technical conce

teb:s :oomlpfn-y i3 N [cite: 4.2] o
D003 1 A Sl Why isn’t my Python
its $70,000 bad = foundation enough

hire risk... ) .
where is that for the onsite,

A elusive piece? | | Z E>—=\| intuition check?
[cite; 3.1] |2 . (cite:22] e

S PURDUE womsten s

UNIVERSITY




Agenda: Cracking the code of Hiring

_IVIechanlc_:s _ Interview Logic Strategy_
Recruitment Pipelines - The Inverted Triangle
« Generalist vs. Specialist e The Bad-Hire Problem * Application to Inbound Leads
hiring models : : ;
* Why Virtual Floor & Onsite ¢ Show, Don’t Tell
« Journey from recruiter Ceiling LinkedIn, X, and Personal
screen to final offer Portfolios
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Agenda: Cracking the code of Hiring

Mechanics
Recruitment Pipelines

« Generalist vs. Specialist .
hiring models

« Journey from recruiter
screen to final offer

Interview Logic

The Bad-Hire Problem

Why Virtual Floor & Onsite
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Agenda: Cracking the code of Hiring

Mechanics
Recruitment Pipelines

Generalist vs. Specialist
hiring models

Journey from recruiter
screen to final offer

| EXPECTATION: Find a diamond in  haystack
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Hiring Process
COMPANY 2/

O TEAM

‘ Searching for
‘ the unique trait...

GENERALIST
HIRING ...,

N & STRUCTU RE [cite: 1)

{5 DETERMINES THE g~
{0 HIRING SYSTEM (cite: 11)

Finding evidence
for solutions

[cite: 11,2.3) [cite:3.2,3.3)
O (=} >
HR Recruiter -

ROLE G

SPECIFICITY

Oh my god, too
many people competing
for the same role!
(cite: 1)

: &
Large companies High \%Iume ATS + HR filtering T‘:’},‘J,‘S‘é:‘l"g
[clte: 14] [cite: 14) [eite: 14) (clte: 1.2)
Deep Intuition Matching specific
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SPECIALIST 500
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Team drlven hlrlng Role-specific HM involvement Group Offer
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STARTUP
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(cite: 11) °4°S Flexlble process Direct evaluation

PURDUE lcite: 111 [cite: 141

UNIVERSITY

College of Engineering

o0 Agile. °
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Execution-focused Direct Offer
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This is the first time
i'm hearing about

such a process
[cite: 1.1)
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Hi

ring Process

Most candidates use one strategy everywhere. That's the mistake.

Your strategy must depend on the system.

s
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General Hiring: Centralized Systems

Filtering is non-technical at scale

Example Role: Machine Learning Engineer @ MAANG

Application ATS Recruiter Shortlist Interviews
J \ J
) 4
! Shortlist Percentage: “10%
S Interviews:
1 + I
000+ applications . Early rounds:
Non o General interviewers
Recruiter (Centralized) Technical o FoundationsTesting
*  School/Company Names o Aggressive Candidate Filtering
* Roletitles
e  Structure * Later rounds: Team Members (or) Hiring Manager
How to avoid ATS? Answer: Referrals Interview probability: Low—Medium

Final hire rate: <10% (often much lower)
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Specialist Hiring: De-Centralized Systems

Optimizes relevance and fit.

Example Role: Camera Architect @ MAANG

Application Recruiter Shortlist Interviews
\ J \
) 4 ) 4
! Recruiter (De-Centralized) Shortlist Percentage: <10%
* Hiring Manager + HR
< 300 applications « Domain Match } Interviews:
* Past Relevant work * Hiring Manager directly Involved.

Technical ° All rounds:
o Domain Experts

* Referrals | |
«  Keywords :l- o People you may directly work with.

Signals

What if | don’t have a Referral? Interview probability: Very Low

Answer: Show (vs) Claim. el [ te: Hiah (if alianed
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Early-Stage / Seed-Stage Hiring

prioritizes execution over credentials.

Example Role: Founding Software Engineer

Application Recruiter Shortlist Interviews
\ J \ J
J A 4 A 4
., Recruiter (De-Centralized) Shortlist Percentage: High (if you reach out)
* Justapplyingisn‘t enough: *  Founders/small core team

o Direct Outreach *  NOATS, no formal pipeline Interviews:

o Collaboration Signals * Founders and Future Teammates
« Referrals o Real Problem Discussions
e Visible work o Hands-on Tasks, Short Projects

What if | don’t have a Referral?
Answer: Show (vs) Claim.
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Interview probability: High
Final hire rate: Low (Execution based)



Generalized (vs) Specialized (vs) Unstructured

General Specialist
SSREES (Centralized) (Decentralized) W
Applicants Very High Moderate Low
Screening HR + ATS HM + HR Founder/Team
Technical Filtering . .

(Early Rounds) Sk gl rligh
Time to Response Medium Slow Fast
Interview Chance Low—Medium High (if aligned) High (if reached)

Best Strategy Visibility Relevance .

(Tailored) (Presentation) (Domain Alignment) Dls: ouiEaeh

Best Strategy Referrals Referrals Referrals

(Common)

Most people fail not because they’re weak, but because they’re using the wrong strategy for the system.

J 7 PURDUE  casottmocuin

UNIVERSITY



Agenda: Cracking the code of Hiring

Mechanics
Recruitment Pipelines

e The Bad-Hire Problem * Application to Inbound Leads

 Why Virtual Floor & Onsite  Show, Don't Tell
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screen to final offer
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Agenda: Cracking the code of Hiring
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Interview Logic

e The Bad-Hire Problem

* Why Virtual Floor & Onsite
Ceiling

THE HR RECRUITER [kit-: 1)

| know exactly what

_/ Searching for .th"-:' ~ ( the company needs to
unique, “low-risk .l minimize its $70,000
- bad hire risk...
[cite: 3.1)

Focusing on Yg
technical  \

)
0, & 13
O
0] 4
exar Ll
needs to minimize { i
its ’ A\ technical concepts...
risk being bestin all ¢
e 53 (e technical concepts.
elusive piece : [cite: 4.2 i
N Why isn't my Python
== foundation enough
g for the onsite, {
intuiti /
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Interviews evaluate you.

3/31/23

G



Why Interview Exist

JOB HUNTER THINKING THE HR RECRUITER
Ineedtob 2 Looking for Who's the safest
OB L ol R

technically./ /3 3 the job?
| need to be
the best

technically.

2/

= PUBUCAUON

‘HIRING IS A RISK DECISION, NOT A TALENT SEARCH.’

Wrong hire = time, money, team impact
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Best Candidate # Selected Candidate

Companies hire the candidate who minimizes “Risk.”
But What is Risk?

“Best” Candidate

“Reliable” Candidate

Occasional brilliance

Consistent performance

Risky signals

Predictable behaviour

Hard to evaluate

Easy to trust

High upside

Low downside

Reliability beats brilliance in hiring decisions.
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Why Multiple Rounds Exist

Each round evaluates a different type of risk.

THE INTERVIEW JOURNEY WHAT INTERVIEWERS EVALUATE
(HR vs CANDIDATE)
Each round removes a different type of risk. | g
perspectives can this person
- A bring to the table?
P o G R G e
TN FUNDAMENTALS (T 7 RPRASPRCTIVE |||\ hmeksoscaterset <
i ! = ) <
A — — _ ,, COLLABORATION
< g SY _ &X o EFFECTIVENESS _J |
Mid Rounds : ' :

B2/ T w=%_  FinalRounds:__ ||
R (. \  EVALUATES || |
== \3\‘:' - READY-FOR-WORK |

EVERY ROUNDANSWERS ONE QUESTION FOR THE COMPANY.
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Why Multiple Rounds Exist

Each round evaluates a different type of risk.

You're not being tested on everything. Each stage
Isolates a signal.
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What Actually Gets You Hired

Interviewers question:

“How smart are you?

s

uuuuuuuu

Can | TrustYou?

WEAK ANSWER

Q92

“Walk me through
your approach.”

let me code it.”

PURDUE

College of Engineering
UNIVERSITY

“I think we can use
a hashmap... yeah...
that should work...

STRONG ANSWER

“Let me start wnh
a simple approach,
then optimize.”

j-smucrumzn THINKlNG

Measured: lacks rotally
Measured: predictable approach

CLARITY & REASONING :

Measured: deep understanding &

‘BUILDS CONFIDENCE ‘

APPROACH 2:
HASHMAP (0(n))

APPROACH 1:
BRUTE FORCE (0(n?))

“We can reduce thl
using a hashmap
to O(n)."

/“Brute force would
be O(n?), which is
\ too slow.”

: extra space, butit's
[

"T trade-off is !

acceptable here.” &
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What Actually Gets You Hired

::::::

*=|Can | Trust You?

Tell me abouta '\
'\ challenging project. &

/" @ The challenge was X (context).
@ My role was Y.
@ The main issue was Z.

7 Tworked on a project... \
it was hard... but
we solved it...

CONTEXT: ROLE: ISSUE:
The (hall:nqe My role was Y | | The main Issue

85

I approached it by... )

e
- : missing §
- examples) i

=) ¢®) UNCLEAR STRUCTURE. s f
| Measured: difficult to
~ follow logic)

v

d :/ SPECIFIC EXAMPLES

‘ e (Measured: concrete details
gI—"" | provided)
- Ve

l l , () ORGANIZED NARRATIVE
B The result was... Jil YR (Measured: logical progression)  J8

i [ In hindsight, I'd improve...

~N (V) RESULTS-ORIENTED
I (Measured: clear demonstration
S| of success)
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What Actually Gets You Hired

Interviewers question: “How smartareyou? |~ |Can|TrustYou?

Good candidates give answers.
Strong candidates explain their thinking.
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Agenda: Cracking the code of Hiring

Interview Logic

* The Bad-Hire Problem
* Why Virtual Floor & Onsite

Ceiling

Interviews are designed to
reduce uncertainty about you.

THE HR RECRUITER [kitc: 1)
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Agenda: Cracking the code of Hiring

So how do you make companies see you as a low-risk

E

PURDUE

UNIVERSITY

candidate in the first place?

College of Engineering

Strategy
The Inverted Triangle

» Application to Inbound Leads

« Show, Don’t Tell

LinkedIn, X, and Personal
Portfolios

THE HIRING DISSENT......
EMPLOYER'S PREFERENCE w1

' <« Finding “Safe”
\ REFERRAL  PROOF OF omecr/ Candidates
- WO OFFER

A “Best
v CANDIDATE A
38, DISCONNECT( i, {2 Y
fote: 4.2 o

Relying on “Least™

B eppmcmes’r' Preferred? Methods
: TEAM

SS \ ATCHING
‘eoumssres gt
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How Employers Hire vs How Candidates Apply

The Inverted Triangle From Within.
1 Employer: | want to hire someone whose work I've already seen. 6

Using Proof.
i ielugigarilippd 2 Employer: | need proof of work before | invest on the person. 5

Using a Business Colleague
Employer: | need someone who can vouch
3 for the candidate. 4

WHAT COLOR

IS YOUR Using a Talent Agency
PARACHUTE? 4 External Recruiter or Agency the 3
2020 company trusts
CAREER-CHANDERS Using an Ad
5 Job Posting by the 2
company

Typical Way Employer
Prefers to fill aVacancy 6

Typical Way Job-Hunter
Prefers to Apply

Posting
Resume
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How Employers Hire vs How Candidates Apply

Why does such Mismatch Exist?

* Employers = Minimize Risk
* Candidates = Maximize Reach

1\

From Within.
Employer: | want to hire someone whose work I've already seen. 6

Using Proof.

2 Employer: | need proof of work before | invest on the person. 5

Using a Business Colleague

3 Employer: | need someone who can vouch

for the candidate. 4

response.

This is why most applications rarely get a

4

E PURDUE College of Engineering
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Using a Talent Agency
External Recruiter or Agency the 3

company trusts

Typical Way Employer
Prefers to fill a Vacancy

Using an Ad
Job Posting by the 2
company

Typical Way Job-Hunter
Prefers to Apply

Posting
Resume
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Chances of Getting an Interview

Typical Way Employer From Within.
Prefers to fill aVacancy Employer: | want to hire someone whose work I've already seen.

Using Proof.
C) =
47 % Employer: | need proof of work before I invest on the person.

Using a Business Colleague

33 % Employer: | need someone who can vouch REFERRALS @

for the candidate.

Using a Talent Agency
B 9% — 28 9%\ External Recruiter or Agency the

Depends on several Factors
Agency Reputation, Your skillset, etc.

company trusts
Using an Ad
— 4 9% \ Job Posting by the
IS YOUR C()rT}F)Ear])/
PARACHUTE?

2020

Typical Way Job-Hunter

If resume is clear 7
Company is very relevant
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Prefers to Apply
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What If You Don’t Have a Referral?

Then you need to create PROOF.

What do | mean by Proof ?
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Show (vs) Claim

Recruiters don't trust claims. They trust evidence.

If you show your work, you reduce uncertainty.

:}Nhat you say : What you show

“But can they
do the work?"

Amplitying visibiiity
on I.lnkedn
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Show (vs) Claim

Recruiters don't trust claims. They trust evidence.

If you show your work, you reduce uncertainty.

If no one sees your work, it doesn’t exist.

One strong post can do more than 100 applications.
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How to Increase Your Chances
Hiring = Risk Minimization
Visibility > Applications

Proof > Claims

Don't just apply. Position yourself.
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LinkedIn

Thank You

For any questions feel free to reach out to me on
LinkedIn
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