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Self-presentation 
& Interview

4.1 The interviewer 
introduce themselves and 
explain the next steps. 

4.2 The candidate is 
asked to guide through his/
her résumé.

4.3 The candidate is 
given the task to discuss 
a technical problem. (e.g. 
how would you design the 
data structure for a menu 
tree)

4.4 The candidate 
now has all the time he/
she needs to ask his/
her questions about the 
position and the company, 
or  anything else relevant.
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Note: Is the résumé in 
an adequate format, well 
structured and well written?

Note: Look for things 
indicating passion. (e.g. active 
in open-source projects)

Note: Make sure to answer 
within 3 working days after 
the candidate submits the 
résumé.

Note: Phone screen is a great 
tool, as it saves time of everyone 
involved.

Note: A videocall via Skype can 
be an efficient alternative or 
add-on to a classical phone call 
and is even more personal and 
authentic.

Note: Make sure to schedule a 
potential in-person interview 
within the next 10 working days.

Note: 5.1 could be decoupled from 5.2 ff. for organizational reasons

Note: 5.1 is comparable to a typical job interview. 
In case of any considerable doubt after this step, stop the hiring 
process and communicate the reasons openly to the candidate.
This is nothing you or the candidate should feel afraid of.
We’re very picky, as we’re  looking for the *perfect* match for any 
position. Thus identifying mutual incompatibilities at this stage is 
rather the standard case than an exception.
It’s no one’s fault and really no one should feel bad about this.

So be frank and don’t waste the time of the candidate.

Note: It’s very though to solve 
the task completely, though it 
will give us very detailed insights 
on the candidate’s understan-
ding of software design and how 
he/she gets things done.
It also gives valuable insights into 
the potential personal fit, as the 
task needs to be solved in pair.

Again: In case of any 
mentionable doubt after this 
step, stop the hiring process.

Note: Make sure that the 
candidate really openly asks any 
important question. It is very 
critical to us, that the candidate 
feels as confident as we do, that 
he/she is the perfect match for 
this position.

Note: Make sure that your 
feedback is honest and compre-
hensive. Talk about the positive 
and negative impressions and 
give very concrete examples.

Note: Make sure that the offer 
is fair and competitive.

Note: Make sure that 
expectations are communicated 
to the candidate.

Note: Make sure to make an 
offer/ give feedback within 
5 working days after the 
interview.

First Contact
The recruiter or candidate 
initiates the first (informal) 
contact, via email, social 
media, job board, home-
page, …

The candidate is asked 
to hold his/ her self  
presentation and project 
presentation, followed by an 
open discussion and some 
common interview questions.

Software 
Engineering
The candidate is asked 
to develop a piece of 
software in pair with one of 
our experienced software 
engineers.

Snack & 
Office Tour
The candidate gets some 
time to relax and see how 
we live and work at ICANS.

Q&A Session 
The candidate gets the 
opportunity to pose any 
open questions about the 
company and the job.

Wrap-up & 
Feedback
The candidate and the 
recruiting team both give 
feedback.

Have A Beer 
(optional)
If there is enough time, let’s 
go and have a beer after 
this challenging but very 
interesting day.

Offer & Hire
The hiring committee makes 
the final decision and commu-
nicates the offer to the can-
didate. As the candidate still 
is very smart he/she instantly 
signs the offer, joins ICANS 
and lives happily ever after ;)

In-person Interview
The in-person interview is a multi-staged process with several 
break points, allowing to get all needed insights, without 
wasting the candidates time.
Participants: The future line manager, 2-3 of the possible 
future colleagues, 1 Human Resource Adviser and at least one 
additional senior manager.

Candidates Résumé
As the candidate is very 
smart he/ she identifies 
ICANS as a great company 
to work for and therefore 
instantly submits an inspiring 
résumé via email ;)

Recruiter Screen
The recruiter screens 
each résumé for technical, 
educational and professional 
requirements and last but 
not least checks if the 
candidate is a personal fit.  

Phone Screen
The phone screen is done 
by the recruiter and if 
reasonable a potential future 
colleague or superior. 
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	 2%	

Applications 
(Step 1. - 3.) 
	Phone screens 
(Step 4.)

Interviews 
(Step 5.1)

Interviews 
(Step 5.2 - 5.5)

Hires 
(Step 6.)

Channels

Core questions
■ Is the candidate smart 
and results-driven? 
(talent > specific skill set)
■ Is the candidate passionate 
about what he/ she has done 
yet and will the candidate be 
passionate on what he/ she is 
going to do at ICANS?
■ Will the candidate fit the 
future team? 

General Interview Tips
■ Always create a friendly, 
relaxing atmosphere.
■ Be open and honest.
■ „Why?“ is a great question 
for interviews to easily check 
if the candidate actually 
understands what he/ she is 
talking about.
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How to hire?
The ICANS Hiring Guideline – Example For A Software Engineer

Core principles
■	High quality – Hiring the *perfect* match is key to high performance teams.
■	No doubt – Any mentionable doubt at the end of the process leads to a NO HIRE.
■	Fast-paced – The early bird catches the worm.
■	People-driven – Individuals and interactions over processes and tools.

Job Boards

Agencies

Online 
Presence

Other

Referral

Note: This drafted process is the result of some years experience 
at ICANS. Use it as a guideline and feel free to adjust it as needed.


