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[00:00:00] Lauren Ipsen
English:

Regardless of whether or not you're hiring, you should always be keeping a pulse on the market. That is
the most important thing. And | think that should be the case for both candidates and folks that are
hiring. Like, you never want to put yourself in a position where you have no idea what good looks like,
whether that's from a company standpoint or from a candidate standpoint. So, both parties should
always be having a good understanding of which companies are thriving, which individuals are building
great things and are well known commodities in their organizations and get great references.

FROCERIR:

TIARITER T IEEIEEE, RENIZIGLRIFHIANSETAZR (keeping a pulse on the market) . XE&HE
EMNER, WANTLRIFEALZIBES IR AL, FEREILIBSATF—MHEL2FTME “BFE K4
(what good looks like) BIIEH, TIEMATAEEERERENAEREHBENL, Fit, WHEBRIZEREHLE
NEEEENLRE, WEAEELEFERNT R, FEEMINNARPRRAAAMN “EFK” (well known
commodities) , BfERENC™,

[00:00:35] Lauren Ipsen
English:

Oftentimes, | encourage founders to simply chat with what good looks like and get a really good sense of
what benchmark candidate profiles could be, and who knows where that person will be in a year or what
have you, but staying really, really close to really great people and using them from an advising capacity
or getting them ingrained in some type of involvement in the product prior to actually having that
specific need, | think, is really important.

FRCERIR:

HREBEMEIBAEZMERLERR “NF" AN, MMmX “BEREABEEK” (benchmark candidate
profiles) H—1EMBIIAIR, EHERBNA—FRZEWER? BEEFZEREBREFIRZA, SMBEHA
RFERER, RS H (advising capacity) #BiE], SELMNIUEMEAS5E~aH, HIAAX
FEEE,

[00:01:05] Lenny
English:

Welcome to Lenny's Podcast. I'm Lenny and my goal here is to help you get better at the craft of building
and growing products. Today my guest is Lauren Ipsen.



AR ERIE:

SRIMRE] Lenny BHER . FHE Lenny, ENBIMEEBFRAMEME K™ RHKEE (craft). SKNEER
Lauren Ipsen,

[00:01:15] Lenny
English:

One of the most important skills for founders and senior product leaders to develop is the ability to hire
great people. You won't be able to build the best company or the best product if you can't hire the best
people. And Lauren is one of the most experienced and successful people in the world when it comes to
hiring product leaders. She's placed over 80 senior product leaders across tech companies and has
worked with some of the biggest companies out there. When | asked a bunch of really smart product
leaders who their favorite product recruiter was, Lauren's name came up a ton.

FRCERIR:

IR ARERZmATEFTBEEFNREEREZ—, MEBBERBATIES. NRMBERIKMFZHIA,
MR ER LRI AR ST ERFI™ M. ARBTmMTESH, Lauren E2XRELRARMINBAL
Z—o WEANBARKABTRET 80 ZRHFRTmMTE, A5 —EMARKATNEIENF. HFKXi0E—EEEHA
B S E R M RERmIELEY, Lauren BIRFHRIZN T TR,

[00:01:46] Lenny
English:

In our conversation, we get super tactical about what founders need to do to find the best product talent,
what product managers should be doing during their career to give themselves the most opportunity,
and we also touch on what recruiters themselves often get wrong when trying to attract great talent. This
episode is rich with actionable advice for basically everyone, and | am really excited to bring it to you.
With that, | bring you Lauren Ipsen.

FRZERIE:

FEENNIHEPR, BAVERNRITIEE LR (supertactical) BV BIBANZMAIFHRINR=@AL, =&
FBFRWVEERPNVIZMEFARKNBECRIEESZINE, RIESHEBEARERSIMNFASAREEILHE
iRo AERNBRA T WNETABEANKRREN, REBHDEIELECEMAAK, TEH, LFHIIWE Lauren
Ipsen.

[00:02:12] Lenny
English:

Who has an opinion on internal tools? Internal tools are something you probably don't think about until
you have to, or it probably didn't even occur to you to think about them, but if you work at a big
company, you probably have a bunch of one-off custom apps or dashboards that are laser focused on just
one job to be done for one specific team or just one role, and they're always such a huge pain to build and
maintain. And that's why I'm such a big fan of Retool, and why | think Retool is so popular. Retool allows
teams as small as just one person to build a suite of custom internal apps in a fraction of the time that
you think it takes. The productivity gains of custom apps is now within reach, not just for large

enterprises, but for small teams as well. And as you scale your company, Retool scales with you.



AR ERIE:

ENABTABELR? ABTAEERFEIFASFTENNAZEEENKRA, HEMEERSLEICEN.
BINRMMEARATLE, MAEIAE M RXENEFRNARNERE, ENRATEITENMERANSABHIRE
I “FFMMESS” (jobto be done), MXLETAEMWEMAIFEEILARNE. XMENTAFKRZ Retool HYESE
¥r4z, g Retool FNLZIIMHIRE, Retool £IFMRRBE—ABVNERA, WBAELIMRIERIRTEIEE —EEHIBY
NENA. EFRINAHRNEFDRADERFIR, FMOERTFAEEL, WERT/NHAM. BERATM
1R K, Retool BEMEZY o

[00:02:57] Lenny
English:

Snowflake saves about 26 hours a week of manual spreadsheet work with custom internal apps built on
Retool. Amazon uses Retool to handle GDPR requests. Thousands of teams at companies like Coinbase,
DoorDash, and NBC collaborate around custom-built Retool apps to operate with greater efficiency.

FROCERIR:

Snowflake i@id7£ Retool EHEMEHINIE, SERATETY 26 NN FohBEFREITE, LI HEER
Retool 2012 GDPR (RREB@FBEUERIFEMI) 5K, Coinbase. DoorDash #1 NBC ZATIHIETFNEI N ERTE(E
FEEHIH Retool N FFITINME, MUSEMESHIEZERE,

[00:03:17] Lenny
English:

Maybe you've thought about using Retool before but just haven't, and I'm here to tell you that now teams
of up to five can build unlimited Retool apps for free. Get started today at retool.com/lenny.

FRCERIR:

WIFRLARTE & 2 Retool (BIR&1TEN, HIMAEHIFIR, MERS 5 ANEIFARTI AS ZEITEZTIRER Retool
M. $XFtiAIE retool.com/lenny FFHAIE,

[00:03:31] Lenny
English:

Today's episode is brought to you by Miro. Creating a product, especially one that your users can't live
without, is damn hard, but it's made easier by working closely with your colleagues to capture ideas, get
feedback, and being able to iterate quickly. That's where Miro comes in. Miro is an online visual
whiteboard that's designed specifically for teams like yours.

FRCERIR:

SREVTTE A Miro B8, 8I&E—1 = m, fEE’iJ:FﬁF%ZU-TE’\JF‘:%, BIREEMRRN. EBIE5RERESE
KEIRIEE. RRIFHREIEAN, FUXHFEREZE, XHZ Miro WARZ M, Miro @—PMELMRSE
R, TRAGIMRIIZFNERILIT

[00:03:53] Lenny
English:



| actually used Miro to come up with a plan for this very ad. With Miro, you can build out your product
strategy by brainstorming sticky notes, comments, live reactions, voting tools, even a timer to keep your
team on track. You can also bring your whole distributed team together around wire frames where
anyone can draw their own ideas with the pen tool or put their own images or mock-ups right into the
Miro board. And with one of Miro's ready made templates, you can go from discovering research to
product roadmaps to customer journey flows to final mocks.

FROCERIR:

PR L, HFEA Miro KERIXE S/, B Miro, fRAJLIFIRESE (sticky notes). e, LBYRM. #&
ETH, EEINSERAMXEHITE~ DK, BEREAHEREN, (RERIULLED D HEELSREE
(wire frames) e, ERASAIUAEEZETRELECNRE, HEEERFERHREE (mock-ups)
B Miro EifR. f&Bh Miro FIILAIEMR, RETLATERMIBR LIS~ REELE, BRIEFRIER (customer
journey flows) MRALSFREERENSIE,

[00:04:24] Lenny
English:

Want to see how | use Miro? Head on over to my Miro board at miro.com/lenny to see my most popular
podcast episodes, my favorite Miro templates. You can also leave feedback on this podcast episode and

more. That's M-I-R-O.com/lenny.
R EIE:

HEEEHZWNMEMER Miro B913? 1FiAR3KEY Miro iR miro.com/lenny, EERRINIPHERERNH R
SKEY Miro 181k, FRIERIATE EENAEREE TG, WiLE M-I-R-0.com/lenny,

Ok

[00:04:45] Lenny

English:

Lauren, thank you for being here. Welcome to the podcast.
R EE:

Lauren, REEHRBIEIR, IIDRKEIAHEE.

[00:04:47] Lauren Ipsen
English:

Thanks so much. It's great to be here.
R EIE:

IFERE. REMERIIXE,

[00:04:50] Lenny
English:

I've been meeting to do an episode on product hiring and recruiting product people for a while, and when
| asked a bunch of smart friends who should | have on to talk about this stuff, your name came up a



bunch, and so I'm really happy that we're finally doing this.
FRZERIE:

B—EEH— X T aiBRENERTmAZ BT, SRR —HRBERNARIZEERIINX EIEEN, (REY
BFRRERN. FMUEBEEHINETHITT .

[00:05:03] Lauren Ipsen

English:

Me too. Absolutely. I'm grateful that you asked.
FRCEE:

B2, S, RRBBIRAIEISE,

[00:05:07] Lenny
English:

So, to help listeners get a sense of just your background and kind of the journey you've been on to get to
where you are now, can you just spend maybe just a minute kind of talking through the wonderful things

you've done in your career and what you're doing now?
FZERiE:

ATILIRART R ERURIMREERSRAAIE, (REE—DHEARNE, FRNA— TRV EEHRED
HURS R H B LU AR EE R TAEIS?

[00:05:19] Lauren Ipsen
English:

Yeah, absolutely. So | started my career in broadcast. | originally thought that | wanted to be on the news
and quickly realized | didn't necessarily want to be the face of sadness. There's a ton of that happening in
the world.

AR ERIE:

8. BRI EEGRTI EBEMRTL. ROZBMFHEERE, ERRZINFHATERN “EHHOKS
AN o BEREXMER ERETARZ S AEINES.

[00:05:36] Lauren Ipsen
English:

So, made a pivot pretty early on and thought, where could I use the communication skills that I've been
working so hard on and do something that's impactful in a big way, but maybe just with a little bit of a
different angle? And stumbled across executive search.

AR ERIE:

FRUBRAERREMERET, BAESE: HMEERAIIRELNDEBRIG, EM—EEEAFMA. BUARKEER
FEINEBER? TRRBAZEMETSEET (executive search, BIEEEX),



[00:05:52] Lauren Ipsen
English:

Exec search is not really something that people major in college by any means or think they're going to
end up doing. So it was something | found fascinating. | had applied to all of these different companies
like Twitter and Snap and Pinterest, hadn't heard back from any of them, was a name in the resumes, and
thought, well, how cool would it be if | could work with all of them and have an opportunity to play a part
from a different lens?

AR ERIE:

SEEIFERVABAMIEARZERENT L, BRBARMEBPREMENIRL, ERLAMEEFEEXA. HER
Twitter. Snap # Pinterest &M AT KEEH, BEAKE, REEHEEN—TEF. FTERHEE, NRK
BESMAEXLERTAEE, HENSMNS— M IAS5HEHD, BZZEM?

[00:06:18] Lauren Ipsen
English:

So, got into exec search, was really focused early on on consumer mobile build outs. Was doing a lot of
work with Twitter and Reddit and TaskRabbit and Nextdoor, Postmates, you name it, and that was
probably 85% of the work | was doing. And then as, on the agency side, 15% was obscure, autonomous
helicopters selling into the Department of Defense and then retail and robotics, and it was all very
fascinating, but for me, who has wicked bad ADD, it was amazing to be able to be so stimulated by so
many different industries and feel like | couldn't really master this.

FROCERIR:

FRERHFANTEEEIOE, PHEITEHBREIHEEIPARNARE. HE5 Twitter. Reddit. TaskRabbit.
Nextdoor. Postmates FEREETE, XA G THIIER 85%, EIELAE (agency side) HAjE], FITHY
15% 2—L2 1 1euE, thamERREHEE T ABEAN, TESEMVBATEAR, X—IIEBIEBEKA, WFHEX
NEEEEFRNMEIE (ADD) BARR, BERIXAZAETINESR, HREIBSKELETSE “HE”
FrEuE, XMREIEXET,

[00:06:57] Lauren Ipsen
English:

So, long story short, had an awesome career at Daversa Partners, which is a boutique executive search
firm, and thought | was going to be there potentially forever. Was tapped by a awesome individual, Abe
Shafi, who was founding a company. | had been doing a lot of work for them. They were a client of mine
at the time. Placed a couple great hires and they said, "We're either going to kick off a head of talent
search with you or you can come over and join us." So | was the first recruiting hire over there, built out
the talent function in its entirety.

FROCERIR:

KIEREYL, FKTE Daversa Partners (—HREmBEEAQE) EIT —BRIEEHNRWEE, XUNE—HRFE
MR, Ak, —(IHFEHLBERAL Abe Shafi #EI T3, MHUIEELIN—RAE. HENMIMEIRS I,
ISR ERNER. EEMITBILNMBAZLE, IR “BINZARMRERNNEI —UAFT AR

(Head of Talent) , ZEARFRREZMAH].” FRHEMTMENE—(HEIEAR, NEFWEWETENAST

HRRERBI o



[00:07:27] Lauren Ipsen
English:

| definitely think there was a part of me that I loved the operating experience, learned a ton, worked side
by side some amazing people, but was really missing working with founders, and lots of them, and
keeping a pulse on the market. So General Catalyst tapped me most recently, and been working here for
the past couple months, and it's been great thus far, and I'm specializing in our consumer and crypto
investments.

AR ERIE:
SRR EINBRERSLIRLEAL (operating experience) , ¥EITHRSZ, H5—LTRRHIAHBIEHS. BEHREMN

RAESERZBAGIE. HRZZETZIGERRED. FTLGE General Catalyst (KigEE) #HEITH,
AXETETVNA, BRIREIEERE, REBEMFTRIFERMMBLENRBTANATS L1k

[00:07:51] Lenny
English:

Awesome. The fact that you're at GC now makes me think about another recruiter that | know who's
awesome, Austin Brizendine, and it's interesting that a lot of the best recruiters seem to be heading to VC
funds, and I'm curious why that is happening. Is it like a comp thing? Is it other things that are pulling

everyone away into funds?
FRCERIE:

KET o RIFETE GC, XiLHBERINRNS —(IAFRIEEE Austin Brizendine, REER, RETNRM
BREAGMFHEEXRES (VCfunds) ., RBREFTFTHTAZEE. BRAHM (comp) 5?7 EE2HEHEM
HRIBAREKRSIZ T EEQE?

[00:08:09] Lauren Ipsen
English:

It's a great question. It's definitely not a comp thing. I'll say that. | think it could be a stability of life thing.
Search is incredibly volatile, and you have to hustle so hard, and as soon as you have three wins, you've
got four more things to execute on. And so, there's aspects of it that can be tough, especially in a market
like right now where you really do have to chase business and you can't be selective about what you take
on, so you could be pitching things that maybe you don't necessarily believe in in its entirety or what
have you. So, | think that's one component.

AR ERIE:

XN, HiFH, BUNAZENFW. FINNFTERRNEEZNRE M. JEX1TI (Search) Kzt
]RR, RpFHtenER, NBE=Z1T8F, XANUMESEFEMR. FILBELERFES, LERERENTG
R, ROREERILS, ZERIEHRE, ERMEESEEE—LRE ST T2BENTR. HiAN
XE—THEZE.

[00:08:39] Lauren Ipsen

English:



In house is obviously difficult right now as well for talent leaders. It's really scary to take a bet on one
single company right now and know what it's going to look like six months from now. And so | think those
things combined might be the reason for an influx in folks leaning more towards venture, and | think it's
just timeliness.

FRCERIR:

MNFEIRE (In-house) WAFAATARE, MEEALRER. TEAINIFET, EEIHE-—RATS
£, BFRMESRTMARERRA AR, XERAMEN. MUKIANIXERRESTE—R, AEESHATRR
MIKTIRHRE, KRS XANEZ I BER,

[00:08:59] Lenny

English:

Got it. That makes sense. The downside is it's hard for people to find awesome recruiters because once
you're in a fund, you're just going to help those startups. And so we're going to talk later about just how
do people find awesome recruiters, what do you look for? But there's roughly three things | want to
spend our time chatting through today. One is for founders and hiring managers, just how to find the best
talent and what they could do to be successful finding the best talent. Two is for product leaders and PMs,

how to give themselves the most opportunity from the flip side. And then third is just for recruiters, what

do they often do wrong? How do they miss out on the best product talent? Does that sound good?
R EIE:

AT, AEl. RREAMVRERINTHIEXT, RA—BRHEATEE, FRIRAPLERKZDEQFMK
Fo HANEESWMIATZMEAREINFNBEAR, URZBEEN 4. SREBW=HF: £—, ixtln
ANEEEE, MEREITRRAT UNRMERINEEIM]; 5=, #$X~mRAREM PM, NE—EE, WEA
BotlERZMNE; =, HHBEEAR, MNEELHAHE? AFASEIRMAFNTRAT? ZHELH
aIEAg?

[00:09:37] Lauren Ipsen
English:

Yeah, that sounds great.
FRERIE:

98y, IEERIRIE,

[00:09:39] Lenny
English:

Okay, cool. So on the hiring front, just diving in, say you are a founder, you're someone really early at a
company, and maybe you've got a couple PMs and you're starting to think about we need to hire a really
senior product leader or first senior product leader.

AR ERIE:

¥ XTHEE, RMNERIANES. RRME2—ILIBA, ATFTATIFERME, FTAERE/LDPM, R
IBERFERF—UIFERRNTRIARE, EBRE —(URRTmIAFE,



[00:09:52] Lauren Ipsen
English:
Sure.

FRCERIR:
BAH.

[00:09:53] Lenny
English:

What do you find is often the biggest mistake that founders make when they're trying to hire their first
senior product leader?

AR ERIE:

AN AERERES —(IHATmMTEN, REILHREMTA?

[00:09:59] Lauren Ipsen
English:

| think especially for founders that haven't hired for this caliber of talent in the past, it's really easy to be
distracted by shiny objects and look at huge names. You want to find the CPOs of Google and YouTube or
what have you because that seems like it would be such an incredible opportunity for brand recognition.
And to an extent, it is. But the fact of the matter is, oftentimes those individuals are pretty far from the
work and have a great team of executors that they've put into place that are actually the ones that are in
the weeds.

AR ERIE:

FAA, TEEXNFTRLEUMMARBEIXMEINATBEIBARKR, REZHK “EMALNKRA" (shiny
objects) DEUERS, RITEMEABRBHIAY, R Google  YouTube BY CPO ZEHIA, EHXM
FREAMBINTENLENS. EEMEE LHSNL, BFELE, XEREBBEEEHBE—LIFRA
T, NFTE—XMBRITAR, BBLEAFZBEERANAT (inthe weeds) FERIA.

[00:10:33] Lauren Ipsen
English:

And so | think that's the biggest mistake | see people make, especially on the hiring front where they have
limited resources, and maybe they're an early stage company and trying so hard to bring in big names is
not always the best way to go about it because the fact of the matter is they need to go then hire a team.
So, | think looking for someone that's a little closer to the work, maybe someone that can step up into
that type of role and do so in a way where some days they might actually be operating like a PM and then
other days they might be able to build from a leadership perspective, that's more of the DNA that people
should be targeting.

AR ERIE:

FAUFINAX RN IHIRAEIR, CHEARFRRNEBES. MTFEHARRKNR, HROB5IFEXAYH
FEERERR, AARKE, MIEREEFIBER—THEMN. Blt, BIAANZIHBLEE—LT(FER



A, thIFRACLEREBMEX NMAE, HAMEESR PM —#Xig, XNEMNASHAERITRIENA. XATEA
NRiZF B4 B (DNA)o

[00:11:09] Lenny
English:

Do you think the source of the issue with that going wrong, that they no longer can do that work as well
because they've been shielded away from the tactical day to day? Or is it that they're not as hungry as
they used to be and they're just like, "I already, I'm a YouTube 10 year super success, | don't need to prove

myself anymore," and they're just not as hungry, or something else?
R EIE:

RARERENRRZER AWK E EBERFRAA, SHABERPELFET? R2EAMIIABEURIAR
BB T, BT “RBLE YouTube BRINT 10 5, AREBIEFABCT” , FRURZ7? B2
AIRE?

[00:11:29] Lauren Ipsen
English:

| mean, I'm not going to sit here and say that all senior leaders aren't hungry. | think that there's some
folks that really lean into the work in a different way and miss that, and often go to startups because they

crave building.
FZERiE:

BHTBRFIBERRASELLAND . HINNEEABLUFTRNARXRNLE, MITFSIMEDR, £
BIRBEIEREAMITEE “MEEE” HEIRIE,

[00:11:41] Lauren Ipsen
English:

So it's not necessarily that, but | do tend to lean towards folks that have a chip on their shoulder or have
something to prove and want to build a name for themselves. All of that to say, there's a reason that a lot
of those people got to where they are, and some of the best talent are some of the senior folks, but just
maybe not necessarily the best talent for where this company is today. Right? It could be great for 10
years down the road, but the past five years of that individual's career could have been far more focused
on camaraderie, team building, operational components, performance reviews, and then aspects of
product vision, which just might not be the innovative AB testing type of profile that you typically look for
in these pre-IPO companies.

FRZERIE:

FRAAR—E R DR, BFRHIEMEFIRL “BE—NIL” (have a chip on their shoulder) 2 TFIE
BHEC. BETmMESHA, RN, BLEAERISINEERERAN, —ERMAFTHWATRIEZR
AL, BHMRBEXRAT “UME REFEENAT. WIE? tiTaIESAE 10 FEHNEF, BEERF
2, IRV ELFRESEERAMNSE. BEAEIE. EEAMNG. SRIHEUR=RERL, MXTREHAR
E pre-IPO AEEE FHMBRME E T EIFA AB MK E &R



[00:12:27] Lenny
English:

Got it. | imagine there are stories that you can share about people you've placed like that, that have not
worked out. If you can share one, that'd be awesome. But maybe a side question is the general advice,
just don't assume someone that's been successful at a big company with a fancy background is going to
be great. Sometimes they work out, but not always, is that kind of the takeaway?

AR ERIE:

BAH. HRR—ER —LEXTXEAS RERAKEMRIBIRERSG. MRIMMEDZE—, BRAKET . FIIRE
=T, HBHNENETFZ: FERE—IMEARBREAHEERANEHINAM—ESIRALE, Bl
117, EHIESEML, XRIZOLEIET?

[00:12:46] Lauren Ipsen
English:

Yeah. | would say the general advice is who is going to be best for this specific role at this specific time,
not necessarily who is the best talent in the world or in the market. Those are two very, very different
questions to ask. And | think early on in my recruiting career, | was often just trying to recruit these
whales of executives to try and prove myself and say, "Oh, | got this person to entertain this opportunity,
how sick is that?" But naturally, that's not necessarily the person that actually can move the needle. And
so you need to think very specifically. Just because this is the best talent, that doesn't necessarily mean
they are the best talent for this role today.

FROCERIR:

2. B2, HBHNENE: #ERER “IHIEZ” B “XTMFERR” , MA—ER “tRLE" & “Hi7
L£” EMBENAT . XERPMEARENRE. FHRRWVEERH, REBEHEBHRE “R&” L3NS E
KIERRBEC, & ‘B, RRALUXPAZEZIMIZT, Z24MW! *° BREAM, BIARGEEIERS
F£XBFM (move the needle) KA. FRIARREERFIEERE. NMXAANREARRIKRHAS , HAEEK
EEX I AEY THREAE

[00:13:25] Lenny
English:

So to double down on that, say you are hiring and you know you're going to start hiring a senior product
leader, what is it that you suggest founders nail down and iron out when they're kicking off the hiring
process, either on their own or with a recruiter? Like, in the job description, what else do they have to get
right to find the right person?

AR ERIE:

AT H—TEY, RIGIREREE, ARMNEEFRA—URRATRAFE, MENLILATB B RIZN
(Tt B CRERIEX), TERMAELMLESIBE? LhNERAER (D) F, EEMLER T MMM A
REFREIEERIA?

[00:13:48] Lauren Ipsen

English:



It's a number of things, like product leaders can come in a lot of different flavors, and so | think it's trying
to determine where this person should major and minor, where they should spike. Is this someone that's
going to really lean into the design efforts? Is it someone that actually kind of needs to just operate like a
very senior PM and continue to build out a team? Is this someone that really should be focused on
product vision for the long haul? And then thinking more holistically about how to build the rest of the
team.

FROCERIR:

BERZFE. "mASEARSMER, MUBREXTMAN “£E° M “WHE” 24, KL
(spike) EME. BEAMZEHORNIZITHIAL? E2AMEIR EFBEERER PM —1FHIR(FHASERERA
FIAN? BB IZKALT ETRBRNIAN? AREEELEMEBZNAARZEMNE R,

[00:14:12] Lauren Ipsen
English:

There's so many different ways in which you can hire for a product leader. So | think it's trying to work a
little bit backwards and think about, what is the actual outcome that we are trying to solve for with this
hire? Or are we just hiring a head of product because we feel like we need to hire a head of product?
That's so often what | see is the board's telling me we need to hire a head of product and | don't
necessarily think that we do, or I'm not exactly sure what we need in this role. And so whenever you're
starting a search in that regard, it's kind of doomed from inception, so you need to get incredibly granular
on the front end around, what is this person going to be coming in to do? What's their mandate? And if we
think about someone that's just absolutely hitting it out of the park and crushing it, what does that look
like? So | think just trying to be really specific on the front end.

FRSCERIF:
BEESMSEERSAANAR. FFURINANZER “PHEES” | I8 XX IBEBE BRI SEPRE
B (outcome) BHA? FRHBINNAZAAGREE “BFE” — I =RHRAMBE? REEFINBERZE, B

ERHERBEBFEB I ERAHTA, EEHFA—TERRFEE, IEBRFAEXTMABIIKREEMRTA. NRMFR
EXMIER THBES, M—FEMEEEK, FRUREEEFRAREIESAS: XMABRERTA? 1]
BfEd (mandate) BHA? MARFNTER—PARMKELEE (hitting it out of the park) , BB AEF
1? B2, sifi—EEEFEAR,

[00:14:59] Lenny
English:

| love that last piece, just what does success really look like for this person? On the first piece, that's
exactly the same advice | give founders when they're looking for a PM is like, what do you concretely need
them to do day to day? Not like, "We need someone to help us with product." And that often helps
illuminate, okay, | see. We need someone to help us ship more consistently. We need someone to help us
hire engineers. Yeah, just make a list. What are they going to do in the first month or two or three?

FRZERIE:

EEREEB—=, B ‘B PMARRIREREFTAL” . XTFE—R, XMHEAIBLTHK PM BILIIEA
HENTEE—HF: MMAKXZSEMIISRMAA? MARH “BNFEEAERINETR . XBEEHTER
BE&: B, ®BERT, BMNEEFABENEREM LM (ship more consistently) , HEHNEEEGA
BRINBEIRM. 289, 73NER, MESE—. EZHE=1TAEHHA?



[00:15:24] Lauren Ipsen
English:

Yeah, yeah, absolutely. | think those are the most important things. Like the 90 day plan is something
that's overused but so necessary, and that's just the tip of the iceberg. So that component and then,
okay, a year from now, what should this person be doing? Two years from now? Do we want them to grow
up into a CPO role? Do we think about that in a different way? How are we thinking about the product
direction today, 12 months from now, 18 months from now, through IPO? | think it's really difficult to
think about things that way, and so often you're thinking about the task in front of you and just trying to
iterate quickly, but that is the type of thought process that needs to be happening from the CEOs and
founders.

FROCERIR:
R, BT, WANXERREENSB. il “90 Xitk)” BARWRET, BHEEELE, MAX
RBAKU—F. BRTXD, RER. —FREXMANZBMAA? MERE? HANFBEMIIMREKA CPO 13?7 il

EEURENARBEZEXNEF? HINMFAEFSK. 128G, 18 1TAEEE IPOWF~mAME? FKAEXHE
BERME, RAMERIRIXERAPESHIZEREEN, EXZ CEO Mel AFEAEENB4TIE,

[00:16:06] Lenny
English:

Are there archetypes of PMs, if you just bucket like here's the three maybe most common types of product
leaders that founders hire, because there's an infinite list of skills and things they could do, but just to
make it even simpler, like here's probably one of these three you're looking for. Do you have something
like that in your head?

FRZERIE:

BxE PMBRE (archetypes) ? MIRIRECIBABEBHNRE RN/IM~mMASEIIN=E, FNKENR
RELRY, EATREREL, SRR “MERNAHMEX =82 . (RNFEEXFNIELD?

[00:16:25] Lauren Ipsen
English:

Yeah, there's platform product leaders or folks that are kind of more indexed on the infrastructure
components. There's folks that are typically focused on core product, or consumer product if it's on the
consumer side of things. And then you'll have folks that are really indexed and that can include UX
individuals, design folks. And then there's also typically specialists, so individuals that are really hyper-
focused on growth or monetization or what have you. Those are the three buckets that | would say | see
most often.

FRCERIR:

B, F—XEBTETmIATE, ABEBHEMNETEMIRBAFHIA. FXBEBLTETZO~@RBA, W
REHR, MBHERTm. FZRXEPLFEMNERLMAFE (UX) MIKIHTHA. I, BEETEEREA
7, LEIRELEFIEK (growth) S(ZIH (monetization) A, XMEREEBRIIN=KE,

[00:16:57] Lenny



English:

Do you feel like founders sometimes pick one of the wrong buckets and that's a common mistake, or is it
generally it's the wrong bucket but then maybe it's not the right spikes of skills within that bucket?

FRZERIE:

RIEFRIB AT SIEELEFID? XB— N MERNEIRE? FRIFEERIIENT, BiZL5 THAEMKREK
& (spikes) A2

[00:17:08] Lauren Ipsen
English:

Well, it's kind of twofold. I think sometimes people just bring in a head of product to do everything, so
that's probably not the best way to go about things. I think that ends up being a unicorn, which you hear
often in the search world, and it becomes really difficult to hone in on what good looks like.

AR ERIE:

XAERNAEH. HINAERANRAZB—INTmiRZARKM REFR" , XAEFTERENDE XEEAR
LR FHFMBN “274 /MAE” (unicorn), XEEARLERT, MAREREIRTAFNTERS,

[00:17:25] Lauren Ipsen
English:

And so | think again, it just comes back to having a clear org chart on the front end and determining, are
we hiring someone specifically to build out our walled garden ads approach, or are we hiring someone to
run product marketing, or are we hiring someone to help from a product perspective to build a better
core user experience? Those are all very, very, very different roles, and if you bring in one person to try
and do it all, the facts of the matter is, they're going to have to bring in some key lieutenants to help
them, so is that something you want to do or are you more focused on bringing in someone imminently
to help on the ad side of things, and then we can find that head of product to help them out down the
road?

FROCERIR:

FRUL, XX[EETaEEAEMNARRGE, FHE: HMNBBAZIHE “BiEktE XN &55%, &
RRANZEFETE (PMM), EZBAMTmAENEEFIZOAFPGE? XEREFE. FERENA
B, MRMMB—IARMAESE, UEBERZE, MO THBBE—EZOBIF (key lieutenants) RHEI, A4
XEIRRUSEIND? ERBIREMA T B —MEELZIBRT SiRAEBIA, UGB~ miAs AKiDEnfth]?

[00:18:05] Lauren Ipsen
English:

That's kind of the way in which | would architect it and think about it, is what's most imminent, and what
do you actually need to hire for today, as opposed to just hiring for the sake of hiring and bringing in that
leader.

AR ERIE:

XeEHEME (architect) MBEMHN: FARBEBRERN? MESRIRFERBITAHENAN? MAZBAT
HEEMmiEE, 5§83 —1 %



[00:18:17] Lenny
English:

And part of the discussion there is maybe they grow up into this head of product long term, maybe not.
Maybe we just need someone to ship the ads platform, right?

AR ERIE:

XERIIEHEE: WIFtIIKEERKATmRARA, BiFRE. EFRINRERFTEEALE S TFaX%
sk, x$IE?

[00:18:24] Lauren Ipsen
English:

That's exactly right. Yeah.
FRCEE:

TR M,

[00:18:26] Lenny
English:

You mentioned this title of head of product. There's also VP of product, CPO. There's all these titles and |
feel like people sometimes use them interchangeably, don't know which one to use when they're putting
out a job description. Do you have any kind of heuristic rule of thumb of just, here's how to think about
when to use each of these titles? Or is it not even a big deal for, say, a founder, hiring the first senior
product leader?

FROCERIR:

r2ElT “FamfiEAN” (Head of Product) XNk, X8 VP of Product. CPO, kfiIXA%, HuFGAMN]
BENRSER, & JDERARMEZBAW—. REZKEHAZKEZEN (heuristic rule of thumb) , &iFARINMAZE
PRI ERXLELS? RENTIREE—IERRNSENCBAFRN, XIREFEE?

[00:18:48] Lauren Ipsen
English:

It's a great question and it definitely leads to confusion across the board because I'll have candidates
come to me and they'll say, "I'm only looking for a CPO role," when I'm working with a startup where,
maybe on the venture side of things, we've actually advised that startup to not hire C-level executives at
this point. And so that naturally could eliminate a candidate that could be amazing for the role.

AR ERIE:

XE— MR, WIRESESENER. FEEREAZREN: “FRE CPO MR BHEIFH]
BIRE, AIREENRANENT, IMEHFIREE CARE, XF—K, BANIFE—LEXKERES
ZER(UAYRIE A



[00:19:15] Lauren Ipsen
English:

Similarly, people could feel that way if it's a VP of product role, but that in their mind is the most senior
product leader within the organization running everything from end to end who they intend to be the
CPO down the road but are not in a position where they're ready to hire C-level execs. So, it's tough, and it
really depends on the organization and the way in which they're thinking about org charts and leveling.

FRSCERIE:
B4, WMNERZ VP of Product BRI, ATEATAEE XM, BEATER, XMEBALNR LI~ RMNS

&, ARFEIHENAEES, MIHTEILX D ARRKEME CPO, BEFIEZESIFES CASE. FIUAXRAE
s, RARE EEURTHRARSG LUIRMIIXBLZRIFIERE (leveling) HIBEH R,

[00:19:39] Lauren Ipsen
English:

A lot of startups at this point are almost allergic to C titles or VP titles or are just more title agnostic than
I've seen in the past, so you see a lot more of these head ofs, and that is sector leaders, up until probably
C plus or D stage. And then you get to D and E, and you'll see more of the VP, director, CPO type. And |
think that is the way that people should be thinking about it is, if I'm joining a company very, very early
days and it's called head of engineering, that is intended to be the most senior engineering leader within
the organization.

FRCERIR:

MENRZAEIATLEX C RN VP KA1 I , HELLRIEZFBEINERETF KA (title agnostic). Ff
LMREEEIES “Head of” (AATA) X#FHIFRIF, XLEZHIMTE, XMBREERLLE C+388 D ¥,
BT DRMELR, MRRBFES VP, 2. CPO ZHKBYKHAL. FHINNAMNRIZX IR NRKEIFE RN
A—RAT, R “TEAZTA” (Head of Engineering) , AFEIEMNHMRALNRE RN TIEMNSE.

[00:20:19] Lauren Ipsen
English:

The fact of the matter though is there's good reason sometimes why they're not throwing out that C title,
and could this person be layered down the road? Potentially, because maybe the talent they need right
now is different than, just as we had spoken to earlier, is different than the talent that they might need
from a massive CPO in two and a half years.

AR ERIE:

BERE, BRMIIRE CRLHEERHEHEN, XIAUGEER 225 (layered, BELEMA) 132
HEltk. EREMRINZAILN, WINEBENAL, TEE5MELEATIIET AHBEN CPO AL R
2R,

[00:20:37] Lauren Ipsen
English:

And so | think that rubs people the wrong way because they want a bit of a promise that things are going
to, if they join at this stage, that they'll be in it for the long haul and be that chief product officer that takes



a company through an IPO. But companies are so dynamic and things change so quickly.
FRZERIE:

BIANXSIE—EAREITR, EAMIEE—MEE: MREXNHEMN, WIIEKBEFTE, HENE
FBFmERAAT LH, BRREHNELKEN, BREHIEER,

[00:20:52] Lauren Ipsen
English:

So, | guess a long-winded way of me saying there's different breadth and depth to each role, but I think
for the most part, unless it's a very siloed company with multiple different VPs, if you're coming into a
company and they say this is the head of product, the VP of product, or the CPO, that all means the same
thing dependent on the stage, for the most part.

AR ERIE:

FREL, BETXAR—BERIRNZE, STRUNTENRESRE. EXZHERT, KER—RAEZTE
@ VP B ERREEN AT, BMWMRMRMA—KQE, R XE~mAsRA. =am VP % CPO, ERARE
£, RIBATFABME, ENERNERE—HF.

[00:21:14] Lenny
English:

And the other takeaway there, which is awesome, is if you're early stage startup, probably just start with
head of product. Keep it simple.

FRSCERIF:
B—MEENEILE: NBMMEREEAT, FeEER “TRHARAN #mi77. FEEE,

[00:21:19] Lauren Ipsen
English:

Yeah.

FSCERE:

=0

[00:21:19] Lenny

English:

Don't over promise. Everyone understands.
R EE:

FEZERE, KKEBREIEMR,

[00:21:22] Lauren Ipsen



English:

Yeah. Because the last thing you want to do is have to demote someone. But once you get to a place of
having C-level executives, like that's not going to do any good, but maybe you start as a head of product,
and then as the company continues to grow, you lean into the growth side of things more, and so you
become that head of growth or an SVP of growth. Like things iterate and change, but you just never know
and you can't predict the outcome of a company on the front end, so.

FRCERIR:
2. AAMERFEMIIMEFIFIAAEREARR, —BREITEE CRASENMER, BIUSEMAFL. EHiF

MR mARA, BEQBKK, (RESMERIBRKIN, FRMAMTHERATANIEKSREEH
(SVP)o EBEFEREMENMEN, MKZET AT ATNRALER,

[00:21:49] Lenny
English:

A lot of people listening to this probably aren't hiring senior product leaders right now, but plan to and
will in the future, and so | wanted to ask, what should founders do when they know they will hire a head
of product, say, in the next year, that could set them up for success down the road? What should they be
doing ahead of time?

FROCERIR:

IrX AT BRRZ AR R RERR R mWIE, BItEREE. FUER, WOREBANEBEED
BRESBEFmATEA, MNIEZME M ARARFKBIBINT FEM? N ZRAHEFA?

[00:22:07] Lauren Ipsen
English:

Regardless of whether or not you're hiring, you should always be keeping a pulse on the market. That is
the most important thing. And | think that should be the case for both candidates and folks that are
hiring. Like, you never want to put yourself in a position where you have no idea what good looks like,
whether that's from a company standpoint or from a candidate standpoint. So, both parties should
always be having a good understanding of which companies are thriving, which individuals are building

great things and are well known commodities in their organizations and get great references.
R EIE:

TRMIMEREERE, RN ZRKXRFUNHHNHEHAR. XBREEN. FIANREANBESENIN
o fREFRILECATREFME “NFE KIEAHNE], TENRBERBEEANAE. Flt, WHH
Nz ERMEABEETESDLRE, WEAERNEFKOSm, HEEMNNARPFZARFAAMBN “EF
57, BIRAEMRENDOM,

[00:22:43] Lauren Ipsen
English:

Oftentimes, | encourage founders to simply chat with what good looks like and get a really good sense of
what benchmark candidate profiles could be, and who knows where that person will be in a year or what
have you, but staying really, really close to really great people and using them from an advising capacity



or getting them ingrained in some type of involvement in the product prior to actually having that

specific need, | think, is really important.
FRERIE:

REBBFONIBASZMALERR “NF" AW, MX “BEEEAEG” B—NEMBIIAIR. EXEAR
PMA—FRZEWER? EEXRFTERERRZA, SHFNARSERERR, UBRSM&IEMMI], HE
IHENUEME RS 52~ mF, BIAAXIFEER,

[00:23:11] Lenny
English:

That sounds awesome and it makes sense. How do you, as a founder, do some of that? Do you just ask
folks like, "Hey, who are some of the best product leaders you know? | just want to chat with them. I'm
not hiring, just want to kind of meet people who are awesome." Is that the behavior you suggest or is

there something else you can do?
R EE:

ITEERERE, BREAEEE. FrtleA, BERZEAM? BEERIA: TR, (RMARNRAFHN~mASFE
BL? HRAEFMMIIEE, RABA, RRBINR—EFENA” XRABINAHBOES? T2 H5IHEHR?

[00:23:27] Lauren Ipsen
English:

That's a great way to go about it. And by simply saying, "No agenda, I'm not trying to hire you tomorrow, |
just want to know great people." And to be totally honest, people feel flattered by that, typically. Most of
the time if you've been referred to someone and heard nothing but great things about them and you
really don't have an agenda other than wanting to pick their brain, people are like, "Huh, well, this is
different from the day to day. This is fulfilling," and people want to pour their knowledge, especially into
companies that they believe in.

FROCERIR:

XR—MRENAE. REGREMNE: “8BEM (Noagenda), ARBARMRELBMR, BREMHIMNRMEN
A7 HAR, MIEESRLRIREEIR. ASHRERT, IREARMEETEAN, MIRFINEEXT
189eFIE, BIRBRT BmMI13E#& (pick their brain) ZSMVEREBEFNNER, AMNEEE: T8, XMH
BLER—F, XRERME" AMBEMERR, LEENIREMTIEFHIAR,.

[00:23:58] Lauren Ipsen
English:

So, | think more often than not you'll find that, not just products leaders, but executives across the board
are actually really inclined to do so and want to help out because it's a little bit different from the day to
day monotony of their work life.

AR ERIE:

FREL, BIANMEEI, FNEFmASE, FTRUNSERLEHRASXFMFRETER, HAX6ELM
MM RER B S TIEARRT R,



[00:24:12] Lenny
English:

So the advice is keep track of companies who are killing it, who you might be able to kind of poach from
in the future, and keep a list and keep warm contact with folks that are awesome.

FROCERIR:

FRUBINZ: REBERIMGELBIAT, REMAEIMIBEIZA (poach), FINER, HE5HBLEMFEH
ARFFE R,

[00:24:22] Lauren Ipsen
English:

Yeah.

P ERE:

=0

[00:24:23] Lenny
English:

It reminds me of a founder that ... or basically all founders who are really good at hiring and how far
ahead they plant seeds and how they just play the long game with the best people they meet, and they
just kind of keep the conversation going until they finally convince them to join a year or two later. Do you
find that the same thing?

AR ERIE:

XL HRERLEFFEBRBENGBA, IIEMNREEERE, WEFNSRNFTHATEZE “KEHW
(play the long game) , RETREIATIE, BE—REERLGRMIIMN RELMBXFD?

[00:24:41] Lauren Ipsen
English:

Yeah, 1000000%. Yeah. When | was on the executive recruiting side of things at Daversa, the VP of
engineering candidate that we ultimately landed, it was a seven month game of courtship, and let's bring
him in to help out from an advising capacity, let's ask him how he would think about structuring this
organization, let's talk to him about the best talent that he would recommend that we're spending time
with. No question that's invasive, but more so just collaborative and exciting, and you'll find that the
founder and that leader will build a different level of rapport and trust by not going through a formal
interview process and having it feel transactional. And then with that, magic can happen and you can
land incredible people.

AR ERIE:

28, BNZBRE. HITE Daversa EEREKE, RITRELBEN—MIIRE VP RiEAN, ZHT—MKEAE
TAB EXRE” (courtship)o FAIIBMLBIRS G KEEIT, RtbiIEARXMERBRNE, BHEFHA)
ROZIEARRI TR AT . XERBE—RIUAEIL, RMABDEBMERKME, (R, BIFEEXERR



2. PMIBEERGE—IRS, SIBANBUASEZBZRLERRRRNRE (rapport) MEE. A
&, BEMaRE, MEREIRABNBIAT,

[00:25:24] Lenny
English:

This all sounds like a lot of work and a lot of time. Do you have guidance on how long it should take to
find, like for a early stage startup, say series A or B, to find someone awesome, and/or how much time
founders should spend a week, just best practice, on hiring for someone like this?

AR ERIE:

XIFERFBRAKRENTFNE, MEKBETAKESE, LT AR BRHIFIEIQAT, HE—
MIBHIABEFTESKIE? NECBABRAN RS DIEEBREXEAL L?

[00:25:41] Lauren Ipsen
English:

| mean, | think if you're going to search, so if you're looking for this individual, it's really so case to case.
There's searches that I've been in that | call three people. | know they're amazing for this. | tell the
founder and CEO, "These are the three people you should chat with, hire one of them." And it's that easy.

AR ERIE:

FR, WRIFFIRET, ERMEIHIMIENA, ENEEAMR (caseto case). AELIFIES, &R
LZDAITRIE, FABMEMIFEEES. HEFEBAM CEO: “XMIBIRMZWN=1A, BEF—
T FLBX AT,

[00:25:59] Lauren Ipsen
English:

There's others where it's a lot of trying to figure out what the person's actually looking for. If there's some
... they hit it off from an emotional standpoint. There's so many different things that come with it. | would
say from a timing perspective, it's not a hard number. It's more of just put yourself in the room with great
people. If you have a tremendous amount of respect for someone, continue to harvest that relationship
and ask what good looks like. Find excuses to continue to touch base with people that are important in
your network. If you remembered that they'd mentioned that they were going to some event and you
think that you might want to hire them down the road, in a non-creepy way, show up to that event. These
are things that I'm constantly doing, and | think that founders can do a better job of, but just make
yourself known and relevant. And then when you reach out and timing is right, it won't feel so obscure or
so transactional.

AR ERIE:

BHELRER, FEERSHEBEFERNFIREEFA, WHEREEBREAGHERK. XEEIMRZE
Fo MEEIBERE, RE—ITRARNHF. EZHNEBRILEHCESTMHHHARGR. MRMIFEFEERA,
PRSP XEBR X R, HIBERMI] “NF° BiRE, WEDSENEREZNARSRKR. WRIRZEMI1E
HEEASMENER, MIRREF[UEAIRERBM], BRMUA—TFILARE (non-creepy) B NHIMERT
mE b, XERHR—EHEMNE, HIANLBARTUBREN. 22, iHRBESERT NAMBSHAEX,
XA HIREX R M BRI, MARETRITHAK G175,



[00:26:55] Lenny
English:

That reminds me of a time at Airbnb where we had these meetups for engineers every month or so where
it was a tech talk, and then all the engineers get a target engineer that is coming to the event. Like they
get their profile and their picture, and their job is to make sure they have a great time and try to convince

them to join someday.
R EE:

XiLIHRATEETE Airbnb I—EREZEH. BRINNANBARNIEMEN—RRSR, BER—IMEAEH (tech talk),
AESTARLIEMHSOER— “BNFRIREMN REA. WNSZINGHERNRE, ESHEHEY
BHUSHL, FHiRERARAITERIIN.

[00:27:14] Lauren Ipsen
English:

Oh my god. But it's so real. It's similar to college trips where you're trying to get recruited for a sport, and
you have to ensure that you're, yeah, just continuing to give people the best experience possible and
staying top of mind for people.

FRCERIR:

KB, EXEFEERK. XMERFNTHREGTRRKEMARNSWED, (REAHBRE AMIRERFHE
3, FiLtiTaLieE R,

[00:27:28] Lenny
English:

Yeah. But | can see it being creepy, They have no idea there's this person assigned to them, but it works. It
worked great. It was a great tactic.

AR ERIE:

Tl EREEKXAEER R , WHRKFMEEARET HERKIZMWI], BHLEYR. BRIFEE
9%, BMRERIRE,

[00:27:35] Lauren Ipsen
English:

That's awesome.

R EE:

KET,

[00:27:36] Lenny

English:



| want to come back to a question that | asked, but | feel like you'll have an actual more concrete answer
to the specific piece of just, what's your guidance per week how much time you should be spending on
hiring broadly, and specifically, heads of product, if that's any different. Do you have any just advice?
Because | imagine it's always spend more time than you think. It's going to take a lot of time.

FRCERIR:

FREFHZAREHN—NEE, RESHENXMEEATZEEAGNER: (FRINEEAE XAEE LT
Z/OtiE? [P RBREFmARTAN, SEMAERL? (RETARNE? EARBERLSE “CHirBRPE
ZHEE" , XSHEERERT.

[00:27:54] Lauren Ipsen
English:

Yeah, it's definitely spend more time than you think. If you are in an actual search, then you should

devote all of your time to it. | know that sucks to hear, but you should be really carving out concrete time.
FRCERIE:

B, EWNBRBRHOEEZE, MRIREATLFREEIMER, REIZRNEEIE. FHEEXITER
RAERS, (EIRERNINIZKHEIBYE,

[00:28:05] Lauren Ipsen
English:

The thing that's tough though is you could spend, | guess what | was trying to say is you could spend one
hour on something or you could spend 10 hours on it, but it's more so around, are you doing things to be
impactful during that period of time? Are you actually doing things that are going to move the needle? Are
you just blindly reaching out to people on LinkedIn? Because that's not going to be the way in which
you're going to find the best of the best. Some of the greatest talent, they're not even on LinkedIn.

FRCERIR:

E¥SRTET, fREILTE 1/NBESE, Welllfe 10 /N6, XBET: EPREREEE, MENEBEEREEXW
11?7 RREEMNEMEEHIHE (move the needle) BIE? RRRE7E Linkedin EEBH#IEXRAME? AR
BIHMRAT N ZE. BEREFWAFTEERTE LinkedIn L,

[00:28:32] Lauren Ipsen
English:

And so | think it's building a really strong network in advance, and then once you actually get to a place
where you need to hire that person, calling all of those amazing people that you've built relationships
with and saying, "Now tell me who your favorite person is and who the best person you've ever worked
with is, and could you put me on a thread with them?" How are you going to differentiate yourself from
the rest of the market? So it's less in my mind like a quantitative number of hours and more of, how are
you doing things differently than the rest of the market?

AR ERIE:

FRUAFOANA N R AR I — T FERANME, —BIRE T HEEFZHANRER, MAIREILLDTXRBRLES
AFTRIER . “BESFR, MERMRENARE? MEEIHNRNFHARIE? BEREERSIF—T? 7 R



BiflitBESEm D LRAML? FIUERER, X5HRERAN/NEER, FORBIMIENAXNSHIHE
ft ARV E R 1Ko

[00:29:01] Lenny
English:

I want to pull on this thread. Okay, so spending one hour versus 10 hours, and your point about how you
could spend one hour and get as much done maybe in those 10 hours. What sorts of behaviors and
actions should folks take to make use of, say, that one hour in hiring? How do you not waste your time?

AR ERIE:

BERNRIN—T. &, XFE L/NER 10 /06, URIRIZEIR 1/NBIEIEEAE] 10 /NEFRIRR . AN 1%
REVTABITAMITED, A RESRAIAAR 1/ ESRYHEESRTE)? WA AR AT E]?

[00:29:18] Lauren Ipsen
English:

| mean, | would say I've got probably five of my all time favorite product leaders in the world that | tap
whenever I'm kicking off a search. And they know that whenever life brings them to an opportunity where
they are going to start looking or want to lean into board opportunities, that I'm going to set them up and
shout their name from the rooftop, so oftentimes they're willing to point me in the right direction of great
people, make those introductions, what have you, and I'm going to know simply because of how great
they are that they would never put me in touch with someone that wasn't equally as qualified.

FRCERIR:

=, BRAMEANEKEMENTRMSE, SHREEIESHE=MIT. Mmi1xNE, —BMmilE

EMNSIBHNESS, RS NEBMIIRHE, KHIHEE (shout their name from the rooftop) 1. FR
P iBEREEARKIES AE, NARFHAL. ERAMIIEEIEEMRT, BRMEMIIERSNE—IFE
BEIANL T,

[00:29:55] Lauren Ipsen
English:

So that | think because the quality is there, so I'm not just blindly guessing on quantity, spending a ton of
time on LinkedIn, and then having to call unknown entities and ask for back channel references when
they also might not even feel comfortable sharing the dirt. You know? So it comes back to rapport and
people that you have around you that you know you can trust and tap into and ensuring that you're
spending the time in the right areas.

FRZERIE:

EANREERIE, FIURFASEERERKE, WARRE LinkedIn LEBEAENE], AETERAMREEAITE
1EEEIEEERES=IAZE (back channel references), MM ARIRERAARSEERLGE. (RIEE? FRLUXX[EF
TERZYUKRRELEBLEESEH. UKW AS L, BERIFEHEEE T EREE,

[00:30:19] Lenny

English:



Got it. Yeah, tapping your network makes a lot of sense. If you don't have that yet, | guess is it worth
spending time on LinkedIn just cold messaging people as a founder, and any tips there for just cold
outreach that you think work for a founder doing it versus you who are a professional at it?

AR ERIE:

BAH. FIAARNKIEEEEE, MRMELEXFENADK, EFREIEA, £ Linkedin EL4AFEE AKRTAE
(cold messaging) {E1F13? WFEIRARRBAE, FEFARNIE? ESRET AL, Mti1FE.

[00:30:37] Lauren Ipsen
English:

| do think it is worth that time. If you see someone that looks amazing, hell yeah, reach out to them,
spend time with them, why not? And oftentimes, again, people are excited to see, oh, this CEO and
founder wants to pick my brain, doesn't look like they're coming at me to try and recruit me, but rather
just to have an open-ended conversation. For sure, and they can sense. You can definitely sense that type
of interaction and feel comfortable with it, whereas sometimes the walls immediately go up when
someone senses that they're trying to get poached.

FROCERIR:

FIANEFEX N E, MRMEE—INEERRENA, SABEKAMN), EEERR, ATAFE? M
BEBELT, AMISRMEMER: B, XCEO FEBABRKIBY, FERXFTEEEEEHK, MRAZE
BT R RIBIIIE” WSRO, AR XMEMERHAREETE; MNREARKEEBECER
“YSIERI” (poached), MITEESIIZIFERM T

[00:31:08] Lauren Ipsen
English:

And so it's | think something that's worth them doing for sure. It's just if you are going to look for a key
executive and are on a time crunch, | don't necessarily think the best use of your time is blindly reaching
out to executives when you don't necessarily have the expertise in knowing which companies were
thriving during that period of time, which organizations were great, and which were a little bit weaker
within companies. All of those things are just the inner workings of the recruiting atmosphere and
technology, and | think tapping people, if you don't have the network, talk to a great recruiter or just
spend some time kind of doing some research on who's great. You can ask investors or board members in
your companies as to who you should be targeting. So there's always got to be one or two people that
can at least point you to another three or four.

AR ERIE:

FRUFINAREERT —id. RARMRMEIHZOSEANEILRZE, HTNANEERASERRENNEF
B7EI, EAMRATERZZ AR, FAERERINEPEQATTEENLRRE, WEHQRWRE, HPLEQFNER
HLIhGES5, XEAMEHBETIMBBNRNEES . WRINKEXFRAR, BRHLHMUTEIE LI,
HERREAR—TELLRBE. (RALUARARNKRAENERZERR, BEMNZHEER. 225"
PABREDAMRSIFES I =T Ao

[00:31:56] Lenny

English:



That reminds me of a tactic Gokul shared on this podcast about one of his best tricks, as you think of, if
you're hiring salespeople, instead of looking for who are just the best salespeople, you look for the
company that is known for being really good at sales and then you go find people there and try to poach
their lieutenant types, not maybe necessarily their head of sales. Do you think that's a good move?

FRCERIR:

XA Gokul EXMER LN ZEM— MR, BEMRFHOMRZ— NRMFEBHE, FERBEER
FHHE, MEEMILLUHEENZNNAE, AREMEEMNN “BIFE” (lieutenant types) A7,
MA—ERMIHHFEERTA. FREXZ2MFER?

[00:32:17] Lauren Ipsen
English:

Yes and no.

R EIE:

=, BFR=E.

[00:32:18] Lenny
English:

Ooh.

FSCEiE:

HH?

[00:32:19] Lauren Ipsen
English:

Yes and no, because | think if the organization is incredibly good at sales then the majority of the folks are
probably amazing, but you always have weak links, and just because someone has a brand on their
resume at the right time, | think oftentimes CEOs and founders will do this thing where they kind over
generalize, well, Amazon's Prime team at this time was amazing or something like that. It's like, they
definitely could have been, but just as any other company, there's going to be people that are breakout,
top 1% type individuals, and then other individuals that get to ride the wave and reap the benefits of
being at the right place at the right time. And | think that's a good starting place, but then also spending
time getting a little bit deeper on who the best people are within that organization. But yeah, we always
start with market mapping, so determining who the best companies are within a specific area, and then |
just encourage everyone to take that a layer deeper.

FRCERIR:

e, ERANKR—THEANEEFERE, BAKRBDATEHRLEE. RFAE, ERASEESHT
(weak links)o RIXENFEAZELEHIEEIEH LB NK@ME, CEO MEEAFESIERE, thin “ T
HBIEY Prime FIRAKET” o HASEAIRERIE, EmGEMEMAE—1F, SIBBMET 1% OIARAT, B=
BRLERZE “FHEML” (ride the wave) . FEIEMBYRYEHIIEERMSBIEEA. TINAXZ—NEFRTIA
=, BUERNEIRANTEIZARRNEIES BRMAFN. 289, HMNZEM “TiHHE" (market mapping)
e, MERETRARFHNATE, ARRBFHARBRNZRE —F.



[00:33:16] Lenny
English:

Got it. It just comes back to your previous piece of advice. Don't assume someone that has an awesome
logo is going to be great, but sometimes they are. There's a question | should have asked you at the
beginning that I'm going to ask now. How many folks have you placed? How many companies have you
worked with? And then also, is there a story of just your favorite person that you've placed/company
you've helped hire that comes to mind?

FRCERIR:

BB, XXEETIRZANRIN: FERIKAE/NEERD (awesome logo) BIAT—ERE, RAFHIN
tbe BNRABEARIZEF KR (R—HLRETZDAN? SEIZLRAT? Fi, BREMMRRENAZ
REE BB ARILRENR &R

[00:33:36] Lauren Ipsen
English:

Yeah. So both great questions. I've placed probably 85 executives over the course of my career, and then
lots of entry level employees when | was in house, and also some great key leaders. Yeah, probably 85
searches that I've opened and closed, so that's been incredibly fulfilling work. It's also fun too on the exec
side of things because you hire the VP of engineering at Postmates and you see firsthand the product
change. You know, you watch those types of things happen before your eyes, which is, it's fulfilling stuff,

it's really cool.
FEiE:

98y, X NREEN R, VIR AEES, RAMZRET 85UmE, FEVABIIERIERTRSVIAKS
TITN—EZOGATE. B0, RYTMT 85 RIEFHES, XB—MIFEERMBNIF. AeERELEER
B, LbaNfR7 Postmates BT —ITHE VP, ARMRFERIIET ~miEN, MEEXLEEBERILE, X
FERK, LIFEE.

[00:34:09] Lenny
English:

And delivery gets there faster too.

[00:34:10] Lauren Ipsen
English:

Yeah, yeah, exactly. So, that's really fun. Favorite placement of all time has got to be the VP of engineering
that | placed at IRL, which is, to be completely honest, a big reason that | joined that company. Alex
Strand is his name, and he is just the most incredible, atypical, high emotional intelligent engineering
leader. Still super technical, but has managed teams in the hundreds, built out Amazon Prime Day, then



went on to build the core messaging platform at Snapchat, called him and he was like, "Why would | ever
leave? There's a ton of financial incentive and a team that I've built that all loves me."

AR ERIE:

R, [ERUtt. FMUAXENRER, REHSEN—RLEZN RLEBSNIE VP, BRI, XWEXRERM
ANBRABWERRE, fbhl Alex Strand, 22— PArIRINEY. FHEY, SEBENIEASE. WA
52, BIEIHEANEN, TEILSHH Prime Day, [EXTE Snapchat 3T E T ZIEHEF G, RLEMIT
BIERS, fthii: “BAMABREF? XEEFENHRARE (financial incentive) , HFEFHRNFNBEE
"

[00:34:54] Lauren Ipsen
English:

And we got him to ultimately make a move in two weeks, which is just kind of unheard of, although it
ended up being like a seven month push for a start date, but that was a big reason why | went and joined
IRL was to work side by side him and help build out his team and learn to get more deep on the technical
side of things. Because oftentimes, on the executive level, as mentioned before, can be sometimes more
of that people management type role. And so he just felt like this unique hybrid of an individual, and
yeah, you close searches and you cross your fingers and hope for the best and feel very good about it, but
he was one where I had all the confidence in the world that | could not have done better. You know? | just
felt so great about that. So, that was a good one.

FRCERIR:

RATBNVLMERARNRERE, XEERERREN, REKEETETATHENRBEH, EHIA IRL
HW—NEERRMEN TS MHBIEL, BARAN, AFIBRBENRARIR. ENENZAREIN,
SERENEZEAREELNAT, MUELANBRIERGE—NMREN “BaK" . 209, SRTH—XE
T, MEMHE—DIRFARRERY, EXT#, HETRHEL, RSECAAIRMSERT. HERRIFE
o BBRERIRAI.

[00:35:38] Lenny
English:

| don't know how much more confidence you could instill in a candidate joining a company than the
recruiter also then joining the company.

FROCERIR:
HBFHEBMFALL “ELESEIANTERQE" EEAGEENEON T,

[00:35:44] Lauren Ipsen
English:

Yeah, | did say that to him. | kept saying, "And if | were to go in house, | swear this is probably the
company | would do it for." And then about four weeks after he signed, I'd texted him and | said, "Well,

you'll never guess."

AR ERIE:



R, HHEMMXART, FH—EHit: “MRFBEXLIAL, RREXFAEREHIEZHIQ

WRANF G, FathRERER:

[00:35:58] Lenny
English:

Wow.

FSCEiE:

|+
I:l:I: o

[00:35:58] Lauren Ipsen
English:

Yeah.

FRZERIE:

=21,

[00:36:00] Lenny

English:

U8, (RATHERE] "

Amazing. What a stamp of confidence.

FRCERIR:

B 7. BREBNINELES.

[00:36:02] Lauren Ipsen

English:

Yeah. And a full circle life moment. | sent him a box of cookies, he sent it back and said, "Your turn."

AR ERIE:

2. XEZ—THreE. HETH—SHT, tEFLHEN: “RERT.”

[00:36:07] Lenny

English:

And is he still there at IRL? Awesome.

RSz ERIE:
fIE7E IRLIZ? KIBET,

[00:36:09] Lauren Ipsen

glo”
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English:

Yes, he is. He's great.
FEiE:

=0, MitfE. MiRHE.

[00:36:12] Lenny
English:

This episode is brought to you by Vanta, helping you streamline your security compliance to accelerate
growth. If your business stores any data in the cloud, then you've likely been asked or you're going to be
asked about your SOC 2 compliance. SOC 2 is a way to prove your company's taking proper security
measures to protect customer data and builds trust with customers and partners, especially those with

serious security requirements.
FRERIE:

AETIE M Vanta 818, EEREAREEIRAREUMNERE K, WRIRESECHREFESNE, BAMRRATEE
BEKIRFIFFWRRE SOC 2 SR, SOC 2 BIEFARRRE T &L R EIFE A SIEN—MA
I, BRTFERITFMSHEUFIEE, LHEBEETRZEERNEF,

[00:36:37] Lenny
English:

Also, if you want to sell to the enterprise, proving security is essential. SOC 2 can either open the door for
bigger and better deals or it can put your business on hold. If you don't have a SOC 2, there's a good
chance you won't even get a seat at the table.

FRZERIE:

tesh, MRREEEWVEEFAHEm, ERREMEXREE, SOC2HREANMABREXR. BHFHNRZZ1],
WA RELLIRAYL S5 ST AT, WNRIREHE SOC 2, RAJEEERFIREBLAZE (get a seat at the table).

[00:36:51] Lenny
English:

Beginning a SOC 2 report can be a huge burden, especially for startups. It's time consuming, tedious, and
expensive. Enter Vanta. Over 3,000 fast growing companies use Vanta to automate up to 90% of the work
involved with SOC 2. Vanta can get you ready for security audits in weeks instead of months, less than a
third of the time that it usually takes.

FRZERIE:

FHaER SOC2 IREFIRER— T EANMNIE, THEXMICIQARTMS. . ZKEHSR. X Vanta #Lk
ER77T. #85d 3000 RIRERKH AT Vanta & SOC 2 5 RH TIEENLEIE 90%, Vanta BJLATE/L/E
W (MAZELTA) IHRESFERZ2HIT, HERZEEMRRN=9Z—

[00:37:14] Lenny



English:

For a limited time, Lenny's Podcast listeners get $1,000 off Vanta. Just go to vanta.com/lenny, that's V-A-
N-T-A.com/lenny to learn more and to claim your discount. Get started today.

FRZERIE:

EIRERSE]A, Lenny FBERIITA A LLZER Vanta 1000 EclLE. R FEifiA vanta.com/lenny BIA] 7 f#E
ZERHMEUTIN. SRMAFLEME,

[00:37:29] Lenny
English:

| want to shift a little bit to kind of flip to the product person's perspective and talk about, how do you be
successful as a product leader in finding new opportunities and giving yourself opportunities in the
space? And so maybe a first question is just generally, what should product leaders and PMs focus on to

give themselves the most opportunity in their career?
R EIE:

BRI —TES, MERARNSERDE: (FA—R7mdSE, NARIMIHHFNEZHEI TN E
CEIENR? F—TREE, SRR, TRMASEN PM NZXEFA, FEERLEEFRERZHIN

=?

[00:37:51] Lauren Ipsen
English:

| think breadth is incredibly important. It's so critical, especially if someone has an end goal of wanting to
step into a product leadership role to have been able to have touched lots of different components, as
opposed to specializing in one specific thing. So | would say that's very important, to be able to make
sure that you're maximizing opportunities for yourself down the road.

AR ERIE:

HINAIE (breadth) IREER, XIFEXRE, HHIRNREANRALBTEENTRATE, BAEIIF
ZRENAN, MARRALTETFE—TREN, BEXEEN. FIUKIR, ATHERIFEERREALE
S, XZ—RIFFEE.

[00:38:12] Lauren Ipsen
English:

And then as mentioned before, just always keeping a pulse on the market, regardless of how happy you
are in your current company, regardless of what the project is that you're so incredibly excited about that
isn't going to conclude until Q1 of next year. It's just so important that you always know the companies
that are doing great things and keep those windows open for people, because you never know what the
next 12 months hold, and you want to be in a position where you're never running out the door looking
for what's next, but rather being able to be super selective about the things that you have in front of you.
And that comes with time and network building and relationship building over years, honestly.

AR ERIE:



ENZ iR, BRARFNHINHEGUIR. TRMEREHATESZHL, TIRIREFEMAIABILIR
BEAENTBERERFE—FEALER, XBAEE, EENZMER TRPLEATETMHEARNER, HiAft
AB—RH. AARKEREE TR 12 PASRETFA, MEEACSATE—FRES: KEFFEIR
TCITRE AR T—HIIE, MIfBNEANNSHITHEIMAE, EXY, XFEZENE. AKIREN
KRR,

[00:38:54] Lenny
English:

And when you say breadth, are you saying things like work on the platform team for a bit, work on the
user facing team, maybe the internal tools team, like different types of product, or something else?

FRCERIR:

SrEE TR B, REEETaENT—RIE, TEEAF RS —KRNE, HEFERETARNT
—EREdiE], ERMERHAEREN™m, EEHEHR?

[00:39:04] Lauren Ipsen
English:

Exactly that. Yeah. | think there's people that probably want to just be a specialist in growth, or want to
get super deep on ads, and if that's the case, then by all means, do so. And | think there's something to be
said about that as well because those types of skillsets will be needed. But if you're looking to diversify
your skillset, continue to grow from a career trajectory perspective and think about potentially beingin a
head of product type role, | think it's really important that you touch all aspects of that.

FRCERIR:

[ERWt, HEFLATERERAEKER, HEERMT S, NRIXE, BBEREE, XEREE
HERWEEN, BNRFEILECHREEZEN, MERIIITE (career trajectory) HRAEREMEK, HEEXR
FEEFMARAZENAE, RiAEMTRNAFEERIFEEEN,

[00:39:38] Lenny
English:

I'm really happy to hear that because that's exactly the advice | give new PMs is that a variety of
experience is one of the most powerful things you can do because you also just become a better PM
because you can see how different types of products are built and how different types of teams operate
and it just makes you better.

FROCERIR:

IREIX MRS, AAXIERHKLH PM BRI : FEMLEK (variety of experience) ZIRIABMNEGRIEAN
HE§Zz— XWKILFERAEFH PM, EAMREEEIARREEN™RSINFDERN, FRFKEEME NS
R, XRIHRTH/EMS.

[00:39:52] Lauren Ipsen

English:



Yes. Variety of experience, | think taking a bet on doing something more entrepreneurial, starting
something, and then also joining things that are a little bit later and more established to get best
practices. | think diversifying your skillset within an organization but also diversifying the work in which
you're doing and the companies that you're spending time with is awesome.

FRCERIR:

B, KERHNZENE, TANTURHAB—EEGEIFH (entrepreneurial) BEE, LLIMMEFBH~HT
2, REBIA—EEH. ERANAREZEIRERLRE. RIANTARNBRIKESHL, FAREIER
BHMFARSHN AR LR ELMSFE, BIFBER.

[00:40:15] Lenny
English:

Yeah. So on that, something I'm always weary of is folks jumping around between all the fancy companies
"and | feel like
you're just building a resume and then your life flies by, and you forget that you should enjoy the things

to get a bunch of logos on the resume. "Oh, | worked at Snap and Facebook and Netflix,

you're doing and work on things that are fulfilling and optimized for not a great resume. And, curious
your thoughts on just how often you think you should move from company to company, one to optimize
for opportunities in the future, or just generally, do you recommend people try to move around or go

deeper at their company? There's a bunch of questions there, but take it wherever you want to.

FRERIE:

B, XTFX—R, B—HREGBEEZIMAHENAT ZEIBERE. RATEEH EWRE—HERERE
(logos) BIA. “B, FK7E Snap. Facebook 1 Netflix ##id,” HUBXERZERIER, AREFRXA
BET, MSTHRNZERETMNES, EMFLERMBNE, MARHT BHMMRK. HEEFIFIRR
B MINARTIRAKRRNN S, BMERNMENIZZEFR? HELSHKR, MENANSHRELEZE—K
RERM? XEFRZRE, (R)UEERE.

[00:41:01] Lauren Ipsen
English:

Yeah, yeah. Okay. Sounds good. | think it's an interesting one because logo collecting is never something
that you want to be known for, and the first thing you're taught, like entry level recruiting 101 is recognize
patterns of candidates that jump from place to place and don't give opportunities a full chance. So,
you're spot on. That is definitely not something you want to be known for if you're a prospect.

FROCERIR:

T, XR—MREBIIEE. FN “WEIERE" BRSIREEIT LR, EMRBEEII (recruiting
101) 1, FEMNE-HEMESIRIALEIMERE. FANSTD KRIGERIRIEARI. FRUMRRSRY, 0
RIFB—TEBNEEN, RENFRBLZMHHZRT Ao

[00:41:27] Lauren Ipsen
English:

There's also something to be said about staying somewhere too long though. And | will say that. I think
sometimes you find people that are almost loyal to a fault, and companies have tanked and all executives
have left and the writing's on the wall, and they're holding onto the fact that they were hired by a really



good guy or gal and they want to make it work because they care about the human being, and | think
sometimes in your career you do have to be a little bit more selfish and think about what's going to be
best for you in the long haul. And so maybe that is still keeping your head down and working hard while
also being thoughtful about other things that are out there and not saying hard nos to opportunities that
knock on your door.

FROCERIR:

i, TE—RABFAALERR, HEH, BRNTESAMELEARHIE (loyalto afault), ABTEBERT
T, BEHELT, WHEEE (writing'sonthewall), BMITEFERE, VXENHBMITFHRHAR
9%, f18IRE, HIAAERLEES, EREHIZFEREN ‘BN —8, TEAATHKEZLABRRE
Flo FRUL, WIFIRRIZAMSHELE T, ERNtEZRIININNS, FEXMK LR E—OE4LE,

[00:42:12] Lauren Ipsen
English:

So it's one where | would say it's an art and a science because you have to be thoughtful about taking on
new things and knowing when it's worth taking a bet on yourself, but also you can't run as soon as things
get hard because that is recognized, and if there's a riff or an internal dispute or a new leader brought in,
and that is so quick as to make you run for the fences, that's not something that people look for because
startup world is hard, tech is hard. Look at the crypto world right now. Things are incredibly volatile and
difficult, and you want to be able to bring people in that are going to hang with you through the highs and
lows.

FRCERIR:

FIABRSHXBERZAEER T, MONEEERETHEY), MEANRESEECSE L TE; BFREF
RE— BRI, HAXSWABERE, MRLABHMAD L. AEBUDH=METHAS, FIILZE “%
#8” (run for the fences) , BRBAREENAL . EAFLIFREME, RHBERRE. EEWENMEBL
R, REIZMEM, [FHERENEIRLERBRHEESHNRSHIA.

[00:42:55] Lauren Ipsen
English:

We're always looking to see where people moved the needle, especially on the product side, where their
fingerprints were, what they can actually point to that they did and are proud of during their time there.
And so if all that they can say that they did was onboarded and moved on, then doesn't matter where you
were, but it's not going to be something that | can at least stand on to cheer you on.

AR ERIE:

FEMNEREFHANEMESET EREFM, FE~min, il 488 (fingerprints, BISIENRIT)
EME, MR AELEERMEMY T LS UNZHER. MRMWIIERNIE “NRARER" , B4
TREMRBA T, FELENIRE BHIER

[00:43:22] Lenny
English:

| really like that. A lot of this comes down to, what impact have you made? And | was going to touch on
that, and your point is, one, kind of heuristic for how long to stay at a place at the minimum is have some



meaningful impact you can point to that you led. Does that sound right?
FRZERIE:

BRRENZX—mo FRERET: MEETHARM? RERPXT. FURE, AME-—RQBVEDES
AN—NRIZENZ: (RESREIEE—TRRESHTENERTM. HIEFSHG?

[00:43:35] Lauren Ipsen
English:

Yeah, exactly. And have that meaningful impact be something that others can speak to. | think that's
huge. If you built something within the organization that you're proud of but no one knows about it, then
that's more difficult to have as your stamp of approval for what you are able to accomplish there. But if
you did something that cross-functional leaders were speaking to, that your team all sings the praises of,
then that is something that you can put a feather in the cap and say, "Okay, | left this place better than |
found it, and that's the reason that | have decided to move forward."

FRCERIR:
RiE, EERMLt. MEXMEARMNZEN ALERAEIN, HINAXFEER, MRIMREARNSRE T —
LiHRERNER, BERANE, BRREFNIREDINER, ENRIFMBEFILEBREASELTIXLE,

RESREIBAER B AR, BBAMRREAT LA (put a featherinthe cap) #Hifi: “UF, HBHRXRAFLLEK
RSB, XRBORAEHLEFIITHNRE,”

[00:44:15] Lenny

English:

I imagine part of that is reference checks. People are going to check to see if you actually were successful.
FZERiE:

BREXHEP—PRHRERIFAZE (reference checks)o AMTESEZELIRREEMENS T B,

[00:44:20] Lauren Ipsen
English:

All the time. Yup. Whether you are exploratory, opportunistic, not looking at all, people are constantly
calling each other, and the world of tech is so, so, so small, and no matter how fired up you were leaving a
company or what went sideways, it is so critical that you try to leave the place better than you found it
and do so as seamlessly as possible, because you want people to have nothing but positive to say. And
oftentimes, that ... The thing that I always find too is if | call 10 people that were a part of the same
organization as someone during a given period of time and they can't speak to anything they did, in that
case, no news is not necessarily good news. You want to have an impact, you want to be able to say, "I did
X, Y and Z. I'm super proud of this and the reason | moved on is because | did what | came in to
accomplish."

AR ERIE:

—Hiltk, B8, TRMBENTIK. FHNEERRFLEBIS, AEBEREOERITR. RKEIFE
N, BRIFBARBRESZEHE, HERET HATRR, REAAMBAHILARNESEFREXEEN,
ENRFERAMRRABT T REFELRIM, MRBLFEAEREL 10 MNEFTRIE, mAIERRAF L



AT A, EXMERT, “REHEFA—ERIFHER" o MBIFERM, MR : “BMT X, YH
Z, ZALBREIER, REFARRANKBETTH 7 KA,

[00:45:20] Lenny
English:

It's a little bit innately tricky for product leaders. | imagine you run into this, that sometimes you have to
upset people as a product leader to get stuff done that needs to get done and maybe they disagree and
then later it's like, okay, | see what you did. Is that true? Do you deal with that or is it generally like, oh,
yeah, they're the great people everyone knows, like a hundred percent of people will say they're

awesome?

FRCERIR:

W= mASERAREME RBRF. FBR—EBIIXMBER: (FAFRASE, AT RS TTHIE
5, BRNARAL—EARRK, IEANATEAER, EEREET B, HABMATAZAHT . BX
HIE? RROEXMERED? TREEBENFTHAAREBIE, BN ZENABHMIRE?

[00:45:38] Lauren Ipsen
English:

It's a really good question. | think there's a way to navigate conflict without rubbing people the wrong
way so that they'll say negative things. There's a way to be an impactful product leader and disagree and
make change, and maybe your engineering leader and design leader and marketing leader completely
disagree with the direction in which you're going, but because you have all of the data to support it and
because you have gone about things in a way that feels very fact first and less emotional, it's really
difficult for them to then point to why they disliked this person.

AR ERIE:

XE— M EBFREE. FIANE —MOEARNTTE, BREFARPEX AL ARBEIRIRIFIE, RETLMS
—PMERMAONFRAFE, FRATERDNMGEAZENRLE, BERNIZAFZA. KitATANHHR
RAZEFREMNGR, ERAREHIESR, BEMLERENASNEELMSE. FHEE, tMi1REES
[EIEHATARIRET Ao

[00:46:19] Lenny
English:

Yeah. This is interesting. So say you make those 10 calls, in your experience, the leaders you want to hire,
are you finding 10 out of 10 are generally like, "Yes, this person's amazing, you should hire them"?

FRZERIE:

2H, XREB. MARKIMFIT T 10 MEIE, RIBMEVEE, REMERBENASE, BEEEE 10 DA
=W BH, XMAXET, REIZEM ?

[00:46:31] Lauren Ipsen

English:



There's ones that are slam dunks and no one has any negative to say. That's incredibly rare. More often
you find some people like to just have something negative to say, just to have something negative to say. |
also take all of my back channels with a grain of salt. Maybe the person I'm calling to back channel this
person with | also haven't back channeled, right?

FhSCERIF:
BLEHLE “RLEETE]” (slamdunks) BIET, ZAGRKFIE, EXIREFEN, EZEHE, (FRXUEEAME
EMRAREN, GBEANTHME. RUSMFAENIEERERE (back channels) FHFEESE (take with a

grain of salt) . &, HITEIE@RINADA, KeIet@x oI EiE, E?

[00:46:50] Lauren Ipsen
English:

So every single thing that you hear, you just take, make note of, and then move on and think more
holistically about. But | think typically what | would say is the glaring nos are very obvious. People that
are polarizing individuals or have done wrong within an organization or made bad calls across the board
are, you can get that information typically pretty quick.

FROCERIR:

FRURIAEIBE—ME, RFJ/ICSTHK, ARYS, BHITELENTEES, BHRIANBEBRT, BLE “LxF
177 MARIFEBRER. LERASFI (polarizing) KIA, HEFALRNIEIHE. MSREBRRBIA, R
BHEERRFIXEER.

[00:47:13] Lauren Ipsen
English:

It's the mixed ones where it's, "I think that person was decent," those are pretty tough, and you need to
really find people that worked super closely with them because otherwise it's pretty difficult to say
whether or not they were able to make an impact. Which again comes back to why right off the bat it's so
nice to just have people that you can tap within every organization that's like an academy company or a
great company and say, "Point me in the direction of the three best people." | don't want to have to go
through the burden of having to try and back channel all of the maybe middle 50% or what have you.

AR ERIE:

EDHEBLEATFNERES M, il “BUESBIART . XMERT, (MEERISHIIEEIEEEEZN
A, BURMEHMMNERETENTET FM, XXEETAFA—FIEmMIBE ABSHTFE, Rl UEREHKID
Lt “SIHRER” A7 (academy company) HEFABTIRBHAW: “BEIESI=ZPRMBHAN” HALEE
IMELHLRIFE TR 50% BIAME T

[00:47:48] Lenny
English:

Yeah, most people don't have that, which is a reason to hire, work with a recruiter. You come build in with
all of that network.

RS ERIF:
21, ASEAEEXTARK, XEATABRHIELSENERRE, RITEHXFABKNLE,



[00:47:55] Lauren Ipsen
English:

Totally. Totally there. Yeah.

R B

FeR1EM, HSEuitt.

[00:47:56] Lenny
English:

There's a couple things | want to touch on that | wasn't planning to touch on, but reference calls. You do a
lot of them, I imagine. And I'm curious, do you have any tips for how to ask questions on a reference call
where you actually get useful advice where it's not just, "Yes, | like them, they're great. Hire them"?

FRCERIR:

BHEHEN, BARALGTEN, BMEERBEEEE, FEM—EITIRS, RRESH, MEREM
2415, EEEERBIEFREEEAREN, MAMUNZERE 269, ZENM, WRE, Be” ?

[00:48:11] Lauren Ipsen
English:

Especially on references, provided references, I've only had two candidates where provided references
have come back negative, which that's tough. Outside of that, typically references are a standard. It is
important to dig pretty deep and ask the hard questions.

FRCERIR:

15BN FiEiE N RMAIHEFA (provided references) , HRBEIIM MRIEARMFAL T HEITH, ABH
SKIRKERS. FRILZSN, HEFEBEERITE FILURNERHR—EXFNEEFEEER,

[00:48:28] Lenny
English:

What's the hard questions?
FRCEIE:

KRR A LE?

[00:48:29] Lauren Ipsen
English:

Yeah, why would | not hire this person? What are their biggest weaknesses? And then if they give you the
typical, "Oh, if they work too hard," it's like, no, tell me more. What are their actual weaknesses? What are
things that we should be really cognizant of? Would you hire this person again? Would you report to this
person? Would you endorse this person if you knew that your name was attached to it? Things like that |



think get people thinking, and even if you just sense the slightest pause, that in itself will be enough to
make you think twice. Right?

AR ERIE:

tban: “HAFATZEAZNIA? 7 “MIEANRLRZMFTA? 7 MRMNLMRBHEREFOREZ, b
‘B, IEXSEAT , MRMRFER: “F, SFRES. MEENSRIENA? RN IZAESM
4?7 “REBRBRAXNALE? 7 “REERXNACRE? * “NRFMERNE FRMXOTNER, (RiE
ZAXPAED (endorse) 1?7 XERMEFIZANNEE, BMEMRIAIREE—2£ILF%, BEELULR=
Bo FIE?

[00:49:04] Lauren Ipsen
English:

So it's a lot of reading the room and probing harder than you think necessary, which is tough. But back
channel references | think will always provide a greater source of truth than provided. It's similar to an
Instagram Reel as opposed to the photos you're tagged in. That's the way | think of it. It's like this is what
you want the world to see or think of you as, and then these are what your peers and your direct reports
and the people around you actually say about the work that you did during this time.

AR ERIE:

FIUXFEREBNRSMNEEEN, HEBILMIANCGENZERRFER, XR%. BHIANEERERE (back
channel) SBEbEEARMEFT AERIRMHEENR, XK Instagram EREERIT (Reel) SIRWAIAIR
BHRANXG, REXAEN: FRMARRFEEREINMR, MANAGCHNERZA ZNESE. TEM
RS AR AFHRAREZ B (8] THERYE SEITM

[00:49:33] Lenny
English:

Awesome. Coming back to a point you made about recruiter training 101, you learn how to find patterns
and red flags in people's resume. What else is a red flag in your resume that you want to avoid/there's a
rule of thumb of like, if you're at a place for less than a year, it's bad. Is that true? How do you feel about
that? How do hiring managers generally feel about that?

AR ERIE:

AET . EERREIBEREEI 101, REFIMEAMEHRRRANIL (red flags) . EFHFREEMLERN
ZBRNOIL? BB —MEWEN, i “E—RXABFAE—EmRER" ? XREMNG? REAE?
BRITBEELE?

[00:49:53] Lauren Ipsen
English:

It definitely depends, with regards to being at a place less than a year. If that's a recurring theme, of
course that's a big red flag. Even if it's happened two or three times, three definitely. If it's happened
twice, it's like, "Huh, that feels off." You got to let people tell their story though and their side of things,
and again, it comes back to reaching out to different people and understanding if what they're saying is
true was actually the truth. And so when you have a really good pulse on what's happening in tech and
whether there was a riff and the reason that person was let go was actually because they weren't



prioritizing a certain part of the product or whatever, like those things, it happens. That's life, especially
right now, right? If we were to X every single person that has a short stint that joined a new company over
the course of the past year, that wouldn't do anyone any good.

AR ERIE:

XFHFAE—F, XEURTFEKBER. MRXAT —TMREHMBED (recurring theme) , BHAZR—TE
REVD %, MREETHZR, ZRENELALL; MRRKETHR, ZUARRT B, B XN . EFRF
AR TR EMMIINIIG, XXERTERERRENA, EREMITRNEERESE. MRIRNRHE
MEISTINEE, MEYRESEDL, HEBPARKBRENREAZSENZENMITLE N ME” IR
NEBSY, WIS, XEFEFEELE, XMEEE, LHRIE. MRBIMHEIE—FFREEIELER
£2[ (shortstint) BYA#RRI=E, BBFHEERZLFAL,

[00:50:44] Lauren Ipsen
English:

Another thing I've found that's pretty interesting is that people will often, because they're so afraid of that
narrative, they'll often not include on their resume companies that they didn't stay for a year. And in my
personal opinion, that's actually almost more of a red flag because that did happen, and you don't want
to just pretend like that wasn't a decision you made in your life, and usually is handled with grace. You
can speak to the reason that you decided to make a bet, the reason that you went there, and the reason
that you moved on, in a way that people can typically resonate with. But I've seen executives just put that
they've simply been advising for two years or something like that, when in reality they had two
companies that failed.

FROCENIR:

HERM—HREBNE: AMMEAXEEBHAENE, FEFAEEHREREFFE—FHQF. ERE
¥, XRMEBGR—1M%, BAPHIRET . FREREBFZBMRAEFH—TRE, EERBELER
i, REJUBRATAREERILTE, ATAEBE, URATABF, AMIBEEZEFEHLH, BFER
SHEESERSECH T MERNMR, ML L1250 T RIRELk KK,

[00:51:33] Lauren Ipsen
English:

And the fact of the matter is, | have some CFO candidates I'm talking to right now and their past three
years have been short stints because they were brought in to take a company through an IPO and then
that changed, or they were brought in to enter into a SPAC and then that became less of the buzz. Right?

AR ERIE:

FLE, REMETERN—L CFORIEAN, MITIE=FEETENTIRERN, EAIIBBERENTH
JrB L™, BERERET; HEMNBIBHRKZENTEL SPAC FHRENWBATE) £, BEERAER
To Xfr@?

[00:51:51] Lauren Ipsen
English:

So these things happen and roles change, and | think it's just allowing people to tell their story is the
most important thing. So | would say red flag is, for me, just always be honest about when you started,



when you left a company. If | see that someone still has present on their LinkedIn but they've been gone
for two years and they kind of are acting like they're still there, that doesn't feel good. Just want people to
give you the truth, the straight facts, so that you can support them and tell their story and represent them
in a way that makes you feel like you have all the details.

FRCERIR:

FIAXERBRAE, ABHERNE, HANNKREENZILANIHRMIIASRE, HHEKR, 42 BSL
ESE I AARAIBSNER. AR, MRFBEIFE AT Linkedin EXER “ERR” , EXHFLEEZBARE
7, MERNBHFEEERE, XMBERFT. RIABREAMNELHEENMER, XFRAEHMN], #
GFIRERE, FHU—FERTREATRIAURARML]

[00:52:23] Lenny
English:

Got it. So basically, don't lie. That makes sense. That reminds me a little bit of people kind of upgrade
their titles a little bit because maybe they don't have an official title or they just want to sound a little
important. How do you feel about when people do that on their resumes?

FROCENIR:

BAE. FIUEA LR JIME. XEEEE, XLBaREE ALY “BU° —TFM89L4% (upgrade
their titles), BT EENMITEBEER LS, RERLWILACHEREE =, NEABHH LIXMHT
597

[00:52:35] Lauren Ipsen
English:

Yeah, | don't love that. | also don't love on the resume when people, and some people do this and it's
okay, but when people say silly, vague names like they'll say something along the lines of, "Whatever at
Reddit," as their title or, "Master of blank at this," and it's like, okay, what were you actually doing?

FROCENIR:

BH, BRAEWHF. HBAEREH LHIMABLERE. BT BEAIXAM, BABT, BHAM]
5“7 Reddit ATRELL/\ERVE” E “FEKXIN ZHEHKAEH, ZEA: FE, FEIRIEEMAA?

[00:52:58] Lenny

English:

But I think they do that to avoid recruiters reaching out to them.
R EE:

BEIAN MBI TR T B RIEKEL,

[00:53:00] Lauren Ipsen

English:



Exactly. As their direct target, I'm pissed. So | feel directly attacked in that regard. So that's something
that throws me off, but that could definitely be a personal thing. And | think overall, for the most part,
people don't have any other things that really just throw me for a loop. And the fact of the matter is,
resumes we look at less and less, especially at the executive level, and it's a lot more of allowing people
to tell their story, meeting in person, talking with their different people that support them, and getting
kind of more of the big picture around who they are.

FROCERIR:

"iH. FAMMNNERBN, HRES. HEAGXNER—MEERE (KX). FIUXFIUERRAR, BXLEH
BHENMANEZE. BHFRR, KBONLKEEMFHILLERERNER. FXLZ, HIEEHREEEZD,
PR ERERE, ESNEILAMTARECHRE, #ITEAMNERR, SHUMNNFRARR, NMES
3 T AR )2

[00:53:33] Lenny
English:

| want to talk about what recruiters often do wrong and what you've learned there. But before we get
there, one last question: do you have any tips for a product manager in the interviewing process, how to
be more successful interviewing?

AR ERIE:

HACHNHMEEE A RE BILAV IR U AR MARIREX I, BEBZAT, &E—NRE: WFETEERN~mE
B, fREs2NEELL IR ERIIG?

[00:53:45] Lauren Ipsen
English:

I've had this come up a few times when I've interviewed product folks that they'll speak down on their
counterparts or say that the reason they weren't able to meet deadlines or push product in the right way
was because of the engineering team or because of other components of the business and it wasn't them.
And so | think that's never a good way to go about it. So it seems obvious, but you would be surprised
how not obvious itis.

RS ERIE:
HFEERTRARBEELRXMER: 18K (speak down on) i IMEE, sEiHbI1ZFTLE

RERREY eSS S A IE A N =, BRENITRFESLSHEMER], MAZMI]E SHEE. FIAN
EBAR—NFHE. XREERREMBZL, ERFIFFTFEZOARTIRFIX—R.

[00:54:10] Lauren Ipsen
English:

So thinking about things more holistically, speaking honestly about your strengths and things that you
want to continue to grow and improve upon, and then being able to tell your story, like practice telling
your story. So often people don't do that, especially when they're not looking for jobs, and then it's not
until their 10th interview that they know how to tell their story and what they did and what they
impacted and why they were someone to be missed when they moved on. Those are things that you want



to know how to speak to, and unless it's something you've been doing or practicing, it's less natural.
That's some advice | think just off the top of the head.

AR ERIE:

FRUEELEMBE R, HSEHIRICIRAVIKE AR B RS A KM H BT AR EREHIFIRETEEE,
EEANR SR IRIREYE R, AMNEERELS], Rl IMITLER TIFRR R, HEI% 10 XmEiR, i+ ¥=a0
AHRECHERE. BT Ha. FETHARME, UNATAMNBERERILARS, XERRFEFEEREA
BRA, FRIFMF—EEMIELS, SNREFFAEA. XERMEORBZIN—LEZN,

[00:54:45] Lenny
English:

Awesome. That's really good advice. One thing that makes me think about, | know | want to get to this
last section, but do you think the best product leaders have their kind of story figured out in the future
and work backwards from that and have a sense of where they want to end up, or just kind of take it as it
goes? Because I'm the latter. | had no plan, | just went to see ... follow the path that was presented. Do you
think that is generally true for folks that end up being successful, or do you recommend people think
about, "Here's where | want to be in five years, here's what | need to do to get there"? Do you have any
guidance there?

AR ERIE:

XiET, FEBANEN, XIBFEE—MHS, EATBHAANRE MY, BMRAANREBENFRASER
BEWBE T RARNEEHBLFAES (work backwards) , BEREHSRELMAEFAME, E2MEBEM
R? AARREREE. HRBEEEITY, RRIRBMA. RAANFRLERLRNPARKLR, XEEEENG?
ERIFRNANRE “BFEEFBAFTAME, ITRAIPERFEMAAL” ? MEFAESEND?

[00:55:18] Lauren Ipsen
English:

| mean, for what it's worth, I'm definitely more with you. I don't know where | want to be in five years, so
it's tough for me to say. But | do think that typically someone that has the end goal of being a CEO will put
the pieces into place to try and get there, and so it's not a bad idea if you do have an end goal of wanting
to run your own thing to inch towards that. So maybe you go from being a product specific leader to then
operating in some type of GM of a business unit capacity and owning a P&L, and then although it's more
of a product oriented role, you're still getting closer and closer to that end goal of COO or CEO.

FROCENIR:
BEY, MEDAMS, RENEMR TR, REABERERHEEMIL, FALUIRMER. EBRHEIAN, &
FEARLLAN CEO NAREMRNIA, AT EIMBEmMAESE. MRMHLELEECE UL RER, B

PMEUHBHLSEE (GM), AFRER (P&L). BEAXMAR—IMUFmASENAE, EFRE CO0 8 CEO
ALK B ARSI 7 o

[00:55:53] Lauren Ipsen

English:



So if it's something like that, then | think that naturally makes sense. Do think people can be enticed by
shiny objects, so excited because it's a step up from a title perspective and things like that, and | think
that's just so not important in the grand scheme of things. You could be the VP of product or a CPO of
what, you know? That's so vague. If someone just says, "l want to be a chief product officer, that's the end
goal," I always say, "Of what?" You could be the chief product officer of your household. Is it of a multi-
billion dollar consumer brand or ...

FROCERIR:

MRZBXMER, BEARHEEN, BRALINAANEH “EMALHFRA" BEX, LNEANKERAT
MREREE, RINANKIZERE, XIRAFEE, (RA]LURZ VP of Product 3 CPO, 1BAFEMEM CPO IE? X
KIEHT o MRBAR “BHLRETERANEETMRE , HEERNR: “MERN? 7 REAUEMRRNERE
FmB. RMEMTZETBHEMMER CPO, EZ 7

[00:56:32] Lauren Ipsen
English:

So | guess what I'm trying to say is work backwards from a goal for sure, but don't allow titles or valuation
bubbles or other things to derail something that feels good. If you're in a role and you feel like you're
making an impact and you're learning and you're growing and are excited about the work you're doing,

do not allow a title of some other company to make you feel like what you're doing isn't worthwhile.
R EIE:

FRABRIRNE, ME— B ERESEARTE, BFZiLXM. GEERX (valuation bubbles) SiEM
AT TIRRERFOIDR. MRMAEEMNNAULRSESESERM. £FS. K, HEXIER
walE, FERANS—RABNENKEMILRREFINERBN—IRENE.

[00:57:01] Lenny
English:

| love that advice. So many people just chase some fancy new role, new title, new logo, and end up
getting there like, "Man, this sucks."

AR ERIE:

HERXMEN. KZEARBEERAHIFATE. HXf. MABNRE, ERITHREANLI: “XW, X
WHEKI=ZT "

[00:57:08] Lauren Ipsen
English:

Exactly. Yeah.

R EE:

=i, e,

[00:57:09] Lenny

English:



This reminds me, | did a meditation retreat once and one of the teachings there was you don't want to be
fixated with achieving a specific thing, but you want to push your cart in that direction, just like head that
direction and have a general sense, but not, "I need to be that thing and that's what'll make me happy."

FhSCERIE:

it BAERSMIBN—RERFHE, HPN—THFE: MABRETENETEFNER, MEE “HE
fRE9NZE" (push your cart) BN ARE. RERSLNAE, BPIAERIET, MAZIFFH “HLM
RABEBAN, BASRE" o

[00:57:26] Lauren Ipsen
English:

Exactly. | think that's exactly right.
FRCEIE:

o HIANTRIEM.

[00:57:27] Lenny
English:

Awesome. Okay. Final topic is from the recruiter perspective, what do you find recruiters do wrong most
often or miss when they're trying to attract great product talent to a company?

FRCERIR:

KiET. i, BRE—MEEEMNBEARNAERE. MAMBEARTREARBRRIEE~mATH, &
BIEHERIERAIZA?

[00:57:38] Lauren Ipsen
English:

Yeah, so this is one | feel especially passionate about because | do think recruiters have a bit of a
reputation, and | think that it's for some good reason. There's naturally people that forget that these are
human beings that we're dealing with every single day that have lives, have families, have careers, or
ambitions outside of their career.

FROCENIR:

BH, BMXMEEFFERE, BARBILIANBEBARHNRERRY, MARUANAIXZERRAN. REA
#, BEASTRERNEXRITRENEEFEENA, ITEECHERE. RE. Rk, SERIZIMIR5A,

[00:58:01] Lauren Ipsen
English:

So | think it's essential that you remember that this is another human being on the other end of things
and that you should treat them with the same level of respect that you would expect to be treated.

FRCERIR:



FRAFRIANEXREEN—RE, MEBIEENAEE—TA, RRIZURHEERGHEERERN T,

[00:58:15] Lauren Ipsen
English:

This has become even more apparent now that | have gone through some of my own recruiting cycles
where | was looking for different jobs, and a transactional recruiting call just will rub you so the wrong
way and will make you want to put things on your resume like | just alluded to that say things like,
"Whatever at Reddit," or what have you because you just don't want to deal with it.

FRZERIE:

AEBRBECEH T —EXRIOZEE, X—aTEEMBEE, BMHRZM (transactional) RYIBEEBIEEMNSILIR
EERE, ILFEEREH LEE—LEHRNAIREINERA, il “7E Reddit AFELE/\FENE" , ENIRIRATIE
BT,

[00:58:36] Lauren Ipsen
English:

And so | think you have to be a human, you have to start with a relationship, find common ground, build
rapport, listen to people, like actually listen, and remember what they say. So if someone says, "I never
want to do a crypto company,” and | just am only shoving crypto companies down their throat, that's just
insanely tone deaf. Or if they say, "I have this vest that | really want to be around for in May of next year,"
and | just keep hitting them up prior to that, that's just so not receptive to what they just said.

FRCERIR:

FRABIAAMRBIEN A—HFERTR, DAMBILXEFS, FHRERS, BIRE, MASIA—_EIEHN
0, FiSEMITHNIE. NREBAR “BWAKEZFEENEETRR , MEN—BHIBNEETHRITELM
1, MEEERE “ZRIL” (tonedeaf), HEWMRMITY “RAFHEAF—EHNETE (vest), HEH
TRZRT” , MEEAERZH—EREAN], ABiRBERRAEIT#H SRS,

[00:59:12] Lauren Ipsen
English:

Things like that, make notes if easier, because we speak to so many people all day long so it's definitely
not easy to do. But I'll have a note on my calendar that John Kim's vest just happened in March, and then
I'll be like, "Oh, okay, might be a good time for me to catch up." | won't say, "Congrats on the recent vest."
I'll say, "You want to grab a coffee, or do you want to catch up about this?" Or, "Hey, | saw that you were
speaking at this conference, love what you spoke about with regards to this." You got to find ways to
connect with people outside of just shoving them into a job.

RSz ERIE:
EULEMER, NREBNMERMEIR, RARINBRMBALAZ AiRE, BERRHIEE. EREEAFRHLIR
—%: John Kim WEANZE=B®IAE. AERES1E: “H, ¥, MAEAIESHRMNAMNTFRT.” BFSH

REMPNEF , HRH “BEBAmMEg? siERMIIX4ED? 7 SE 1%, RBEIMERTZIN
E&EHRT, RRERMXTEZDETENDE.” (ROTHEITE “BABHIE ZINSABRIKRENTGZ.



[00:59:46] Lauren Ipsen
English:

And so | would say something that I've learned and become very good at is starting with a foundation of
relationship building, gaining trust from people, because once you have that, then people will hear you
out on jobs and people will listen to you and actually trust your advice from a career direction and
perspective, but that takes time to build that, and it's definitely not going to be built by just chucking
things at the wall and seeing what sticks with people and seeing where you can shove them temporarily.
In fact, that will make them lose trust. And once you lose trust in a candidate, it's impossible to get it
back.

FRCERIR:

FIUBRFEHERIFZERN—RE: UBIXRZNELM, REAMNNGEE. BA—BETEE, AMAR0A
RAAIE, A2WEHBEESEMMIRLABMA AL LR, EXFENBEREIL, £XA25RMEED
NUABRUEM N EE “AhE” A, EBREBADGHEIMEMERZILERN, FXLE, PHEMSILMIIREE
o —BIRRETHREANGE, MEHHRALERT,

[01:00:22] Lenny
English:

It's interesting how one of the recurring themes of our chat so far is just play the long game in every way,
which takes more time.

FRCERIR:

RERE, RN E, —TRELIUNTERE: EAHFEEHE “KEFL , MXFEELH
&,

[01:00:28] Lauren Ipsen
English:

Yes.

A ERE:

=i

[01:00:28] Lenny
English:

Kind of sucks that you have to put in all this time ahead of time before you really need to get something
done, but what you keep coming back to is just that's how you end up being successful as a recruiter, as a
product leader, as a hiring manager, as a founder.

AR ERIE:

HFREFBETAREAGZZH, CDITURARAXAZHE, XHLERILAER. BRRERFRZE, XMIEM
ERIBEBAG. FRdlSE. BEZIENISARERERING .



[01:00:39] Lauren Ipsen
English:

A million percent. Yeah. Yeah. And it's really easy when you've got a quota to hit and you've got people to
provide for and a mortgage to just think about the numbers, but you have to play the long game because
people aren't just a commodity. It's so much more.

FROCERIR:

BRZBRE. SffEELSHER. BRHXMO. BEXEEN, REZRIERFE, BROATTKER,
ENARUXZ B, 11T LETF I,

[01:00:56] Lenny
English:
And one of the perks of working with a recruiter is they have done that already for you, and so | was going

to ask, when does it make sense for a founder to engage with a recruiter like yourself and when should
they not?

FROCENIR:

SRR AR T — R AN IMIT TR TR, FIMKIERE: QA ARHRRIZ I A0S
SKEE, HARMERRIZ?

[01:01:08] Lauren Ipsen
English:

Engaging with recruiters sooner rather than later in a proactive way is always a positive thing. It's just
sometimes companies aren't at the stage where they can necessarily hire a full-time recruiter because of

resources and how expensive it is to bring in an exec recruiter.
R EE:

REUEFHNARASHEEAREREZ—HEE. AZENARRLIERASIRBEAGNME, RARR
BiR, MEEBSERLNERRS.

[01:01:26] Lauren Ipsen
English:

So having someone that you can bounce things off of in a more informal capacity, bringing in someone
like a talent advisor that can help in a consultative way, those types of things, a million percent. Leaning
into the venture firms that have backed you, which is a lot of what I'm doing right now, that is definitely
areas in which early CEO founders should be leaning into that and trying to get as knowledgeable as
possible. And then | would say typically series B feels ... series A, dependent on the check size, and then
series B feels like a good time to bring in a couple key big players, if the company's well positioned to do

s0.
AR ERIE:

FREL, #H—PAIBAEERRRBIA, HEBE—MEERESIHEBRIAZ IR (talent advisor) , XEMIERE
DZBEXF. MAZFRINEATNAA ZR —XBEHEREEHNRED TE—XBXNEFH CEO



IR ANIZfEDRIM TS, HRAJGESHIRENAIR, ARHKRZW, BF B HE AR ENRTRENR), 2
T BiE, MRATWRRL, #ESIN LK AT BT,

[01:02:06] Lenny

English:

And bring in meaning full-time in-house recruiters or a firm?
FROCERIR:

RIHEY “5IN” BREE2ENAEHBEAREREXATF?

[01:02:09] Lauren Ipsen
English:

Probably bring in a firm. Yeah. That would be my recommendation. | think you can bring in one or two
recruiters in the early days like seed, if it makes sense for the company and they're growing quickly, but
it's all kind of case to case.

FRCERIR:

AIEERIIEARF. B8, BRHHEN. FIANEMFREZHMNE, IRATAERARBEEHE, FAILUA
—RIREREAR, EXEHEAEEBRME.

[01:02:22] Lenny
English:

The fact that you're kind of off the table for most founders now that you're at GC, which is a part ... And is
that true? Like you basically at this point work for General Catalyst founders, is that correct?

AR ERIE:

BESARILIETE GC, KZEOIBARIRERUS EEIFIIRSET - XBEND? lEi, REFERLER R
General Catalyst #&ZRIBIIRARRSS, XI05?

[01:02:32] Lauren Ipsen
English:

I am supporting all of our GC founders in the consumer and crypto portfolio. That being said, | spend all
day every single day networking and chatting with amazing entrepreneurs, people that could be
founding a company down the road and need some advice, great people that want to help in an advising

capacity. So it is, | would say, 50% networking, 50% actual parachuting into portfolio.
R EIE:

HFHSEERFFEAN) GCHBRMMELEMRAAESHIIFIEEIIAAN. BRI, REXREESKBNE L ERIE
RN, SERLEARRAIGERIUHEZRZINMA, URBLERESREMAENNATZAT . FIUAKRZIR, &K
AU 50% BEILARK, 50% BSLfr “=FF” (parachuting) ERHEHAS AR PRIERS



[01:03:00] Lenny
English:

Got it. Okay.
FASCERE:

] = g

[01:03:01] Lauren Ipsen
English:

Supporting them.

HRCERIE:

S o

[01:03:01] Lenny

English:

That's cool. | didn't know that part.
R EiE:

KEET, FARIAREX—&BST .

[01:03:03] Lauren Ipsen
English:

Yeah.

FCERE:

=1,

[01:03:03] Lenny

English:

So outside of that, what do you suggest founders look for when they're looking for a recruiter, and the

second to last question, what are signs that this is a good firm, a good recruiter? Just what should you be

looking for when you're looking to hire a recruiter, either in house or a firm?

FRsCERE:

BARRIEZ I, RBRNEIIBAEIHBEBARNNZEEMFA? AHE-MNIE: HARFHIELQBTFH
BREAGINE? SMTERA—SBEBAR (BEERREERINEATE) B, REZFHAA?

[01:03:15] Lauren Ipsen

English:



| think it's important to provide them with some direction and then see if they can recite it back to you.
Tell them the types of things you're looking for and then say, "Did that resonate? Because I'd love to hear
from you what you took away from that and what you think we should be looking for."

AR ERIE:

HIANNREEN—RE, L —E5m, AREMIESRMRERER, SIFMIIREEIHEOAL LR,
AR “X3RARNHISTIE? HEBIFIRIRMARAZE T HA, URIMMRIAARIIZF A AFRIAL”

[01:03:32] Lauren Ipsen
English:

And then kind of off the bat, ask them for a couple candidate ideas. Don't give them time to just go call
other people. In real time, ask them for some candidate ideas. Where does their brain go? Who are people
they would call tomorrow on this? The more that you can get that dynamic relationship formed before
you even go to search, the more you can determine whether this is someone you want to calibrate with.

FRCERIR:

Ala, LZIBMIHREL MEEANRR, FELMIINEIELFIAITEIE, il —EEEANEE.
IR F B EAKH? FHXXNERA, MIBRSGIEITEIE? FEXAFIREIZE, (FHEEERIIEXME)
SHEHXR, MBEAXEEEMBE—HE “RE" (calibrate) BIA.

[01:03:54] Lauren Ipsen
English:

So yeah, | think just putting them on the spot a little bit and asking them to show their work rather than
just sending over a deck of searches that could have been done by other partners or could have just been
done by other people on their team. You want to actually understand who this person is. So that first
question is testing their listening skills and their ability to actually hear what you're saying and what
you're looking for, and then the second is, okay, now how quickly can we get calibrated on what this
profile should look like.

AR ERIE:

FREL, 289, FIANBILMIIEZRA—T, itIBTECHNESSE, MABRRRAMM—HEIsEREME K
ABEIPAR S SE R I F 50 PPT, REERIET XM ARH. FH— RN LA HRrETS, URkA]
EEENITETRIFER; FTTREREMRIESRAAT BEERFHIR,

[01:04:21] Lenny
English:

Awesome. That is great advice. Very tactical. Any final words or wisdom before we get to our very exciting
lightning round?

FROCENIR:
AHET . XZBIFETLRIEN. EENHBDACOHANBRZERTZE, TETARBNFERESSED?

[01:04:26] Lauren Ipsen



English:

This has been awesome, by the way. | think more generally, the advice is just treat people like human
beings, build rapport, play the long game, and gain trust, and that takes time. And so those are the most
important things from a recruiting standpoint, is being able to tap people and have them feel like you
genuinely have their best interest at heart and that you care about their career and life outside their
career. And so | think that's what makes for a really good recruiter.

FRCERIR:

IREBR—T, XRZAAET . BHIFKR, ROENE: IBAZHAE, BURE, KEEE, RESEME, M
XEENE, MEBNAERE, REENFEBREBMEAS, HILUMNESHREOENMBIINAMZEES,
RO TBYERL AR ERL Z SN TR BOIANE R — R I T A RBIXRE.,

[01:04:53] Lenny
English:

Simple advice, but often forgotten and easy to overlook. Awesome. All right. We've reached our very
exciting lightning round. I'm going to give you six questions, whatever comes to mind, we'll go through
them real fast. Does that sound good?

FROCERIR:

BRNEY, EEXEWETERZWBM. XIET. §7, HNHFANTIEBHMACHNBREFT, H=0
R REL, RBEIFARRTA, FiRES—E, AJLS?

[01:05:08] Lauren Ipsen
English:

Okay. Yes. Let's do it.

R EIE:

YFEY, =IElE, FHIEIE,

[01:05:10] Lenny

English:

Let's do it. What are two or three books that you recommend most to other people?
R EE:

FHih. MREFLINANR=ZRBEMTA?

[01:05:14] Lauren Ipsen
English:

The Power of Now and You Are Here.
FREiE:

(HTHIHNE) (The Power of Now) FI ({R7EXE) (You Are Here),



[01:05:17] Lenny

English:

Wow. Awesome. What are favorite other podcasts that you listen to other than this one?
R B

I, XHET. BRTXMER, RESRIAMLEEER?

[01:05:22] Lauren Ipsen
English:

| mean, there's tech ones, but Your Own Backyard because | went to Cal Poly, so that one hits a little close
to home.

FRsCERE:

B—EREEER, BFREW (Your Own Backyard), FAFHLEBZMMMIIIBIARE (CalPoly), FRIABNT
BitHRREHE,

[01:05:28] Lenny
English:

Wow, | haven't heard of that. Cool. What's a recent movie or TV show that you've watched that you've
enjoyed?

AR ERIE:

I, FRITRIBD, . REMEIHERNEZNBATERTA?

[01:05:34] Lauren Ipsen

English:

Top Gun I've watched too many times and-
iz

(HFEE) (Top Gun) RETASET, BA

[01:05:39] Lenny
English:

The new Top Gun.
HRCERIE:

ERTRVERER CEEZER) 13?

[01:05:39] Lauren Ipsen



English:

Yeah. And then TV show. Oh, it's all trash reality, so I just can't tell you.
FREiE:

T, ETHEUNE, |, 2REREFNEAS, FIUHKESIFR (K.

[01:05:45] Lenny

English:

| get that. | understand. My wife has that and she can't tell anyone. Yeah.
R EiE:

HlE, BB REFHERLE, twhAREERFIA.

[01:05:51] Lauren Ipsen
English:

That's my one secret.

R EE:
BRI — N NHE,

[01:05:51] Lenny
English:

All right. Okay, great. We'll move on, but that's great. What's a favorite ... Oh, this is interesting. What's a

favorite interview question that you like to ask or maybe you've seen someone ask?
FpERIE:
9y, i, FMHS, REREXRHNEIRREETA? SHEMRIIHARSHRENENBETA?

[01:06:01] Lauren Ipsen
English:

| love the good strengths and weaknesses question. | think it's really good to see how people self-analyze
themselves.

FROCENIR:
HERZHONRRNT. FIANXERFMMTRANTAORHITER D

[01:06:06] Lenny
English:
What do you look for in their answer that's the sign that it's well answered?

AR ERIE:



MREEMNBNRIERIFHA A, KAMXZ— I FHEE?

[01:06:10] Lauren Ipsen
English:

Honesty, authenticity. Can read right through a, "Work too hard," answer or a perfectionist type answer.
What are your weaknesses? Let's talk about it.

FROCERIR:

SEMES, HEE—REFIM “TEREN” & “TEEXE" ZEBEE. FHBKREMFA? LHNFFH
T AENED,

[01:06:19] Lenny
English:

For real.

FRCERIR:

R,

[01:06:21] Lauren Ipsen

English:

So that one | think is always a really good test of character.
R EE:

FRIAFRIANBRIG R BRI B — DMRIFRI IR,

[01:06:24] Lenny

English:

What are some favorite apps right now?
FRCEIE:

RIERE RN B HRLE?

[01:06:27] Lauren Ipsen
English:

I've been playing around on BeReal. | mean, | love Spotify, it's straightforward. And then I've been on
Strava, I've been running, so that are the-

FROCENIR:

H=G7ELt BeReal, FIRE I Spotify, EREE. &H Strava, B—EHEHD, FILUXLER -



[01:06:34] Lenny

English:

That's a good combination of apps. That's like a full life.
R EE:

XE—MREFNNAAS, ITREREEREE,

[01:06:37] Lauren Ipsen

English:

Thank you. Thanks so much. Trying to be.
HRCERIE:

s, IFERS. BHILEFETRE.

[01:06:41] Lenny
English:

Final question. Who else in the industry would you say that you most respect as a leader and a thought
leader influence type person?

FRCERIR:
RE—NEE, FUR, MEERNASELEBETHM (thought leader) FifE?

[01:06:49] Lauren Ipsen
English:

My first boss out of college, Joe Suliman, is awesome. He's always taught me to lead with that
relationship-based approach and it's really so easy to say that you do that, but then to actually do it and
live it out for the people that work for you, as well as the people that are in industry and speak of you, is
something else. And so he's always taught me to do that, and | just learned a ton from him and he's just
incredibly smart and in tune with what's happening in industry and makes great stances and opinions on
how to navigate those types of things. So, he's someone that | have an immense amount of respect for.

FROCENIR:

HARFERIEHE—EER Joe Suliman JEEHE, MEBHSHEU “BIXR” AREKIAT. OXLHR
25, BEHEIEHE, FAFENOTEURVATNREASEDT, BES—EIF. t—EHRFXEFEM, HM
e EFETRS, MREER, WIS TIEE, FEENALESMRE L E RS LB RE,
ERIAFEEHHI A

[01:07:24] Lenny
English:

Sounds like an amazing person. Lauren, this was excellent. | feel like this is going to be useful to so many
people, product managers, founders, other recruiters, all kinds of other people. Thank you so much for



doing this and making the time. Two final questions. Where can folks find you online if they want to reach
out or maybe collaborate with you and learn more? And how can listeners be useful to you?

AR ERIE:

IFEEsRZE T NEERIA. Lauren, XXM ARBEFR 7. HWREXNRZAMIER, BFEFREE. SliBA.
HEREAGRES, FERGFHEFESMTE. RERNANE: MRAKBEKAR. SR TRESE
B, AJLEMBEIREIR? IRARIBENIRIEERA?

[01:07:44] Lauren Ipsen
English:

Yes, absolutely. And also, thank you. This has been so much fun. They can reach out to me on LinkedIn. |
happen to be on that one quite a bit, so definitely can DM me there, can send me an email, and | can
shoot you that over as well. And then the way they can be helpful is if there's people that they think the
world of, shoot them my way. If they have questions around best ways to go through an interview process
or how to navigate different things, please, by all means, a huge part of my job is trying to help people
that are going through this for the first time. Happy to just be a sounding board or of help in any capacity.

FROCENIR:

P89, EEEMR, XORZRIER MR ARBIMUTE Linkedin E3IREIFK, REEENLE. TUERAREN
5, WA IAE. EFTAKEERZMSG . MRFINR—LEMRIFEMENA, BRMITEFLSTR. W0
KR EIRRIZHER R BRI, BRENEKRR. RIFNRA—SOMEEEALE —REHXEIIZH
Ao BIRRBIIFH R AR NRIEE D,

[01:08:19] Lenny
English:

So if you're an awesome product leader, you want to see what's out there, find Lauren on LinkedIn. Is that
the best place to find you?

FROCENIR:

FREL, MIRFR—UMFHN~mATE, BERINEAMNS, 157 Linkedin £3% Lauren, BBR R IRERIFHIM
Hg?

[01:08:24] Lauren Ipsen
English:

That's perfect.

R EE:

i, BBERGIE,

[01:08:25] Lenny
English:

All right. Awesome.



FRZERIE:
9T, K#ET.

[01:08:25] Lauren Ipsen
English:

Yep.

FRCERIE:

1=

[)Ye}

[01:08:25] Lenny
English:

Thanks, Lauren.

R EE:

4, Lauren.

[01:08:26] Lauren Ipsen
English:

Thanks so much. Appreciate it.
R EiE:

EERE, RER,

[01:08:29] Lenny
English:

Thank you so much for listening. If you found this valuable, you can subscribe to the show on Apple
Podcasts, Spotify, or your favorite podcast app. Also, please consider giving us a rating or leaving a
review, as that really helps other listeners find the podcast. You can find all past episodes or learn more

about the show at lennyspodcast.com. See you in the next episode.
R EIE:

FFERBPARIUET. WRIRTSAEITTERNE, PILTE Apple Podcasts. Spotify SifREIRAVEZ N A LIT
o IESh, BEEATNBTDHNB TIE, XEEHPEMTREAIXMER, (RAJLUTE lennyspodcast.com %
AFFERTER THRESER. K THER,



